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The purpose of this thesis was to learn more about the recruitment needs and intentions of
local businesses in the South Karelia region. The aim was to find out about the companies’
interest in working with students, as well as their past hiring practices and the main
strategical intentions to hire international talent. The thesis also aimed to find out about what
the companies’ main obstacles are for not hiring international employees yet.

The theoretical background discusses present-day human resource management,
organizational diversity ad its benefits and challenges, diversity management, intention and
planned behaviour, the international workforce in Finland and a regional overview of South
Karelia. The empirical data for this research was collected from companies that originate
from in South Karelia and companies that originate from other areas in Finland but have
offices and significant operations South Karelia by using a questionnaire.

The findings of the thesis show that the companies’ main strategical intention to hire
international talent is opportunity-driven, but capability-driven and need-driven factors are
almost as common. The findings also show that the main obstacles to employment are
communication challenges and company infrastructures that do not support employing
international talents.
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1 Introduction

The LUT University, LAB University of Applied Sciences and Sampo Saimaa Vocational
College educate new employees to the Finnish work markets. The companies in South
Karelia have brilliant opportunities to cooperate with the students of these educational
institutes already during their studies and at the same time test them as their future
employees. Even though the company would not have a direct recruitment need, the students
can help the companies to solve different challenges as part of their studies.

The following thesis aims to find out about the recruitment needs of local companies and
interest in cooperating with students, as well as the experiences and intention of local
companies to recruit and employ international talents. The survey is carried out in
cooperation with LUT University, LAB University of Applied Sciences, Sampo Saimaa

Vocational College and the cities of Imatra and Lappeenranta.

1.1 Motivation and background of the research

There are many international students graduating from Finnish higher education institutions
every year, and Finnish employers should make use of this huge pool of foreign talent in
their operations. However, surprisingly many Finnish companies are not aware of the
potential of international students and graduates, even though they could already test them
as future employees during their studies through project works, internships, summer jobs

and as thesis workers.

In Finland, local students very often connect with their future employers already during their
studies, through the previously mentioned project works during courses, compulsory or
voluntary work practice, summer jobs or thesis works. However, this formula seems to be
the mainly for Finnish students, and somewhat less for international students. Finnish

working life is made for natives, and it is very difficult to penetrate by internationals.
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However, getting employed as a foreigner in Finland is not completely impossible. There
are many successful examples who got a permanent contract, some of them even without
Finnish knowledge. The majority of international students are willing to stay in Finland after
graduation for at least a few years. The area where they want to settle down is not significant,
as they are willing to move to any place where they find an interesting job offer, therefore
South Karelia has as many chances to retain the international talent as any other region in
Finland (Virsinger 2019). When that job offer cannot be found in Finland, they move on. It
is very important to change the attitudes of Finnish companies to be more welcoming and
open for foreigners. The attitudes and beliefs of employers play a crucial role in deciding
about the recruitment of international employees. According to Niemi (2015) many of them
see risks with employing foreigners instead of the benefits they might bring. For example
they might think that foreign employers are not as dedicated or loyal to the company as
natives, and they might leave quickly after they learned the job, or that the quality of work
they do is not as high as native employees or that foreigners lack cultural knowledge of
Finland and the Finnish ways of working. The employers need to be aware of the benefits of
diversity and that there is a big pool of international talent available that already has a
knowledge of Finnish culture and developed ties to the country thanks to staying here for
the duration of the studies. They just have to connect with these talents and make use of their

skills and value they can bring to the company.

This research aims to find out what is the intention and attitudes of South Karelian companies
when it comes to employ international talent. What are their main reasons for employing
workers with an international background, and what are the main barriers and obstacles for

not yet employing them.

1.2 Preliminary literature review

The majority of research conducted in Finland concerning the employment of international
workforce mainly discusses the topic from the international students’ or graduates’ point of
view. News articles usually tell the international job hunters’ point of view as well, how they

are struggling to find work and how the majority of international graduates leave Finland as
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result (YLE News 2018, YLE News 2019). My own research | did for ELY-keskus
(Virsinger 2019) also discussed the employment experiences of international graduates of
LUT and Saimia (currently LAB). Many of the graduates intend to stay in Finland, especially
those who did both their Bachelor and Master’s degree in the country, as they have formed
a connection to the people and the culture. Shumilova and Cai (2011) also found that when
students choose to come to study in Finland, they want to start a life here, not just simply

obtain a degree.

In addition to the students’ and graduates’ point of view, it is important to also hear the
employers’ point of view and what their thoughts and attitudes are when it comes to
employing or potentially employing an international talent. How employers perceive
international workforce and what their initials beliefs are about them has a strong influence
on the employers’ intention to hire international employees (Niemi 2015). When the
employers are aware of the benefits and the positive aspects workplace diversity and
international employees can bring, they are more likely to welcome foreign employees to
their companies. Additionally, it is also important to know what the employers’ potential
barriers and obstacles are, because removing these would be very valuable in retaining

foreign graduates.

One research that discussed the employers’ point of view and their intention was conducted
by Niemi (2015), and it aimed to find out the intentions of employers to hire highly educated
foreign workforce in the Kokkola region. Niemi’s hypothesis was that “recruitment plans
influence strongly on employers’ intention to hire a highly educated foreign workforce, if
however, there is not commitment involved, there is no guarantee that intention will lead to
behaviour.” This hypothesis was supported by Niemi’s findings. Even if the some of the
employers had clear intentions and commitments to hire international workforce, it was not
clear how soon these led to behavior. Many employers in the region did not have a clear
picture of the available international workforce, which emphasizes the importance of close
cooperation with local companies. Another important finding of this research was that

employers showed to have a positive attitude towards international workforce based on their
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experiences. This is why internships and other work projects with local companies are

especially important to improve the employability of foreign graduates.

1.3 Research questions and objectives

This thesis aims to find answers for the following questions:

Q1. What are the main reasons of South Karelian companies for employing workers with an

international background?

Q2. What are their main obstacles and barriers for not employing international talents yet?

The hypothesis is that South Karelian companies with a larger, already international
operational scope are more interested in making their workforce diverse. These larger
companies are more likely to employ international talents, and they start to cooperate with
them already during their studies, through project works, thesis works, internships and
summer jobs. They see the advantages and value that international employees can add to a
company. Opposed to this, companies with a smaller operational scope are less likely to see
the values and they are not interested in diversifying their workforce. When they do give a
chance for international employees, they might face more problems in managing a diverse

workforce than larger companies do.

1.4 Theoretical framework

The theoretical framework for the thesis is the phenomenon of hiring international workforce
and the need for international workforce. The theory used is present-day human resource
management and recruiting, concentrating on diversity in the workplace and diversity
management, and the advantages and disadvantages of managing people across cultures. It
also includes the beliefs and attitudes of employers towards international workforce.

Intention and planned behaviour also play an important role in hiring decisions. The context
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for this framework is the companies operating in South Karelia, the international workforce

and immigration in Finland, and the Finnish labor market.

PHENOMENON CONTEXT

Hiring international Companies in the
workforce South Karelia region

International workforce in Finland

Need for international
workforce

Finnish labour market

CONCEPTS
/| THEORY

Human resource management
Recruitment

Diversity and diversity
management

Intention and planned behaviour

Employer attitudes

Figure 1. Theoretical framework

1.5 Key concepts

This chapter introduces the key concepts of the research that the reader needs to be familiar
with. These concepts are mentioned and discussed throughout the research, therefore it is
important that the reader is introduced to them, in order to have a better understanding of

what the research focuses on.

Diversity: Diversity means being varied or diverse, it means the variety or multiplicity of

demographic features that characterize a group of people (Dessler 2013). We can distinguish
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between two types of diversity, which are inherent and acquired diversity. Inherent diversity
means traits that a person is born with, for example gender, ethnicity and sexual orientation,
mother tongue. Acquired diversity means traits that a person gains from experience, for
example cultural and international skills acquired by living in a different country, learned
language skills or educational background. (Hewlett, Marshall and Sherbin 2013)

Diversity management: Diversity management means managing diversity at work. The aim
of diversity management is to maximize the potential advantages of diversity, and at the
same time it aims to minimize its potential barriers and challenges, by taking steps to
encourage the diverse workforce to work productively together. Diversity management
involves both compulsory actions (for example actions that are required by law) as well as
voluntary actions (for example diversity trainings and education for employees). (Dessler
2013)

Employability: Employability can be defined in three different ways (Crossman and Clarke
2010). Firstly, employability is defined as having the abilities and skills to find and gain
employment. Secondly, it means the abilities and skills to remain employed and keep a job.
Thirdly, it means having the abilities and skill to obtain new employment when necessary.
Employability is an important benchmark for measuring performance at an individual level
as well as an institutional level in the context of higher education. According to Cranmer
(2006) from the government’s and the employers’ point of view, employability is concerned
with making sure that graduates are “work-ready” in order to contribute to the society’s

economic competitiveness in a global context.

Human resource management (HRM): Human resource management is the process of
acquiring, training, appraising, and compensating employees, as well as attending to the
employees’ labor relations, health and safety, and fairness concerns (Dessler 2013). It is the
process of managing people in organizations in a structured and thorough manner
(Management Study Guide 2020a). This includes staffing or hiring people, the retention of
workforce, pay and perks setting and management, performance management, change

management and taking care of exits from the company. HRM includes the management of
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people in organizations from a macro perspective, meaning managing people in the form of
a collective relationship between management and employees. The HRM function in
contemporary organizations is concerned with the notions of people enabling, people
development and a focus on making the employment relationship fulfilling for both the

management and employees.

Intention and planned behaviour: An intention is defined as the determination to act in a
certain way, and it can also mean the aim of an action (Burks 2001). If there is a purpose or
intention prior to action and behaviour, this might result in intentional action. The theory of
planned behaviour states that three factors affect behavioural intention: attitudes, subjective
norms, and perceived behavioural control (McDonnall and Lund 2019). Behavioural
intentions can forecast a person’s actual later behaviour. However, the relationship between
behavioural intention and actual behaviour is not straightforward, and intention might not

lead to action.

International talent: According to Vehaskari (2010), international talent, foreign talent,
expat, immigrant, foreign national and resident all have almost the same meaning when their
definitions are looked up from a dictionary. However, all of these terms have a subtext that
evokes different images when talking about them. For instance, the Finnish media
erroneously speaks of immigrants when they are talking about refugees and refugee issues.
The formal term foreign national refers to a person who is uninvolved and possibly just
passing through. The term expat typically refers to a person who has been brought to Finland
at great expense for a short-term, temporary assignment, mostly referring to those that work
in white-collar jobs. In a similar way to Vehaskari’s (2010) report, this study also disregards
any between-the-lines meanings or connotations of these terms, for the sake of egality and
simplicity, and talks about international talent or foreign nationals to simply mean the
population of all the people who legally moved to and live in Finland, but who are not

Finnish.

Organizational diversity: In an organizational context, diversity refers to equality of

opportunity and employment regardless of race, gender, ethnicity, nationality, and sexual
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orientation (Management Study Guide 2020b). Organizational diversity means having a
workforce that consists of at least two or more groups of employees that have various
backgrounds, such as race, ethnicity, gender, culture, national origin, handicap, age, and
religion (Dessler 2013).

1.6 Research methodology and data collection

This thesis is conducted based on the needs of the clients. The project by the City of Imatra
is called “Joustavat koulutusmallit yhdessd yrityseldméin kanssa”, “Flexible education
models together with business” (Imatran kaupunki 2020). The survey is carried out in
cooperation with LUT University, LAB University of Applied Sciences, Sampo Saimaa

Vocational College and the cities of Imatra and Lappeenranta.

In this thesis, quantitative research method is used. Quantitative research is empirical
research, where data is collected and analyzed in numeric form (Blaxter, Hughes and Tight
2001). Quantitative research is concerned with the facts and hard data. It is generally
considered to be objective and reliable. It was anticipated that there would be a large number
of respondents, therefore quantitative research was deemed to be the suitable method to

collect the data.

The data for this research was collected by using a questionnaire. The questionnaire was
made using Webropol, an online survey tool. The population of the survey consisted of more
than 500 recipients. The questionnaire was directly sent to 470 South Karelian companies.
The questionnaire was sent by email and the contacts were gathered from various internet
sources, such as the South Karelian business directory database, Kauppakamari and
company websites. The companies the questionnaire was sent to were chosen randomly from
the above mentioned databases, because it was important that all industries of the region are
represented. In addition to the e-mails sent directly to the companies found in the database,
the survey was also sent by various newsletters to maximize the reach of the questionnaire

to relevant companies. Newsletters were sent by Eteld-Karjalan Yrittdjat, Firmatiimi, LUT
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Career Services, and some companies were contacted using private contacts. The data was
gathered from 24" of September 2020 to 10" of November 2020. During this time period,

altogether 40 companies responded to the questionnaire.

1.7 Delimitations

Geographically the study is limited to the region of South Karelia in Finland. The
participants are South Karelian companies with headquarters in one of the nine
municipalities in South Karelia, as well as companies which originate from somewhere else
in Finland, but have an office and significant operations in the region. The size of the
companies participating in the study and their operational scope was not limited.

1.8 Structure of the thesis

This thesis consists of five chapters. These are: Introduction, Theoretical background,
Research design and methods, Findings and finally, Conclusions and discussion. Chapter 1
introduces the topic and motivation of the thesis. It presents the theoretical framework
behind the research and a preliminary literature review. It also presents the research
questions, the key concepts the reader needs to be familiar with, the research methodology
and data collection as well as delimitations to narrow the research down. Finally, this chapter
features the overall structure of the thesis.

Chapter 2 introduces the theoretical background for the research. The theoretical background
of the research topic is examined more thoroughly, to provide the reader with an
understanding of the thesis topic from a theoretical perspective. The chapter is divided into
six sections. The first section discusses present-day human resource management and its
trends. The second section focuses on the concept of diversity, discussing diversity in the
workplace and diversity management. The third section discusses the benefits and challenges
of diversity and international workforce. The fourth section introduces the theory of intention

and planned behaviour. The fifth section provides an overview of the international workforce
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present in Finland, including employability, the skill shortage in Finland and the companies’
recruitment needs. Finally, the sixth section provides an overview of the South Karelia

region.

Chapter 3 presents the Research methods and data analysis. It introduces the commissioners
and stakeholders of the thesis who contributed to the research. It also introduces the research
design, the data collection methods and data analysis and finally discusses reliability and

validity.

Chapter 4 focuses on the findings from the primary data collection. The research findings
are presented on the basis of the survey questions and the responses to each question are

explained and discussed in detail.

Finally, chapter 5 presents the conclusions and discussions by analyzing the findings based
on the insights gathered from the results. This chapter provides answers to the research
questions, it discusses the theoretical and practical contributions of the research as well as

the limitations of the thesis. In the final section suggestions for future research are presented.
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2 Theoretical background

This chapter contains the essential literature that was found to be relevant for this research,
as well as other secondary data that is needed in order to understand the context of the
research. The chapter is divided into six sections. The first section discusses present-day
human resource management and its trends and the importance of finding and retaining the
right talent. The second section focuses on the concept of diversity, discussing diversity in
the workplace and how diversity is managed in the workplace. The third section discusses
the benefits and challenges of diversity and having international workforce. The fourth
section introduces the theory of intention and planned behaviour. The fifth section provides
an overview of the situation of international workforce present in Finland, including
international degree students in Finland, the employability of international graduates, the
skill shortage in Finland and the recruitment needs of companies, the employment situation
of international talent in Finland and Finnish employers’ attitudes and intention towards
hiring international workforce. Finally, the sixth section provides an overview of the South
Karelia region, its current state and development, as well as industries present in the region

to provide more context for the research.

2.1 Present-day human resource management

Companies are constantly looking for the best available talent and there is a “war for talent”
going on in advanced economies (Keller 2017). The war for talent is caused by a shortage
of workforce and the companies should have a plan in place to find the best employees to
fill their vacancies. The companies which are able to attract and retain the best talent, as well
as to motivate their employees to be productive are the ones that will gain a competitive
advantage in their field.

Human resource management plays a key role in achieving this competitive advantage. The
general management process of any organization includes the functions of planning,

organizing, staffing, leading, and controlling (Dessler 2013). Human resources management
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Is concerned with the staffing function, deciding what kind of employees the company
should hire, recruiting prospective employees and then selecting the employee. It also
focuses on training and developing employees, setting performance standards and
performance evaluation. In addition, employee compensation, counselling, employee health
and safety also belong to this function (Dessler 2013).

Present-day trends are influencing human resource management, such as globalization,
increased competition, technological innovation, the nature of work (more hight-tech jobs,
more service jobs, more knowledge work), aging workforce or economic difficulties. These
trends influence and shape companies to become more competitive, more responsive, more
cost effective, human capital oriented, quality conscious, organized around empowered
teams and be more scientific in how they make decisions. HR managers also need new
competences, to focus on strategic goals and talent management among others. Because of
these trends and their effects, companies need their human resource management to focus
on big picture issues to help the organization achieve its strategic goals, find new ways to
provide services such as benefits, create high performance work systems, manage employee
engagement, manage ethically, have proficiency in strategic management and financial
budgeting (Dessler 2013).

Finding the right employees and talent has grown increasingly important for businesses, and
as a result, human resource management is now much more interested in the quality of the
workforce. Together with the company's strategy and goals, human resource management
must take into account the business environment and demands. Human resource
management must be able to select the most suitable employees who will best support the
operations of the business. Companies also want to create workplaces where a skilled and
highly educated employees can and want to apply. When a company succeeds in achieving
this, the workforce is inspired, motivated, dedicated to their tasks, committed to the

company, and the work atmosphere is positive (Niemi 2015).
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2.2 Diversity in the workplace and diversity management

Diversity means being diverse or varied, it is a variety of demographic features which
represent the company’s workforce, in terms of racial, ethnic, gender, cultural, age, handicap
and religious backgrounds (Dessler 2013). According to Hewlett et al. (2013) we can
differentiate between two types of diversity, inherent and acquired diversity. Inherent
diversity includes traits that a person is born with, including gender, ethnicity, sexual
orientation and mother tongue. Acquired diversity includes traits that a person gains from
experience, for example cultural and international skills acquired by living in a different
country, language skills that are learned, educational background, work experience and work
history.

Diversity management in practice means managing diversity at work. The main goal of
diversity management is to maximize the potential advantages of diversity, and at the same
time it aims to minimize its potential challenges and barriers. It depends on taking steps to
encourage the company’s diverse workforce to work productively together. Diversity
management involves both compulsory actions, for example actions that are required by law,
as well as voluntary actions, diversity trainings and education for employees. (Dessler 2013)
In Finland a compulsory action that is required by law is being compliant with the Non-
Discrimination Act. The purpose of the act is to foster and safeguard equality and enhance
the protection provided by law to those who have been discriminated against (Non-
Discrimination Act 21/2004). The act aims to prevent discrimination on the basis of race,
ethnicity, gender, cultural background, age, health and disability, religious background, trade

union activity, family relationships, sexual orientation and other personal characteristics.

Compulsory actions and being compliant with the law such as the Non-discrimination Act,
don’t guarantee a productive and thriving working community alone, therefore it’s important
that companies encourage employees with voluntary actions as well. Managing diversity
begins from the top down, by the employer creating a functioning diversity management
program. A regular organizational diversity program can be summed up with five voluntary

activities (Dessler 2013). First of all, the employer needs to provide strong leadership. In
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practice it means that the top management, including the CEO, need to be role models and
become an example to others by showing behaviours that encourage diversity practices and
change. Secondly, the employer also needs to evaluate the situation and measure the state of
diversity in the organization. It is done by tools such as equal employment hiring and
retention metrics, employee attitude surveys, management and employee evaluations and
focus groups (Dessler 2013). The company also needs to put an education program is place,
providing diversity training and education to their employees. In addition to education,
culture and management systems also need to be changed, for example managers could also
be evaluated based on their success in reducing intercultural conflicts. Finally, the diversity
management program also needs to be assessed, such as by doing another employee attitude
survey to see if the employees’ attitudes have improved towards diversity and to determine

if the program was successful.

A key component of managing diversity is getting rid of barriers and obstacles of inclusion
among employees. Carr-Ruffino (2005) presents the known barriers, as well as what can be
done to overcome these obstacles to encourage inclusion on three different levels, which are
the personal level, the interpersonal level and the organizational level. First of all, on a
personal level these inclusionary barriers are stereotypes and prejudices, stereotyped
expectations and perceptions and the person’s past experiences, influences and feelings.
These obstacles can be overcome on the personal level by becoming aware of the own
prejudices and stereotyped expectations, learning about other groups and cultures, serving
as a good example by encouraging diversity and participating in diversity management. The
second level is the interpersonal level, and the obstacles here are group differences, cultural
differences, myths and relationship patterns that divide and exclude others. On an
interpersonal level the solution is facilitating communication and interactions, encouraging
involvement and participation, sharing own opinions and perspectives, encouraging unique
contributions, meditating conflicts in ways which embrace diversity, and accepting
responsibility for finding a common ground. The third level is the organizational level, and
the main barriers here are discriminatory and excluding organizational structures, policies
and practices, a work culture which lets exclusion and discrimination to take place, and
people who are allowed to get away with exclusion and discrimination. These barriers are

possible to overcome on an organizational level by making sure that access to networks and
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focus groups is provided to all employees, having all employees actively participate in
managing diversity and fostering a more diverse workplace culture, allowing all employees
to be a part of the inner circle that is responsible for the organization’s fundamental success,
having all employees provide teams and management with feedback, and finally,
encouraging all employees to participate in bringing along organizational change (Carr-
Ruffino 2005).

2.3 Benefits and challenges of diversity and hiring international workforce

Diversity and international workforce have their own advantages and disadvantages, which
are important for employers and organizations to be aware of when making hiring decisions
and when managing diversity. Several studies have confirmed that companies with a more

diverse workforce outperform the companies that have a more homogenous workforce.

One of the most significant benefits of diversity is profitability. A research conducted by
Hunt, Layton and Prince (2015) studied the financial results and the composition of top
management and boards of public companies operating in various industries in Canada, the
United States, the United Kingdom and Latin America. The results showed that the more
diverse a company is the better their financial performance is. Those that are in the top
quartile for ethnic and racial diversity are 35% more likely and those in the top quartile for
gender diversity are 15% more likely to have higher financial returns than their industry
average. Gompers and Kovvali (2018) studied venture capital investments to see the
correlation between diversity and financial performance, by looking at investments at
portfolio-company level and overall fund returns. The findings showed that diversity greatly
improves financial performance. The investments’ performance was lower the similar the
investment partners were, shared ethnicity reduced the investment’s comparative success
rate by 26.4% to 32.2%. This was explained by the differences in decision making, since
diverse teams excel in creative thinking which is a great advantage in the competitive

environment of the venture capital industry.
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Another benefit of diversity is creativity and innovation. The Boston Consulting group and
the Technical University in Munich conducted a reseach (Lorenzo, Voigt, Schetelig,
Zawadzki, Welpe, and Brosi 2017) to understand what the relationship was between
diversity in management and innovation. They studied German, Swiss and Austrian
companies. The findings showed that companies which had a higher level of diversity in
management, including having more people from other countries (geographical diversity),
female managers (gender diversity), career path diversity and industry diversity had a higher
revenue from innovative products and services. The findings showed that innovation
performance jumps once the proportion of female managers within a company rises above
20%. However, age diversity and academic diversity did not have a positive effect on
innovation. Hewlett et al. (2013) also found that diversity drives innovation, if the company
has two-dimensional diversity, meaning that their possess a combination of at least three
inherent diversity traits and three acquired diversity traits. Such companies were 45% more
likely to report that their market share had grown compared to the previous year, and they

were 70% more likely to report that their company had successfully entered a new market.

Another important benefit of diversity is productivity. A study done by Larson (2017)
examined business decisions made by a wide variety of teams and companies. Business
performance and productivity is driven by decision making. The study found that teams
make better decisions than individual 66% of the time, because they bring a different
perspective, identify new possibilities and improve accountability. The study also found that
teams with age, gender and geographic diversity make better business decisions 87% of the

time.

Diversity also has some downsides. Demographic differences can bring about behavioural
barriers which undermine the collegiality between employees and the cooperation of a work
team. Potential problems that can occur in the work community are stereotyping,
discrimination and ethnocentrism (Dessler 2013). Stereotyping means connecting specific
behavioural traits to a person based on their apparent membership in a group, and
discrimination means taking action against an individual, based on their membership of a

group. Ethnocentrism means the inclination to view members of other groups less favourably
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than a person’s own social group. In the context of hiring internationals, employers might
have stereotypes and generalisations about immigrant groups that prevent the employers
from considering the employment of immigrants, and actively discriminating by not hiring
people from certain groups. In companies that have hired internationals, stereotyping and
discrimination might also occur, immigrant employees might be viewed as they are not able
to work as efficiently or with as high standards as natives, or that they cannot be trusted with
complex work tasks. This can seriously hinder the immigrant employee’s career
advancement and promotion possibilities. Immigrant employees might also be discriminated
against by colleagues who deliberately use their native language instead of a common
language such as English.

2.4 Intention and planned behaviour

In the context of hiring international employees, it is important to understand the theory of
planned behaviour. The theory of planned behaviour is a widely accepted and used concept
that may be used to examine and forecast a person's behaviour and intention to engage in a
specific action, across a variety of topics. The theory of planned behaviour states that three
variables affect behavioural intention, which are attitudes related to the behaviour, subjective
norms, and perceived behavioural control (McDonnall and Lund 2019). Behavioural
intentions can forecast a person’s actual later behaviour. However, the relationship between
behavioural intention and actual behaviour is not straightforward, and intention might not
lead to action. The relationship between intention and behaviour may be made weaker by
conflicts between perceived and actual behavioural control. This might happen when people
overestimate their ability and capacity to carry out the intended behaviour, or when there are

unexpected or unacknowledged challenges or costs to acting out the target behaviour.

The term intentional action means adding intent to action. An intention is defined as the
determination to act in a certain way, and it can also mean the aim of an action. The person
who acts must be someone that is conscious, who is aware of space and time and possess the
required developmental skills for intentional actions (Burks 2001). If there is a purpose or

intention prior to action and behaviour, this might result in intentional action. The business
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strategies of companies might correspond to a plan that is a design of action, like human
resource management strategies, recruitment strategies and plans (Niemi 2015). According
to Niemi (2015) recruitment strategies and positive attitude to international employees

strongly influence the company’s intention to employ internationals.

Niemi (2015) grouped the strategic intentions of employers into three groups: need-driven,
opportunity-driven and capability-driven. The first group consisted of need-driven factors,
such as the difficulty of finding workforce, the competition for skilled workers, market
expansion, attracting new customers in international markets, and viewing foreigners as
motivated and hard-working employees. The second group consisted of opportunity-driven
factors, such as having a positive effect on the co-workers, giving an international reputation
to the company, having a highly educated foreign talent pool available in the region, and
viewing a foreign nationality to be advantageous when operating in foreign markets. The
third group included capability-driven factors, such as perceiving the international workforce

as a competitive advantage when expanding into new markets and future demand.

2.5 International workforce in Finland

This chapter gives an overview of the situation of international workforce that is present in
Finland. First the situation of international degree students in Finland is presented, then the
employability of international graduates is examined. After that the current skill shortage in
Finland is presented, together with the recruitment needs of companies and the employment
situation of international talent in Finland. Finally, the attitudes and intention of Finnish

employers towards hiring international workforce are discussed.

2.5.1 International degree students in Finland

The number of international degree students in Finland has been growing steadily throughout
the years. At the time of the research in 2020, the number of international students was the

following, compared to previous years, as described in Figure 2 below.
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The number international students in universities and
universities of applied sciences in Finland
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Figure 2. The number international students in universities and universities of applied

sciences in Finland (adapted from Vipunen 2021a and Vipunen 2021b)

The figure shows all foreign students in universities and universities of applied sciences that
are enrolled in these higher education institutions. The enrolled students’ status can be

present or absent. The data includes all levels, Bachelor’s Master’s and doctoral students.

Universities and universities of applied sciences in every region of Finland offer degree
programmes in English, with the intention of preparing these international students for the
Finnish working life. According to the Finnish Universities Act, the mission of universities
is to promote free research and scientific and artistic education, to provide research-based
top education, and to educate students to serve the country and humanity (Universities Act
558/2009). In addition to these basic tasks, the law has included an obligation to promote
lifelong learning and to interact with the rest of society, as well as to promote the social
impact of research results and artistic activities (Vaisanen et al. 2015). The University of
Applied Sciences Act defines the task of universities of applied sciences to provide teaching
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for professional expert tasks based on the requirements of working life and its development,
as well as support the individual's professional growth (Universities of Applied Sciences Act
351/2003). Universities of applied sciences must also carry out applied research and
development work that serves the university of applied sciences teaching, supports working
life and regional development and takes into account the economic structure of the region.
In carrying out their tasks, universities of applied sciences should promote lifelong learning.
In the educational mission of universities of applied sciences, the needs of working life and
regional cooperation are emphasized, and effectiveness in practice occurs as the transfer of

know-how to society (Véisanen et al. 2015).

As established by the University Act and the University of Applied Sciences Act, the main
goal of the higher education institutions is to release their international students into the
working life and the job market with the theoretical knowledge, practical skills as well as
intercultural and personal competence that the companies and society require from fresh
graduates, and with skills and competences that fulfil the workforce needs and business
needs of the companies on the regional and national level. By matching these skills and
competences the graduates can provide with the companies’ needs, it contributes to the

success and improvement of Finnish society and the Finnish economy as a whole.

2.5.2 Employability of international graduates in Finland

The reputation of the high quality of Finnish education makes Finland an attractive choice
for international students. Finland continued to attract international students even after the
tuition fees were introduced. Higher education institutions were allowed to charge tuition
fees from students since 2016, and institutions had to charge tuition fees for students who
started their studies on and after August 2017 (Ministry of Education and Culture 2022).
According to a report made by a working group assessing the effect of tuition fees between
2017 and 2020, the number of international students, though immediately fell after the
introduction of fees, now exceeds the amount of students in Finland prior to the fees. In
2020, higher education institutions had more than 5800 new international students enrolled

in Bachelor or Master’s degree programmes and according to the report the students are still
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attracted by Finland’s reputation as a country that provides high-quality education, which is
the most important factor in attracting international students (Opetus- ja kulttuuriministerio
2022).

In addition to reputation and university ranking, there is a widespread trend to use
employability as benchmark in assessing the quality of higher education (Teichler 2009).
Employability can be defined in three different ways according to Crossman and Clarke
(2010). Employability means having the abilities and skills to find employment, secondly it
means the abilities and skills to remain employed and keep a job and thirdly, it means having
the abilities and skill to obtain new employment when necessary. Employability is a critical
benchmark for measuring performance at both an individual and an institutional level. From
the perspective of the government and the employers, employability is mainly concerned
with making sure that graduates are “work-ready” in order to contribute to the society’s
economic competitiveness in a global context (Cranmer 2006). Cranmer’s study in a UK
context showed that a degree of mismatch exists for some graduates between the skills
acquired at university and the skills they are required to use in employment. Therefore, it is
very important for Finnish higher education institutions to prepare international students for

Finnish working life with skills and competences that the Finnish employers require.

According to a research done by Majakulma (2011) that studied the employability and
employment experiences of international graduates of Universities of Applied Sciences in
Finland, their employability was affected positively by the following factors: the degree
completed, professional competence, multicultural competence, work experience gained
during studies, problem solving skills, job seeking skills, having knowledge and
understanding of Finnish society, having networks and the ability of communicating in
Finnish. According to the study, the graduates’ employability was affected negatively by the
attitudes of employers. The experience of ethnic discrimination and prejudice of employers,

colleagues and also of customers were seen as an obstacle to employability.
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2.5.3 Skills shortage in Finland and the companies’ recruitment needs

The population of Finland is ageing fast, which is a trend that can be found in the majority
of European countries and other developed countries as well. According to Bodnar and
Nerlich (2022) the population in the euro area is ageing, from 2035 the total population is
estimated to grow negatively, and the working age population is already growing negatively,
which increases the demographic pressure. The number of pensioners is growing relative to
workers, as a result of declining birth rates and increasing life expectancy. This trend will
become more pronounced over the course of the next one and a half decades as the baby
boom generation retires and the available workforce decreases as a whole. An ageing
population is posing difficulties for monetary policy and public finances (especially
pensions, health care and long-term care), and it also has negative effects on potential

growth, labour supply and possibly productivity (Bodnar and Nerlich 2022).

One solution to the labour deficit is lengthening working life. This can be done by increasing
the retirement age, and it can also be lengthened at the beginning of working life. In Finland
the transition to the labour market from school is one of the longest in comparison to
Northern countries (de la Maisonneuve, Andre, Garcia and Koen 2014) People would be
able to contribute to the pension system for longer if they graduated faster and the transition
from school to the workforce was shortened. Adjusting hiring requirements would also allow
some people to enter the workforce earlier, if for example a Bachelor’s degree would be

considered sufficient for certain positions instead of a Master’s degree.

In addition to lengthening working life, increasing immigration is considered an option in
Finland as well as other ageing societies for solving the labour shortage situation (Heikkila
2017). The share of persons aged 20-44 is higher among immigrants compared to Finnish
citizens, which makes them ideal candidates for participating in working life and establishing
families. Finland’s abilities to attract skilled immigrants varies by region. 85% of immigrants
settle down in urban municipalities, especially in Southern Finland, which corresponds to
the country’s internal migration trends of Finnish citizens, thus it does not solve the problem

of the vulnerable Finnish regions (Heikkild 2017). Therefore, it is important to invest in
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regional development in order to attract skilled immigrants into those regions as well, since

there is fierce competition among European nations for well-educated immigrants.

The constant decrease of available workforce in Finland is experienced both concerning
educated labour as well as skilled labour in a variety of sectors. Finland requires immigrants
from varied educational backgrounds to work in expert positions, as well as less-educated
people for less demanding jobs. According to the Finland Chamber of Commerce (Sipola
2021) work-based and education-based immigration needs a numerical target to alleviate the
labour deficit. The target could already be receiving 30000 immigrants moving to Finland
based on work or study in 2022. This target should be raised even more in the next few years,

and by the end of the decade this number should be doubled.

According to the yearly Talent Shortage research conducted by ManpowerGroup (2023) the
skill shortage in Finland is getting more severe year by year. Currently 81% of employers

are having difficulties to find the right workers with the necessary skills.

Skill shortage in Finland
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Figure 3. Skill shortage in Finland in the last 10 years (Manpowergroup 2023)
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The results of the research (ManpowerGroup 2023) show that the regions with the worst
skill shortage are Eastern Finland (85%), followed by Southern Finland (83%), Western
Finland (79%) and Northern Finland (75%). The sectors which suffer the most from skill
shortage are transport and logistics (92%), communication services (91%), industry (84%),
health care and life sciences (80%), energy (79%), consumer products and services (77%),
information Technology (69%) and banking, finance, insurance and real estate industry
(66%). The task areas that have the biggest shortage of experts are IT and data (25%),
engineering (21%), customer service (21%), sales and marketing (19%) and sustainable
development and the environment (17%). The research also found out which are the soft
working life skills that are lacking and that the employers need: resilience and stress
tolerance (27%), creativity (25%), initiative (24%), leadership and influencing skills (23%),
sense of responsibility and reliability (23%).

2.5.4 Employment situation of international talent in Finland

Despite the need for international talent in the Finnish labour market, the employment
situation of immigrants does not reflect this. In this chapter the employment situation of the
immigrants already living in Finland is presented. In addition to international graduates, it is
important to mention that the international talent pool in Finland also consists of people who
moved to Finland for family reasons of humanitarian reasons. When talking about the
employability and employment of international people in Finland, this population group
needs to be considered as a whole. According to Statistics Finland (2021b), the total amount
of people that have a foreign background in Finland has been growing steadily over the

years, as shown in Figure 4:
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Figure 4. People with foreign background in Finland (Statistics Finland 2021b)

At the time of this research in 2020, the total number of the population with an international
background in Finland was 444031 (Statistics Finland 2021b), see Table 1 below which

presents an overview of the Finnish population by origin, country of birth and language.

Table 1. Finnish population by origin, country of birth and language in 2020 (adapted from
Statistics Finland 2021b)

Population by origin, country of birth and language (31.12.2020)

5533793
Finnish background Foreign background
5089762 444031
Country of birth Country of birth
Finland Foreign country Finland Foreign country
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5036413 53349 76614 367417
Language Language
Domestic* Domestic* Domestic* Domestic*
5027929 46919 14046 12052
Other Other Other Other
8484 6430 62568 355365
*Domestic languages: Finnish, Swedish and Sami

This number of 444031 includes 367417 people who were born is a foreign country, and
76614 who were born in Finland. According to Statistics Finland (2021a), people who have
at least one parent born in Finland are considered to be of Finnish background. People whose
both parents, or the only known parent, were born abroad are considered to be of foreign
background.

The unemployment situation of people with an international background is shown in Table
2 below (Statistics Finland 2021b) which presents the situation of people who were
registered as job seekers in June 2021. According to the statistics, out of the 444031 people
with international background who are living permanently in Finland, the number of the
foreign workforce (aged 15-74) is 136783. There are a total of 85222 foreign job seekers in
Finland, which fall under the five categories shown in the table. The number of unemployed

job seekers is 37650, which is 27,5 % of the total foreign workforce.

Table 2. Unemployment situation of people with foreign background in June 2021 (Statistics
Finland 2021b)

Foreign job seekers in Finland (June 2021)

At work 22220
Unemployed jobseekers 37650
Outside labor force 25339
On unemployment pension 0
Unknown 13
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When comparing the unemployment situation of international residents to that of Finnish

residents, the difference is striking. The difference in the employment rate is described in

Figure 5.
Employment rate of people
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Figure 5. Employment rate of people with foreign background and Finnish background
(Larja and Sutela 2015)

In survey made by Larja and Sutela (2015), the labour market situation of people with foreign
background between the age of 20 to 64 was examined. The survey results showed that the
employment rate of internationals was lower (64%) than among persons with Finnish
background (74%). The difference in the employment rate is even more noticeable when
looking at the gender differences. Immigrant women have more difficulties in finding work
compared to immigrant men. The employment rate of men with international background

was only a little lower (71%) compared to Finnish men (74%), however the employment
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rate of women with international background (56%) was a lot lower compared to Finnish

women (73%).

2.5.5 Employers’ attitudes and intention towards employing international workforce

in Finland

In Finland research about the situation of international workforce mainly focuses on the
international employees’ point of view. However, there are some studies that examine the
topic from the employers’ point of view, focusing on their attitudes, needs and intention to

hire international employees.

A research paper done by Niemi (2015) examined the intention of companies in the Kokkola
region to hire highly educated international workforce, focusing on the available talent pool
of the students and graduates of the Centria University of Applied Sciences. The main
findings of the research revealed the intentions of employers to employ foreign workforce,
which could be summed up in three main groups: need-driven, opportunity-driven and
capability-driven factors. The research also showed that the companies did not have any
clear strategies when it comes to employing international workforce. A strong recruitment
strategy it is more likely to influence the strategic intentions, therefore companies are more
likely to actually follow through and employ international workforce. Previous experiences
of having international employees before also had a positive influence on the attitudes of the
employers. The positive experience helped the employers gain intercultural competence and
helped them to be able to handle the diverse needs of future international employees. The
research also revealed that some companies are not fully aware of the availability of the
international talent pool in the regions, and they wished Centria University of Applied
Sciences to spread information to the companies of the available international students and
degree programs, and to cooperate more with companies, for example in the form of project
works or internships, and also networking and recruitment events. The employers also
stressed the importance of Finnish and Swedish language skills when it comes to employing
international workforce in the bilingual Kokkola region.
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Another research was conducted in the North Savo region in March 2019 as part of the Future
Savo project (Feelback 2019). The purpose of the study was to find out about the workforce
situation and needs of companies in North Savo as well as the interest and ability of the
companies to hire foreign employees. 75% of the participants were currently recruiting or
had plans about recruitment within the next year. The most active recruitment was happening
in businesses with over 50 employees and in the industrial field, mainly for production. 74%
of the recruiting companies claimed having difficulties in finding workforce, the main reason
was the deficiency of education and skills, too little work experience and lack of applicants.
32% of the study participants had experience of foreign workforce, either currently
employing foreigners or having employed previously. The largest number of foreign workers
work in industrial companies. 20% of companies employ over 10 foreigners, but most often
there is only one employee. When it comes to the competence of foreign employees,
knowledge of the Finnish language (47%) and communication and interaction skills (34%)
are clearly considered the biggest deficiencies by the participants. The assessments were
more often positive than negative in other competence areas, and 75% of the companies
estimate that foreign employees perform their job duties at least fairly well after orientation.
When it comes to the intention of recruiting international employees, 7% of the participants
claimed that they already had plans to recruit foreigners and 32% claimed that they would
possibly be interested. Mainly large companies, companies in the industrial sector and
companies that already employ foreign workers are interested in international recruitment.
The companies also expressed a need for help with international recruitment, mainly with
finding the right contacts and with the employees’ permit issues.

Another study was conducted as part of the Seutukaupunkiosaajat project (Seutukaupungit
2022) between November 2019 and March 2020. The purpose of this study was to map out
the companies’ current workforce situation as well as their future workforce needs. The aim
was to start joint international recruitment projects of companies operating in different
regions with the help of the information obtained in the research. The regions joined in this
study were Salo, Kalajoki, Kauhajoki, Savonlinna, Varkaus, Rithiméki and Valkeakoski,
Rauma, Laitila and Uusikaupunki, and Pietarsaari. The results of this study showed that over
40% of the participating companies needed to recruit new workforce in the coming year,
especially in healthcare, hospitality and restaurant and metal industries. 75% of the recruiting
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companies informed having difficulties in finding the right skilled workforce, the main
reasons being deficiencies of skills or education or too little work experience. Almost all of
the recruiting companies stated that they have an interest and desire to recruit employees
from abroad, if help is available for it. The companies are ready for international recruitment,
but the courage to hire a foreign employee is still needed, and the Finnish language skill

requirement was an absolute must for several companies.

2.6 South Karelia regional overview

This chapter provides an overview of South Karelia, the region where the research is
conducted. An overview is provided about the region itself and its population including the
international residents. An overview of South Karelia’s industries and regional development

is presented to provide more context to the research.

2.6.1 South Karelia region and international residents

The region of South Karelia is situated in the South-Eastern part of Finland. The province
has the area of 6873 km? and had a population of 126921 residents in 2020 at the time of this
research (Eteléd-Karjalan liitto 2022). The province consists of two sub-regions and nine
municipalities. The first one is the Lappeenranta sub-region, which includes the
municipalities of Lappeenranta, Lemi, Luumaki, Savitaipale and Taipalsaari. The second
one is the Imatra sub-region, which consists of the municipalties of Imatra, Parikkala,

Rautjérvi and Ruokolahti.

South Karelia is located next to the Finnish-Russian border. Throughout history this location
close to the border brought South Karelia many opportunities and cultural prosperity but also
wars and losses (Regional Council of South Karelia 2022a). South Karelia was transformed
to a border region in 1323, following the treaty that was made between Sweden and
Novgorod. After the city of St. Petersburg was founded in 1703, it also made a significant

impact on the region that can be felt ever since, with Russian business partners and tourists
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visiting the region. In 1856 the Saimaa canal was opened, connecting South Karelia to the
Baltic Sea. In 1944 after the loss of the city of Vyborg the region’s current borders were
established (Regional Council of South Karelia 2022a).

The share of residents in the population of South Karelia who are foreign citizens was 3,7
percent in 2019, which means nearly 5000 people. The share of the population who have a
foreign language as their mother tongue was 6.3%. The largest foreign language group is
native speakers of Russian. At LUT University, 8% of Bachelor and Master’s degree
students were international students, and 44% of doctoral students were foreigners. LAB
University of Applied Sciences had 12% international degree students. In addition to the
degree students, both universities had a total of 500 exchange students. Both universities
have representatives of more than 80 nationalities in the Lappeenranta university

community. (Etela-Karjalan liitto 2022)

2.6.2 South Karelia’s industries and regional development

One of the main strengths of the South Karelia region is its expertise in the forest industry.
This area is the most significant forest industry cluster in Europe. UPM and Stora Enso, two
of the largest Finnish paper industry companies also have their research and development
centers here. In addition to the forest industry, bioeconomy also plays an important role, with
products like biomaterials, wood products, innovative packing cardboard, and bio-oil made
from pine oil. The world’s first biorefinery can be found in Lappeenranta. In the region there
are also major industrial activities from fields such as energy technology, electrical
engineering, chemical technology, and hi-tech metal structures. (Regional Council of South
Karelia 2022b). Green transition and developing hydrogen economy technologies are also
supported in South Karelia. In this field LUT University is one of leaders in finding solutions
for creating a carbon neutral world. Tourism and services are also meaningful for the
region’s vitality. Trade and particularly services in the region have developed significantly
as a result of Russian shopping tourism. The significance of the tourism industry has
increased considerably in general in the 2000s throughout the lake Saimaa region. The six

largest employers in South Karelia are the following: South Karelia Social and Health Care
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District (Eksote), City of Lappeenranta, Stora Enso Oyj, Etela-Karjalan Osuuskauppa, LUT
University and Saimaan Tukipalvelut Oy (Regional Council of South Karelia 2022a).

According to the Finnish Occupational barometer (Ammattibarometri 2020) at the time of
the research in 2020, there were several occupations which had a shortage or a serious
shortage of job seekers in the Imatra sub-region and the Lappeenranta sub-region. These
occupations and the estimated balance between supply and demand for workforce are

summed up in Table 3.

Table 3. Occupational barometer of South-eastern Finland, 1l / 2020 (adapted from

Ammattibarometri 2020)

Occupation

Imatra sub-region

Lappeenranta sub-region

Mechanical Engineers

Shortage of job seekers

Electrical Engineers

Shortage of job seekers

Shortage of job seekers

Generalist Medical Practitioners

Serious shortage of job seekers

Serious shortage of job seekers

Specialist Medical Practitioners

Serious shortage of job seekers

Serious shortage of job seekers

Dentists

Serious shortage of job seekers

Shortage of job seekers

Audiologists & Speech Therapists

Shortage of job seekers

Serious shortage of job seekers

Vocational Education Teachers

Shortage of job seekers

Early Childhood Educators

Serious shortage of job seekers

Shortage of job seekers

Special Needs Teachers

Serious shortage of job seekers

Shortage of job seekers

Accountants

Shortage of job seekers

System Analysts

Shortage of job seekers

Software Developers

Serious shortage of job seekers

Web & Multimedia Developers

Shortage of job seekers

Application Programmers

Serious shortage of job seekers

Software & Applications Developers

Serious shortage of job seekers

Psychologists

Shortage of job seekers

Serious shortage of job seekers

Social Work & Counselling Professionals

Shortage of job seekers

Serious shortage of job seekers

Translators & Interpreters

Shortage of job seekers

Mechanical Engineering Technicians

Shortage of job seekers

Manufacturing Supervisors

Shortage of job seekers

Construction Supervisors

Shortage of job seekers

Medical & Pathology Laboratory Technicians

Shortage of job seekers

Serious shortage of job seekers

Pharmaceutical Technicians & Assistants

Shortage of job seekers

Nursing Associate Professionals

Shortage of job seekers

Serious shortage of job seekers

Dental Assistants & Therapists

Shortage of job seekers
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Health Associate Professionals

Shortage of job seekers

Shortage of job seekers

Accounting Associate Professionals

Shortage of job seekers

Shortage of job seekers

Commercial Sales Representatives

Shortage of job seekers

Shortage of job seekers

Real Estate Agents & Property Managers

Shortage of job seekers

Shortage of job seekers

Social Work Associate Professionals

Shortage of job seekers

Survey and Market Research Interviewers

Shortage of job seekers

Payroll Clerks

Shortage of job seekers

Shortage of job seekers

Cooks

Shortage of job seekers

Serious shortage of job seekers

Waiters

Shortage of job seekers

Door-to-door Salespersons

Serious shortage of job seekers

Contact Centre Salespersons

Shortage of job seekers

Serious shortage of job seekers

Health Care Assistants

Serious shortage of job seekers

Serious shortage of job seekers

Home-based Personal Care Workers

Shortage of job seekers

Shortage of job seekers

Livestock & Dairy Producers

Shortage of job seekers

Mixed Crop & Animal Producers

Shortage of job seekers

House Builders

Shortage of job seekers

Bricklayers & Related Workers

Shortage of job seekers

Carpenters & Joiners

Shortage of job seekers

Shortage of job seekers

Plumbers & Pipe Fitters

Shortage of job seekers

Shortage of job seekers

Welders & Flame Cutters

Serious shortage of job seekers

Serious shortage of job seekers

Sheet Metal Workers

Serious shortage of job seekers

Serious shortage of job seekers

Metal Working Machine Tool Setters

Serious shortage of job seekers

Serious shortage of job seekers

Motor Vehicle Mechanics & Repairers

Shortage of job seekers

Shortage of job seekers

Agricultural & Industrial Machinery Mechanics

Shortage of job seekers

Building & Related Electricians

Shortage of job seekers

Electrical Mechanics & Fitters

Shortage of job seekers

Electronics Mechanics & Servicers

Shortage of job seekers

Bakers, Pastry-cooks & Confectionery

Shortage of job seekers

Heavy Truck & Lorry Drivers

Shortage of job seekers

Mobile Farm & Forestry Plant Operators

Shortage of job seekers

Earthmoving & Related Plant Operators

Shortage of job seekers

Crane, Hoist & Related Plant Operators

Shortage of job seekers

Domestic Cleaners & Helpers

Shortage of job seekers

Shortage of job seekers

Cleaners & Helpers in Offices, Hotels

Serious shortage of job seekers

Civil Engineering Labourers

Shortage of job seekers

Fast Food Preparers

Shortage of job seekers

Shortage of job seekers

Kitchen Helpers

Shortage of job seekers

In addition to the occupations mentioned in the table above with a shortage or serious
shortage of job seekers, the workforce demand of the rest of the occupations in both sub-

regions are either in balance or there is a surplus of job seekers. Interestingly, only the Imatra
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sub-region has a large surplus of job seekers in two occupations, these are visual artists and

general secretaries.

The future of the industries present in South Karelia is strongly affected by the future
development of the province. It is important to look at the population projection in order to
understand the availability of future workforce and make plans to respond to a possible labor
shortage. The population of South Karelia is growing negatively, as shown in Figure 6 below
(Etela-Karjalan liitto 2018), which describes the demographic development of South Karelia
and its cities in the years 1996-2036. The decreasing population in the region will mean lack
of educated labour as well as lack of skilled labour. This will shrink the regional market and
it consequently the attractiveness of the region for investors and investments will decrease.
Therefore, it would be even more important for South Karelian companies to retain foreign
talent that can already be found in the region, coming from LUT university and LAB

University of Applied Sciences.

Demographic development of South Karelia and its cities
in the years 19962036
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Figure 6. Demographic development of South Karelia and its cities in the years 19962036
(Etela-Karjalan liitto 2018)

The population of South Karelia is decreasing, aging and moving to growth centers.
According to Statistics Finland's forecast, the population will decrease by three percent
between 2016-2035. The population of Imatra sub-region is decreasing, and it is slightly
increasing in Lappeenranta sub-region, which is a result immigration. At the end of 2015,
4764 foreign citizens lived in South Karelia, which was the sixth largest foreign population

among the Finnish provinces (Eteléd-Karjalan liitto 2018).

One reason why foreign students leave South Karelia for the capital region is that there are
better career opportunities and more jobs available in that region. This is confirmed by the
research done by ELY centre with international graduates of LUT and LAB, then named
Saimia (Virsinger 2019). It would be important for the region to retain these international
talents and not miss out on their potential. Graduates of LUT and LAB can help local
businesses with their internationalization efforts while also serving as a potential workforce
in the area. These international students have already assimilated and adapted themselves to
Finnish culture during their studies. By hiring these international graduates to work for them,
local businesses can profit from their expertise, skills and competences. The students could
be employed locally or alternatively they can also work for an international branch of a local
company from abroad.

Regional development planning plays a vital role in facing the region’s challenges and
getting prepared to solve them. In South Karelia the responsible authority for regional
development is the Regional Council of South Karelia (Regional Council of South Karelia
2021). The Regional council is a joint municipal authority of nine member municipalities.
The Council develops plans and strategies in cooperation with regional stakeholders, where
goals and measures are decided and explained. Regional development programs also take
the national development targets of the Finnish Regional Development Act into
consideration. The needs of the region’s inhabitants, authorities, municipalities, universities,

and other educational institutions serve as the foundation for regional development
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programs. Strengthening and diversifying the regional economy is their shared objective, in
order to promote vitality and wellbeing for the province and improve the living conditions
of the inhabitants both now and in the future. The regional development programs are
published every four years, and they include South Karelia’s vision and strategy for that time
period (Regional Council of South Karelia 2021).

The regional development program of South Karelia for 2018-2021 also discusses the
importance of internationalization of the region’s companies, and it is one of the four main
points of the program. The development program was divided into the following main
points: direct and caring South Karelia, enterprising South Karelia, sustainable and
responsible South Karelia and international South Karelia. In the international part of the
program the following aims and goals are discussed: fully utilizing the region’s location
advantage, increasing the internationalization capabilities of people and organizations, and

the internationalization of companies (Etel&-Karjalan liitto 2018).

The development plan describes how the region intends to increase the internationalization
capabilities of people and organizations between the years 2018 and 2021. The province
utilizes and develops South Karelia's special status as a hinge region of the EU and Russia.
They strengthen and share regional expertise, especially Russian expertise, but also Asian
expertise that is developing in the province. In primary and secondary schools, a versatile
language selection is offered, that responds to the changes in the operating environment. The
opportunity to study partially or completely in a foreign language is also offered. The
province strengthens the international readiness of regional organizations and strengthens
the ability to react to changes in the international operating environment. This is seen in the
development of education export and student exchange systems, as well as in the general
growth of the international capacities of the public sector and non-governmental
organizations. The region utilizes the skills of university students and immigrants, and their
opportunities for smooth employment and settlement in the province will be advanced.
Thereby they can improve their Finnish cultural and language knowledge and respond to a

possible sector-specific labor shortage in the region (Etel&-Karjalan liitto 2018).
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The development plan also describes how the region intends to advance the
internationalization of companies between 2018 and 2021. The regional council supports the
internationalization of business and retail trade as part of growth services and the
development of the operating environment. They are financing the development projects of
companies looking for growth in the international market and promoting international
investments in South Karelia. Small and medium-sized enterprises in the region are
encouraged to make use of support and assistance systems that support internationalization.
These support organizations include Team Finland, Business Team for Russia, FinnCham
and Business Finland. Business corporations, cities and municipalities enhance
internationalization services, investment marketing and they also support entrepreneurs with
an immigrant background. Business services of cities and municipalities, provincial and state
actors together with other regional and local actors, such as the South Karelia Chamber of
Commerce, South Karelia Entrepreneurs and the regional educational institutions, each
lower the threshold of the internationalization of companies through their own activities and
encourage companies to cooperate with them. The region also increases the opportunities
for the internationalization of services and service companies in the SME sector through

international marketing cooperation (Eteld-Karjalan liitto 2018).
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3 Research design and methods

In this chapter, an overview of the commissioner and stakeholders will be presented,
followed by research design, data collection and analysis and finally examining the

reliability and validity of the research.

3.1 The commissioner and stakeholders

The commissioner of this research was the city of Imatra. The topic of this thesis was
introduced by the city of Imatra, as part of the “Joustavat koulutusmallit yhdessi
yrityseldmén kanssa”, “Flexible education models together with business” project. This
project was a part of a large nationwide project in Finland, called “Seutukaupunkiosaajat
2019-20217, “Regional city experts 2019-2021” (Seutukaupungit 2022).

The main stakeholder behind this project is the Regional City Network
(Seutukaupunkiverkosto) of Finland. In Finland, a regional city or town is defined as
follows: Regional cities are cities that are the centers of their regions and economic areas
(regional centers) or central pairs, but they are not the centers of provinces (Kuntaliitto
2022). Regional cities form the basis of the municipal structure. As the centers of economic
regions, these regional cities have sufficient resources for self-sponsored vitality
development work, for developing their expertise and their economy. The organization of
local administration and services are part of the municipality's tasks, and these regional cities
are capable of responding to the service needs of their residents in terms of their size and
resources. The regional cities and their surrounding areas cover a large part of Finland, and
thus the vitality of the entire country and the sustainable utilization of natural resources and
built national assets is possible through them. With the help of regional cities, Finland
remains comprehensively populated and active, which is why it is important not to focus
solely on growth centers. The Regional City Network consists of 57 cities, including Imatra.
Altogether the cities of this network have 929000 inhabitants, 72800 companies and 355000
jobs (Kuntaliitto 2022).
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The “Regional city experts 2019-2021” project started out to find solutions and good
practices for the challenges these regional cities face. The aging population and the declining
birth rates and migration are changing regional cities and the operating environment of
vitality. Since a significant part of Finnish industry is located in regional cities, it is important
take care of the industry and the vitality of these regions. This is also crucial for the
competitiveness of Finland as a whole. The aging of the population and the decline in the
birth rate bring major challenges at the national level, whether Finland will have enough
working-age population to maintain the vitality of companies and regions in the future. This
nationwide project aimed to tackle the challenge of securing the workforce and looked for
solutions in educational cooperation, finding international workers, supporting employment
and working platforms that aim for information sharing between networks (Seutukaupungit
2022).

Imatra’s contribution to the project was to find out how to use the potential of the available
international students and graduates in Imatra and the whole of South Karelia. There were
two surveys conducted, one of them collected information on the ways of foreign universities
are engaging international students in their own region’s companies. The second survey is
the topic of this thesis, aiming to find out the recruitment needs of South Karelian companies
and their interest in cooperating with students, as well as finding out more about the
experiences and intention of local companies to recruit and employ international workforce.

The answers and conclusions found benefit the Regional City Network as a whole.

3.2 Research design

To analyse the needs and attitudes of South Karelian companies about employing
international workforce, as well as their past experiences, an online survey was created. The
questions used in the questionnaire were designed in cooperation with the commissioner,
taking the clients’ needs into consideration. The questionnaire reached its final form after a

few feedback sessions. The questions and the answer options that the respondents could
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choose from were designed on the basis of the theoretical background as well as the research

questions. The survey questions can be found in the Appendix.

3.3 Data collection and analysis

Every research starts with determining what would be the most relevant data collection
method to be able to find answers to the research questions. In order to choose the most
suitable research method, it is first important to distinguish between the possible data
collection methods. Quantitative research approach makes use of numbers or numerical data.
It is used as a term for data collection techniques like questionnaires, and data analysis
methods like graphs or statistics, that uses or generates numerical data. Opposed to this,
qualitative research approach relies on non-numerical data, such as words or images. It is
used as a term for data collection techniques like interviews, and data analysis methods like
categorising data, that uses or generates non-numerical data (Saunders, Lewis and Thornhill,
2016).

The chosen research method for this thesis is the quantitative approach. Quantitative research
investigates relationships between variables that are measured numerically and analysed by
statistical and graphical techniques (Saunders et al. 2016). Quantitative data is collected in a
standardized way, therefore it is important to make sure that the questions are clear and
understood in the same way by all the targeted respondents. For the purpose of this research,
the quantitative method was deemed to be most suitable, because it collects data in a
standardized manner that is appropriate for statistical analysis and allows for receiving data

from a larger sample size.

The quantitative method is associated with experimental and survey research strategies. The
survey research method is affiliated with the deductive research approach, and it’s used for
exploratory and descriptive research. The purpose of an exploratory study is to discover what
is happening and gain insights about a topic using open questions, clarifying the

understanding of an issue, problem or phenomenon, answering research questions starting
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with “What” or “How”. The descriptive research is used to get an accurate and clear
description of events, persons or situations, answering research questions starting with
“Who”, “What”, “Where”, “When” or “How” (Saunders et al. 2016). The survey method
enables the collection of data that can be analysed quantitatively using descriptive and
inferential statistics. The survey method includes data collection techniques such as

questionnaire, structured interviews or structured observation (Saunders et al, 2016).

The most commonly used data collection technique within the survey strategy is the
questionnaire, which was also used in this research. The respondents are asked to answer the
same set of questions and therefore it is an efficient way to collect answers from a larger
sample. Questionnaires work the best when they contain questions that are standard and

interpreted the same way by every respondent (Saunders et al. 2016).

The complete set of elements from which the sample is taken is the population, whereas the
target population is a subset of the population which is the target of the research (Saunders,
et al. 2016). In this research the target population is South Karelian companies. This group
consists of companies that originate from in South Karelia, and it also includes companies
that originate from other areas in Finland but have offices and significant operations South

Karelia.

Available sampling types are probability or representative sampling and non-probability
sampling. Probability sampling technique means that the probability or chance of each case
being selected from the target population is equal, whereas non-probability sampling
technigue means that the sampling is non-random, and the chance of each case being selected
is not known. Probability sampling is associated with the survey research strategy. (Saunders
et al. 2016)

In this research, a combination of these two sampling techniques was utilized. Within the
probability sampling process, a sampling frame was identified. A sampling frame is a list

from all cases in the target population from which the sample is taken (Saunders et al. 2016).
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The sampling frame for this research was a database called the South Karelian business
directory or Etelad-Karjalan toimipaikkarekisteri. This database contains the names of all
companies and public organizations operating in South Karelia, along with industry and
contact information (Etel4-Karjalan toimipaikkarekisteri 2020). The business register
service is offered in cooperation by the municipalities of South Karelia, and the South
Karelia Federation or Eteld-Karjalan Liitto is responsible for the implementation and
maintenance of the register. According to the website, the information in the register is
updated every year in January, however at the time of the research in 2020, the business
directory was last updated in March of 2019 (Eteld-Karjalan toimipaikkarekisteri 2020).
Altogether 470 companies were randomly selected from the register and contacted

personally by email.

In addition to the probability sampling technique, non-probability sampling was also used in
research, more precisely volunteer sampling. Volunteer sampling means that the respondents
participate in the research voluntarily instead of being chosen. Self-selection sampling
happens when the researcher allows the persons or cases to decide whether they would like
to participate in the research (Saunders et al. 2016). This happens by advertising the research
through relevant media and platforms, such as online newsletters or social media, asking

potential respondents to participate.

The primary data of this research was collected from South Karelian companies through an
online questionnaire. The questionnaire was open from 24" of September 2020 to 10th of
November 2020. The questionnaire was shared via email with the companies chosen from
the sampling frame, via the author’s personal business contacts and it was also advertised in
newsletters distributed by LUT Career Services and Firmatiimi. In total 40 answers were

provided by respondents during the time the questionnaire was open.

The platform chosen for the questionnaire was Webropol. Webropol is a reliable platform
and it allowed to construct the questionnaire in a way that certain answers triggered different
questions for the respondents and redirected them depending on their answer, this way the
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irrelevant questions were hidden. This also made the questionnaire more user-friendly from

the respondents’ point of view.

Before the final version of the questionnaire was published, the earlier versions were sent
out to the commissioner for comments and feedback to make sure it serves the purpose of
the project, and it provides the needed answers to the research questions. It was also
important to make sure the structure of the questionnaire was clear, and the questions were

easy to understand from the respondents’ point of view.

The questionnaire consists of multiple-choice questions. The majority of the questions are
closed-ended questions. In addition, a few open-ended questions were also presented, to
allow respondents to give more personal answers. In the beginning of the questionnaire,
there is an introduction providing a short description of the research, its purpose and the

commissioners, as well as the estimated completion time.

The first part of the questionnaire focuses on finding out information about the background
of the respondent companies. It includes question about the industry, the company’s main

scope of operation and the number of employees.

The second part of the questionnaire collects data on the recruitment needs of the companies
in general. It includes general needs, field and educational level of employees. It explores
the forms of cooperation, what kind of projects the companies would be able to offer to
students based on their needs. These first set of questions about recruitment needs concern
employees of all backgrounds, not exclusively international employees. The second set of
question focuses more on international workforce, including questions like how necessary
Finnish language is in the company, what other languages are needed, and what countries

the companies would be interested in when going international.
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The next section focuses employing international workforce. After the question whether the
company has employed foreign nationals, the questionnaire is split into two parts, and the
respondents are redirected and presented with a different set of questions, depending on
answering yes or no. The companies that have experience with international employees are
presented with a set of questions about their employees, such as advantages and challenges
and channels used for recruitment. The questions about advantages and challenges contain
fixed statements, and the respondents have to choose from a scale of 1-5. The companies
that do not have any experience with international employees are presented with questions
about the reasons. The questions about the reasons why they have not employed international
talent contain fixed statements, and the respondents have to choose from a scale of 1-5. They
are also asked what should change in order to employ international talent. The final questions
were again presented to all respondents, about the intention to employ international talent in
the future and if they are aware of the existence of the South Karelian talent pool. These
questions are also using a scale of 1-5.

Finally, the companies that were willing to cooperate with the South Karelian education
institutions were asked to leave their contact information, and their need for student
cooperation projects. The questionnaire was anonymous, except for the last few questions
about possible cooperation, which were optional.

The targeted respondents were businesses from South Karelia, therefore the survey questions
were translated into Finnish in addition to the original English language version. Both
languages were offered to the respondents at the start of the questionnaire, and in the end all
respondents chose to fill in Finnish version. The questionnaire can be found in full in English
at the end of the thesis in the Appendix.

In addition to the primary data collected by the questionnaire, secondary data is also
collected through literature, books and journals as well as the Official Statistics of Finland
(OSF). Secondary data is used to give a direction to the research process and to support
primary data.
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3.4 Reliability and validity

Every time scientific research is presented, the reliability and validity of the research has to
be examined. Reliability and validity are closely related concept with slightly different
meaning, and they are used to evaluate the quality of the research, indicating how well a
method or test measures something (Middleton 2019). Reliability refers to the consistency

and validity refers to the accuracy of the measurement.

Reliability refers to the consistency of a measurement. It means the extent to which a
research instrument consistently has the same results if it is used in the in same situation
under the same circumstances on repeated occasions. The three attributes of reliability are
determined as follows. Homogeneity or internal consistency is the extent of which all the
items of a test measure one construct, stability means the consistency of results using an
instrument with repeated testing, and equivalence mans the consistency among responses of

multiple users of the same instrument (Heale 2015).

In this research, reliability was ensured by designing the questionnaire in a way that the
research could be easily repeated by anyone in any environment at any given time using the

same survey questions.

Validity refers to the extent that a concept is accurately measured. Validity is determined
through three main types. The first one is content validity, which is the extent to which a
research instrument accurately measures all aspects of the concept being measured. The
second one is construct validity, which is the extent to which a research instrument measures
the intended construct or concept being studied. The third type of validity is criterion
validity. Criterion is any other instrument that measures the same variable. Criterion validity
means the extent to which the result of a measure is related to other valid measures of the

same concept (Heale 2015).
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In this research, validity was ensured by choosing the appropriate instrument and
methodology for the research, which was a quantitative survey in order to consistently
measure the expected large amount of questionnaire responses. Validity was also ensured by
choosing the most suitable sampling method. The population of the survey was defined
geographically, including all South Karelian companies. Probability sampling was chosen
as a method, in order to give every member of the population a chance of participating in the

survey.
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4 Findings

This chapter discusses the findings of the from the primary data collection of the research.

Each survey question is presented and discussed in detail.
4.1 Industry distribution of survey respondents

The number of respondents who participated in this research from each industry is summed

up in Figure 7 below.

Industry distribution of survey respondents

Manufacturing 19

H

Other service activities

Accommodation and food service activities

Wholesale and retail trade

N

Arts, entertainment and recreation

N

Professional, scientific and technical..

Real estate activities

N

Construction

N

N

Information and communication

[ERN

Industry unknown

=

Education

=

Financial and insurance activities

[ERN

Transportation and storage

=

Mining and quarrying

=

Agriculture, forestry and fishing

o
N

4 6 8§ 10 12 14 16 18 20

Figure 7. Industry distribution of survey respondents

Altogether 15 different industries are represented among the respondents of this survey. The
clear majority of survey respondents operates in the manufacturing industry (n=19, 47,5%).
Manufacturing was followed by other service activities (n=4, 10%), and accommodation and



56

food service activities (n=3, 7,5%) and wholesale and retail trade (n=3, 7,5%).

4.2 Respondent companies’ scope and size of operation

The scope of operation of the companies was defined as follows: companies are considered
local, if their scope of operation covers their municipality. Regional companies are the ones
that operate in the region of South Karelia. Domestic companies are the ones that operate on
a country-level, and their operation covers several regions of Finland. International
companies are the ones that have operations outside of Finland. The companies’ level of
internationality is not considered separately, a company is considered international if they
have operations in at least one other country in addition to Finland. The respondent

companies’ scope of operation is summed up in Figure 8.

Respondent companies’ scope of operation

m |_ocal

= Regional

20 Domestic

International

Figure 8. Respondent companies’ scope of operation
The majority of respondents represented companies that operate on an international level
(n=20, 50%), followed by domestic companies (n=8, 20%), regional companies (n=7,

17,5%) and local companies (n=5, 12,5%).

The companies’ size was also evaluated based on the number of employees. The respondent
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companies’ size of operation is summed up in Figure 9.

Respondent companies’ size of operation

= 1-9 employees
= 10-49 employees
= 50-249 employees

250 or more
employees

15

Figure 9. Respondent companies’ size of operation

The majority of respondents belongs the group that has 10-49 employees (n=15, 37,5%),
followed closely by 1-9 employees (n=11, 27,5%). Lastly, companies with 50-249
employees and 250 or more employees were equally represented (n=7, 17,5%).

4.3 Availability of various forms of student cooperation

Companies were asked what kind of opportunities they have available for students for
potential cooperation. The question was asked in relation to all students from all the
institutions, and not only international students. The forms of cooperation are the following:
assignments and project works, work practice, diploma or thesis work, part-time jobs,
summer and seasonal jobs and general requirement needs. The results are presented in Figure
10 below. The respondents were also asked to give a few examples what they have available

for the students, which are also summed up below.
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Availability of various forms of student cooperation
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Figure 10. Availability of various forms of student cooperation
The respondents were also asked to give examples about what kind of student cooperation
possibilities their companies were able to offer for each category, so the educational

institutions could contact the companies regarding cooperation, if they agreed to be

contacted at the end of the survey.

4.4 Recruitment needs in general

The companies’ general recruitment needs are presented in Figure 11 below.
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General recruitment needs

= Yes, currently in areas of...
= Possibly in the future
= No

Figure 11. General recruitment needs

The majority (63%) of the companies chose the option possibly in the future, and most of
them answered with waiting for Covid to be over first and then review their recruitment

needs again.

4.5 Needed educational level of new employees

The thesis was done in cooperation with LUT university, LAB university of applied sciences
and Sampo vocational school. The schools were interested to know what kind of employees
the companies were looking for, what level of education was needed from new employees.
The companies could select more than one option. The results are presented in Figure 12

below.
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Needed educational level of employees

University 23

23

University of applied sciences

Vocational 27

1 6 11 16 21 26 31

Figure 12. Needed educational level of new employees

The companies’ largest need is for employees with a vocational education (n=27). University
education and university of applied sciences are represented equally (n=23) following not
far behind. Therefore, it can be concluded that South Karelian companies have recruitment
needs for employees with all levels of educational backgrounds.

4.6 Fields from where employees are needed

The next question inquired about the fields from which the companies need new employees.
This was an open question that was not mandatory. The need that was mentioned most by
the respondents was the need for production workers (n=15). The responses included
welding (n=6), machining (n=6) installation (n=2) and CNC technology (n=1). This was
followed by the need for engineering sciences (n=12). This group included ICT and software
engineering (n=5), mechanical engineering (n=2), process engineering (n=2), industrial
engineering (n=1), electrical engineering (n=1), and chemical engineering (n=1). as well as
sales and marketing (n=4). Three respondents expressed their need for employees with
business knowledge and also three respondents mentioned their need for employees from
the restaurant and service sectors. Two respondents needed more employees from the

construction field.



61

4.7 Companies’ required level of the Finnish language in various forms of

cooperation

The next question is related to the level of Finnish language the companies would need from
their employees, in the various forms of cooperation mentioned in previously. The
companies were asked to rate the level of required Finnish language knowledge on scale
from 1 to 5. 1: Finnish is not required at all, 3: Auxiliary Finnish is required, 5: Finnish is

absolutely required. The results are shown in Figure 13 below.

Companies’ required level of the Finnish language
in various forms of cooperation

Recruiting new talents
Summer and seasonal jobs
Work practice

Part-time jobs

Diploma or thesis work

Doing assignments or project works

1 2 3 4 3)

Figure 13. Companies’ required level of the Finnish language in various forms of

cooperation

The highest level of Finnish skills is required by companies when they are recruiting new
employees in general, for full-time permanent positions. It is closely followed by summer
and seasonal jobs and work practice. Finnish language was the least needed when doing
diploma or thesis work and doing assignments or project works. It can be concluded that
companies are more likely to recruit people with good Finnish skills for their permanent
positions, summer jobs, and they are more flexible with their Finnish language requirements

when it comes to working on shorter projects and school assignments.
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We also asked the companies what language skills they would need in addition to Finnish
from their employees. The top three languages the companies expressed a need for were
English (n=25), Russian (n=13) and German (n=6). Other languages mentioned were
Swedish (n=5), Chinese (n=4), Estonian (n=2), Spanish (n=2), Italian (n=1), French (n=1),

Japanese (n=1), Romanian (n=1) and Hindi (n=1).

4.8 Countries or areas the respondent companies would be interested in the future

The companies were also asked about what countries or areas they would be interested to
expand their operations to in the future. It was an open-ended question, and we let the
companies themselves define the countries and areas. The top 3 areas were Russia (n=7),
China (n=6) and Europe (n=5). Other countries and areas mentioned were the following:
Sweden (n=4), Scandinavia (n=3), USA (n=3), Africa (n=3), Japan (n=2), Germany (n=2),
Middle East (n=2), South Africa (n=1), Indonesia (n=1), Poland (n=1), Romania (n=1) and
Estonia (n=1).

4.9 Employing foreign nationalities in the company

The companies were asked if they currently employ or had they previously employed foreign
nationalities in their company. Depending on the answer they gave, the respondents were
directed to different follow up questions in the questionnaire. The responses are presented

in Figure 14 below.



63

Employing foreign nationalities in the company

15;38 %

= Yes
= No

Figure 14. Employing foreign nationalities in the company

Almost two thirds of the respondent companies (62%, n=25) currently employ or have
previously employed foreign nationalities, and 38% (n=15) of the respondents have no

experience about employing foreigners.

There is a big difference in employing foreigners when the responses are compared based

on the companies’ scope of operation, see Figure 15 below.
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Employing foreigners based on the companies'
scope of operation
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Figure 15. Employing foreigners based on the companies' scope of operation

There is a clear connection between the respondent companies’ scope of operation and
whether they have foreign employees currently or in the past. Only 20% of local companies
have employed international employees. Interestingly, 15% of the companies with an
international scope of operation responded that they have never employed foreigners in their

companies.

4.9.1 Foreign employees’ region of origin

Those respondents that already have foreign employees or have employed them previously
were also asked to choose the region their employees are originating from. The responses

can be seen in Figure 16 below.



65

Foreign employees' region of origin

EU/EEA countries

other European countries (non-EU/EEA) [ GGG -
rsc. I
North America ||| | NG :
South America ||| NG
Africa || 4
Australia [} 2

2 4 6 8 10 12 14 16 18

=
~

o

Figure 16. Foreign employees' region of origin

The most common region of origin of the employees were from EU/EEA countries (n=17),
closely followed by other (non-EU/EEA) European countries (n=16) and Asian countries
(n=15).

4.9.2 Reasons behind employing representatives of other nationalities

We asked the companies who have already employed foreign nationalities about the reason
behind employing internationals. We provided the companies with a list of statements and
asked them to rate them on a scale of 1 to 5, 1 being not important at all and 5 being very

important. The results are presented in Figure 17 below.
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Reasons behind employing representatives
of other nationalities

| 1 1 1 J

Selecting the best candidates regardless of the
nationality

We value diversity in our organizational
culture

It is difficult to find employees with proper
skill set / qualifications in our country

Other reasons:

Foreigners have high level of work
motivation

It enables international cooperation, which
facilitates our company’s development

International workforce enables smoother
communication with clients and suppliers..

Having diversity helps us to develop products
or services to different customer groups

Foreigners have lower financial requirements

We received financial support to employ an
international talent

Figure 17. Reasons behind employing representatives of other nationalities

The statements can be sorted into three different groups, based on Niemi’s (2015) grouping
of strategic intentions of employers. These strategic intentions are need-driven, opportunity-

driven and capability-driven.

Need-driven factors are the following: difficulty of finding workforce with the proper skillset
in Finland, perceiving foreigners as having high level of work motivation and viewing
foreigners as having lower financial requirements and receiving financial support to employ
international talent. Opportunity-driven factors are the following: selecting the best available
candidates regardless of nationality, enabling smoother communication with international
clients and suppliers and helping to develop products and services to diverse and
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international customer groups. Capability-driven factors are the following: valuing diversity
in the company’s organizational culture and enabling international cooperation which

facilitates the company’s development.

The statement the companies agreed with the most, is that they are selecting the best
candidates to work for them regardless of their nationality (4,7). The second most popular
reason was that the company values diversity in their organizational culture (3,8). The third
most popular reason (3,3) was that it is difficult to find employees with a proper skill set or
qualifications in Finland that the company needs. The same average (3,3) was given to the
statement that foreigners have a high level of work motivation. It is closely followed by the
statement the employing foreigners enables international cooperation, which facilitates the

company’s development.

Surprisingly few of the companies chose to employ foreigners because international
workforce enables smoother communication with clients and suppliers with diverse profiles
(2,9) or that having diversity helps to develop products or services to different customers
groups (2,4). However, some companies seem to recognize the impact of foreigners to
development, and there are companies who give projects to students of LUT university and
LAB university of applied sciences. These projects are mainly used as coursework, and the
companies clearly benefit from having diverse teams working for them and solving cases

and problems.

Foreigners having lower financial requirements is not a popular reason for employing
foreigners. The least popular reason was receiving financial support to employ international
talent. One of the reasons for this is that projects that give out financial incentive for
companies are relatively unknown among employers, even though they exist. One program
that supports the employment of foreign talent with special grants is the Talent Boost

program (Ministry of Economic Affairs and Employment in Finland 2022).

Companies were also allowed to give their other reasons why they decided to employ
foreigners. Most of the reasons mentioned were ones that were already included in the list
of fixed statements: knowledge and education (n=2), good attitude towards work and the

employer (n=2), motivation and loyalty. One company mentioned the benefit of other
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employees learning to operate in an international environment.

4.9.3 Challenges noticed when employing internationals

The companies who have already employed foreign nationalities were asked about the
challenges they have noticed when employing internationals. The companies were provided
with a list of statements and were asked to rate them on a scale of 1to 5, 1 being not important

at all and 5 being very important. The results are presented in Figure 18 below.

Challenges noticed when employing representatives of other
nationalities

Il 1 1 1 J

We have not noticed any challenges in
employing international talents

Difficulties with work permits and other
legislative issues

Communication challenges due to cultural
differences

Communication challenges due to lack of
common language

Different idea of the work practices and
duties

Difficulties in managing multicultural teams
and employees

Challenges in following the rules and work
regulations at work

Attitudinal challenges from the side of other
employees

Challenges in maintaining the required level
of quality

Company infrastructure does not support
employing international talents

Figure 18. Challenges noticed when employing internationals

The most popular statement the companies agreed with was that they haven’t noticed any
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challenges in employing international talents (3,2).

The three most popular challenges the companies have encountered got the same rating (2,9).
These challenges are the following: difficulties with work permits and other legislative
Issues, communication challenges due to cultural differences and communication challenges

due to lack of common language.

Work permits and other legislative issues are out of the companies’ hands, and the foreign
employees are also unable to affect the processes of the Finnish Immigration Services
themselves. The red tape surrounding the employment of internationals is something that
has to be dealt with on a national, governmental level. More streamlined and less rigid
practices would facilitate becoming employed and would make employing internationals

less of a hassle for employers.

Communication challenges due to the lack of common language can be avoided and the
situation can be improved with both the international learning more Finnish and the Finnish
employees learning more English. However, communication is not only language

knowledge, and companies could benefit from organization-wide cross-cultural trainings.

Communication challenges are closely followed by foreigners having a different idea of the
work practices and duties (2,8). The next challenge was having difficulties in managing
multicultural teams and employees (2,6). This challenge can also be solved with cross-
cultural trainings mentioned earlier. The next thing some of the companies noticed is

foreigners having challenges in following the rules and work regulations at work (2,5).
Some companies noticed attitudinal challenges from the side of other employees (2,4).
Challenges in maintaining the required level of quality was also mentioned (2,4). The least
popular statement was company infrastructure does not support employing international
talents (1,9).

4.9.4 Channels used to recruit internationals

We also asked the companies who have recruited international employees about the channel
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they used for recruitment and finding international workforce.

The most common answer was educational institutions (n=5). This includes advertisement
on the educational institutions’ website and job fairs. The second most common answer
(n=4) was through own contacts and word of mouth. This is in line with the Finnish working
life practice where recruitment relies heavily on word of mouth, social contacts as well as
recommendations from friends and colleagues (Alho 2020). Alho (2020) found that Finnish
employers often favour word of mouth and informal recruitment channels despite Finland
having a wide network of recruitment agencies as they believe that this type of recruitment
helps them find the right people with the right qualifications. This emphasizes the role of
networking in the international students’ lives already during their studies, as well as after
graduation to build up professional networks and social connections which will help them in
finding these hidden jobs. Companies also found their international employees through job
advertisements on their own website (n=3) and through the unemployment office (n=3).
Some companies mentioned finding international employees through the same channels as
Finnish employees (n=2), however they did not elaborate on these channels. LinkedIn was

also mentioned as a channel, but only once.

4.9.5 Reasons behind not employing international talents

Those companies who have not employed international employees yet were asked about the
reasons behind this decision. The companies were provided with a list of statements and
were asked to rate them on a scale of 1 to 5, 1 being not important at all and 5 being very

important. Their responses are presented in Figure 19 below.



71

Reasons behind not employing international talents yet

| 1 1 1 J

There are no specific reasons for not
employing international talents

Communication challenges due to lack of
common language

Company infrastructure does not support
employing international talents

Due to already high unemployment rate jobs
should be first offered to our country’s...

Challenges in maintaining the required level
of quality

Communication challenges due to cultural
differences

Challenges in following the rules and work
regulations at work

Difficulties with work permits and other
legislative issues

Foreigners are simply not interested in
working at our company

Difficulties in managing multicultural teams
and employees

Attitudinal challenges from the side of other
employees

1 2 3 4 5

Figure 19. Reasons behind not employing international talents

The most popular answers were that there are no specific reasons for not having international
employees (3,2). Other than having no specific reason, the statement communication
challenges due to lack of common language was the most relevant barrier (3,2) for not
employing international talents. This was followed by the challenge that the company
infrastructure does not support employing international talents (2,6). The next reason was
that due to the already high unemployment rate the jobs should be first offered to citizens of
Finland (2,4). The next reasons for not employing international talent were connected to

ways of working: challenges in maintaining the required level of quality (2,4),
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communication challenges due to cultural differences (2,3) and challenges in following the

rules and regulations at work (2,1).

4.9.6 Other reasons provided by companies for not employing internationals

The companies could also provide some other reasons for not employing international
talents. One of the reasons was that in customer service Finnish language is absolutely
necessary. Other reasons the companies provided were that company products and work
material are in Finnish, and that company projects are also in Finnish.

4.9.7 Changes needed by the companies in order to employ internationals

Companies were also asked about what changes they would need in order to be willing to
employ internationals. The companies were asked what changes would be needed from the

internationals’ side, and what changes would be needed from the company’s side.

From the internationals’ side, the main change required by the companies (n=4) was the
development of Finnish language langue skills. Companies would be willing to employ
internationals if their language skills were better. Another thing mentioned was that the

internationals could develop their cultural awareness in order to be employable.

From the companies’ side, the main changes that would be required to employ internationals
were development or expansion of the company’s own operations (n=3), as well as
internationalization of the company (n=2). These companies feel that their own operations
are not large enough or international enough in order to have international employees. Other
changes required from the companies would be having company documents and work

material in English as well as company communication in English.

4.10 Awareness of the availability of international workforce in South Karelia

The companies were also asked if they were aware of the availability of international
workforce in South Karelia. The responses are presented in Figure 20 below.
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Awareness of the availability of
international workforce in South Karelia

= Yes
= Somewhat
= No

Figure 20. Awareness of the availability of international workforce in South Karelia

The majority (80%) of the respondent companies are fully (n=13) or somewhat (n=19) aware
of the international workforce that is available in the South Karelia region. However, 20%
(n=8) of the companies responded that they are not aware of the availability of international

workforce.

Figure 21 below presents the results comparing the responses based on the companies’ scope

of operation.
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Awareness of the availability of international workforce in
South Karelia based on scope of operation
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Figure 21. Awareness of the availability of international workforce in South Karelia based

on scope of operation

Local companies seem to be the most aware of the available pool of international workforce
they are all aware or somewhat aware. Companies with a domestic scope of operation are
the least aware of it (37,5%). Interestingly, 20% of companies with international scope also
responded that they are not aware of the international workforce in the region. These results
show that the regional business ecosystems need to prioritize educating the companies
operating in the region about the international talent pool that is already present in the region

and spreading the word through all possible channels.

411 Companies’ willingness to consider employing international people in

the future

In the last question, the companies were asked how willing they would be to employ people
with international background in the future on the scale of 1 to 5, 1 being not at all willing,
and 5 being very willing. This question was presented to all participants. The result can be

seen in Figure 22 below.
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Companies’ willingness to consider employing international
people in the future
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Figure 22. Companies’ willingness to consider employing international people in the future

None of the companies answered with being not at all willing to employ people with
international background. 20% of the companies are a little bit willing, 25% are somewhat
willing, 42% are willing and 13% are very willing to employ international people in the

future.

Figure 23 below presents the results comparing the responses based on the companies’ scope

of operation.

Companies’ willingness to consider employing international
people in the future based on the scope of operation

m 2 - Little bit willing

m 3 - Somewhat willing

m5 - Very willing

International 20% 15% 40% 25%

0% 20 % 40 % 60 % 80% 100 %



76

Figure 23. Companies’ willingness to consider employing international people in the future

based on the companies’ scope of operation

Companies that operate on an international scope are the most willing to employ foreigners
in the future. 25% of international companies responded that they are very willing to employ

international people, and none of the other companies chose the “very willing” option.

4.12 Assistance needed in connecting and cooperating with international

talents

The companies were also asked what kind of assistance they would require in connecting
with international students and in cooperating with them. Since this was not a mandatory
question, only a few responses were received. Companies mentioned that they would need
assistance with organizing internships and connecting with job seekers from the educational

institutions, and assistance with the bureaucracy surrounding permits.

4.13 Summary of findings

The majority of South Karelian companies are willing to employ representatives of other
nationalities. Those who have already employed internationals clearly notice the benefits
and they are more willing to employ more internationals in the future as well. The biggest
barrier for not employing internationals is the lack of Finnish language knowledge and the
company infrastructure not supporting international employees. Out of 40 respondents, 22
wished to be contacted for future cooperation, offering students mainly project works, and
thesis or diploma works. LUT Career Services has started to contact the companies after
receiving the result of the survey at the end of 2020.
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5 Conclusions and discussion

This chapter summarizes the results of the research and discusses the implications. It
provides answers to the research questions based on the findings of the survey. The chapter
also provides a summary of theoretical findings and contributions. Finally, this chapter

discusses the limitations of the research and provides ideas for future research.

The purpose of this thesis was to learn more about the recruitment needs and intentions of
local businesses in the South Karelia region. The aim was to find out about the companies’
interest in working with students, as well as their past hiring practices and future plans for

hiring foreign talent, as well as their blockers for not hiring international employees yet.

5.1 Answers to research questions

Based on the overall research findings, this chapter provides answers to the research
questions. The first question focuses on the main reasons of South Karelian companies for
employing international talents. The second question focuses on the main obstacles and

barriers the companies face for not employing international talents yet.

Q1. What are the main reasons of South Karelian companies for employing workers with an

international background?

The main strategic intentions for employing people with an international background are
summed up below. According to the findings of this research, he most popular reason
provided by South Karelian companies was that they are selecting the best candidates to
work for them regardless of their nationality. This is an opportunity-driven factor, meaning
that they are using the already available international workforce, and gladly recruit
international talent when they turn out to be the best choice out of the candidate pool for a

certain job. The second most popular reason was that the company values diversity in their



78

organizational culture, which is a capability-driven factor, because diversity as a
fundamental part of the organization’s strategy improves the company’s competitiveness.
The third most common reasons were equally popular, and both were need-driven factors.
One reason was that it is difficult to find employees with a proper skill set or qualifications
from Finland that the company needs, and the other reason was that foreigners have a high
level of work motivation. It is closely followed by a capability-driven reason, that the
employing foreigners enables international cooperation, which facilitates the company’s

development.

Q2. What are the companies’ main obstacles and barriers for not employing international
talents yet?

According to the findings of this research, for South Karelian companies who had never had
international employees before, the most significant obstacle for not employing international
talents yet are communication challenges due to lack of common language. This was
followed by the challenge that the company infrastructure does not support employing
international talents. Another reason was that due to the already high unemployment rate in
the country, the available jobs should be first offered to citizens of Finland. The next reasons
for not employing international talent were connected to ways of working. Based on these
replies companies think that there would be challenges in maintaining the required level of
quality, communication challenges due to cultural differences and challenges in following
the rules and regulations at work.

The companies also provided some other reasons for not employing international talents.
One of the reasons was that in customer service Finnish language is absolutely necessary.
This is something that is outside of the company’s influence. The majority of customer
service is always offered to people in their mother tongue. However, depending on the
service, companies could consider, what is the exact level of Finnish that the position
requires, could the job be done with basic or intermediate language skill, or does it require
fluency from the employee. Other reasons the companies provided were that company

products and work material are in Finnish, and that company projects are in Finnish. These
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are things that the company can actually influence themselves, in order to accommodate
international employees. Company documents can be translated gradually, and some
projects could be done in English. Again, companies could also consider, what level of

Finnish is required for the employee to take part in certain projects.

Another obstacle the companies mentioning for not employing international talents is that
they do not have enough cultural awareness. Employers say that foreigners could develop
their cultural awareness in order to enhance their employability. For this reason, international
students who have been staying in Finland for several years for a degree would be great
candidates for companies since they have already developed a sense of the Finnish culture,
how thing operate in society and also Finland specific working life skills while completing
school projects for companies as well as doing internships for example. Universities also
offer possibilities for volunteering in various projects or associations which also prepare the
students for the Finnish working life. Companies should be made more aware of the great
amount of cultural awareness that an international degree student already has by the time
they are graduating. In addition to this, the universities also offer Finnish language courses
for their degree students, therefore fresh graduates are likely to have a basic knowledge of

Finnish as well.

5.2 Theoretical contributions

This research has various theoretical contributions. First of all, the research contributes to
the understanding of the attitudes and intentions of Finnish companies and learning about
their readiness and attitudes towards recruiting internationals. In the context of Finnish
companies, the point of view of the employers is rarely studied in relation to employing
international talent, as the majority of literature focuses on the foreign employees’ and
jobseekers’ points of view. Therefore, this thesis contributes to the relevant literature about
the employers’ perspective when it comes to human resource management and recruiting
international talent. Second, the grouping of the employers’ strategic intentions to need-

driven, opportunity-driven and capability-driven factors also helps to better understand what
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drives the companies’ recruitment needs and recruitment strategies and understand their

behaviour.

5.3 Practical contributions

One of the main practical contributions of this thesis is that the findings will allow the South
Karelian business ecosystem, especially the main stakeholders, and provides valuable
information to better prepare the companies of the region to employ internationals. Getting
to know the local companies’ current recruitment needs and their strategic intentions as well
as the main barriers and difficulties for not employing foreigners helps with emphasising the
benefits of diversity in the future and it will make easier to tackle the obstacles and solve

possible challenges.

Another important contribution of the thesis is allowing the South Karelian educational
institutions to adjust their integration plans and cooperational opportunities they can offer
for their international students according to the regional companies’ needs. This way they
can also provide the students with better guidance and mentoring for entering working life
in the region already during their studies and after graduation. This will also help the
institutions to provide the students with better help entering Finnish working life in general.
Educational institutions can also assist in offering important recruiting channels, such as job
fairs and job listings on their website to connect the right talents with companies more
smoothly. In addition, they could also offer companies practical assistance with permits and
bureaucracy in employing international students. International talents getting employed and
settling down in the South Karelia region will contribute to regional development of the
region, and consequently the development of Finland as a whole. Therefore, in addition to
South Karelia, other regions in Finland with similar characteristics, such as member cities
of the Regional City Network can also benefit from the findings of this thesis and can apply

them in their own respective regions, business ecosystems and educational institutions.
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5.4 Limitations

The results and findings of this thesis are expected to be reliable and valid, because the
research questions were carefully designed, and the research was conducted in a way to
ensure that the results are legitimate and accurate. However, this thesis also has some
limitations. For this research, a quantitative online survey was used to collect primary data.
The online survey was widely shared via various newsletters and 470 companies were
contacted straight via email. Based on this population, the amount of data and the number of
responses to the online survey was expected to be higher than what was actually received,
which was only 40. Therefore, the main limitation of this thesis is low amount of responses
received. The results of the thesis would be more reliable and trustworthy if there was a
larger amount of data to be used and analysed. Another limitation of that is the data collection
between 24" of September 2020 to 10" of November 2020 fell to a time period where the
global Covid19-pandemic had been going on for over 6 months, and there was no end in
sight. The uncertainty from the pandemic in various industries showed up in some of the
companies’ open-ended questions, and it possibly influenced the responses of the companies
more negatively, both for the questions about the companies’ present needs for recruitment,
workforce and cooperation as well as for the future. The uncertainty of the Covid19
pandemic as whole might have also contributed to the low number of responses. During such
unprecedented and stressful times, when the companies’ own livelihood is uncertain, the
companies’ decision makers were probably less likely to be interested in participating in a

research.

5.5 Suggestions for future research

The limitations of this thesis could make future research possible on this same topic. The
companies’ recruitment needs could be evaluated again after all the industries have more or
less recovered from the aftermath of the Covid19 pandemic. When the industries are growing
again, the need for skilled international workforce will grow as well, and the companies will
need students for shorter projects, thesis projects as well as summer workers and full-time
workers. Without the uncertainty of the pandemic looming above the companies, the number

of companies that are willing to answer will possibly grow as well. In addition to the outside
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circumstances, in a few years South Karelian companies might also be even more aware of
the region’s available talent pool, with the help of cooperation between companies and
educational institutions, as well as regional government projects. Educational institutions
and regional decision makers pay a vital role in spreading the news about the available
international workforce and cooperation opportunities the students can offer to local and

regional businesses.
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Appendix 1. Student cooperation survey

Welcome to the student cooperation survey!

LUT University, LAB University of Applied Sciences and Sampo Saimaa Vocational
College educate new employees to Finnish work market. The companies in South Karelia
have brilliant opportunities to cooperate with the students of these educational institutes
already during their studies and get experience of the future employees. The students can

also help companies to solve different challenges as part of their studies.

Through this survey we are mapping the interest of regional companies to cooperate with
students and the experience of local companies to recruit international talents. We would
very much appreciate your response. It will take approximately 10-15 minutes to respond

the survey.

The survey will be executed by LUT University student Patricia Virsinger as part of her
master's thesis. The survey is financed by City of Imatra and its project Flexible education
models together with business project. The survey is carried out in cooperation with LUT
University, LAB University of Applied Sciences and Sampo Saimaa Vocational College.

Background information

1. Industry

e Agriculture, forestry and fishing

e Mining and quarrying

e Manufacturing

e Electricity, gas, steam and air conditioning supply

e Water supply, sewerage, waste management and remediation activities
e Construction

e Wholesale and retail trade

e Repair of motor vehicles and motorcycles

e Transportation and storage



e Accommodation and food service activities
e Information and communication

e Financial and insurance activities

e Real estate activities

e Professional, scientific and technical activities
e Administrative and support service activities
e Public administration and defence

e Education

e Health and social work activities

e Arts, entertainment and recreation

e Other service activities

e Industry unknown

2. Company’s main scope of operation

e Local
e Regional
e Domestic

e [nternational

3. How many people are employed altogether in your company?

e 1-9
e 10-49
e 50-249

e 250 or more

Forms of cooperation

4. Assignments and project works



Students can solve smaller company challenges (e.g. marketing plan, prototypes) as part of
their studies. Assignments and project works are usually performed in teams and are free-
of-charge for the company. Would your company have any assignments or projects suitable

for the students at present or in the future?

e Yes, please specify what kinds of issues
e Possibly, if
e No

5. Work practice

Would you have the possibility to offer an internship or on-the-job learning position in your
company at present or in the future? Training agreements at the vocational level are usually
unpaid, and the vocational apprenticeships and internships at the university of applied

sciences and university levels are usually paid.

e Yes, please specify what kinds of positions
e Possibly, if
e No

6. Diploma or thesis work

You can have a student to solve your larger company challenges (e.g. different planning,
development and research issues) in their final thesis. Thesis projects are usually paid.
Would your company have suitable challenges to be solved at present or in the future? *

e Yes, please specify what kinds of issues
o Possibly, if
e No

7. Part-time jobs

Students are willing to develop work life skills and earn extra money alongside of their

studies. Does your company need part-time extra help at present or in the future?



e Yes, please specify what kinds of jobs
e Possibly, if
e No

8. Summer and seasonal jobs

There are plenty of students around to help local companies with seasonal recruitment peaks.

Do you have needs for summer or seasonal employees at present or in the future?

e Yes, currently such as
e Possibly, if
e No

9. Recruitment needs

New talents enter the work market throughout the year. Do you have needs for new

employees in general?

e Yes, currently in areas of
e Possible in future

e No

10. From which educational levels do you need new employees?

e Vocational
e University of applied sciences

e University

11. From which fields do you need new employees?

For example: welding, trade, ICT, healthcare



12. How necessary is the Finnish language in your company in (1-5)

1: Finnish not required at all - 2 — 3: Auxiliary Finnish is required - 4 — 5: Finnish is

absolutely required

e Doing assignments or project works
e Work practice

e Part-time jobs

e Summer and seasonal jobs

e Diploma or Thesis work

e Recruiting new talents

13. What other languages would be useful in your company?

14. If you are going international, the international talents studying at Lappeenranta might
be able to help you understand the culture and networks of the destination country. Which

countries would you be interested in at present or in the future?

15. Do you currently employ / have you employed foreign nationalities in your company?

e Yes
e No

16. Please provide information concerning reasons behind not employing international
talents yet (1-5)

1: no importance — 5: very important

e There are no specific reasons for not employing international talents
o Difficulties with work permits and other legislative issues
e Company infrastructure does not support employing international talents

e Difficulties in managing multicultural teams and employees



e Attitudinal challenges from the side of other employees

e Challenges in following the rules and work regulations at work

e Communication challenges due to cultural differences

e Communication challenges due to lack of common language

e Challenges in maintaining the required level of quality

e Foreigners are simply not interested in working at our company

e Due to already high unemployment rate jobs should be first offered to our country’s
citizens

e Other reasons:

17. What should change in order for your company to employ an international talent?

Employing international workforce

18. From which region do / did your foreign employees come from?

e EU/EEA countries

e Other European countries (non-EU/EEA)
e South America

e North America

e Africa

e Asia

e Australia

19. Please provide information concerning reasons behind employing representatives of

other nationalities in your company (1-5)
1: no importance — 5: very important

e Selecting the best candidates regardless of the nationality

e We value diversity in our organizational culture



e It enables international cooperation, which facilitates our company’s development

e Having diversity helps us to develop products or services to different customer
groups

¢ International workforce enables smoother communication with clients and suppliers
with diverse profiles

e Itis difficult to find employees with proper skill set / qualifications in our country

e We received financial support to employ an international talent

e Foreigners have high level of work motivation

e Foreigners have lower financial requirements

e Other reasons:

20. What kind of challenges have you noticed in employing representatives of other

nationalities? (1-5)
1: not important at all — 5: very important

e We have not noticed any challenges in employing international talents

e Company infrastructure does not support employing international talents
o Difficulties with work permits and other legislational issues

o Difficulties in managing multicultural teams and employees

e Communication challenges due to cultural differences

e Communication challenges due to lack of common language

o Different idea of the work practices and duties

e Attitudinal challenges from the side of other employees

e Challenges in following the rules and work regulations at work

e Challenges in maintaining the required level of quality

e Other reasons:

21. What channels have you used to find and recruit suitable international talents for your

company?



22. Are you aware of the availability of international workforce in South Karelia?

e Yes
e Somewhat
e No

23. Would your company be willing to consider employing international workforce in the
future? (1-5)

1: not at all willing — 5: very willing

24. What kind of assistance would you need in connecting and cooperating with international
talents?

Contact information

25. Company and job title of person responding to the survey

e Name of the company

e Job title of the person responding to the survey

26. We hope that our company will be contacted for the following forms of cooperation

related to students:

e Assignments and project works
e Work practice

e Part-time jobs

e Summer and seasonal jobs

e Diploma or thesis work

e Recruitment needs

e Cultural knowledge experts



27. Contact information

e Name
e Email

e Phone number

GDPR

We take your privacy seriously, and will only use your personal information, such as name
and email address to be able to contact you for follow up, if needed. For further details about

our data protection, please see the Privacy Notice of this survey.

28. | agree to take part in the research related to this final thesis of my own volition. In
addition, I give my consent to the collection of my personal data for a data filing system
created during this research. | have received information on the processing of my personal

data in connection with this research.

e Yes



