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Introduction 

Migration and asylum seekers are a major challenge for Europe today. The integration of 

migrants and refugee flows have become the subject of lively debate throughout Europe. The 

project "MIGRANTECH : the digital incubator as a springboard for learning and 

employment of migrants and refugees" contributes to combating discrimination against 

migrants and/or refugees; promoting coexistence between society and migrant and/or refugee 

communities; and undertaking education and training as a key element in promoting social 

cohesion and integration processes; providing tailor-made e-learning tools and methods for 

professionals working with migrants and refugees, in order to facilitate their socio-

professional inclusion; understanding and identifying the needs for the most relevant 

knowledge, attitudes and key-competencies sought by enterprises and employers/companies. 

In addition, MIGRANTECH will enable educators and professionals to broaden and adapt 

their knowledge and develop skills to bring their audiences closer to the labour market. These 

aims will be achieved through the development of a kit in the form of a training path (40 e-

modules) according to the key-competencies identified as important for the labour market. 

The European Union Council´s Recommendation (2006/962/EC), in compliance with 

Ciuhureanu, Gorski & Balteş (2011)´s study with Romanian students, teachers, employers 

and organisation representatives, define key competencies as “the ability to act and react 

appropriately in a variety of situations through the mobilization and combination of 

knowledge, attitudes, and personal procedures, in a determined, meaningful, and informed 

context. They are often understood as being integrated in a person’s ability to use and 

combine knowledge, skills and specific attitudes demonstrating personal and professional 

values to perform working activities at the specified quality standard”. According to this 

document, the list of key-competencies include: 

Communication in the mother language- it represents the ability to express and 

interpret concepts, thoughts, feelings, facts, and opinions in both oral and written form 
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(listening, speaking, reading and writing) and to interact linguistically in a proper and creative 

manner in all cultural and social contexts. 

Communication in foreign languages- it generally shares the main communication 

abilities in the official language: this is based on the ability to understand, express and 

interpret concepts, thoughts, feelings, facts and opinions both in an oral and written form 

(listening, speaking, reading and writing) in adequate social and cultural contexts (in 

education and professional training, at the workplace, recreation and leisure), in terms of 

someone’s wishes and needs. It requires skills such as mediation, intercultural understanding. 

An individual’s advanced knowledge varies between the 4 dimensions (listening, speaking, 

reading, writing) and between different languages, in accordance with the social and cultural 

environment the individual comes from, the environment, his/her needs and/or interests. 

Mathematical skills, and basic skills in science and technology- The mathematical 

competence is the ability to develop and apply mathematical thinking with the purpose of 

solving a series of problems of daily situations. In the attempt to develop competencies 

regarding the work with basic mathematical elements, the focus should fall on the process 

itself, on the activity, as well as on knowledge. It involves, to various degrees, the ability and 

willingness to use types of mathematical thinking (logical and spatial thinking) and ways of 

presentation (formulas, models, constructions, graphs, charts). Basic mathematical skills can 

greatly benefit an employee by making him better at applying critical thinking and problem-

solving abilities, which can lead to a more successful workplace. The competence in science 

refers to the ability and willingness to use a number of knowledge and methodologies with 

the purpose of explaining the natural world, identifying questions and drawing conclusions 

based on evidence. The competence in technology is regarded as an implementation of these 

knowledge and methodologies as an answer to human needs or desires. 

Digital and computer skills - Digital literacy involves the safe and critical use of 

information Society technologies (IST) in the world of work, leisure, and communication. 

These skills are related to the ability to think logically and critically, high proficiency in 
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information management and good communication skills. The most basic IST skills include 

the use of multimedia technology to obtain, evaluate, store, produce, present and exchange 

information, and take part in networks by communicating via the Internet. 

Learning ability, adaptation, and autonomy- it represents the ability to pursue and 

persevere in learning, to organize your own learning through an effective management of 

time and information, both individually and in group. This ability includes the awareness of 

self-learning processes and needs, by identifying the available opportunities and the ability 

to overcome obstacles in order to learn successfully. It involves the acquisition, production 

and assimilation of new knowledge and skills, as well as the use of counselling. 

Interpersonal, intercultural, social, and civic competencies- This category includes 

personal, interpersonal, and intercultural competencies. All types of interactions are 

important in order to give the individual the opportunity to take part in the social life, the 

work field, and a broad diversity of companies, offering the possibility to solve conflicts, if 

necessary. Civic competencies properly equip the individual to actively participate in the 

civil life, based on the knowledge of social and political concepts and structures, and on the 

commitment to a democratic and active participation. 

Entrepreneurship and initiative- These competencies refer to an individual’s ability to 

put the ideas into practice: creativity, innovation, taking risks, as well as the ability to plan 

and manage projects with the purpose of achieving the objectives. This helps individuals not 

only in their daily lives, but also at work, making them aware of their work’s context, making 

them able to take advantage of opportunities. It also represents the basis for more specific 

skills required by those who establish or take part on social or commercial activities. This 

competence should include the awareness of ethical values and should promote good 

governance. 

Cultural Expression- it represents the appreciation of the importance of creative 

expression of ideas, experiences, and emotions, through several means, including music, 

artistic interpretation, literature, visual arts. 
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Communication skills- it represents the ability to exchange ideas effectively with others. 

Includes attentive listening, speaking, and reading. 

Memory- Memory refers to the processes that are used to acquire, store, retain, and later 

retrieve information. There are three major processes involved in memory: encoding, storage, 

and retrieval. This allows people to store information for a short time and manipulate this 

information to take action, such as complete tasks, solve problems, and answer questions.  

Human memory is also involved in the ability recover previously learned, or experienced, 

information. This competency can be extremely valued in the workplace, since it helps in 

staying focused on a task, blocking out distractions, and keeping you updated and aware 

about what is going on around you 

Problem Solving – means goal-oriented thinking, and it enables you to act in situations 

for which there are no routine solutions. 

Attention to details- Attention to detail refers to the ability to direct your efforts into 

accomplishing tasks with precision. Developing such ability makes you more effective at 

what you are doing, increases your productivity and minimizes the likelihood of errors. 

Attention to details is often related to an increased quality of work, it is therefore a skill that 

has much to contribute to your objectives in the workplace. 

Ability to recognise one's own mistakes - this means having the courage to look at the 

current situation, recognise one's faults when it becomes apparent, and doing the right thing. 

Time management, punctuality, precision, and accuracy- Regularity, meticulous care 

in the accomplishment of a task by making efficient use of the available time. 

Critical Thinking - A set of cognitive abilities including critical analysis, independent 

thinking, relativisation based on context and environment, decentration and distancing. 

Stress Management- This competency is defined as the ability to deal with stress and 

develop healthy responses to what causes the stressful situation. Establishing boundaries, 

developing honest expectations, or learning how to act in situations of interpersonal conflict 
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are some key points to coping with stress. Lack of coping skills may lead to mental and 

physical health difficulties related to anxiety. On the other hand, good and developed coping 

skills will allow the employee to face any obstacle, which is vastly appreciated in the 

workplace. 

Logical reasoning- Is the ability of an individual to think in a disciplined manner or base 

his thoughts on facts and evidence. Logical thinking skills mean incorporating logic into 

one’s thinking process whenever analysing a problem in order to come up with a solution. 

They require and involve a progressive analysis, for example, by weighing all available 

options, using facts and figures, and making important decisions based on the pros and cons. 

This type of information processing can be beneficial and healthy in any workplace 

environment since it helps in decision-making as well as in creativity. 

Spatial orientation- Spatial awareness/orientation is the ability to understand and 

interact with the environment around you.  This allows people to move around without 

bumping into obstacles and to properly reach out and interact with objects. This competency 

may be important in social contexts since it affects social functions like maintenance of 

personal space. And it is also needed in reading and writing, which are crucial abilities for 

information exchange in the workplace.  

Strategic Planning- The ability to apply effective strategic planning provides focus and 

allows for better decisions. This is achieved by setting small realistic goals based on time 

management, prioritizing, and analysing the current performance. This competency includes 

the ability to help set goals, decide what actions need to be taken, and help achieve those 

goals. 

In order to structure the e-modules to support migrants and refugees in their labour 

integration in the next IOs, it is important to firstly understand the context of their reality. 

With this in mind, the following report is a compilation of the results of two separate research 

tasks. Firstly, information from a desktop research from all partner-Organisations will be 

presented. Some topics regarding migrant and refugees’ main obstacles; their 
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sociodemographic information; supports and promoters for integration; job sectors more 

prone to recruit this target-group; and others, will be covered. The second part of this report 

will cover findings from the MIGRANTECH project’s research study. It will include some 

conclusions regarding the competencies valued in the labour market, which will be adapted 

for the development of the next IOs. 

 

COMPARATIVE DESKTOP RESEARCH 

Job sectors for migrants  

(Which sectors of activity are most likely to hire migrants, refugees, and asylum 

seekers?) 

✓ BELGIUM 

In Belgium - according to the CSE report about sectors of activity before obtaining 

refugee status and four years after (active career and progressively active career) (N = 642) - 

before obtaining the refugee status, in descending order: 1. Farming, by far; 2. Services, real 

estate, special activities; 3. Accommodation, restaurants, commerce; 4. Health, social and 

community services; 5. Industry; 6. Transport and communication; 7. Construction; 8. Public 

administration.  

Four years after obtaining refugee status, in descending order: 1. Accommodation, 

Restaurants, Commerce; 2. Services, real estate, special activities; 3. Public administration; 

4. Health, social and community services; 5. Industry; 6. Transport and communication; 7. 

Farming; 8. Construction. 

 

✓ FRANCE 

In France, working immigrants are mainly “blue-collar” workers (32%) and employees 

(29%). They are less present in the intermediary professions than native French, as well as in 
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the higher intellectual professions. They are, however, more represented among craftsmen, 

shopkeepers, and business leaders. A large proportion of the immigrant workforce is 

concentrated in some sectors that are said to be "under pressure", where there are labour 

shortages and difficulties in recruiting from the native population. The use of immigrant 

labour is therefore essential to overcome these difficulties (Leh, 2018). The list of these 

sectors varies from time to time, and the annual “Labour Needs” survey conducted by the 

French public employment agency Pôle Emploi is a good indicator. 

The various studies conducted on the subject show that refugees and migrants work 

mainly in the construction and public works sectors and in the accommodation and food 

services. Next come cleaning and security services, personal services, trade and retail, IT and 

transportation. 

The situation of refugees and migrants in the labour market is characterized by a strong 

gender segmentation (Jolly, Lainé & Breem, 2012). Immigrant men are clearly 

overrepresented in the building and public works sector: about 30% of them are employed 

there. Indeed, the construction sector is particularly open to immigrant workers: recruitment 

criteria are quite flexible, and the motivation of candidates generally prevails over their level 

of French or qualification. According to INSEE, men are also overrepresented in skilled and 

unskilled textile and leather jobs. 

Immigrant women, on the other hand, are very present in the personal services sector. 

According to the Ministry of the Interior, they occupy more than 10% of the jobs of domestic 

workers, home helps and housekeepers. This concentration can be explained by the 

traditional feminization of the sector, by its difficulties in recruiting workers and by the low 

qualifications required to work in these professions.  

However, some sectoral specializations seem to be shared between immigrant women 

and men, notably textiles, accommodation and food services, cleaning, and security guard 

activities. 
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These sectors, traditionally more accessible to migrants and refugees, offer them 

important opportunities for professional integration, but at the same time contribute to 

keeping them in a precarious situation by directing them only towards difficult, low-paid and 

poorly recognized jobs. Nevertheless, this sectoral concentration is tending to attenuate over 

time, notably due to the rise in the level of migrants' diplomas, labour shortages in other 

sectors (health, IT) and the development of new sectors such as the digital sector or the social 

economy (Jolly, Lainé & Breem, 2012). 

✓ PORTUGAL 

In Portugal, foreign workers are over-represented in the occupational groups at jobs with 

less academic requirements. Their integration in the labour market does not necessarily 

reflect their qualifications, with an increase in the number of foreigners with medium-high 

qualifications and a decrease in the number of foreign workers with qualifications lower than 

or equal to the first cycle of basic education. Migrants are more easily found in some job 

sectors than others. “Physical” jobs, as well as jobs that do not require much technical 

competencies nor academic qualifications, have been seen to hire migrants more easily.  

The recruitment of immigrant workers occurs in "irremovable" (non-relocatable) jobs: 

immigrants head for manual labour sectors such as construction and for various segments of 

services, including domestic service and cleaning, childcare and elder care, health services 

and commerce, hotels, and restaurants. Some of these segments are associated with female 

labour, which also explains the growing feminisation of migration flows (Peixoto, 2008). 

Data from 2016 shows that more than 50% of all working foreigners work in the three 

lowest levels of the labour force (according to the Portuguese classification of professional 

occupation groups- GP). These levels range from a non-qualifying force (GP9) to skilled 

workers in manufacturing, construction, and craftsmen (GP7; Oliveira & Gomes, 2018). In 

contrast, foreign workers are under-represented in the top professional groups: in 2016, the 

occupational groups 1 (managers) and 2 (specialists in scientific activities) concentrated only 

7.1% of foreign workers, 8 percentage points less than in the case of Portuguese workers. 
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Some jobs where foreigners are more prone to be accepted are: Administrative and support 

service activities (21,4%); Accommodation, Restaurants and Similar Services (20,2%) and 

Wholesale and retail trade; repair of motor vehicles and motorbikes (12,6%). 

✓ TURKEY 

The economic activities and occupations held by migrants and refugees are determined 

by their informal working arrangements. As such, sectors like trade, construction and 

manufacturing, which have historically showcased high informality rates, became the main 

receivers of migrant labour. In total, these three sectors account for 79.1% of refugee workers 

(which are the majority of migrants in Turkey). However, one of these sectors stands out in 

terms of employment: Textile, clothing, leather, and footwear industries (TCLF) provide jobs 

to almost one in every three Syrians. The reasons behind this sector’s attachment to migrant 

labour are commented in Section 3.1, together with an assessment of how much money is 

saved by its employers by hiring -most- migrants informally. In addition to these activities, 

a relatively high share of refugees and migrants is working in a black box called ‘other 

services. In practice, a combined analysis of ISCO and ISIC codes at the 2 digit level allows 

us to shed some light finding that these services refer -mostly- to repair of personal goods 

and clothing activities (the latter are garment workers in occupational terms but not in terms 

of economic activity) vehicle and domestic cleaners as well as possibly some waste 

pickers/scrap collectors (Caro, 2020). 

 

Migration in the partner-country  

(How has the number of non-EU migrants (migrants, refugees, and asylum seekers) 

been evolving in the past 5 years in your country?) 

✓ BELGIUM 

In Belgium, in the year of 2019, net migration was 55,031 people, which represents more 

than 90% of the increase in the resident population in Belgium. It was 50,180 people in 2018, 
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which is more than 80% of the increase in the resident population in Belgium. The number 

of foreign nationals in Belgium increased from 897,110 in 2000 (or 9% of the resident 

population in Belgium) to 1,391,425 in 2019 (or 12% of the resident population in Belgium). 

On 01/01/2020, the Belgian population was composed as follows: 67.9% Belgians of Belgian 

origin, 19.7% Belgians of foreign origin and 12.4% non-Belgians. In 2011, these percentages 

were 74.3%, 15.5% and 10.2%, respectively. (Statbel) 

 

✓ FRANCE 

In France, between 2015 and 2019, the number of asylum applications filed with OFPRA 

(French Office for the Protection of Refugees and Stateless Persons) increased by 66%, from 

79,900 to 132,800. In addition, the number of protections granted increased by 74%, from 

26,700 to 46,200. While these figures had been steadily increasing since 2014, they were 

heavily impacted by the health crisis in 2020: 95,600 asylum applications were filed, a 28% 

decrease compared to 2019, and 33,000 protections were granted (-28%).  More globally, the 

number of first residence permits issued (for economic, family or humanitarian reasons) rose 

from 156,700 in 2016 to 187,070 in 2019, an increase of 19%. The year 2020 saw a 20% 

decrease compared to 2019. 

 

✓ PORTUGAL 

According to the 2018 Annual Statistical Report (Oliveira & Gomes, 2018) - Portugal, 

among the European Union countries (EU28), has the smallest foreigner-resident percentage, 

totalling only 4,1% of residents. However, the number of foreigner-residents has been 

continuously rising for the past 5 years, ranging from 388.000 people in 2015, to almost 

600.000 in 2019.  In 2019, 183 refugee statuses were granted (286 in 2018), predominantly 

to nationals of Asian countries. In the same year, 113 were grated subsidiary protection 

residence permits (405 in 2018), again, mostly to nationals of Asian countries (Machado et 

al., 2020). 
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✓ TURKEY 

In Turkey, the number of migrants and refugees residing in Turkey now stands at 3.9 

million, over 90 per cent of whom are Syrian and came to Turkey as a result of ongoing 

conflict in their home country. 3.6 million Syrians have registered for Temporary Protection 

in Turkey, along with other migrants made up of differing nationalities seeking asylum, 

international protection, or refugee status. Turkey was also at the centre of the Mediterranean 

Crisis in 2015. Though the number of migrants arriving in Greece from Turkey has fallen in 

the past two years since a peak in 2015 of over 850,000 to 186,786 in 2017, figures remain 

substantial. Currently 3.6 million of whom are Syrian under temporary protection and close 

to 330,000 are refugees and asylum seekers of other nationalities. Other nationalities are 

Iraqi, Turkmen, Afghan and Iranian. (International Migration Statistics, 2019). Over 98 per 

cent of refugees in Turkey live among the host community, and less than 2% in Temporary 

Accommodation Centers (UNHCR, 2020). As of March 31, 2021, the number of registered 

Syrians under temporary protection in Turkey increased by 9 thousand 421 compared to the 

previous month and reached a total of 3 million 665 thousand 946 people. 1 million 737 

thousand 502 (47.4%) of these people are children between the ages of 0-18. The total 

number of children and women aged 0-18 is 2 million 596 thousand 643 people. Ninety 

percent of refugee and migrant population consists of Syrians.  

 

(What is the main age range of migrants (migrants, refugees, and asylum seekers) in 

your country? And from which countries of origin?) 

✓ BELGIUM 

The population of immigrants of foreign nationality in Belgium is younger than that of 

emigrants. Superimposing the age structure of immigrants on that of emigrants: 

• Up to the age of 26, immigrants occupy a higher proportion than emigrants. From the 

age of 27 onwards, this trend is reversed and the proportion of emigrants at these ages is 
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higher than for immigrants. This is also reflected in a shift in the average age, which is 29 

years for immigrants and 33 years for emigrants; 

• There is an under-representation of retirement-related migration, especially in terms of 

immigration. As for emigration, there is a slight increase at the age of 65, followed by a 

downward trend. 

Top Countries of origin: Romania (20.930); France (14.069); Netherlands (9.446); Italy 

(6.825); Morocco (5.654); Poland (5.603);  Bulgaria (5.358); Spain (5.202); India (4.116); 

Portugal (3.985); Afghanistan (3.228); Syria (3.221); Germany (3.050); Turkey (2.525); 

United States of America (2.507); Others: 46.232 

 

✓ FRANCE 

The National Institute of Demographic Studies (Ined) estimates that 64% of third-country 

nationals receiving a first residence permit of one year or more were between 18 and 34 years 

old in 2018. As for refugees, they are on average 32 years old in 2018. 45% of them are under 

29 and 50% are between 30 and 49 (DARES, 2018). In recent years, the first applications for 

asylum come mainly from Afghanistan, Bangladesh, Pakistan, Guinea, Turkey, Georgia, 

Albania, Ivory Coast and Haiti (Ministry of the Interior, 2021). 

 

✓ PORTUGAL 

Despite lacking data regarding foreigners from outside the EU, living in Portugal, 

national statistic reports shows that the big percentage of all foreigners in Portugal represent 

people from Brazil, Africa, Asia, and non-EU countries (Machado et al., 2020). Data from 

2020 showed that 81% of Portugal′s foreigners reported coming from a non-EU country of 

residence (INE, 2020), these being in the “working” age gap (20-59 years old) (Machado et 

al., 2020). 
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✓ TURKEY 

Refugee youth: Close to 1.4 million refugees in Turkey are under 15 years old, and over 

800,000 are aged between 15 and 24 (UNHCR, 2019). There are 748.513 people in the 15-

24 age range, which is defined as the young population. The ratio of the Syrian youth 

population to the total number of Syrians is 20,4% (Number of Syrians in Turkey, 2021); 

1159.174 are between 25-49 and 236.952 are between 50-75+. Average: Age of registered 

Syrians according to the table is 22.2. 

 

Promoters for professional integration of migrants and refugees 

(What are the main promoters of integration for migrants, refugees, and asylum seekers 

in your country) 

Continuous efforts are put into promoting the integration of migrants in the EU. Some of 

them being: the development and implementation of good policies; the help of institutions 

focused on migrant integration; the support from local associations; the development of a 

legal framework on migrants; and most of all, a civil society, willing to integrate and respect 

foreign communities. 

Erasmus + projects are some examples of promoters for migrant integration in the EU. 

Some projects related to this initiative are:  

• MentorPower: Empowerment and Social Integration of Migrant Youth via 

Integration into Labor Market Using Engagement Mentoring- MentorPower is a 

strategic partnership project for the empowerment and social integration of migrant 

youth by facilitating their integration into the labour market using engagement 

mentoring. The partnership will bring together civil society organizations in Europe 

working in the field of youth for developing and piloting of an innovative and 

sustainable engagement mentoring model for 16–25-year-old migrant youth within a 

period of two years. 
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• Train Intercultural Mediators for a Multicultural Europe: The project Train 

Intercultural Mediators for a Multicultural Europe (TIME) explores practices of 

training and employing intercultural mediators for immigrants (IMfI) throughout EU. 

It promotes the exchange of good practices in the field of intercultural mediation by 

proposing model training programs for both intercultural mediators and their trainers. 

TIME also analyses existing structures in the partner countries and proposes 

recommendations for the validation of IMfI training. 

• WelComm: Communication Skills for Integration of Migrants: aimed at raising 

awareness of the importance of education for social inclusion of migrants from early 

age and promoting opportunities for equal start in education. WelComm addressed 

EU policies on early childhood education and care (ECEC) by developing materials 

and approaches for supporting school readiness and language acquisition of migrant 

children and at the same time supporting parents in their role as the main educators 

of their children during the early years. 

• Speaking out loud - Empowerment through community-based media: The aim 

of the project was to build the capacity of individuals producing or interested in 

producing community media, particularly women and migrants and for the staff 

members of the partner organisations to exchange good practices in training methods. 

As the partners in this project had different "specializations", experiences, and 

covered a wide range of issues and target groups (women, migrants, students, 

activists, NGO-staff) another aim of the project was to exchange those 

specializations: gender, migration and conflict resolution, as well as to present the 

outcomes of the project to a broader public. 

With this said, it is important to promote integration through projects like the 

MIGRANTECH, to support already existing practices (e.g., institutions for integration; 

ONGs; employment centres) for the successful integration of migrants and refugees in the 

EU. In the Anex I of this report, you will find the main promoters from each partner-country, 

divided into three categories: laws; good policies; and institutions.  
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Obstacles for integration 

(Are there differences in salary/reports of overqualifications/…/ between migrants 

(migrants, refugees, and asylum seekers) and natives?) 

✓ BELGIUM 

A study commissioned by the ILO (International Labour Organization) shows that 

applications from ethnic Belgians and Belgians of Moroccan origin are treated differently 

during the recruitment process. The figures show that in all three regions of the country there 

is discrimination both in the selection and recruitment process and in the contact with 

personnel managers. With the same characteristics, an immigrant born outside the EU is 

about 22% less likely to be in employment than a person born in Belgium, and this is true for 

all country of birth groups. The largest gap is observed for people from the Near and Middle 

East, with a 40% lower probability of employment. The fact that the arrival of these 

immigrants is relatively recent affects the result. When controlling for the number of years 

of residence, the difference to the other country of birth groups is significantly reduced. The 

smallest differences are measured for people born in Sub-Saharan Africa (-14%) and in 

"other Asian countries" (-8%). 

 

✓ FRANCE 

The average wage gap between migrants and natives is 9% in France (ILO, 2020). This 

is largely due to the nature of the jobs they hold. Indeed, they face significant insecurity in 

terms of employment conditions: their contracts are most often temporary, and they are more 

affected by part-time work than the rest of the population (especially women).  

As in most EU countries, non-EU citizens residing in France are more frequently 

overqualified. While the overqualification rate for national citizens was 20% in 2019, the rate 

for non-EU nationals was 40%, a gap of 20% (Eurostat, 2020). It should be noted that these 

results correspond to the average observed at the EU level.  
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Finally, migrants and refugees are more affected by unemployment than the rest of the 

population. In 2019, the unemployment rate of non-EU migrants is 15.7%, while that of the 

native population is 7.8% (Ministry of the Interior, 2020). 

 

✓ PORTUGAL 

Despite the continuous efforts in creating a more favourable integration process for 

migrants in Portugal, it is clear that there are still some obstacles in their integration in the 

labour market. Data from 2018 still shows that non-natives have a higher unemployment rate 

(12,2%) than natives (unemployment rate of the total population is 7,0%; Oliveira & Gomes, 

2018). Moreover, data reports a significant difference in salary between migrants and natives 

(with -2,6% in 2017; Oliveira & Gomes, 2018).  

Moreover, overqualification is a frequent reality for migrants in the EU. Over-qualified 

workers are defined as: those with a tertiary level of educational attainment working in low- 

or medium-skilled occupations for which a tertiary level of educational attainment is not 

required. 

Most EU countries report that non-EU citizens are more frequently overqualified for their 

jobs. On average, the overall percentage of overqualification for non-EU citizens is around 

43%, whilst for national citizens it remains on the 20%. Portugal reports a staggering 

difference of around 30% between these two groups, claiming that non-EU citizens are more 

overqualified for their jobs than Native citizens (Eurostat, 2020). 

 

✓ TURKEY 

Irrespective of the group we put the focus on, migrants and refugees’ jobs are 

characterized by low earnings; the average take-home salary of this target-group is 1,302 

which, in 2017, was below the statutory minimum wage for full-time employees, 1,404. 

Minimum wage compliance provides a darker picture when assessed from an hourly point of 

view. The majority of migrants tend to work more than the 45 hours required to earn a full-

time salary and, as a result, most migrant and refugee employees earn less than the minimum 

wage per hour. This percentage of minimum-wage refugee employees is slightly lower in 
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Istanbul, where refugees enjoy higher wages than in other regions. However, this difference 

is likely due to the higher living cost displayed by the largest city of Turkey and not to the 

generosity of employers. Perhaps surprisingly, in light of the gender wage differential, is the 

fact that a higher share of men earns below the hourly minimum wage, 76.8 per cent 

compared to 68.7. This result is driven by the shape of each genders’ wage distribution; low 

female earners earn very little but there is a higher percentage of them earning above the 

minimum wage than among men. On average, Turkish natives earn 63.1% more than 

migrants and refugees and an obvious question is whether this target-group might be 

discriminated by employers. One way to answer this question, at least partially, is by means 

of a so-called wage regression. This tool allows us to control for job-related and personal 

characteristics that might influence hourly wages; for example, migrants and refugees’ low 

wages might be partly explained by the fact that they work informally (Caro, 2020). More 

than 75% of Syrians work more than 45 hours per week (legal weekly working time in 

Turkey) (Caro, 2020). 

 

(What are the main barriers for their integration in the labour market?) 

✓ BELGIUM 

The obstacles encountered by the applicants in the ILO study are not due to the economic 

situation of the companies or to a lack of training of the applicants, but to their ethnic origin. 

According to the CSE report, the level of education explains most of the difference in 

employment rates between natives and migrants. Other factors, such as marital status or the 

number of children, influence the decision whether to participate in the labour market. The 

social capital or social network that an individual possesses can also play an important role: 

it will be negative if it confines him or her to certain jobs or industries. 

Discrimination in hiring, even if prohibited by law, is always present. Many of the 

migrants we met report doing work for which they are overqualified. One of the first 
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problems encountered is the difficulty of having the diploma recognised by the Belgian 

authorities. 

Cultural differences also play a role in the employment rate. Compared to a man, all other 

characteristics being equal, a woman has a lower probability of being in employment. For 

women born outside the EU, the penalty is even greater, being double that of native-born 

women (-23% versus -11%).  

The analysis of employment rate differentials between men and women shows a much 

more marked difference for non-EU immigrants than for natives. Strong differences are 

observed according to country of birth groups. For example, women from Latin America, 

Sub-Saharan Africa and "other Asian countries" have an employment rate gap with their male 

counterparts equal to or even lower than that of the native-born. Conversely, immigrant 

women from the Maghreb, the EU candidate countries (mainly Turkey) and the Near and 

Middle East have employment rates that are significantly lower than those of men. The 

explanation for this lies, for these origin groups, in a higher unemployment rate, and therefore 

probably in a greater difficulty in finding a job, but the difference with men is mainly in the 

inactivity rates. A large proportion of these women are simply not present in the labour 

market. The cultural impact, the low participation of women in the labour market in the 

countries of origin, the composition of the family, but also the lack of incentives to work in 

our country are important factors. In this respect, it appears that 61% of inactive non-EU 

immigrant women are homemakers. This is the case for only 25% of native-born inactive 

women. Inactive immigrant women are therefore less likely than native women to be 

students, to be unable to work or to take early retirement. 

Access to employment is not the only problem non-EU immigrants face in the labour 

market, the quality of employment is also in question. 

Access to employment is an important step in labour market integration. However, the 

Council's analyses go further by looking at the characteristics of this employment. It shows 

that immigrants born outside the EU have more precarious and lower-paying jobs than the 

native-born. They are most present in sectors such as administrative and support services and 

hotels and restaurants, which are those with the lowest wages. In Belgium, in 2016, the 
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median equivalised income of people born outside the EU was more than 43% lower than 

that of the native-born. This is the largest gap of the comparator countries. 

The Council also showed that the mismatch between the qualification required by the job 

and the worker's level of education is more frequent among immigrants born outside the EU.  

While 18% of highly educated natives are overqualified for their jobs, this rate rises to 

38% for non-EU immigrants. Once again, according to international sources, Belgium ranks 

rather poorly compared to other EU countries in terms of the level of overqualification of 

immigrants. This raises the question of the recognition of qualifications obtained abroad but 

may also be due to insufficient knowledge of the host country's language. However, it is 

important to note that, except for regulated professions, private employers are free to hire 

staff based on the foreign diploma without a decision on equivalence, but they can request it. 

(CSE report) 

 

✓ FRANCE 

The language barrier is a major obstacle to the professional integration of migrants and 

refugees since mastery of the French language is required to work in many professions.  

There are also legal constraints, starting with the period during which asylum seekers are 

not allowed to access the labour market, which is 6 months from the date of filing their 

application with OFPRA. 

Once their work authorization is obtained, migrants and refugees face further restrictions 

and can only access a part of the labour market. Indeed, some regulated professions are 

subject to nationality and/or diploma requirements. This mainly concerns civil service jobs 

and liberal professions (lawyers, doctors, etc.). More than 5 million jobs are inaccessible to 

non-European foreigners, which represents 20% of the job market (Inequalities Observatory, 

2019). 

Moreover, the principle of the opposability of the employment situation authorizes the 

administration to refuse foreigners access to certain professions depending on the level of 

unemployment in the sector concerned. 
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In addition to these restrictions, one can also point the complexity of administrative 

procedures, particularly for the recognition of foreign diploma, and the potential for 

discrimination existing on the labour market. 

 

✓ PORTUGAL 

Despite there is little information, a study conducted for a Doctoral Dissertation has 

reported some possible obstacles for Brazilian migrants in Portugal (which represent 21,9% 

of all migrants living in Portugal; Público, 2019).  

- Diploma recognition and bureaucratic procedures - According to the Dissertation, the 

main obstacle is Diploma recognition (Brito, 2019). Since this implies a long, 

bureaucratic process, most migrants don´t have the time, money, or motivation to get 

their academic achievements recognized in Portugal. Additionally, a big percentage 

of participants who reported not having their diploma recognized also claimed to be 

unemployed (39%, Brito, 2019). Unclear bureaucratic procedures are a related 

obstacle for their successful integration in the labour market 

- Perceived stereotyping - A second obstacle identified was perceived stereotyping and 

bias from the recipient country (Portugal). According to the report, Brazilian migrants 

feel that they are not equally treated, and are discriminated with unequal job 

opportunities. Despite this not being a direct obstacle, the perception of 

discrimination can work as an unmotivating factor for seeking job opportunities. 

(Brito, 2019).  

- Language skills - Migrants also believe that understanding and learning the language 

of the host country is also a key requirement in the integration process. In 2014, the 

proportion of highly skilled persons was higher among immigrants than among 

native-born with native background.  

- Migration-specific work obstacles like language and communication barriers, lack of 

recognition of foreign credentials and experience, restricted rights to work, 
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discrimination on social and religious grounds may contribute to this disconnection 

(Agafiţei & Ivan, 2016) 

 

✓ TURKEY 

Refugees in Turkey face challenges when accessing the labour market and again when 

they are employed. The challenges in accessing the labour market include: 

 

• Low employability (due to low levels of education and technical skills); 

• Limited language skills; 

• Restrained access to information and services (mainly due to the language barrier). 

Since 2016, refugees can obtain a work permit through their employer. However, to date, 

very few have obtained a work permit and very few refugees are working formally. 

Out of 2.16 million refugees in Turkey, only half of them is estimated to be integrated in 

the labour market, most of them informally in low-skilled and low-paid jobs (ILO’s support 

to refugees and host communities in Turkey, 2020). 

The slow integration might also cluster refugees in poor neighbourhoods, potentially 

generating social conflict. On the other hand, cheap labour might foster what would otherwise 

constitute unprofitable economic activities, taking valuable resources from long-term 

sustainable, more productive sectors. Another negative side of refugees being clustered in 

low-skilled, informal jobs has to do with the existence of overqualified workers. A plausible 

reason for the lack of access to high-skilled jobs could be related to the existence of a 

language barrier.  

One other big barrier is the validation of foreign degrees and acknowledgment of prior 

learning are likely to lower the value of migrants and refugees’ capacities, particularly in 

highly regulated professions where signals matter as much -if not more- than actual human 

capital. Together with the two commented reasons, the fact that high skilled jobs are usually 

provided under formal work arrangements conform a triple threat to well-educated migrants 

and refugees in their quest to use their abilities. (Caro, 2020). 
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Conclusion 

(Brief conclusion/summary of the main findings) 

✓ BELGIUM 

Migrants and refugees face several obstacles when they arrive in Belgium: the country 

has 3 official languages, and to find a meaningful job, one must speak at least one of these 

languages; on the other hand, the recognition of non-European diplomas is very long and 

complex, which most often leads these people to accept a job for which they are 

overqualified. Numerous non-governmental organisations and official institutions support 

migrants and refugees in their efforts to learn languages and to train for jobs with high 

demand. Some of these organisations have already set up distance learning courses to reach 

a wider public.  

 

✓ FRANCE 

The economic situation of migrants and refugees is generally less favourable than that of 

the rest of the population in France and they still face significant difficulties in accessing the 

labour market. However, there has been an encouraging trend in recent years to mobilize 

political and socio-economic actors in favour of their integration into the workforce, with the 

deployment of numerous support measures.  

For the time being, these programs focus on sectors that are in short supply, starting with 

construction, accommodation and food services and personal services. While these sectors 

offer significant employment opportunities for migrants, they generally provide precarious 

jobs that are often out of step with the real skills of the workers, reinforcing their situation of 

social downgrading. Nevertheless, more and more opportunities exist in developing sectors 

such as digital technology, as well as in entrepreneurship.  

The professional integration of migrants and refugees is a major challenge, which 

European countries have every interest in taking up: it represents not only a valuable vector 

of integration for these people, but also a great opportunity for our societies. Indeed, the 
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successful integration of refugees into the labour market could prove to be very beneficial, 

on an economic, social and cultural level. 

 

✓ PORTUGAL 

Portugal is considered a good host country of migrants, refugees, and asylum seekers in 

their society, evident in the continuous increase of migration flow, good integration policies, 

institutions that focus on implementing these policies, and the available resources for their 

support. However, it is also worth mentioning that there is still much work to be done. 

Statistics regarding overqualification, unemployment and perceived discrimination show that 

migrants still suffer from some social imbalances, and still find obstacles in their successful 

integration. Therefore, projects like the “MIGRANTECH” are important efforts to fight these 

imbalances and work for a more homogeneous and fair society. 

 

✓ TURKEY 

In conclusion, the refugee and migrant population mostly consists of Syrians. Depending 

on the Syrian refugee flow in 10 years, Turkey made a different kind of regulations to provide 

refugees safe and comprehensive environment. As governmental bodies, NGOs, and INGOs, 

there are many projects and services for refugees. In addition, European Union funds take a 

very big part in refugee support services.  These funds allow Turkey to collaborate, conduct 

big, comprehensive, and sustainable programs. For example, the Turkish Red Crescent 

established a great project called Community Health Centres providing refugees and other 

social-disadvantaged groups different kinds of support such as psychosocial support, 

financial aid, public relief, restructuring family bonds, etc.  

European Union funds the Red Crescent’s projects so that they sustain the project. Not 

only that, but they also established 10 more centres for new areas that are heavily populated 

by social-disadvantaged refugees. On the other hand, the projects, services are not integrated 

with the field. If you are working with vulnerable people such as refugees, you must be in 

the field. In Turkey, our projects are mostly office-based and far away from the real problems 
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those people face. As the government bodies, NGOs and INGOs, we should be more in the 

field to understand what they need and how we can provide benefits.  

Government policies about integration are developing but still not enough. Refugees keep 

coming but there is no regulation to prepare local people for the situation of refugee flow. 

Local people and refugees generally have conflict with each other because of the work labour. 

Employers hire refugees informally and pay way less than they pay to Turkish employees. 

They prefer to hire refugees and this situation causes hate between locals and refugees. Locals 

think that refugees prevent them to get jobs without considering that the ones to blame are 

the employer and the system. The government should make regulations like preventing 

employers to hire refugees illegally and it should provide refugees better work opportunities. 

Besides, strong integration field missions should be established and sustained because Syrian 

refugees, without any doubt, will be a part of the Turkish public from now on. 

 

 

SURVEY ANALYSIS 

Introduction to surveys 

It is important, for this project, to understand the target-group’s situation, and hopefully 

find solutions aligned with their needs. It is also of interest for the better development of the 

project, to consider the perspective of labour market professionals and VET staff, and what 

they perceive to be migrant and refugee’s situation regarding job searching. Additionally, the 

central aim of this study is to understand what were perceived to be the most useful 

competencies for migrant’s and refugee’s integration in the labour market. This latter aim is 

central for the development of the following IOs, and the creation of the e-modules in 

competence training. 

For this data analysis, a survey was conducted and distributed throughout three main 

target-groups (i.e., VETs/labour market professionals; migrants and refugees; and people 

who have employed migrants) in all partner-countries. In the first part of the survey results 



 

 

 This project is funded with support from the European Commission. This publication reflects the views only of the 

author, and the Commission is not responsible for any use that may be made of the information contained therein. 
 

27 

 

report, data about the sociodemographic will be discussed; secondly, and most importantly, 

key competencies for migrant’s and refugee’s successful integration in the labour market will 

also be explored. Thirdly, migrants’ experience in their job search, as well as their obstacles; 

the degree of satisfaction with employment will be analysed. Finally, in the last part of the 

report, some conclusions will be drawn out from the collected data. 

 

Methodology used 

The study carried out within the framework of the MIGRANTECH project is the result 

of an online survey based on questionnaires distributed in the four countries of the project 

partners (France, Belgium, Portugal and Turkey). In each country, three questionnaires were 

provided to different target groups:   

- Enterprises employing migrants and/or refugees;  

- Vocational education and training (VET) professionals; 

- Migrants and refugees. 

Overall, 332 people responded to the questionnaires distributed in Belgium, France, 

Turkey, and Portugal, including 89 employers, 134 VET professionals, and 109 

migrants/refugees. The idea was therefore to collect the perceptions of these three audiences, 

all concerned with the employability of migrants and refugees from potentially different 

perspectives. 

The three questionnaires were broadly structured in the same way, with some specificities 

depending on the target audience. Each form was composed of several thematic axes, each 

of which included several questions. The main themes covered were as follows:  

- Key competencies valuable in the labour market; 

- Job search and employability;  
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- Barriers to employability; 

- Vocational training;  

- Job satisfaction. 

Most of the questions were closed-ended, single or multiple choice. A few open-ended 

questions allowed respondents to make suggestions or add more useful information. 

 

Survey results 

1.1. Socio-demographic data and professional details 

1.1.1. Enterprises employing migrants and/or refugees 

 The majority of our Employers’ sample were Male (59,6%), and a big percentage had 

a Bachelors’ Degree (41,6%). Additionally, 23,6% had a Masters’, and 2,2% had Doctorate’s 

degree, meaning a big percentage of our employers’ sample had higher education studies 

(67,4%). There was a high percentage of participants that worked in hotels, restaurants and/or 

tourism (16,9%). Retail outlet/ distribution were the second most common job sectors, 

represented by 13,5% of our sample (fig. 1). "Other" sectors that were mentioned included 

journalism, laundry, and other more specific jobs.  
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1.1.2. VET professionals 

Only participants who have worked with migrants/refugees were considered in this data 

analysis. The majority had been working with them for less than 5 years (54,5%). Our VET 

sample included mainly Female participants (67,2%) and ranged from 26-42 (52,2%). The 

big majority had completed higher education (81,3%), 38,1% had a bachelor’s degree, 41,8% 

had a master’s degree and 1,5% had a Doctorate’s Degree.  
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Figure 1. Job sectors of employers 
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1.1.3. Migrants and refugees 

Among our Migrant and refugee sample, the majority were Male participants (64,2%), 

ranging from 26-31 years-old (27,5%). A large proportion has been in the host country for 

less than 5 years (56%). Additionally, a big part has only completed basic education (53,2%), 

with 6,4% only completing primary school, 13,8% completing Middle school, and 33% 

completing High school. This can be a defining factor for job search since low academic 

achievements can be an obstacle in finding a job. 

 

11% percent claim to work in the "Construction, building and public works business". 

And 9,2% of respondents claim to work in “Hotels, restaurants and tourism”. The “other” 

category included environmental work, legal related fields, telecom, banking; and situations 

where participants worked in more than just one field of work (fig. 2). 
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Figure 2. Job sector of migrants and refugees 
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1.2. Key competencies required and sought by employers in recruiting 

migrants and refugees 

1.2.1 Enterprises employing migrants/refugees 

The most valued competencies  

For the competence question, participants were asked to rate, using a 5-point Likert scale 

(1= Not at all important; 5= Extremely important) the importance of a given competence 

during the recruitment process. The skills that were more often identified as important, by 

the Enterprises that employ migrants and refugees, were Time management, punctuality, and 

accuracy (M=4,2), “Learning capacity, adaptation and autonomy” (M=3,9) and “Ability to 

acknowledge own mistakes” (M=3,9). Other important competencies were grouped in the 

following chart (fig. 3). More competencies were added, like “Professional behaviour” and 

“Trust” (rated as “Extremely important”). On the other hand, the least important competence 

mentioned was “Cultural expression” (M=2,7). 
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The competencies present in the migrant/refugee population  

When asked about what competencies were present in this target-group, employers 

answered in a 5-point Likert scale (1- Always absent; 5- Always present). The most present 

competencies reported were “Communication in mother tongue”, “Learning capacity, 

adaptation and autonomy” and “Interpersonal, Intercultural, Social and Civic Skills” (all with 

M=3,3), despite the rating being only slightly above average. Other mentioned competencies 

were “Communication in foreign languages”, “Cultural expression”, “Memory skills” and 

“Spatial orientation” (all with M=3,2). No competencies were rated as “Frequently absent” 

or “Always absent” (rated as 2 or below). 

 

1.2.2 According to VET professionals 

The most valued competencies  

For this question, again, VET professionals were asked to rate on a 5-point Likert scale 

(1- Not at all important; 5- Extremely important) how valuable were the given competencies 

for migrants/refugees’ integration in the labour market. According to VET professionals, 

“Learning capacity, adaptation and autonomy” (M=4,5) were the most valued competence 

for migrants/refugees, being “Time management, punctuality and accuracy” the second most 

valued (M=4,4), and “Communication skills” in third (M=4,3). On the other hand, 

“Mathematical skills, and basic skills in science and technology” (M=3,5), despite still 

having an above-average rating, was the least appreciated, according to our VET staff sample 

(fig. 4). 
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1.2.3. According to migrants and refugees 

The most valued competencies  

“Time management, punctuality and accuracy” (M=4,3), “Stress management”, 

“Problem solving”, “Learning capacity, adaptation autonomy”, “Interpersonal, Intercultural, 

Social and Civic Skills” (all with M=4) were reported as the most important competencies in 

the labour market. The least important competency rated was Mathematical skills, and basic 

skills in science and technology (M=3,4). 
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Figure 4. Most valued competencies in the labour market  (VETs) 
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1.2.4 According to Vet professionals and Employers 

Most valued competencies 

Since the main aim of this study is to have an in-depth analysis of valued competencies 

in the labour market, it is important to understand what competencies are most valued by 

VETs, labour market professionals, and employers. Even though employers are mainly 

responsible for the recruitment process of employees (in this case migrants and refugees), 

they may look for on-the-job specific competencies (e.g., spatial orientation may be 

important for construction working). VETs were then added to this analysis for a more 

general view on the important competencies of migrant’s labour integration. 
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According to VETs and employers, the most valued competencies are “Time 

management, punctuality, and accuracy” (M= 4,34), “Learning capacity, adaptation, and 

autonomy” (M=4,25) and “Ability to acknowledge own mistakes” (M=4,07). With these 

findings, it is evident that the top valued competencies are soft skills, that can be exercised 

and developed through experience and training. Again, cultural expression was seen to be 

the least important competence in the labour market (M= 3,19). 

1.3. Vocational training and support for employment 

1.3.1. According to migrants and refugees 

From our migrant and refugee sample, only 31,5% had had taken one or more training 

courses in the host country. Of those, 42,9% had taken on-the-job training, like waitressing, 

catering, fork-lift operator, etc (fig. 7). Almost 26% had taken Language training, and 11,4% 

had other types of training, like painting, or Training in sports.  
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Figure 6. Most valued competencies (VETs and employers) 
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1.4. Job search for migrants and refugees 

More than half of our migrant and refugee participants found a job within one year of 

arriving at the host country (72,4%; fig. 8). During their search for a job, only 23% claimed 

to have had support from an NGO, public service, or other Organisations. 
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In the question about what helped them find a job, participants were asked to rate how 

important they thought each variable was. According to our sample, the most valued element 

in finding a job were believing in their own success, being motivated and having self-

confidence, and being creative and easily adaptable to new situations (all were rated as 

M=3,9; fig. 9). Secondly, “being able to work independently”, “knowing what the company 

expected”, and “the ability to self-assess and evaluate one’s own skills” were also valued in 

the search for a job in the host country (all were rated as M=3,8). The least important 

variables were “many professional opportunities in this city” and “diploma recognition” 

(M=3,1). Meaning the target-group rarely attributes their potential success to possible 

existing opportunities for them and their diploma recognition, which in the majority of times, 

does not happen. 

 

Figure 9 Important elements for job search (migrants and refugees) 
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1.5. Obstacles to the employability of migrants/refugees 

1.5.1. According to migrants/refugees 

According to our survey’s results, 35,8% of migrants and refugees felt that "not having 

enough job opportunities" was a big problem when looking for a job (fig. 10). The second 

most common cited obstacle was weak contact network (33%). The language barrier (32,1%) 

and lack of information (30,2%) were also mentioned as obstacles, despite not being the 

biggest reported barrier. On the other hand, they seem to not identify themselves as 

unmotivated, since it was the least most mentioned obstacle from this target-group. 

 

 

1.5.2. According to VET professionals 

On the VET professionals’ perspective, the perceived obstacles for migrants and refugees 

to achieve their success were different. According to our results, the biggest obstacle 

perceived for migrant’s integration in the labour market was difficulties in speaking host 

country’s language (82,8%; fig. 11). Lack of professional opportunities comes second, with 
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Figure 10. Obstacles for job search (migrants and refugees) 
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59,7% of respondents. The third obstacle, although not reported as much, was family related 

responsibilities (38,1%). 

1.6. The degree of satisfaction with employment 

1.6.1. According to employers 

 For satisfaction ratings, participants were asked to rate on 5-point Likert scale (1-

Unsatisfied; 5- Very satisfied) their satisfaction with their employment of migrants. This 

sample of employees had an overall favourable experience with the employment of 

Figure 11. Obstacles to achieve professional goals (VETs) 
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migrants/refugees (50,6%- Satisfied (4); 22,5%- Very Satisfied (5)). Only 5,6% had negative 

ratings regarding migrant/refugees’ employment (1,1%- Very unsatisfied; and 4,5%- 

Unsatisfied). 

 

1.6.2. According to migrants/refugees 

The same question was made for migrants and refugees, regarding their satisfaction with 

their current job. Not all participants answered this question, so data was analysed 

considering only respondents who answered. Satisfaction ratings from Migrants were not as 

favourable as the employers’ answers, with a big percentage claiming to be “Mildly satisfied 

(3)” (40,2%, fig. 12). Seventeen percent had unfavourable ratings regarding their satisfaction 

towards their work (8% Very unsatisfied; and 9,2% were Unsatisfied). On the other hand, 

42,5% had favourable ratings. 
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FOCUS-GROUP FEEDBACK 

All the partner-Organizations developed a focus-group about the results of the research 

study form the MIGRANTECH project, specifically identifying the key, transversal, and 

digital competences most required and sought by employers recruiting migrants and/or 

refugees (target audiences, methodology and main results).  

The presentation of the results of the study was an opportunity to gather the opinions of 

the stakeholders present, in the form of exchanges of ideas and sharing of personal and 

professional experiences. It was discussed if the survey results matched the participants' real-

life experiences. The research evaluated the major attributes desired by employers for 

refugees. Representatives from local refugee groups, employers, and refugees who have 

found work shared their experiences and took the floor to discuss the themes that should be 

addressed in the project's e-modules. 

 

✓ BELGIUM 

Discussion about the most relevant key competencies 

The main key competences reported by employers recruiting migrants/refugees were: 

time management and punctuality; communication in foreign languages; ability to recognise 

one’s own mistakes; attention to detail; and autonomy in the organisation of the work. 

Learning ability, adaptation and autonomy was also pointed as a key competence on the job 

market. 

For VET professionals, as well as migrants/refugees, digital and computer skills were 

also considered very important.  

Participants agreed with these results, especially since Belgium has 3 official languages, 

and for most jobs, 2 or 3 languages are required. Punctuality is also a requirement in Belgium, 

not only for migrants, but also for local personnel. These soft skills are considered to be more 

important than other skills that might be acquired through tailor-made training. 
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Discussion about barriers to employability of migrants / refugees 

According to the survey, the main difficulties reported by migrants/refugees in finding a 

job were: lack of job opportunity; not being able to get recognition for their academic 

background; lack of information on careers, trades and vocational training centres; and lack 

of network contacts. The fifth obstacle was linked to language barriers. 

Participants agreed, according to their experience: language skills are essential, especially 

since, as mentioned above, Belgian employers require some language skills for any job. They 

also added: The heavy and long procedures to get diploma recognition lead migrants and 

refugees to accept jobs for which they are overqualified. Additionally, regarding 

competences and qualifications recognition during selection procedures for training or 

employment, we see that most of the applied tools do not consider the full range of the 

migrants / refugees’ skills. Indeed, the tools are based on national or European jobseekers’ 

culture and thus adapted to the way of thinking and abilities developed in European or more 

generally Western countries. MIGRANTECH should therefore propose tools more open to 

the diversity of other cultures and the professional profiles of migrants / refugees.  

The network of contacts is also important in job finding, since migrants and refugees 

could then get support from NGOs or other institutions that can help them in their search for 

better jobs or offer them legal support. For example, French-speaking African 

migrants/refugees can more easily find a job as they already speak the local language, and 

they have the support of a larger community from their homeland. 

Another point is that migrants/refugees may be treated differently depending on the type 

of reception centre and region in which they are placed. Discrepancies can also occur between 

the conditions of access to training set up by VET professionals. 

These few examples show the importance of coordinating everyone's efforts. The 

MIGRANTECH project can help make everyone's initiatives known and contribute to a 

better coordination between stakeholders. 
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On arrival, migrants / refugees often suffer from psychological traumas depending on 

their life experience in the homeland, as well as what they suffered during their journey, 

which needs to be addressed. This is also known as the mourning for the physical integrity. 

These psychological traumas must be addressed before or at the latest during the professional 

training to ensure that the persons really acquire the skills given. Mental health is needed to 

ensure the achievement of the required skills. To achieve this essential result, VET 

professionals must have links with centres specialised in dealing with this type of problems. 

During the initial interviews, this aspect of the migrant’s/refugee’s life experience must be 

investigated. 

Studies show that labour market integration of migrants and refugees is harder than the 

one of nationals; being even worse for women with young children. The lack of suitable 

facilities added to the psychological distress already experiences during their journey to the 

new-country represents another hindrance in their search for a job. 

Employers were reluctant to answer the survey, but we can see that they do not know 

much about migration, or even about the benefit they could get in hiring migrants or refugees, 

which is another obstacle to integrate this group of persons in the labour market. Managers 

can also be influenced by prejudices among their staff about migration. 

MIGRANTECH also plans to address employers via the online training modules which 

is one of its great outputs. 

 

Concluding remarks 

Participants emphasised the benefit that could be reached for our target group as well as 

for the society itself if migrants and refugees get a better job in a shorter time. Maintaining 

contacts with successful persons in their professional life could ease the search for job 

opportunities for new migrants and refugees. 
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✓ FRANCE 

Discussion about the most relevant key competencies 

The key competencies identified in the survey were: time management and punctuality; 

interpersonal, intercultural, social, and civic skills; problem solving; learning, adaptability, 

and autonomy; and the ability to recognize one's own mistakes.  

Stakeholders present at the workshop generally confirmed these results: all participants 

emphasized the importance of behavioral skills as opposed to technical skills (hard skills), 

which are considered less important because they can be acquired quickly "on the job".   

Time management and punctuality seem to be the primary selection criteria for employers 

recruiting migrants/refugees. Indeed, these reflect both the reliability, seriousness, 

motivation, and commitment of the job seekers.  

Another element emphasized was the importance of mastering the social codes of the 

host country, but also of the business world (interpersonal, intercultural, social and civic 

skills). For example, friendliness and sociability were highlighted. 

Discussion about barriers to employability of migrants/refugees 

The main difficulties raised during the study were presented (e.g., language barrier, lack 

of information on possible jobs and training, lack of a precise professional project, etc.).  

The participants also confirmed these results. First, mastery of the French language was 

described as a central issue and an indispensable prerequisite for the employability of the 

migrant/refugee public (at least to be able to communicate with the employer and colleagues, 

and to understand the vocabulary specific to the chosen sector of activity).  

They also emphasized the importance of the network of contacts and support for migrants 

and refugees, both by Pôle Emploi's professional integration advisors and by sponsors from 

civil society, in order to direct them towards the relevant training courses and sectors and to 

give them all the necessary information.  
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Motivation of job seekers was also presented as an indispensable key to their 

employability. 

Concluding remarks 

In conclusion, the stakeholders mentioned the multiplier effect that can be achieved 

through the professional integration of migrants and refugees. Indeed, some former 

sponsored persons now accompany and inform other persons in their search (by becoming 

sponsors or advisors themselves). The entry of migrants/refugees into employment thus leads 

to positive results both for themselves, for employers and for other potential beneficiaries. 

 

✓ PORTUGAL 

Portugal’s participants gave overall positive feedback to the results presented to them in 

the focus-group. They claim that the results congruently depict their own experience in 

migrant integration, some of them even being migrants themselves. 

 

Discussion about the most relevant key competencies 

They agreed with all the competencies presented in the study as valuable for the labour 

integration. However, some were highlighted as more important for migrant and refugees’ 

integration. 

According to participants, the labour market is getting more dependent on employees’ 

virtual competencies. Therefore, for migrants’ successful integration, digital and computer 

skills should be developed. 

Although not a key-competence, motivation and a good self-esteem has been shown in 

our study, and in our participants’ feedback, to be crucial in job-finding. Internal factors, such 

as motivation, self-esteem, believing in their own success, are shown to be very important 

variables for job search.  
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Participants also added that employability competencies (e.g., knowledge on how to do 

a pitch; answering job-interview questions; making a CV, etc…) are also central for the 

success in the labour search 

 

Discussion about barriers to employability of migrants/refugees 

Participants from the workshop come from different parts of Portugal and contact with 

very distinctive realities. Meaning, the barriers for migrant integration in the labour market 

highly depend on each situational context. 

However, they all recognized the linguistic barrier as a big struggle for migrants’ 

integration, and efforts should be put in to eliminating this obstacle. This language obstacle 

itself can also complicate the bureaucratic procedures and paperwork necessary for migrants’ 

integration (e.g., residency registration; diploma recognition). The participants also proposed 

that one possible solution to decrease withdrawal rate of language courses would be to have 

a level 0 training, where trainees would have an introduction to the language. It was also 

added the elimination of the minimum number of trainees for training openings as a solution 

to fight high withdrawal rates from language courses. 

As before mentioned, the lack of digital skills (e.g., creating a CV; online interviews) can 

be a big obstacle in job finding nowadays. With the digitalization of the job search process, 

due to the pandemic, it is important to equip migrants with training in digital competencies 

(since the lack of this competence was reported as a big barrier). Additionally, it is also 

important to provide technicians with the right tools and knowledge to work online. 

Participants report that some find it challenging to interview people via online, or on the 

phone. 

 

Concluding remarks 

For the better development of the project, it is important to integrate the different views 

evident in these workshops. With that said, the main conclusions of these workshop sessions 

were:  
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• The overall feedback of the project and its results were positive, and somewhat 

congruent with our participants’ view.  

• Our participants highlighted the following: 

o Motivation and a good self-esteem- which has been shown in our study, and 

in our participants’ feedback, to be crucial in job-finding. 

o Digital and computer skills- According to participants, the labour market is 

getting more dependent on employees’ virtual competencies. Therefore, for 

migrants’ successful integration, these types of skills should be developed.  

o Employability competencies (e.g., knowledge on how to do a pitch; answering 

job-interview questions; making a CV, etc…)- are also central for the success 

in the labour search 

o They agreed with all the competencies presented as valuable for the labour 

integration 

• It is also noticeable that the linguistic barrier is seen as a big struggle for migrants’ 

integration, and efforts should be put in to eliminating this obstacle. Even though this 

is not central to the MIGRANTECH project’s aims, this can be briefly addressed by 

including links of other language tools on our platform. 

The project will then look into including topics like:  

• Digital and computer skills 

• Time management, punctuality, and accuracy 

• Learning ability, adaptation, and autonomy 

• Sensibilization in the ability to acknowledge own mistakes 

• Digital and computer skills 

• Motivation and a good self-esteem 

• Employability competencies 
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It is important to incorporate these main findings in the development of the following IOs 

of the MIGRANTECH project. Efforts will be then made to include the above-mentioned 

competencies into the project’s online modules. 

  

✓ TURKEY 

Discussion about the most relevant key competencies 

According to the study results, the most essential competences are: interpersonal and 

intercultural, social and civic skills; the capacity to communicate effectively in the mother 

language; time management and punctuality; problem-solving; and communication skills.  

The people who attended the meeting generally confirmed these features. Employers 

stated that some of these are already presente in the target-group. For example, they did not 

have any problems with punctuality. It was mentioned that refugees show harsh attitudes 

among themselves regarding communication in their mother tongue. Moreover, the problem-

solving and communication abilities may change depending on the industry as well. They 

indicated that they are basically pleased with the results of hiring migrants. 

The workers in associations, as well as the volunteers who accompanied refugees on their 

job search, emphasized the importance of language training. They also suggested that the 

access to information on workers' rights and petition must be improved. 

Discussion about barriers to employability of migrants/refugees 

The inability to interact with the owners of the residence is the most significant obstacle 

within the country's borders, according to the survey results. While the survey is being 

analyzed, opinions on how to report career and educational opportunities may be expressed. 

Participants validated these obstacles by giving examples from their personal and 

professional life. For instance, there are not enough opportunities to learn Turkish and they 

have to stay within certain work patterns because they do not have a good command of the 
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language. One of the problems is that there is no institution to support them after they find a 

job. 

Concluding remarks: 

As a result of the meeting, it was decided that psychological support and motivation are 

important, that the competencies that the employer is looking for in the e-modules that will 

emerge in the project's process should be categorized according to sectors, business and 

language training opportunities should be spread. The results of the top five answers of the 

survey were somewhat representative of the experience of the people present in the meeting. 

They also pointed out that ancient refugees are the means for getting knowledge about work 

conditions, but that includes interpretations and comments. A platform with more scientific 

and real information would be more heplful. It was particularly suggested that among the 

modules, there should be information for refugees with difficulties and also disabilities. The 

need for an Arabic version of the platform was also highlighted. 

 

CONCLUSION 

Before any drawn conclusions from this study, it is important to underline that this data 

serves this report’s primary goal, which is to bring awareness to possible tendencies, and not 

to depict current situations of these target-groups. All conclusions from this data serve as 

speculations, and possible trends. 

With this said, this study’s main findings can be summed to three results: 

1. Firstly, we understand that there is some congruence between target-groups in the 

main competencies for migrant and refugee’s integration. All the presented 

competencies were recognized as important in the labour market since all were 

rated as above-average importance. From most to least important, the following 

graph presents the valued competencies (fig. 13) 
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This is an important finding because these competencies will be central for the 

development of the next IOs, specifically in the creation of the e-modules for 

competence training. It is also worth mentioning that since all these competencies 

are soft skills, they can be exercised through training and experience. Therefore, 

their inclusion in an adult training platform is relevant for the purpose of the 

project of promoting labour integration in the migrant and refugee population. 

 

2. Secondly, since linguistic activities were rated as useful types of support for the 

target-group. On the migrants/refugees’ perspective, the language barrier seemed 

to be an obstacle for job finding as well.  
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3. Thirdly, regarding job satisfaction, it is noticeable that ratings of employers 

regarding their hired migrant employees were more favourable than ratings of 

migrant employees towards their current job. These findings could suggest that 

although this latter target-group is not satisfied with their job, they are still able 

to work and have a good performance. On the other hand, it is also evident that 

migrants strive to do more, and work in more favourable conditions. This 

underlines the importance of continuous efforts, like the development of projects 

similar to the MIGRANTECH, to move towards the successful integration of 

migrants and refugees in host countries. 

The main conclusions of this report will be used as pillars for the development of 

following IOs. The competencies reported as valuable in the labour market will be included 

in the creation of the e-modules, aligned with the reported needs and types of support useful 

for migrant and refugee´s integration. This report can then be a bridge to the IO2, which 

involves the identification of good educational and integration practices for adult migrants 

and refugees. 

 

 

 

 

 

 

 

 



 

 

 This project is funded with support from the European Commission. This publication reflects the views only of the 

author, and the Commission is not responsible for any use that may be made of the information contained therein. 
 

52 

 

ANEX 

(What are the main laws that promote migrant integration in your country?) 

✓ BELGIUM 

Foreigners Law  

The main law governing immigration is the law of 15th December 1980 on access to the 

territory, stay, settlement and removal of foreigners. refugees: art. 48. 

Concerning work permits for foreigners, there is the law of 30 April 1999 on the 

employment of foreign workers. Chapter III concerns the occupation permit and work permit, 

Chapter IV the conditions and procedures for obtaining occupation permits and work permits;  

Nationality Law  

With regard to nationality, the Belgian Nationality Code was recently amended by the 

Act of 4 December 2012 amending the Belgian Nationality Code in order to make the 

acquisition of Belgian nationality immigration neutral. It is Chapter III that regulates the 

acquisition of nationality, the second way of obtaining nationality besides the attribution 

(Chapter II).  

Asylum Law  

The law of 12 January 2007 on the reception of asylum seekers and certain other 

categories of foreigners;  

Anti-discrimination Law  

Law of 10 May 2007 to combat certain forms of discrimination. 

Law of 15 February 1993 [establishing a Federal Centre for the analysis of migration 

flows, the protection of the fundamental rights of foreigners and the fight against trafficking 

in human beings]. 
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Law of 25 February 2003 to combat discrimination and to amend the Act of 15 February 

1993 establishing a Centre for Equal Opportunities and Opposition to Racism 

 

✓ FRANCE 

Law n°2018-778 of September 10, 2018 for controlled immigration, an effective right 

of asylum and successful integration 

The "Asylum and Immigration Law" has three objectives: to reduce the time required to 

process asylum applications; to strengthen the fight against illegal immigration; and to 

improve the reception of foreigners admitted to stay for their skills and talents. In particular, 

this law allows asylum seekers to enter the labour market as early as 6 months after the start 

of their procedures (compared to 9 months previously). 

Law n°2016-274 of March 7, 2016 on foreigners' rights 

The objectives of this law are to better welcome and integrate, to make France more 

attractive to foreign talent, and to better combat illegal immigration. It establishes an overhaul 

of the reception and integration system for newcomer foreigners by creating a personalized 

5-year Republican integration program, based on the Republican Integration Contract (CIR). 

This replaces the former Reception and Integration Contract (CAI).  It is signed by all 

newcomers wishing to settle in France. 

Law n°2015-925 of July 29, 2015 on the reform of the right of asylum 

This law transposes the European directives adopted in June 2013 (the "asylum package") 

and reforms French asylum law. In particular, it aims to strengthen guarantees for people in 

need of international protection at all stages of the procedure (faster registration of their 

application; presence of a counsel of during the interview with a protection officer; better 

consideration of vulnerabilities). It also sets the objective of examining asylum applications 

within an average of nine months. Finally, it aims to make the reception conditions for asylum 
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seekers fairer but also more directive, with a binding accommodation system allowing 

asylum seekers to be assigned to a region other than the one where they are presented. 

 

✓ PORTUGAL 

Foreigners Law 

The Foreigners Law Nº 102/2017 approves the legal regime of entry, stay, departure and 

removal of foreigners from the national territory. The residence permit must be requested 

from the Foreigners and Borders Service (SEF), which may be temporary or permanent, and 

a foreign citizen who is authorized to reside in Portuguese territory obtains a residence 

permit. In addition, the new regulation update in 2018, introduce a more simplified regime 

that streamlines, de-bureaucracy and make more flexible the procedures for applications for 

visas and residence permits. 

Nationality Law 

According to the Law of Nationality (Organic Law nº 2/2018), Portuguese nationality 

can be attributed in two ways, those that are citizens by origin or through the acquisition of 

nationality that results from three situations: by the effect of will, by adoption and by 

naturalization. 

Asylum Law 

The Law nº 26/2014 establishes the conditions and procedures for granting asylum or 

subsidiary protection and the statutes of asylum seeker, refugee, and subsidiary protection. 

Anti-discrimination law 

The Law nº 93/2017 establishes the legal regime for the prevention, prohibition and 

combating of discrimination on the basis of racial and ethnic origin, colour, nationality, 

ancestry and territory of origin. 
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Integration Law 

Compile all three documents for the integration of migrants established by the Portuguese 

government approved resolutions of the Council of Minister: 12-B / 2015 concerning the 

Strategic Plan 2015- 2020; 74/2010 concerning the 2010-2013 Immigrant Integration Plan; 

and the 63-A/2007 concerning the Plan for the Integration of Immigrants 2007-2009. 

 

✓ TURKEY 

Law on Settlement 

Between 1934 and 2006, Turkey’s Law on Settlement, Law No. 2510, regulated the 

formal settlement of foreigners in Turkey, “[restricting] the right of asylum and immigration 

only to the persons of ‘Turkish descent and culture.’ When a new Law on Settlement was 

adopted in 2006, the emphasis on that background was retained, and so “it is understood that 

in Turkey, the channel of facilitated formal settlement, which also leads to citizenship in a 

short period of time, is still reserved for the individuals of such groups.” (Zeldin, 2016). 

Law on Foreigners and International Protection 

It was not until the 1950s, when Turkey joined the newly created UN Convention 

Relating to the Status of Refugees (it also subsequently adopted the Convention’s 1967 

Protocol), that Turkey had any specific legislation on migration management other than the 

Settlement Law of 1934. In 1999, Turkey reached a turning point in its bid for accession to 

the European Union, and thereafter it began to introduce a new policies and laws, among 

them the 2005 National Action Plan for Adoption of Acquis on Asylum and Migration, aimed 

at modernizing the country’s legal structure on migration. In April 2013, the Law on 

Foreigners and International Protection (LFIP), “the first inclusive and updated act about 

migration-related issues,” was adopted; it became effective in April 2014. The purpose of the 

LFIP is to regulate the principles and procedures with regard to foreigners’ entry into, stay 

in and exit from Turkey, and the scope and implementation of the protection to be provided 
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for foreigners who seek protection from Turkey, and the establishment, duties, mandate and 

responsibilities of the Directorate General of Migration Management under the Ministry of 

Interior (Zeldin, 2016). 

Temporary Protection Regulation 

On October 22, 2014, the Temporary Protection Regulation was issued.  It pertains to, 

among other matters, temporary protection proceedings that may be provided to foreigners, 

who were forced to leave their countries and are unable to return to the countries they left 

and arrived at or crossed our borders in masses to seek urgent and temporary protection and 

whose international protection requests cannot be taken under individual assessment (Zeldin, 

2016). 

Law on Work Permits for Foreigners 

The Law on Work Permits of Foreigners prescribes that the Ministry of Labour and Social 

Security is to make a final decision on a foreigner’s application for a work permit within 

thirty days. If the decision is negative, the applicant can appeal it within thirty days to an 

administrative court.  To access the labour market, the asylum seeker and the prospective 

employer must jointly file the papers for the work permit. Restrictions may apply, however, 

for a certain period, “where the situation of the labour market and developments in the 

working life as well as sectoral and economic conditions necessitate,” or to certain sectors or 

administrative/geographic areas. The Ministry of Labour and Social Security decides 

whether or not to approve work permit applications on the basis of certain “evaluation 

criteria,” e.g., “for a workplace to be eligible for hiring a foreign national, at least five Turkish 

citizens must be employed at the same workplace.  For every additional foreign national to 

be hired, the workplace is obliged to demonstrate another 5 Turkish employees.” (Zeldin, 

2016). 

 

(What are the main policies that promote migrant integration in your country?) 
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✓ BELGIUM 

In the Belgian federal system, immigration policy has remained a federal competence, 

whereas immigrant policy is rather a competence of the Communities, Regions and Cities. 

The integration of foreigners is a community matter. In the Brussels and Walloon regions, 

the French Community Commission (COCOF) is responsible for integration, while on the 

Flemish side, it is the Flemish government (Vlaamse Regering). Thus, the reception or 

integration process is managed differently in Flanders (and in Dutch-speaking Brussels), in 

the Walloon region and in French-speaking Brussels. 

In each region, reception offices make it possible to carry out a social and linguistic 

assessment of newcomers and to direct them towards structures (internal or with partners) 

that implement the various aspects of the programme. 

Flanders 

The civic integration pathway or 'Inburgering' has been in place since 2003. The 

integration pathway is currently implemented by six Provincial Offices (part of the 

Inburgering en Integratie agency) which relocate their activities in Flanders and Brussels, in 

collaboration with "Het Huis van het Nederlands" for the Dutch language courses. 

The scheme is divided into two parts, the first of which is compulsory for new arrivals 

and some specific groups. It includes a social orientation, a Dutch language course and a 

career orientation (towards employment), educational orientation (towards further study or 

training or social orientation) or towards participation in socio-cultural life, voluntary work 

in order to determine the most suitable activity in view of the person's profile. 

At the end of this first phase, the person receives a certificate and can decide to extend 

the course on a voluntary basis for the various aspects present in the first phase (e.g. job 

search, Dutch language courses, etc.)". 
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Wallonia 

The reception course was launched in May 2014 and evolved in 2016 into a compulsory 

integration course. It is run by the 8 Regional Integration Centres (CRI) and can take place 

in approved local associations. 

The system provides for the signing of a compulsory reception agreement, which is 

divided into four parts: a reception module in order to carry out a social assessment, to 

provide information on the rights and duties of all persons residing in Belgium and, if 

necessary, administrative assistance or referral to appropriate facilities or services; 

citizenship training; and, depending on the analysis of needs carried out in the social 

assessment: French language training or vocational guidance". 

Brussels 

In the Brussels-Capital Region, the Dutch-language "Inburgering" programme and the 

French-language reception programme coexist. The latter, adopted in September 2013, has 

been implemented since March 2016 by the reception offices for newcomers (BAPA) . 

In the French language reception programme, newcomers are initially given individual 

support, which consists of a welcome, information on their rights and duties, a language 

assessment, a social assessment and, where appropriate, help in completing certain 

procedures (in relation to housing, health care, education, the recognition of prior learning 

including diplomas, etc.). 

In a second phase, and if the social assessment and the language assessment have 

highlighted needs in terms of specific training, newcomers have access to French language 

courses and citizenship training. 

In Belgium, the integration of newcomers is the responsibility of the regions (the country 

is divided into 3 regions): Brussels Through decrees or orders, they have defined reception 

and integration paths that are now mandatory. 
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In Wallonia, for example, activities organised as part of the integration pathway, 

including interpreting services, are free of charge for newcomers and for foreigners not 

subject to the obligation referred to in Article 152/7 (Art. 7 of the Walloon Decree cited 

above). 

 

✓ FRANCE 

Recent years have been marked by strong public investment in the professional 

integration of migrants and refugees. According to the National Integration Evaluation 

Mechanism (NIEM) report published in 2020, France is among the European countries with 

the most favourable policy and legislative developments on integration between 2017 and 

2019 (Duvernoy &Soupios-David, 2020). 

In 2018, a National Strategy for the Reception and Integration of Refugees was adopted 

by the government. This overhaul of French integration policy is based on 4 integration 

levers: mastery of the French language, civic training, access to employment, and 

consideration of certain special situations. Its objectives are to strengthen the steering of 

refugee integration policy; to commit each refugee to a reinforced integration process; to 

improve refugees' command of the French language and their access to training and 

employment; to guarantee their access to housing, healthcare and rights; and to promote links 

between refugees and France (DIAIR, 2018). 

According to the NIEM report, which aims to evaluate the initial results of this national 

strategy, the latter has notably allowed for the “development of integrated support 

mechanisms, vocational training and support towards employment, as well as the 

strengthening of the policy of capturing housing for refugees”. 

 

In 2019, new measures related to integration were announced by the government: during 

an inter-ministerial council on immigration and integration on November 6, Prime Minister 

Edouard Philippe revealed "20 decisions to improve our immigration, asylum and integration 
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policy." These decisions aim to improve the recognition of foreign diploma, facilitate access 

to housing, and promote better access to the labour market for newcomer women. 

 

✓ PORTUGAL 

Integration Policy 

The Strategic Plan for Migration (PEM) foresees the implementation of integration 

policies from 2015 to 2020, aiming to politically guide the country through a more complex 

and challenging reality, adapting itself to the “global approach to migration and mobility” 

defined by the European Union. 

This Plan favours the legal migration and is attentive to new migratory flows, foreseeing 

new forms of border management, and allowing greater convenience to its users and greater 

security of the European area, making Portugal the pioneer of the project “Smart Borders”. 

The PEM proposes transversal and articulated solutions to the different challenges, like the 

transversal fight against the demographic deficit; consolidation of integration and training of 

immigrant communities living in Portugal; inclusion and training of new nationals; 

international mobility; talent management and enhancement of the attractiveness of the 

country; better articulation between immigration and emigration; and support for the return 

and reiteration of Portuguese emigrants. 

White Paper on Education and Training 

The White Paper on Education and Training presents a very pragmatic discourse, 

identifies the three great social challenges and the measures to be taken by the Member States 

in the European Union in order to meet them. Lifelong education and training are considered 

as fundamental tools to overcome and prevent the problems of unemployment and social 

exclusion - perceived as Europe's major problems. Education and training are used as tools 

at the service of economic development, confirmed in the statement "education and training 

are the last resources in the face of the unemployment problem" (EUROPEAN 

COMMISSION, 1995, p.15). 
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The Memorandum on Lifelong Learning 

The Memorandum on Lifelong Learning (EUROPEAN COMMISSION, 2000) is a 

document that aims at implementing the guidelines of the White Paper on Education and 

Training. 

It underlines the importance of a new approach to education and training intricately linked 

to the issues of employment, economic growth, and social inclusion. To implement this new 

approach, six policies are identified to guide the various Member States in implementing 

measures based on the lifelong learning perspective. The European Union's policy 

perspective on lifelong learning defends that every citizen must always take responsibility 

for learning and in all life contexts, to guarantee employability and social inclusion. 

 

✓ TURKEY 

Turkey's integration policies on access to education and health rights are still developing. 

With the help of Foreigners and International Protection Law, by showing the ID, refugees 

have basic rights like health, education, access to the labour market, social welfare. Providing 

access to fundamental rights is one of the most basic factors for the successful continuation 

of the integration processes. The integration process of immigrants and refugees changes due 

to the difference in their status. The integration process of refugees with a precarious status 

is slower than the refugees with a secure status, because it is getting harder for them to make 

plans. For this reason, legal status takes a very important part in refugee integration 

(ŞİMŞEK, 2018). 

The policies aiming to control the refugee flow includes refugee integration considering 

that they are not in Turkey temporarily and second and third generations exist. Turkey 

developed migration policies in April 2012 during the European Union membership debate 

and reported that refugees are under “temporary protection’’. Within that legal protection 

status, the government allowed refugees to cross the border, fulfilled their basic needs, and 

provided protection. With the regulation of temporary protection law in October 2014, they 

gave temporary protection ID to do their social and legal things. Refugees had basic rights 
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such as access to education, health, labour market with the temporary protection ID (Zeldin, 

2016). 

With the regulation of law number 4817 “Work Permits for Foreigners”, 6 months after 

having their temporary identity, refugees have the right to work legally in specific sectors 

and provinces that are determined by the Council of Ministers. The requirements for having 

citizenship are; 

1. Having a bachelor’s degree 

2. Having the potential to benefit Turkey’s industry, economy, technology, etc.  

3. Having work permit 

 

(What are some institutions that promote migrant integration in your country? Please 

identify the public and private organizations.) 

✓ BELGIUM 

- The Regional Centres for Integration (eg: https://cripel.be/), spread throughout 

Wallonia, the Public Centres for Social Assistance 

(https://www.belgium.be/fr/famille/aide_sociale/cpas),  

- FOREM (https://www.leforem.be/), its Dutch-speaking counterpart the VDAB 

(https://www.vdab.be/) and ACTIRIS for the Brussels-Capital Region 

(https://www.actiris.brussels/fr/citoyens/), etc.  

- State Secretariat for Migration (https://ibz.be/fr/sammy-mahdi-secr%C3%A9taire-

etat-a-asile-et-migration) 

- Foreigners Litigation Council (https://www.rvv-cce.be/fr) 

- Office of the commissioner general for refugees and stateless persons (CGRS - 

CGRA; https://www.cgra.be/fr), independent federal administration. It is the central 

asylum authority in Belgium. 

https://www.belgium.be/fr/famille/aide_sociale/cpas
https://www.cgra.be/fr
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- Myria (https://www.myria.be/fr) analyses migration, defends the rights of foreigners 

and fights against human trafficking and smuggling. It promotes a policy based on 

factual knowledge and respect for human rights. Myria is an independent public 

institution. 

- Foreigners Office (https://www.ibz.be/fr/office-des-etrangers)ensures the 

management of migration flows in collaboration with various partners. It takes all 

decisions relating to the access of foreigners to the territory, residence, settlement and 

expulsion. 

- The Red Cross, a key player in the humanitarian field. The Belgian Red Cross is 

constantly fighting to relieve human suffering and prevent humanitarian crises. 

- Fedasil (https://www.fedasil.be/fr) takes care of the reception of applicants for 

international protection and guarantee the quality and conformity of the various 

reception structures and coordinate the organisation of voluntary returns to the 

countries of origin. We inform migrants and our partners via 

www.retourvolontaire.be. 

- Ciré (https://www.cire.be/) has been working for more than 65 years for the rights of 

exiled people, with or without residence permits. 

- BAPA (http://www.bapabxl.be/) is a reception office for newcomers, responsible for 

implementing the free reception programme in the Brussels-Capital Region, as part 

of a social policy aimed at increasing their social, economic and cultural participation. 

 

✓ FRANCE 

- The General Directorate for Foreigners in France (DGEF), which is part of the 

Ministry of the Interior, designs and manages French immigration and integration 

policies. 

- The role of the Interministerial Delegation for the Reception and Integration of 

Refugees (DIAIR) is to participate in the definition and coordination of refugee 

reception and integration policies. 



 

 

 This project is funded with support from the European Commission. This publication reflects the views only of the 

author, and the Commission is not responsible for any use that may be made of the information contained therein. 
 

64 

 

- The French Office for Immigration and Integration (OFII), created in 2009, is 

the DGEF's main operator for the implementation of integration policies. In 

particular, it is responsible for conducting personalized interviews with newcomers, 

at the end of which foreigners sign their republican integration contract, and for 

organizing the training provided for in the contract. The OFII has a network of 

regional offices that enable it to cover the entire country. 

- The Interministerial Commission for the Housing of Immigrant Populations 

(CILPI) is responsible for coordinating and carrying out actions to promote access 

to housing for migrants.  

- The prefects, representatives of the State, are responsible for implementing the 

policy of reception and integration of foreigners at the territorial level. 

- Local authorities (municipalities, departmental councils and regional councils) 

participate in the integration of newcomers according to their competencies (enrolling 

children in school, social action, or financing professional training).  

- At the territorial level, it is mainly the Pôle Emploi agencies, the Maisons de 

l'Emploi et de la Formation Professionnelle (Employment and Vocational 

Training Centers) and the Missions Locales (Local Missions) that act as interfaces 

between the national system and the refugees in the process of professional 

integration. 

- French civil society is also very involved in the integration of migrants and refugees. 

Throughout the country, nearly 1,000 associations are financed in this framework to 

support the actions of the State and local authorities in this area. Finally, in recent 

years, economic actors have become increasingly involved in the professional 

integration of newcomers. Founded in 2015, the Tent Partnership for Refugees 

coalition works to mobilize the private sector to promote refugee inclusion. It brings 

together more than 140 multinational companies, including French groups such as 

L'Oréal, Sodexo and BNP Paribas. Moreover, a growing number of French companies 

are deploying programs designed to integrate refugees into their teams. These 

programs take various forms: sponsorship, immersion courses or training. Some 
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companies also call on specialized recruitment agencies to put them in touch with 

refugees based on their skills and projects. 

 

✓ PORTUGAL 

Public Sector 

- Commission for Equality and Against Racial Discrimination (CICDR)- 

composed of representatives of the Assembly of the Republic, members of the 

government, associations of anti-racism immigrants and others, aims to ensure the 

application of Portuguese legislation in the fight against all forms of discrimination. 

(https://www.acm.gov.pt/-/comissao-para-a-igualdade-e-contra-a-discriminacao-

racial#:~:text=The%20CICDR%20(Commission%20for%20Equality,color%2C%2

0nationality%20or%20ethnic%20origin.)  

- Intercultural Dialogue Unit (NDI) - seeks to implement projects of positive 

interaction between different cultural communities. (link: 

https://www.acm.gov.pt/parceiros/escolas)  

- Local Policy Support Office for the Integration of Migrants (GAPLIM) - 

provides tools to ensure the deepening of local policies and awareness of reception 

and integration issues. (https://www.acm.gov.pt/-/rede-claii-centros-locais-de-apoio-

a-integracao-de-imigrant-3).  

- Migrant Entrepreneur Support Office (GAEM) - manages various initiatives to 

support migrant entrepreneurship. (link: https://www.acm.gov.pt/-/gabinete-de-

apoio-ao-empreendedor-migrante)  

- Migration Policy Unit (NPM) - focuses on monitoring and managing migratory 

flows. 

- National Support Centres for the Integration of Migrants (CNAIM) - created to 

address the various difficulties experienced by immigrants, work as a One-Stop Shop 

when providing legal, education, health, housing, and several other services. The 

office attendance is guaranteed by cultural mediators from diverse backgrounds and 
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knowledge of different languages. In addition, it also provides information through a 

migrant support line, telephone translation services, teams that focus on communities 

by providing care, and the Occupation Insertion Offices (RGI) that cooperates closely 

with the Employment Centres. (link: https://www.acm.gov.pt/-/cnai-porto).  

- Observatory for Migration (OM) - has as its focal point the study and scientific 

monitoring of migrations and ethnic communities, as well as the dissemination of 

statistical information on immigration and refugee flows. (link: 

https://www.acm.gov.pt/-/observatorio-das-migracoes)  

- Support Unit for the Integration of Refugees (NAIR) - focus on mapping the 

availability of shelters, supports and local supports of the welcoming institutions, and 

help raise public awareness. (link: https://www.acm.gov.pt/pt/-/apoio-a-integracao-

de-pessoas-refugiadas)  

- Technical Support Office for Immigrant Associations (GATAI) - supports 

associations in their initiatives, training, and promotion. (link: 

https://www.acm.gov.pt/-/como-obter-apoio-tecnico-para-uma-associacao-de-

imigrantes-) 

- The High Commissioner for Migration, I.P. (ACM, I.P.) - is the public agency 

responsible for active intervention in the implementation of public policies on 

migration, with the central aim of meeting the integration needs of different migrants 

(Decree-Law no. 31/2014). Since 1996, it has sought to respond to the needs of 

migrants and ethnic communities, including Roma, by collaborating in liaison with 

other public authorities competent in the design and implementation of migration 

policy priorities. For this, this body acts through the development of transversal 

policies of centres and support offices. (link: https://www.acm.gov.pt/68).  

 

Private Sector 

- “Casa do Brasil de Lisboa”- Since its foundation, the CBL has worked actively on 

the reflection and implementation of public policies, assuming a key role in activism 

https://www.acm.gov.pt/-/como-obter-apoio-tecnico-para-uma-associacao-de-imigrantes-
https://www.acm.gov.pt/-/como-obter-apoio-tecnico-para-uma-associacao-de-imigrantes-
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and demanding equal policies for immigrant communities in Portugal. They develop 

projects with actions that aim to promote access to rights and services in an egalitarian 

way for immigrant people. Besides the work of social intervention and activism, they 

promote the multiculturalism, interculturalism and integration through culture. 

- “Conselho Português para Refugiados” - is a well-consolidated organization, with 

several ongoing projects, financed by diverse, aimed at supporting and integrating 

refugees, promoting humanitarian and sustainable asylum policies, training and 

raising awareness about human rights in general (link: https://cpr.pt/).  

- eSolidar - is a team motivated to build online tools that optimise the impact generated 

among the community and non-profit organisations. eSolidar is a new way for people 

to support the social causes, by helping non-profit organizations they most identify 

with. It is like an online solidarity shop. You can buy, sell, donate and much more 

(link: https://www.esolidar.com/pt).  

- “Mundo Feliz” Immigrant Association - “MUNDO FELIZ” is a non-profit 

association of national scope, recognised by the High Commission for Migrations 

since 2013.It was founded on 21 September 2011 by Cecilia Minascurta together with 

a group of immigrants from Romania who, given their own history, wanted to help 

immigrants of all nationalities in their integration in Portugal (link: 

https://www.mundofeliz.pt/).  

- Portuguese Red Cross - As the entity responsible for the reception and integration 

of refugees, the Portuguese Red Cross has, since 2015, been hosting citizens seeking 

international protection of various nationalities, supporting their integration 

processes. This service is provided under the Working Group for the European 

Agenda on Migration, coordinated by the Foreigners and Borders Service, and the 

Refugee Relocation and Resettlement Programmes. (link: 

https://www.cruzvermelha.pt/apoio-social/grupos-vulner%C3%A1veis/migrantes-e-

refugiados.html).  

- Refugee Support Platform (PAR) - The Refugee Support Platform was originated 

from the leadership and initiative of Civil Society to provide a concerted response to 
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the current global refugee crisis, particularly in the face of the situation in Europe 

(link: https://www.refugiados.pt/a-par/). 

 

✓ TURKEY 

The European Union funds humanitarian projects in Turkey to help vulnerable 

refugees and their host communities receive the support they need, in close coordination with 

the Turkish authorities. EU funds the projects establishing with government bodies, 

NGOs, INGOs etc.  

Furthermore, the EU Facility for Refugees in Turkey was created in 2016 to assist 

Turkey in its efforts to support refugees. Under the Facility, the EU has invested €2.4 billion 

in humanitarian assistance in Turkey. In addition to ongoing projects funded via the Facility, 

the EU has allocated €32.5 million between 2012 and 2014 as well as additional €531.7 

million in humanitarian funding for 2020. This includes €485 million to ensure that the CCTE 

and ESSN continue supporting the most vulnerable refugees in Turkey until early 2022 

(European Civil Protection and Humanitarian Aid Operations, 2021). 

The International Labour Organization places decent work, including the promotion 

of international labour standards, at the heart of its interventions. Being the only tripartite 

UN agency, the ILO closely cooperates with the government, employers’ and workers’ 

organizations to support access to economic opportunities that are central in restoring hope, 

dignity and human security to refugees. In Turkey this means supporting the government and 

social partners to manage the increased pressure on the labour market and support access to 

decent work – for both refugees and host communities (ILO’s support to refugees and host 

communities in Turkey, 2020). 

Turkish Red Crescent also supports refugees in Turkey. Restoring Family Links 

includes three different subjects for the first-degree relatives and/or persons with special 

needs to reunite them, or to find their whereabouts and/or to provide regular communication. 

Legal frameworks of International Humanitarian Law and to Human Rights declaration and 

also to the right that is given by the laws of Turkish Republic enable Turkish Red Crescent 
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to be the transmitter with its works for family reunification, tracing and Family Messages. 

KIZILAYKART, which can be used through all POS machines and ATM’s nationwide, is 

a cash-based assistance tool provided to foreigners living in Turkey under International or 

Temporary Protection. Psychosocial Support and Health Program aims to regain the social 

functioning of the beneficiaries and to enable especially displaced population returning to 

their previous life by strengthening the mechanisms of coping with possible negative 

psychological influences after migration. (CRESCENT, 2021). 

SGDD-ASAM has been providing social and legal support for the refugees and asylum-

seekers in reaching their rights and services; psychosocial support and organizing numerous 

courses and activities for the purposes of integrating them into social life since its 

establishment and currently continues its activities in more than 60 offices across more than 

40 provinces in Turkey. SGDD-ASAM offers free social and legal counselling services and 

psychosocial support to all refugee and asylum-seeking groups through its 30 field offices 

operating in 35 provinces and support them in following up their case processes at UNHCR. 

SGDD-ASAM also provides interpreter support for refugees and asylum-seekers for 

overcoming the language barrier and contacts local authorities and non-governmental 

organizations in order to strengthen the local protection mechanisms (Association For 

Solidarity With Asylum Seekers And Migrants, 2017). 

 

 

(What other types of support does your country provide to Migrants (e.g., training)?) 

✓ BELGIUM 

The network of associations is very dense and diverse in Belgium. Numerous associations 

provide support to migrants/refugees in their integration in Belgium, each association having 

its own target public, its own approach to the problem... Some associations take care of 

migrant women, others of people coming from such and such a region of the world. Official 

institutions organise training, meetings between the different actors: employers and 

migrants/refugees, etc. 
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✓ FRANCE 

Civic and linguistic training courses offered by OFII 

Within the framework of the Republican Integration Contract, newcomers receive two 

types of training: 

- A compulsory civic training, consisting of two six-hour modules (one on French 

institutions and the values of the Republic, the other on life in France). 

- A 200-hour language training course if the newcomer’s results are below level A1 of 

the Common European Framework of Reference for Languages on the French language test.  

 

CIR's complementary online training offer 

Since 2017, the training provided through the CIR has been supplemented by several 

digital tools that allow newcomers to learn French and gain a better understanding of how 

French society works. As an example, the Alliance françaiseParis Ile-de-France has designed 

the MOOC "Working in France", focused on learning French for professional purposes. This 

course aims to provide the linguistic keys and social codes of the professional world, based 

on the vocabulary of five professional sectors in tension: personal and business services, 

construction, health, information technology and the hotels and restaurants. 

 

The "HOPE" program (Housing, Orientation, Pathways to Employment)  

Launched in 2017, this scheme is an employment support program for refugees co-led by 

the Ministries of the Interior and Labour. Managed by the National Agency for Adult 

Vocational Training (AFPA) in the form of a broad partnership between public and private 

actors, its objective is to train refugees and facilitate their integration into sectors in tension 

(construction, industry, fast food, or mass distribution). In 2019, the scheme has been 

extended to support 1,500 refugees each year. 

 

National calls for projects for the integration of refugees 

The national call for projects Fai'R, launched by the DIAIR in 2019 and renewed in 2020, 

aims to develop the mobilization of young French people aged 18 to 30 in favour of the 
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integration of refugees. It is based on three objectives: to promote living together, to fight 

against the social isolation of refugees, and to contribute to transforming the views on 

refugees. 

To give another example, as part of the Skills Investment Plan (PIC) and its "Professional 

Integration of Refugees" (IPR) component, the Ministry of Labour launched a call for 

projects for the integration of refugees through employment in 2018. The latter allowed for 

the subsidization of some sixty projects aimed at promoting the professional integration of 

nearly 8,000 refugees. This program has enabled the emergence of new integration actors 

and the development of integrated pathways based on the HOPE program. 

 

Forum Réfugiés' “Accelair Rhône” program 

In 2002, the Forum Réfugiés association launched the "Accelair Rhône" integration 

program, offering refugees personalized support for 24 months in terms of access to 

employment, training, and housing. Deployed in Occitania in 2018, the scheme now covers 

around ten French departments.  

 

The Action Emploi Réfugiés platform 

In 2016, the association Action Emploi Réfugiés (AERé) established itself as a central 

player in supporting refugees towards employment by developing a digital platform to bring 

together refugees and employers on a national scale. This platform centralizes more than one 

million job offers in various sectors (industry, construction, health, trade, IT, childcare, etc.). 

 

✓ PORTUGAL 

There has been continuous effort to minimize the disintegration of migrants in the EU. 

Portugal ranked #1 in labour market policies, alongside Germany and Nordics. Portugal 

guarantees equal treatment and targeted support both for Portuguese and non-EU citizens. 

Over the long-term, these policies are associated with fairer labour market outcomes, as 

immigrants benefit from better jobs, skills, and public acceptance. 
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These positive outcomes are due to the implementation of many good policies; the help 

of institutions focused on migrant integration; the support from local associations; the 

development of a legal framework on migrants; and most of all, a civil society, willing to 

integrate and respect foreign communities. 

Training offers 

Training offers for private and public entities (“Bolsa de Formadores”) 

The High Commission for Migrations (ACM.I.P.) provides several training resources and 

offers aimed at citizens, professionals and entities which are related, directly, or indirectly, 

to Interculturality and Migration issues. These training materials were created under the 

ACM, I.P. mission, which is based on the fostering of a positive and enriching management 

of cultural diversity, through intercultural and interreligious dialogue, based on respect for 

the Constitution and current legislation, valuing cultural diversity within a framework of 

development and mutual respect. 

“Kit Intercultural Escolas” (Intercultural Schools Kit) 

The INTERCULTURAL SCHOOLS KIT aims to provide schools, and all professionals 

in the education sector, with a set of materials regarding interculturality, which were initially 

designed and disseminated by the ENTRECULTURAS Office and the ACM, I.P., in close 

collaboration with other partners. These tools focus on how the professionals, curriculums, 

pedagogical methods, and public policies respond to the current challenges. Promoting 

constant questioning, de-centring and critical evaluation of practices are other relevant 

objectives of these tools. 

Language education PPT Program (“Português Para Todos”) 

The PPT - Portugues Para Todos Programme is an initiative aimed at developing 

Portuguese language courses for foreign citizens living in Portugal, including nationals of 

third countries, EU citizens, refugees or asylees and Luso-descendants. This course certifies 

at level A2 - Elementary User and B2 - Independent User, of the Common European 

Framework of Reference for Languages – CEFR. The courses that integrate the PPT 

Programme are free and are implemented by the General Directorate of School 
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Establishments (DGEstE), in public schools, and by the Institute of Employment and 

Vocational Training (IEFP, I.P.), through the employment and vocational training centres. 

Portuguese Online Platform 

The Portuguese Online Platform, available at https://pptonline.acm.gov.pt/, provides 

content for the learning of European Portuguese by adult speakers of other languages. This 

platform is a tool that allows the user to practice the language in the activities of listening 

comprehension, reading comprehension, and writing activities, as well as learn and expand 

vocabulary and grammar knowledge, useful for everyday life. The contents are organised in 

two levels - level A and level B - are described in the two reference documents "Portuguese 

for Speakers of Other Languages - Elementary User in the Host Country" and "Portuguese 

for Speakers of Other Languages - Independent User in the Host Country". These two 

documents interpret the descriptions of the levels presented in the Common European 

Framework of Reference for Languages (CEFR) produced by the Language Policy Unit of 

the Council of Europe. The platform is organised into 24 functional thematic modules, 

presented in text, audio, video, and image formats, and available in Portuguese, English, 

Arabic and Spanish. 

 

Learning Resources Platform 

The Platform of Pedagogical Resources, available at http://ppt.acm.gov.pt/, is an e-

learning platform developed in a Moodle software to support the teaching of Portuguese 

language to foreigners in training contexts, aimed at teachers and trainers who teach 

Portuguese language courses to foreigners that certify at Level A2 - Elementary User. 

This initiative aims to provide digital pedagogical resources, in order to complement the 

materials/tools already existing in the teaching of PFOL - Portuguese for Speakers of Other 

Languages. 

Telephone Translation Service (STT) 

The ACM created the Telephone Translation Service (STT) to help overcome the 

language barrier, which is one of the great difficulties experienced by immigrants in Portugal. 
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The STT offers a pool of 60 translators/interpreters who, in addition to Portuguese, have 

a perfect mastery of one or more languages, and is aimed at all Portuguese/foreign 

interlocutors who need to communicate with foreigners and Portuguese citizens/entities 

 

Asylum, Migration, and Integration Fund (AMIF) 

The Asylum, Migration and Integration Fund contributes to the effective management of 

migratory flows and to the definition of a common approach to asylum and migration. FAMI 

funding supports Member States' efforts to promote their capacities to welcome immigrants, 

improve the quality of asylum procedures according to Union standards, integrate immigrants 

at local and regional level and increase the sustainability of programs return. The European 

Commission approved the National Program in March 2015, allowing Portugal to receive 

financial support from the Asylum, Migration, and Integration Fund, integrated in the 

Multiannual Financial Framework (MFF) for the period 2014-2020. 

European Fund for the Integration of Third-country Nationals (EFITN) 

The European Fund for the Integration of third-country Nationals aims at supporting the 

efforts made by EU-member states to ease the integration of third-country nationals, in 

particular new arrivals, from different economic, social, cultural, religious, linguistic, and 

ethnic backgrounds into European societies, and to improve their conditions of residence. 

 

 

✓ TURKEY 

In Turkey, different kind of supports like psychosocial support, financial aid, public 

relief, policy regulations about basic rights, integration works are provided by government 

bodies, NGOs, INGOs etc. For example, WHO works closely with Turkey’s Ministry of 

Health to provide culturally and linguistically sensitive health services to refugees. From the 

Country Office in Turkey, WHO: 

•  supports 7 refugee health training centres where migrant and refugee doctors and nurses 

receive on-the-job training while providing health services for Syrian patients; trains Arabic–
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Turkish language interpreters to serve as patient guides at primary, secondary and tertiary 

levels of care; 

• provides continuing medical education to Turkish and refugee health workers in 

diagnosing and treating mental health conditions such as depression, anxiety and post-

traumatic disorders; 

• trains and employs refugee community health support staff to provide home care to 

older and disabled people. 

Since the WHO Refugee Health Program began, almost 2000 Syrian health workers have 

been trained in 7 refugee health training centres to work in a network of up to 178 refugee 

health centres throughout Turkey. The Turkish Ministry of Health has already hired over half 

of them to provide health services to refugees (Health services for Syrian refugees in Turkey, 

2020). 

In the time of COVID19, the Turkish Red Crescent and UNHCR-Turkey have also 

produced brochures and videos in Arabic about protection from COVID-19, and these have 

been made available to refugees in all provinces of Turkey. Turkey’s Directorate General of 

Migration Management has also prepared announcements, brochures and short videos 

specifically for refugees and migrants in Turkey, producing and disseminating these in 

different languages, including Arabic (Southern Responses to Displacement, 2021). 

 


