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From Migration to Management

Acces de salaries issus de I'immigration a
des postes d’encadrement

Enquéte auprés d’entreprises en Europe



Nombre d’employes

Spain (n=10)

France (n=10)

B1-10 pers
811 - 50 pers
051 - 100 pers
0101 - 200 pers
B201 - 500 pers

- B 501 pers or more

Belgium (n=10)

Denmark (n=11) ¢ 1 1

Norway (n=10)
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Presence d’employes issus de m
'immigration a des postes de cadre ?

Oui
* 37 % du total (19 entreprises)

En fonction de la taille
* 48 % (15) entreprises >100 employes
* 20 % (4) entreprises <100 employes



Employez-vous des cadres intermediaires
issus de I'immigration ! n=51

Belgium (n=10)

MW Yes

Denmark (n=11)

Norway (n=10)




Avez-vous une stratégie explicite de
recrutement d’immigres a des postes de
cadre moyen ? n=5|

Oui

* 24 % dutotal (|12 entreprises)

En fonction de la taille
* 32 % (10) entreprises > 100 employes
* 10 % (2) entreprises <100 employes



Avez-vous une stratégie explicite de
recrutement d’immigreés a des postes de
cadre moyen ! n=5|

Spain (n=10)

France (n=10)

Belgium (n=10)

Denmark (n=11)

Norway (n=10)
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Spain (n=2)

Belgium (n=4)

Denmark (n=3)

Norway (n=3)
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rom migration to management

O Equal opportunities plan
B Diversity management plan
@ Positive discrimination




Mesurez-vous les resultats de
cette strategie ! n=12

Spain (n=2) 1

Belgium (n=4)

Denmark (n=3)

Norway (n=3)




Quelle est I'importance des facteurs cités pour
I'acces d’un salarie issu de 'immigration a des
postes d’encadrement ! n=51

From migration to management

The employee has professional
skills

language skills

The employee has self
confidence with enough
assertiveness and initiative

The employee has a good
understanding of the culture in
the country

The employee has knowledge of

=V important
O Important

country

The employee has a minimum of

secondary school level education 19

The employee has a mentor
available at the workplace

The employee har a network .
including people of ... origin
The employee has management
experience, for example from 13 |
his/her country of origin ‘
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The employee has professional skills

The employee has good language skills

The employee has self confidence with enough
assertiveness and initiative

The employee has a good understanding of the culture in
the country

The employee has knowledge of the managerial culture in
the country

The employee has a minimum of secondary school level
education

The employee has a mentor available at the workplace

The employee has a network including people of ... origin

The employee has management experience, for example
from his/her country of origin
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O Belgium (n=10)
O Denmark (n=11)
m Norway (n=10)




ee lacks self confidence, assertiveness and initiative

The employee has poor language skills

ployee lacks adequate understanding of the culture in the
country

employee lacks adequate understanding of managerial culture

in the country

The employee does not have a realistic understanding of what it
takes to be in middle management (under estimation or over
estimation)

The employee lacks role models

The employee fears opposition from people of ... origin

ployee fears opposition from own ethnic/cultural group

ee does not have a network that includes people of ...
origin

rom migration to management
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The employee lacks self confidence, assertiveness and

initiative

The employee has poor language skills

The employee lacks adequate understanding of the culture

1l

in the country

The employee lacks adequate understanding of

managerial culture in the country

The employee does not have a realistic understanding of
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what it takes to be in middle management (under

)

estimation or over estimation)

The employee lacks role models
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The employee fears opposition from people of ... origin
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The employee fears opposition from own ethnic/cultural [0
group ‘
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The employee does not have a network that includes |0

people of ... origin 8
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rom migration to management

end to recruit other managers that resemble
themselves

on does not value the education, competences and
Xperience acquired in another country

he organisation is not aware of the special needs of the
employees of immigrant origin

The organisation lacks plans for career development

anisation's interview routines are not adapted to immigrant
workers

ganisation does not provide enough support for employees
of immigrant origin

e organisation is afraid of customers'/clients' reactions

The orgar!isati.on lacks a clear po!icy for recruiting/promoting
immigrant workers to middle mangement O Important

nce of a closed network of colleagues and superiors
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The managers tend to recruit other mangers that resemble
themselves

The organisation does not value the education,
competences and experience acquired in another country

The organisation is not aware of the special needs of the
employees of immigrant origin

The organisation lacks plans for career development

The organisation lacks a clear policy for
recruiting/promoting immigrant workers to middle
mangement

The organisation's interview routines are not adapted to
immigrant workers

The organisation does not provide enough support for
employees of immigrant origin

The organisation is afraid of customers'/clients' reactions

The existence of a closed network of colleagues and
superiors
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Le salarie a confiance en ses m
capacites (facteurs importants)

Tres important
* 67 % du total (34 entreprises)

En fonction de la taille
* 74 % (23) entreprises > 100 employés
* 55 % (Il) entreprises <100 employes



Le salarieé manque de modeles
d’identification (barrieres

individuelles)

Tres important/important :
* 55 % du total (28 entreprises)

En fonction de la taille
* 71 % (22) entreprises >100 employes
* 30 % (6) entreprises <100 employes



L'entreprise ne fournit pas le
soutien necessaire (barriere
externe)

* Tres important/important :
* 45 % du total (23 entreprises)

En fonction de la taille :
* 50 % (10) entreprises <100 employes
* 42 (13) entreprises > 100 employes



L'entreprise n’a pas de strategie claire

pour recruter ou promouvoir des m
cadres moyens issus de I'immigration

(barrieres ext.)

Tres important/important :
* 49 % du total (25 entreprises)

En fonction de la taille
* 55 % (Il) entreprises <100 employes
* 45 % (14) entreprises >100 employeés



Les entretiens d’évaluation ne sont pas
adaptés aux empoyes issus de

'immigration (barrieres externes)

Tres important/important :
* 45 % du total (13 entreprises)

En fonction de la taille
* 55 % (17) entreprises >100 employes
* 20 % (6) entreprises >100 employes



LU'entreprise a peur des reactions m
des clients (barrieres externes)

Tres important/important :
* 43 % du total (22 entreprises)

En fonction de la taille
* 29 % (9) entreprises >100 employes
* 65 % (13) entreprises <100 employeés



Conclusions m

* Les barrieres internes (manque de confiance en
soi, maitrise insuffisante de la langue) semblent
étre considerees comme plus fortes que celles
structurelles, liees a I'entreprise

* ”Ce n’est pas la responsabilité de I'entreprise si peu
d’immigrés accédent a des postes d’encadrement”



Conclusion m

* |l semble qu’il existe une correlation entre la
taille de I'entreprise et la prise de conscience des
barrieres les plus importantes

* Differences entre pays...
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