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Executive summary 

 

Objective: This thesis seeks to understand how Syrian refugees experience the process and define the 

challenges of labor market integration in the municipality of Copenhagen. Copenhagen is one of the 

most successful municipalities when it comes to labor market integration of refugees with almost half 

of the allocated refugees in employment. Perhaps due to the fact that the majority of refugees are 

deemed job ready upon arrival. However, more than half still struggle to find employment. Therefore, I 

speculated if the interaction between refugees and job consultant could hold the key to explaining the 

remaining labor market integration challenges.  

Context: Job consultants evaluate individual competencies and guide the refugees in their search for 

employment. The job consultants in Copenhagen are given 4 weeks to fulfill this task. I decided to 

explore the communication between refugees and job consultants with a culture and knowledge sharing 

approach. I employ Trompenaars and Hampden-Turner’s (2012) 7 dimensions of culture as well as the 

SECI model (Nonaka et al., 2006) to explore national culture and how it potentially affects the 

knowledge sharing practices between the Syrian refuges and the Danish job consultants.   

Research design: It is an exploratory case study consisting of mixed methods. 

Data collection: I have chosen to conduct semi-structured interviews with a job consultant and Syrian 

refugees. I have also exercised the method of observation as well as gathered electronic research. 

Analysis: Qualitative data was analyzed through coding and presented in narratives derived from the 

data structure. 

Findings: My findings identified 7 challenges to labor market integration for Syrian refugees that are 

caused by both cultural differences and deficient knowledge sharing practices. The results both 

corroborate with previous studies such as uncovering evidence of the happy migrant effect and 

conversely provide new insights such as with criticism of internships. 

Conclusion and recommendations: Thereby, this study contributes with new knowledge in a largely 

unexplored field. Indicating that a dual focus on cultural awareness and improved knowledge sharing 

practices in the job center positively influences labor market integration of refugees. Additionally, I 

recommend the execution of similar case studies in other municipalities to lay the groundwork for 

comparative research analysis of the municipalities and discover best practices. 
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1. Introduction 

This chapter firstly presents the author and the academic field the thesis is written within. Secondly, it 

outlines the purpose of the thesis and the motivation behind it. Thirdly, it provides the reader with 

background information to ease into the circumstances of the refugee crisis in Denmark. Furthermore, 

this chapter includes the problem definition and the research question. Finally, the chapter overview 

outlines the structure of the entire thesis.  

 

The researcher is a student of international business communication – multicultural communication in 

organizations (IBC – MCO). The purpose of this study is to understand the labor market integration 

challenges for Syrian refugees in the municipality of Copenhagen (KK) from a communicative 

perspective. Within the social sciences the term “communication” is defined by scholars as the study of 

human interaction and the exchange of information including language, both verbal and non-verbal 

(Cayne & Bolander, 1991; Shannon & Weaver, 1951; Schramm, 1971; Barnlund, 1970). The intended 

audiences are students and scholars but also decision-makers, civic organizations, businesses, refugees 

and others who might find it useful. This study invites the reader to be critical of the approaches to 

labor market integration of refugees in Denmark based on the testimonials from Syrian refugees and a 

job consultant. 

1.1. Purpose and motivation  

This section elaborates on the personal motivation behind the study as well as the scientific purpose. 

The purpose of the thesis is to explore the challenges of labor market integration for Syrian refugees in 

Copenhagen1. To put the relevance of the topic in perspective, the ramifications of the global refugee 

crisis is firstly presented and secondly the ramifications of refugees arriving in Denmark are briefly 

touched upon.  

 

The global refugee crisis at a glance 

Why are refugees a hot topic in the media? To phrase it bluntly, we are living in one of the worst 

humanitarian crisis in the new century. According to UNHCR (2016) 65.3 million people were forcibly 

displaced as a result of war, persecution and generalized violence in 2015. A refugee is per definition a 

person who seeks asylum from persecution in other countries (UNHCR, 2017a). More than half of the 

refugees originate from Syria, Afghanistan and Somalia (UNHRC, 2016; DR, 2017a). Syrian refugees 

will be the heart of the thesis since Syrians are the predominant group amongst refugees and the 

                                                
1 Copenhagen henceforth refers to the municipality of Copenhagen 
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country arguably faces the largest displacement crisis of all time. The UN refugee agency has increased 

its attention to Syria from where an estimated 11 million refugees have fled (Syrian Refugees, 2017).  

 

The next question that quickly takes form is: why should European countries care about the refugee 

crisis in Syria? For the very simply reason that it is a global, social and economic issue that also affects 

the Western world. However, the cause of flight has been overshadowed by world leaders’ reaction to 

the sheer number of refugees and the difficult task of where to relocate them to. In the beginning of 

2017 all eyes were on the president of the United States, Donald Trump, when he signed a potentially 

unconstitutional executive order that banned persons originating from 7 countries of concern from 

entering the US (Diamond, 2017). One of the reasons given was to ensure the safety of the American 

people from terrorist acts. It has solidified the position of the US as against immigration of certain 

nationalities that happened to be predominantly of Islamic belief. The vulnerability of the groups was 

deemed less significant than the possibility that their presence might be a threat to the American 

people. On December 4th 2017, the Supreme Court approved a temporary entry prohibition against 

civilians from 8 countries including Syria (DR, 2017f). 

 

Limiting immigration and asylum approvals have become a human rights issue. The human rights 

watch (2016a) and UNHRC (2016) expressed concern over the matter of blanket returns of irregular 

migrants, which is not consistent with European or international law. The non-refoulement clause 

states that a person arriving on the territory or at the border of a state must be given access to the 

procedure that determines his or her status (Refworld, 2017). This statement stems from the 1951 

Geneva Convention, where Denmark participated in clarifying the rights and obligations of nations to 

protect more than 30 million displaced refugees in the aftermath of WWII (UNHRC, 2017c). The EU-

Turkey agreement could result in the return of refugees to States where there is a high risk of loss of 

freedom and even life. Having said that, the agreement aims to improve humanitarian conditions inside 

Syria. European leaders have reasoned the EU-Turkey agreements as a means to prevent deadly sea 

crossing and human smuggling (HRW, 2016b). One can wonder why passage into Europe is not made 

legal. Unfortunately, Europe’s resettlement commitments in September 2015 to approximately relocate 

160,000 persons from Greece and Italy does not match the arrival of more than one million asylum 

seekers and migrants in Europe (EC, 2016). Likewise, the agreed deal between EU and Libya has 

caused major concern from Doctors Without Borders. The health system is reportedly collapsing and 

containing refugees, migrants or asylum seekers in the country is described as inhumane and not in 

accordance with international law (MSF, 2017). Which begs the question if Turkey and especially Libya 

is equipped to take care of asylum seekers and migrants. According to Kenneth Roth, the executive 
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director of HRW (2016a), containing the flow of refugees “is more likely to be a death trap than a place of 

sanctuary [in Libya]”. 

 

Still, the world is divided when it comes to allocation of refugees. Some European countries advocate 

for a zero-immigration plan of action while the Chancellor of Germany, Angela Merkel, leads the 

supporters of immigration by opening Germany’s borders and encouraging a divide of the 

responsibility when it comes to resettling refugees2 in the EU (Traynor et al., 2016). The countries that 

have played an active part of accepting and integrating a high number of refugees have inspired this 

thesis. While the Danish government has not exactly laid out a welcome mat for refugees, they have by 

their own definition been successful with labor market integration of refugees. Which makes me 

wonder, how is successful labor market integration of refugees measured? Do the refugees themselves 

feel satisfied with their employment? What are the labor market integration challenges for refugees in 

Denmark? To answer those questions, I decided to talk to Syrian refugees in the municipality of 

Copenhagen to discover if they also experience the process of labor market integration as successful.  

1.2. Problem definition 

This section defines the problem definition and presents the research question. Upon closer 

investigation, I discovered how labor market integration of refugees in Denmark had been progressing 

and two problems stood out. Firstly, there is a lack of case studies targeting individual municipalities, 

leaving a research gap that this thesis attempts to fill by focusing on the municipality of Copenhagen. 

Secondly, case studies have so far remained focused on defining the implications of labor market 

integration of refugees upon the host country and thereby disregarding the voice of the refugees 

themselves. This study gives Syrians refugees the opportunity to share their side of the story. Research 

conducted by Danish Employer’s Association (DA) shows that progress is being made, as three times 

as many refugees found employment in 2016 compared to 2015 (Fihl et al., 2017). However, that 

accounted for merely 12% of the total amount of refugees in Denmark being employed in 2016. That 

number increased to 1 in four refugees being self-supported in 2017 (DR, 2017d; Skaaning et al., 2017) 

and according to DREAM3 41,9 % of non-Western immigrants were employed in Copenhagen in the 

first quarter of 2017 (Brygger, 2017c). While it is encouraging the progress is being made, labor market 

integration of refugees remains a challenge for the Danish labor market. There is a vast difference of 

labor market integration success in the municipalities and 43 of the 94 municipalities are experiencing a 

decline in employment of refugees (Brygger, 2017c). Furthermore, the government aims to have more 
                                                
2 Refugees and re-united families will subsequently be deemed the overall term ‘refugees’.   
3 The Ministry of Employments’ database 
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than 50 % of refugees employed by 2020,which arguably requires further exploration both of the 

progress and also of the remaining challenges of labor market integration (Skaaning et al., 2017). 

 

From an economic standpoint labor market integration of refugees is vital since the Danish labor 

market is shortly expected to be in shortage of qualified workers (Bang-Petersen, 2016; BM, 2017). 

However, the Confederation of Danish Industry (DI) argues that while a qualified work force is 

needed, it has to be a work force with the right qualifications (Engberg, 2015). Which begs the 

question: do refugees not have the right qualifications for the Danish labor market? What other labor 

market challenges could there be and how are they defined? This study investigates how Syrian refugees 

interact with job consultants. Thereby, exploring the interaction between the people targeted for 

change (the refugees) and the agents of change (the job consultants). Particularly, this thesis seeks to 

explore how the labor market integration strategies are communicated to the resident Syrian refugees in 

KK.  

 

There is extremely limited research on the cultural and communicative challenges of labor market 

integration. Therefore, I intend to explore the communication practices between Syrian refugees and 

job consultants and if culture plays a role. I seek to understand to what degree the labor market 

integration strategies are understood by interviewing Syrian refugees. How do Syrian refugees feel 

about the solutions to labor market integration? Considering that refugees’ mistrust to their own 

government culminated in the abandonment of their home, they may harbor strong reservations 

towards authority, in this case the Danish state. Are refugees willing to share their concerns with their 

job consultants? What is the extend of the relationship between refugees and job consultants and what 

do they generally discuss in their meetings? I thereby seek to understand what knowledge is successfully 

transferred and if there are processes of knowledge sharing that are not taking place. In that case, why 

is knowledge not shared and is a difference in national culture the reason? The thesis is built around a 

research question (RQ): 

 

RQ: How do Syrian refugees experience and define the challenges of labor market integration in 

Denmark? 

 

Research delimitations 

The exploration of culture is limited to national culture meaning that the role of organizational culture 

is not investigated in the thesis. Furthermore, the thesis acknowledges the role of businesses and their 

willingness to incorporate a refugee workforce but does not investigate this topic further. Instead the 
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focus remains of the exchange of knowledge between Syrian refugees and Danish job consultants in the 

municipality of Copenhagen. 

1.3. Chapter overview  

The thesis consists of 9 chapters and is further divided into sections. Chapter 1 introduced the purpose 

of the study and the problem definition that lead to the research question. Chapter 2 presents the 

literature review consisting of case studies and theoretical concepts. Chapter 3 presents the 

methodological approaches of the thesis. Chapter 4 provides the context for labor market integration 

of refugees in Denmark. Chapter 5 presents the findings. Chapter 6 is the discussion and chapter 7 

displays the conclusion. While chapters 8 and 9 account for the sources and appendices. 

2. Literature review  

This chapter presents the literature review. It has been divided into two: firstly, a collection of global 

refugee case studies. Secondly, I present theoretical concepts from the fields of culture and knowledge 

management respectively. This thesis contributes with new knowledge on how Syrian refugees 

experience and define the labor market integration challenges they face in Copenhagen. As I’m seeking 

their perspective, I have chosen to approach this from a communicative angle. Specifically, looking at 

the interaction between Syrian refugees and Danish job consultants. This brings two things into play. 

Firstly, the aspect of communicating across cultures and secondly, how knowledge is transferred in this 

setting. Therefore, national culture and knowledge sharing are the two main theoretical pillars of the 

literature review. However, before exploring the theoretical data, I present the findings from global 

refugee studies up to now.  

2.1. Global refugee case studies  

This section deals with the case studies that are related to labor market integration of refugees. While 

global refugee studies have in recent years increasingly become a point of interest, it is still questioned 

by some scholars to be a distinctive field in itself (Black, 2001; Gatrell, 2017; Fiddian-Qasmiyeh et al., 

2014). Often the study of refugees equals the study of forced migration and thus branches out into 

multiple other disciplines such as politics and economics. Therefore, to be able to investigate how 

Syrian refugees experience and define the challenges of labor market integration in Copenhagen, one 

first have to understand the related topics and the various challenges that typically arise when speaking 

about labor market integration of refugees. The incorporation of previous case studies is relevant 

because these case studies serve as a strong indicator of the complexity of labor market integration of 

refugees. They provide insight into the circumstances that surround refugees and the reality in which 
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they live. The studies magnify the importance of solving not only labor market integration of refugees 

but also the bigger issue of counteracting human trafficking, conflict and war. The following case 

studies have been conducted in a variety of disciplines. I have chosen to include findings that cover 

policy development, institutional structures, European labor market integration strategies and cultural 

awareness because they are the most representative. Together they help clarify the known challenges of 

labor market integration of refugees and paint a broader picture of the implications of labor market 

integration of refugees.   

2.1.1. Policy development  

Arguably, policy development studies are indirectly linked to labor market integration since they 

provide a great deal of context to what policies have been developed to fit which circumstances. This 

sets the backdrop for how refugees are received and categorized from a political perspective while it 

still lacks the perspective of refugees themselves. This section presents a brief overview of the history 

of European policy development and the lack of localized case studies in the municipalities.  

 

Entering refugees into the labor market is a contemporary challenge that has become increasingly 

relevant in recent years. According to DFH (2017) more than 2 million asylum applications have been 

documented in Europe alone in 2015. Which begs the question how does countries in Europe 

integrated refugees into their respective labor markets? Beginning in the 1980’s the OECD4 countries, 

Denmark included, decided to increase border control, enhance inspections and narrow down the 

definition of a refugee to protect national sovereignty and in particular economic affairs by means of 

legislation such as the Aliens Act that led to a decline in granted asylum applications in the EU-15 

countries (Constant et al., 2013). According to Black (2001) the judicial decisions has left a legacy of 

control, rationality and failed humanism. The emergence of EASO5 in 2010 began operating with 

European best practices and disclosed that policymaking is predominantly determined at a national 

level (Constant et al., 2013). Constant et al. (2013: 462) explain the change in public attitude and 

xenophobia as “politicians who have encouraged the demonization of asylum seekers as cheats and fraudsters, creating a 

climate of opinion in support of restrictive policies”. A Danish policy introduced in 1989 aimed to disperse 

resettled refugees to smaller cities, which unfortunately led to higher unemployment, lower earnings 

and decreased welfare (Constant et al., 2013). This is a repetitive story in Europe that has proven 

                                                
4 Organization for Economic Co-operation and Development originated in 1960 with 18 European countries and today 
consists of 35 member countries (OECD, 2017). 
5 The European Asylum Support Office  
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unsuccessful and the main barriers remain language proficiency, recognition of skills and lack of 

education (Constant et al., 2013). 

 

A critique that is mentioned in Seukwa’s research is the “gap between theoretical ambition and the reality of 

harmonization” of European polices that calls for more empirical data (Seukwa, 2013: 10). While research 

on economic integration in regional markets has recently developed (Konle-Seidle et al. 2016; Seukwa, 

2013), Martinoia’s (2011) study on the cohesion between economic integration and migration flows in 

the EU points out that there is a lack of studies regarding the impact of integration on economic 

growth. Meaning that Europe is not yet equipped with the knowledge to solve the global challenge of 

labor market integration of refugees that has to be assessed according to the circumstances of each 

individual country, municipality and city. Seukwa concludes with the remark that “the data available on the 

life of refugees – both quantitative and qualitative - are insufficient” (Seukwa, 2013: 286). In Denmark the 

government has decided upon a labor market integration strategy for refugees that are acted out by the 

98 municipalities across the country. The scope of this paper is limited to the municipality of 

Copenhagen. Thereby, this study contributes to the few case European studies conducted on labor 

market integration of refugees in a municipality.  

2.1.2. Institutional structures  

This section briefly outlines what role and responsibility government, NGOs and private businesses 

take when it comes to labor market integration of refugees. A Swedish study criticizes institutional 

structures for being at cross-purposes with immigrants, arguing that integration takes place at the 

grassroots level with NGOs and municipal efforts, which is why this paper has chosen the same 

parameters with Welcome House and KK as institutions of interest (Hellgren, 2015). These are the 

places where refugees are first introduced to the Danish labor market integration policies and NGO 

initiatives. Chapter 4 provides more details regarding the institutional structures in Denmark and the 

labor market integration practices in Copenhagen. On another note, Seukwa (2013) critiques case 

studies for having a predominantly applied deficit-oriented approach that fails to take into account the 

resource perspective of businesses. Rather than focusing solely on what competencies refugees need to 

have to enter the labor market, Seukwa (2013) is of the opinion that businesses should be targeted and 

focus should be put on the competitive advantages businesses can gain by adopting a sustainable 

strategy that is target at refugees. The initiative ‘Collaborating on Integration’ was launched in Denmark 

in 2015 that encourages businesses to take on more responsibility (UIM, 2017a). However, the 

municipalities are for the most part responsible for successful labor market integration of refugees in 

Denmark and their strategies will be the focal point in this paper.  
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2.1.3. Labor market integration strategies in Europe 

This section primarily deals with the strategies European countries have adopted to handle labor 

market integration of refugees. Moreover, it introduces the heated matter of ‘burden sharing’.  

 

Konle-Seidl et al. (2016) present an analytical review of the European labor market based on past and 

current strategies of various member states, which incorporate suggestions for good practices of 

integrating refugees. According to Konle-Seidl et al. (2016) financial resources, infrastructure and 

especially the readiness of each member state determines whether or not integration of refugees in a 

variety of areas such as labor market integration and education is successful. According to Martinoia 

(2011) there are many other possible factors that influence successful economic integration such as 

unemployment rates, EU and national law and living standards. Still, Konle-Seidl et al. (2016) stipulate 

that labor market integration of refugees is a favorable solution from an economic point of view. 

Investments in language courses, skill assessment, recognizing foreign credentials and individual 

integration plans may result in increased employment of refugees. However, arguably more studies have 

to be conducted to prove this hypothesis as true. Therefore, this thesis conducts exploratory research 

to further understand the link between integration efforts and employment rates of refugees.  

 

Hellgren (2015) concludes that unemployment and lack of intercultural encounters limits integration. 

Suggesting that labor market integration and interaction between refugees and locals is the best path 

forward. Where as Seukwa’s (2013) recommendations for future measures include increased European 

funding, strengthening corporation between actors in the labor market and refugee organizations as 

well as targeting refugees specifically through support programs. These strategies are supported by the 

Europe 2020 strategy for “social inclusion of vulnerable and disadvantaged groups” (Seukwa, 2013: 286). This is 

relevant for this thesis that will look at how refugees interact with their job consultants as well as the 

support they receive at Welcome House (WH). 

 

Sharing the burden  

The case studies that have been conducted in major European cities so far have mainly focused on the 

pull-factors of labor market conditions, how European and national policies have decreased the 

amount of asylum applications and how the EU has divided the “burden sharing” (Constant et al., 2013: 

463). The term “burden sharing” illustrates how labor market integration of refugees is verbalized. Why 

not approach the arrival of refugees as a positive? Does the negative tone affect how labor market 

integration challenges are defined and perceived? Repetitive successful labor market integration 

strategies have not yet been validated as the refugee situation continuously develops. The gaps in 
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literature remain what are the best practices in various countries for integrating refugees into respective 

labor markets. This can possibly be explained by a lack of regional studies and in addition the effects of 

labor market integration strategies are not yet measurable. However, recommendations based on 

European case studies are coherent with Danish initiatives in terms of an intensified focus on labor 

market integration of refugees. Whether or not these recommendations will be effective (enough) is yet 

to been seen. The thesis aims to provide in-depth knowledge on the specific circumstances in 

Copenhagen and the effects of the local labor market integration program on Syrian refugees. 

2.1.4. Cultural awareness 

This section exhibits that a lack of cultural awareness leads to poor skills assessment of refugees as well 

as a misinterpreted understanding of their true concerns.  

 

Identifying individual competencies 

Seukwa (2013) has confronted the labor market integration challenge with a target group oriented 

approach conducted in four major European cities. One of the main conclusive points derived from 

the research is that nations have an opportunity to take “advantage of experiences of new arrivals in 

developments within various trades” by developing methods of evaluating competencies (Seukwa, 2013: 273). 

In Denmark, the individual competence assessment (IVK) is part of the integration program (BM, 

2017). However, the Confederation of Danish Industry (DI) finds the evaluations too generic and 

criticizes the approach (Petersen, 2017). Konle-Seidl et al., (2016: 37) argue that intercultural trained 

caseworkers lack specific cultural skills to deal with skill assessment where “adequate tools are only scarcely 

developed”. Thus, cultural awareness is identified as a critical factor for the proper execution of the IVK 

process.  

 

The happy migrant effect 

The “happy migrant effect” explains why refugees appear happy and choose not to express any 

dissatisfaction. Garrett et al. (2008) discovered how patients with little or no English perceive the health 

care system in a positive light despite experiencing negligence. The reason why some foreigners might 

appear ‘happy’ was found to be a lack of knowledge of where to direct complaints, inability to 

communicate in English, different cultural norms and a positive comparison of treatment compared to 

the old oppressive regime (Garrett et al., 2008). This leaves the possibility that Syrian refugees might 

also for similar reasons project an image of being satisfied at the job center.  
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2.1.5. Labor market integration challenges  

The final section of the first part of the literature review summarizes the challenges businesses are 

expected to encounter when recruiting refugees. Table 1 presents 7 perceived labor market integration 

challenges in Denmark that are based on European case studies and data collected from the Danish 

Refugee Council (DFH). They are deemed ‘perceived challenges’ in this study. The thesis sets out to 

investigate if these challenges are recognizable by Syrian refugees in KK through the gathering of 

empirical data.  

Table 1. Perceived Challenges of Labor Market Integration of Refugees 

1. Refugees’ professional qualifications are 

not always sought after 

2. Refugees suffer from physical and 

psychological damages 

3. Refugees lack a network 

4. Refugees experience a language barrier 

when using JobNet 

5. Refugees generally have a low Danish 

proficiency  

6. Refugees’ individual competencies are 

not recognized 

7. Refugees lack education 

Note. Data for perceived labor market challenges of refugees in Denmark retrieved from BM, 2016; Constant et al., 2013; 

DFH, 2017; KK, 2017. Copyright 2017 Rikke Herbst-Jensen  

 

This concludes part 1 of the literature review. As evident from the previous pages, the case studies 

conducted in relation to labor market integration of refugees are relatively few. As it is a contemporary 

challenge there are no specific theoretical guidelines. Therefore, I’ve chosen to incorporate theory from 

the fields of culture and knowledge management to investigate how Syrian refugees in KK experience 

and define the labor market integration challenges. I’ve chosen to use national culture theory and 

knowledge conversion theory for the reason that scholars have over the last two decades found a 

connection between national culture and how it influences knowledge sharing (King, 2007; Ang et al., 

2007; Yoo et al., 2002; Leidner et al., 2006; Leung et al., 2005; Kohlbacher & Krähe, 2007). The 

argument is that efficient knowledge sharing caters to the cultural preferences of the parties that are 

involved. Is the successful integration program in KK due to an awareness of cultural differences? On 

the premise that the transfer of knowledge is successful in KK, it is interesting to observe to what 

extent knowledge is being shared and if culture plays a role in this process that takes place between 

Syrian refugees and job consultants. The second part of the literature review presents the theoretical 

concepts and models that are employed in this study.  
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2.2. Culture  

In the interest of constriction, this section presents a focus on national culture (NC). National culture 

theory is included since the exchange of knowledge is between two different nationalities, namely 

Danes and Syrians. A popular theoretical assumption is that cultural heritage explains individual 

behavior, which is of interest when exploring how Syrians evaluate their interaction with Danish job 

consultants. Culture is firstly defined and subsequently Trompenaars and Hampden-Turner’s (2012) 

seven dimension of culture model is explained.  

2.1.1. Defining culture 

The term ‘culture’ has been widely discussed. Kroeber & Kluckhohn (1952: 442) declared that: “there is 

a cultural element in most human behavior”. What does that mean exactly? According to Plog & Bates (1976) 

culture is "the system of shared beliefs, values, customs, behaviors, and artifacts that the members of society use to cope 

with their world and with one another, and that are transmitted from generation to generation through learning”. This 

paper will follow Hall’s (1989) popular analogy of how culture resembles an iceberg in that is largely 

invisible and very complex to understand for an outsider: “Just as nine-tenths of the iceberg is out of sight and 

below the water line, so is nine-tenths of culture out of conscious awareness. The out of awareness part of culture has been 

termed deep-culture”. Meaning that only 1/10th of culture is noticeable at first, such as language, clothes 

and music (Hall, 1989; Trompenaars and Hampden-Turner, 2012). However, social interaction, religion 

and perception of justice, to mention a few, are invisible and are so-called elements of deep-culture that 

can potentially be uncovered over time (Hall, 1989; Trompenaars and Hampden-Turner, 2012). 

Hofstede (2017) defines culture as “the collective programming of the mind that distinguishes the members of one 

group or category of people from others”. Thus, what is agreed amongst scholars is that culture is learned and 

that it involves a group of people that share the same beliefs. What is discussed amongst scholars is 

which attributes define cultural belonging. 

2.1.2. The dimensions of culture 

Hofstede (2010) categorized national culture into 6 cultural dimensions. While Hofstede is arguably the 

most cited scholar, he is simultaneously widely critiqued for lacking nuance when assessing national 

culture and for being outdated (Baskerville, 2003; McSweeney, 2002; Kirkman et al., 2006; Javidan et 

al., 2006). Still, Hofstede’s work has been the foundation for other researchers. Trompenaars and 

Hampden-Turner (2012) have since developed seven fundamental dimensions of culture that identify 

behavioral tendencies (see table 2). Accepting the premise that universal cultural truths do not exist 

because cultures are dynamic and ever changing. However, the cultural dimensions remain relevant as 

they can identify cultural challenges that might be emerging when integrating Syrian refugees into the 
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Danish labor market. Therefore, these dimensions will be explored and differences between Denmark 

and Syria are identified. On a final note, it is worth mentioning that defining national culture is merely 

an attempt of generalizing a concept that is extremely complex while recognizing that individuals may 

deviate from their cultural heritage. 

Table 2. The Seven Dimensions of Culture 

 

 

 

 

 

 

 

 

 Reproduced from: Riding the waves of culture (2012) 

 

Trompenaars and Hampden-Turner (2012) explain the 7 dimensions of culture as follows. The first 

dimension defines the extent to which people place importance in rules or relationships. Universal 

cultures value rules and particular cultures value relationships. Hall (1989) uses the term high-context 

culture about a group where meaning can be derived from few words, unlike low-context cultures 

where meaning is explicitly spoken, also known as being direct. However, Cardon (2008) criticizes Hall 

for lacking empirical data to prove his hypothesis. The second dimension defines how people view 

themselves as individuals or as part of a group. The group provides support and safety on the account 

of loyalty. The third cultural dimension evaluates how far people get involved, which is deemed either 

specific or diffuse. Specific cultures keep work and personal life separate. Diffuse cultures blend 

personal and professional life by i.e. interacting with colleagues socially outside of work. The fourth 

dimension defines how people express emotions. Emotional cultures speak their mind where as people 

who belong to neutral cultures tend to keep their private thoughts and feelings to themselves. The fifth 

cultural dimension describes national culture as either belonging to achievement or ascription. It is 

visible in relation to how people view status. In achievement cultures you are what you do where as in 

ascription cultures you are valued for whom you are. 

  

That leads us to the last two dimensions that deal with time and environment. The sixth cultural 

dimension assesses time management. Where one culture has an understanding of time as sequential 

1. Universalism versus Particularism 

2. Individualism versus Communitarianism 

3. Specific versus Diffuse 

4. Neutral versus Emotional 

5. Achievement versus Ascription 

6. Sequential time versus Synchronous time 

7. Internal direction versus Outer direction 
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another may have an understanding of time as synchronous. The seventh cultural dimension explores 

how people relate to their environment by having either an inner or an outer locus of control. An inner 

locus of control means that people take responsibility of their own fate where as an external locus of 

control means that the environment controls people. While the model is based on Hofstede’s research, 

Hofstede (1996) has heavily critiqued the 7 dimensions for lacking validity and merely conducting the 

analysis at a country level. This concludes the culture theory section of the literature review. The next 

section presents theories within knowledge management. 

2.3. Knowledge management 

This section firstly presents what knowledge management (KM) is. Secondly how knowledge can be 

transferred and thirdly how knowledge can be created. In theoretical terms this is known as knowledge 

conversion theory. In this paper I will explore the process of exchanging and creating knowledge 

through the SECI model.  

 

KM gained precedence in the 1990’s and is described as: “the process of capturing, distributing and effectively 

using knowledge” (Hansen et al., 1999: 106; Koenig, 2012). Hansen et al. (1999) have established two 

strategies within KM called codification and personalization. The codification strategy centers on 

storing knowledge for purposes of re-using, where the personalization strategy centers on 

communicating face-to-face with expert solutions to complex problems. What type of communication 

strategy is typically used between Danish job consultants and Syrian refugees? Does it center on face-

to-face interaction or more on digital post? In essence, I’m exploring how knowledge is exchanged 

between job consultants and Syrian refugees. 

 

The original concept of knowledge conversion was solidified in Shannon & Weaver’s (1951) 

transmission model. Similar communication models were contested by Gerbner (1956); Lasswell 

(1948); Newcomb (1953); Westley & MacLean (1957) and Jakobson (1960). Communication is viewed 

as a two-way street between sender and receiver. The model has since developed to include feedback 

(see figure 1), which is essential to understand to what extent the sent message has been understood by 

the receiver. This is exactly the type of exchange of information this thesis investigates. Is the labor 

market integration strategy being communicated to, as well as understood by, refugees in the job center 

in KK? The job consultants are responsible for balancing expectations and assisting refugees into the 

Danish labor market. This is the practical level where the interaction takes place between the two 

groups. If the line of communication is open and clear, individual objectives can be prepared in 

accordance with the citizen’s ability. However, can refugees, who escaped an oppressive regime, be 
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expected to share their concerns and questions with Danish job consultants? Do Syrian refugees 

understand the labor market integration strategy and what do they think of it?  

 

Figure 1. The Transmission Model 

 

   

   

    

 

 

 

Reproduced from Shannon & Weaver (1951) 

 

While Chandler (1994) agrees that the transmission model laid the groundwork for information theory, 

he also critiques the transmission model for being quite simple. Chandler (1994) contends that one 

must first understand what communication is, arguing that communication is constructing meaning 

together rather than simply transmitting one message. Thus, the transmission model is limited to 

explaining how information travels and does not explore how knowledge is created between 

individuals. Zorn et al. (2004) dive further into the argument of whether knowledge is transferred or 

constructed by arguing that it depends on the type of knowledge. Zorn et al. (2004) divide knowledge 

into explicit and tacit knowledge. Explicit knowledge can be extracted from one individual, put into a 

database and accessed by all employees where as tacit knowledge is shared only through social 

interaction. Nonaka et al. (2006: 1182) follow the premise that knowledge is both tacit and explicit and 

argue that knowledge sharing: “enhances the capability to define a situation or problem, and apply his or her 

knowledge so as to act and specifically solve the problem”. This process is explained in the SECI model (see 

figure 2). 
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Figure 2. The SECI Model 

 

 

 

 

 

 

 

 

 

 

 

 

Reproduced from Nonaka, 2006  

 

The SECI model explains how knowledge is shared and created in an organization through 4 stages. 

The stage of socialization shares tacit knowledge through practice, guidance, imitation, and observation 

(Nonaka et al., 2006; Frost, 2012). Externalization shares tacit to explicit knowledge (Nonaka et al., 

2006) and according to Frost (2012) this process is debatable since tacit knowledge is difficult if not 

impossible to codify. Combination is sharing explicit knowledge such as codified documents (Nonaka 

et al., 2006). Internalization is sharing explicit to tacit knowledge, thereby internalizing knowledge 

(Nonaka et al., 2006; Frost, 2012). According to Nonaka et al. (2006), the process of creating and 

sharing knowledge is continuous. However, Gourlay (2006: 11) critiques the SECI model for the lack 

of learning theory, that managerial authority limits creativity and innovation and finally that knowledge 

according to Nonaka and his colleagues is a personal, justified belief rather than a: “true, warranted belief”. 

Meaning that the SECI model can identify knowledge sharing processes, but it is not able explain how 

new ideas are created. Andreeva & Ikhilcik (2011) argue that the SECI model rests on the premise that 

individuals want to share knowledge. Furthermore, Andreeva & Ikhilcik (2011) conclude that the 

model is culturally universal but that cultural sensitivity is advised for a smoother knowledge 

conversion process. Which begs the question: is the way we share and create knowledge influenced by 

our national culture?  

 

Still, Nonaka et al.’s (2006) SECI model is renowned within its field of KM. The knowledge conversion 

model rests on the premise that people share knowledge, which seems to be the case in KK where 

labor market integration of refugees is highly successful compared to other municipalities. For that 

reason it is fitting to apply the model to understand which knowledge sharing processes are taking place 

between job consultants and Syrian refugees in KK and also which knowledge sharing processes are 
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not taking place. However, for knowledge to be shared there has to be space and time also known as 

the concept of “Ba” (Nonaka et al., 2006). In the sense that sharing and creating knowledge requires 

both physical and mental space. Nomura (2002) describes Ba as the: “circulation of knowledge”. This is 

particularly important in the stage of socialization, known as the originating ba, where “individuals meet face-

to-face, share emotions, feelings, experiences and mental models” (Nonaka et al., 2006). In the case of KK, does 

the job center have an originating Ba that facilitates successful labor marker integration? 

 

There is a Ba for each of the 4 stages of the SECI model. While there is no strategic guide for the 

design of Ba, each department in an organization should according to Nomura (2002) develop one, to 

ensure competitive advantage. The first Ba has already been presented, the remaining three Bas are laid 

out in the following. Externalization leans on the interacting Ba that has individuals working with peers. 

“Through dialogue, their mental models and skills are probed, analyzed and converted into common terms and concepts” 

(Nonaka et al., 2006). The cyber Ba handles explicit knowledge in cyber space and combines existing 

information with new knowledge typically in the form of documents (Nonaka et al., 2006). Finally, 

there is the exercising Ba that: “supports the individual’s internalization of explicit knowledge…[through] focused 

training with instructors and colleagues [that] consists of repetitive exercises that stress patterns of behavior and the 

establishing of such patterns” (Nonaka et al., 2006). Each Ba serves a purpose of increasing knowledge 

sharing and creation: The existence of Ba in KK is explored in this case study.  

 

Sub conclusion 

The literature review has revealed that there are hardly any case studies that deal with the challenges of 

labor market integration of refugees. Since the purpose of this study is to understand how Syrian 

refugees experience and define the labor market challenges in KK, I have chosen to lean on the 

theoretical concepts and models from the fields of culture and knowledge management. Before 

revealing the findings, I will disclose the methodological approaches.  
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3. Methodology  

In this chapter the methodological choices are outlined and explained. An overview of the 

methodological and philosophical approaches chosen for this study can be seen in table 3.  

Table 3. Methodological Assumptions Employed in This Study 

Research design Single exploratory case study 

Ontology Relativism  

Epistemology Social constructivism 

Methodology Qualitative  

Data collection Electronic research, observation and interviews 

Data analysis Grounded theory and coding 

Data presentation  Narratives 

3.1. Research design  

Firstly, this section presents the reasons as to why the case study approach was chosen. Secondly, it 

outlines the scope of the paper in terms of the point in time that has been investigated. Finally, the 

arguments for conducting a qualitative study are given. 

3.1.1. The case study approach  

A case study approach was chosen to explore how Syrian refugees experience and define the labor 

market challenges in the municipality of Copenhagen. This case study follows Yin’s definition as “an 

empirical inquiry that is investigating a contemporary phenomenon […] with multiple sources” and is thereby intensive 

case study with a single case focus (Yin, 2013; Eriksson et al., 2008: 118). In an intensive case study 

prior research, empirical findings and theoretical ideas are constantly guiding the process in the current 

research meaning that the direction of the case study can change according to new findings (Eriksson et 

al., 2008; George & Bennett, 2005). Thus, I have has remained open for new developments and 

interpretations as to deliver findings that remain relevant for the current situation. Furthermore, this 

case study is also instrumental in that it uses a particular case, namely KK, when other municipalities 

were also open for further investigation (Huby et al., 2011). However, the case study approach has been 

criticized for not providing valid facts because it is based on descriptions rather than statistical evidence 

(Eriksson et al., 2008) as well as being unusable as a means to generalize on the basis of a single study 

(Flyvbjerg, 2006). Yet, conducting a case study is an advantageous way to accumulate a large amount of 

preliminary data, when little is known about the topic. 
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3.1.2. Scope 

Conducting a case study is also a common approach when it comes to understanding a specific 

phenomenon in a defined moment of time (Andersen 2013; Huby et al. 2011; Crowe et al., 2011). Two 

periods of time has been of interest for this case study. First, there is the context chapter that provides 

an overview of the refugee crisis that began in Denmark with the wave of refugees’ arriving in 

September 2015 to the submission of the thesis in January 2018. The first longer timespan is included 

to provide a larger context of how the labor market integration challenges of refugees have developed 

since the refugee crisis began to unfold in Denmark. This is before the tripartite negotiations (TF) and 

subsequently follows the political, public and business world response to the strategy of labor market 

integration of refugees. The second timeline is the main focus of the thesis, as it is a case study of KK, 

where the first allocated refugees arrived in 2016. The empirical data was gathered from February 2017 

until the last interview in July 2017. 

3.1.3. Qualitative research  

Doing qualitative research within the social sciences tends to be the rule rather than the exception and 

typically seeks to understand the intention of human behavior (Brinkmann et al., 2015). This fits the 

purpose of the thesis, which explores how Syrian refugees experience and define the labor market 

integration challenges in KK. This study has a qualitative nature in that it takes form as an exploratory 

case study that aims to provide in-depth knowledge about how the integration program in KK has led 

to increased employment amongst refugees and in particular how the involved parties are viewing this 

process. As part of that objective the paper takes on an ethnographic approach, which is used to study 

cultures and cultural sense-making (Eriksson et al., 2008) and aspires to also give a holistic picture of 

the cultural as well as knowledge sharing challenges for refugees when entering the Danish labor 

market.  

3.2. Research Philosophy  

The research philosophy is often determined by three interplaying concepts: ontology, epistemology 

and methodology (Eriksson et al. 2008; Brinkmann et al., 2015). The choices made for this study are 

explained in the following three paragraphs.  

3.3. Ontology 

Ontology debates the assumptions about what reality is and how it is perceived (Brinkmann et al., 

2015). Another characteristic of ontology is the division between objectivism and subjectivism 

(Eriksson et al. 2008; Andrew, 2012). In this case study both social worlds exist in relation to the topic. 
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The context chapter provides objectivity in form of how the arrival of refugees has affected the Danish 

economy, politics and societal behavior. Thereby recognizing that there is an external world beyond the 

individual. On the other hand, subjectivism is present in the empirical data that is obtained from Syrian 

refugees and a job consultant. In this regard, the study leans on interpretative views and thereby 

relativism. The purpose of combining approaches is to provide both a factual overview of the challenge 

of labor market integration but also to understand how the people who are primarily involved 

determine their reality based on their own experiences.  

3.4. Epistemology 

Epistemology is the question of how reality can be understood. Epistemology discusses what 

knowledge is and how we are capable of knowing (Brinkmann et al., 2015). The point of view of the 

subjective approach is: “that knowledge is available only through social actors” and social interaction (Eriksson 

et al., 2008: 15). Thus, the philosophical approach for the thesis falls under social constructivism. A 

social constructivist approach to management is concerned with human interaction and making sense 

of the social world (Andrew, 2012; Lanham, 2003). In this case, how Syrian refugees make sense of the 

integration program in KK and the challenges of labor market integration. Another significant 

assumption of social constructivism is “that there are many possible interpretations of the same data, all of which 

are potentially meaningful” (Eriksson et al., 2008: 20). Consequently, the discussion chapter will present 

one or more interpretations based on the findings., Yet, it is possible that other meanings, known as 

rival explanations, can be derived from the collected data (Yin, 2013: 323).  

3.5. Methodology  

The methodology section presents how knowledge was obtained. Thus, this chapter illuminates the 

choices for using electronic research, observation and interviews. The data source triangulation is a mix 

of qualitative and quantitative data consisting of both primary and secondary data.  

3.5.1. Electronic research 

This section presents the data that have been gathered by means of electronic research. Scholars argue 

that seeking out context-dependent knowledge is attractive when the expectation is to learn about a 

phenomenon (Flyvbjerg 2006; Yin, 2013; Huby et al., 2011). Therefore, a combination of sources has 

been used to provide a political, social and economic overview. Furthermore, publicized data is easy to 

access and this method quickly gives a comprehensive picture of the refugee situation in Europe, 

Denmark and Copenhagen specifically. As the topic of labor market integration of refugees has only 

recently gained momentum, few peer-reviewed publications were available. Therefore public debates, 
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newspapers and TV have been used as primary sources despite being intended for more general 

audiences and being less academic. When it has not been possible to gather empirical data from NGO’s 

and businesses themselves, their websites have provided a lot of useful information such as their own 

role and perspectives on labor market integration of refugees especially. A selection of the sources of 

the electronic data is shown in table 4. 

Table 4. Overview of Publicized Data from Chosen Actors who Deal with Labor Market Integration of Refugees 

Local and global government NGOs Unions Public debates 

- TF 

- OIM 

- UIM 

- CBSI 

- BOIF 

- BM’s DREAM-database 

- Statistics Denmark 

- UNHRC 

- KORA (renamed VIVE) 

- DFH 

- HRW 

- Welcome House 

- Springbræt 

- MSF 

- Foreningen Nydansker  

 

- DA 

- DI 

- KL 

- LO 

- Danish Regions 

- FTF 

 

- DR 

- TV2 

- The Guardian 

3.5.2. Observations 

This section explains why observation was utilized. For the purposes of this study the method of 

observation is utilized to learn more about the sample population. The method of observation is 

challenging in that requires the researcher to be both a participant and an observer (Eriksson et al., 

2008). Gaining an insider’s view was attempted by becoming a volunteer at WH. Neyland (2007: 142) 

calls this an organized social action that allows you to become a member of the group that you are studying 

and in doing this the researcher was provided with a working knowledge of the studied culture (Eriksson 

et al., 2008: 144). The culture studied at WH was that of Syrian refugees. It was a non-structured 

observation where both data regarding human interaction and intricate knowledge of the labor market 

integration program of Copenhagen was accumulated. 

3.5.3. Interviews 

This section presents the reasons for doing interviews. It introduces the two groups that were 

interviewed, the type of interviews and how the interviews were conducted. The reasons for carrying 

out interviews were threefold. Firstly, it was to evaluate the perceived challenges of labor market 
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integration of refugees. Secondly, it was to investigate national culture and thirdly it was to learn about 

the knowledge conversion process between Syrian refugees and job consultants.  

 

Two sets of semi-structured interviews were conducted for the two separate target groups. The 

perceived challenges from table 1 were the foundation for the semi-structured interview guides with the 

job consultant and the Syrian refugees. Group 1 was an interview directed at job consultants 

concerning their evaluation of the challenges of communicating the integration program in KK to 

refugees (see appendix A – Interview guide for job consultants) as seen from their personal and 

organizational perspective. This interview was conducted over the phone. No interviews were recorded 

accordingly to participants’ wishes instead the researcher took notes as well as recorded thoughts and 

experiences subsequently. Group 2 was an interview directed at Syrian refugees concerning their 

evaluation of being at the receiving end of the labor market integration strategy in KK (see appendix B 

– Interview guide for Syrian refugees), which took on a more narrative interviewing approach focusing 

on the participants’ experience with the integration program in KK. The interviews took place at WH 

where a meeting room was provided to ensure privacy and minimum distractions. However, it was 

ultimately not used since the atmosphere in the common room functioned well. Potential participants 

could observe the process that might raise their curiosity and in turn become part of the study. I 

brought a volunteer Arabic-English interpreter. An overview of the interviewees is presented in table 5.  

Table 5. Overview of Interviewees 

 Group 1: Job consultants Date Group 2: Persons with refugee status Date 

I-1 Kathrine Castberg  

Job consultant in KK, CBSI 

03/29/17 Abdel  04/11/17 

I-2   Bassam 04/11/17 

I-3   Lamia 04/11/17 

I-4   Fahim 04/11/17 

I-5   Sharif 07/04/17 

 

Andersen (2013) clarifies that the purpose of the narrative interview is to discover a collective story. 

This is in line with the objective of this study where the main focus is to uncover the interviewees’ 

individual experience with labor market integration in KK. According to Eriksson et al. (2008) the 

combination of the constructionist and the emotionalist type of interview is advantageous when you 

seek to answer both ‘what’ and ‘how’ questions such as “what type of help is the municipality offering 

you?” and “how do you feel about the prospects of getting a job?” from interview guide 1. The 
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emotionalist questions were predominant in that the refugees and labor market actors were willing to 

share their personal experiences, viewpoints and emotions. The constructionist interviewer role was 

necessary when the interviewee was less active or the interview began to move in a different direction 

than the predefined semi-structured questions. The researcher would follow up by repeating the 

respondents answer with i.e. “when you say it’s difficult to find a job, can you give me an example of 

the challenges that you have had to face”? The interviews were conducted in Danish, English and 

Arabic. I transcribed the interviews by translating them from Danish to English.  

3.6. Ethical concerns  

This section briefly presents the ethical concerns of gathering empirical data. Neyland (2007: 140) 

underline the importance of ethics as guidelines when it comes to: “understanding and protecting privacy”. 

Touching upon emotive topics such as the refugee crisis, domestic politics and social responsibility may 

be a reason for participants to fear exposure. In regards to group 2 the interviewer avoided sensitive 

topics such as psychological conditions that might be the cause of unemployment. Ethical principles 

such as informed consent and avoidance of deception, harm or risk have been an integral part of both 

the research conduction and reporting (Eriksson et al., 2008). Thus, to protect the interviewees, all 

organizations and persons were given the opportunity to be anonymous. The use of pseudonyms has 

been partially utilized. All refugees have been given a pseudonym, where as the job consultant has not.  

3.7. Data analysis  

This section presents the grounded theory approach. Coding is used as a quantitative approach to 

create a thematic network that displays the most repeated codes. The data structure is presented in 

appendix E. 

3.7.1. Grounded theory  

The term ‘grounded theory’ arose with Glaser and Strauss in 1967 and hinges on the practice of 

discovering, developing and verifying a theory from analyzed data (Brinkmann, 2015; Yin, 2013; 

George & Bennett, 2005). As is the case with this thesis, where the theoretical framework was not 

predefined but rather developed while obtaining the empirical data. Thereby, avoiding preconceptions 

of what the labor market integration challenges of Syrian refugees are and instead give the participating 

Syrian refugees a voice to define for themselves what the challenges are. 
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3.7.2. Coding 

This section presents the concept of coding. Coding is content analysis used in grounded theory 

research (George & Bennett, 2005; Attride-Stirling, 2001), which aims to present a just representation 

of the findings in this thesis. Since an underlying problem in qualitative research is generalization, 

coding is applied in an effort to strengthen the validity of the findings (Brinkmann et al., 2015).  

3.8. Data Presentation 

This section explains how the empirical data will be presented in the analysis. The presentation of the 

findings will be through narratives gathered from Syrian refugees and a job consultant.  

3.8.1. Narratives  

This section firstly explains what narratives can provide and secondly the complexity of retelling stories.  

Personal narratives are under these circumstances relevant because it allows the interpretation of the 

subjective meanings from individual interviews (Eriksson et al., 2008). This is in line with the social 

constructionist purpose of this study that is to collect and analyze stores told by chosen individuals and 

how they experience and define the labor market challenges in KK. Narratives help us understand each 

other, and ourselves. Narrative knowing is the value of interpreting, understanding and sharing 

knowledge through stories, which is always related to our own experiences (Eriksson et al. 2008: 210). 

It is an analysis of meaning that reveals what happened to whom and where (Eriksson et al., 2008). The 

challenge is to translate participants’ narratives into text because thick narratives can be difficult to 

summarize. Whilst some researchers view this as a scientific problem, others view it as: “a sign that the 

study has uncovered a particularly rich problematic” (Flyvbjerg, 2006: 239). I have attempted to provide 

realistic and objective accounts of what happened in the field through vivid and detailed descriptions. 

3.9. Validity and reliability 

This section presents the considerations that were made in terms of validity and reliability. Since I have 

been an intricate part of the data collection it has potentially influenced the responses. This has been 

the case during the semi-structured interviews where conversations between the interviewer and the 

interviewee led to socially constructed conclusions. Flyvbjerg (2006) mentions that the researcher’s 

subjective bias is a common misunderstanding in the case study and argues that it is no more evident 

than in other research designs. Furthermore: “the subjectivities of the researcher and of those who are studied are 

part of the interpretation, and documented in research diaries and protocols”, which makes the researcher a vital 

part of the knowledge production where interpretations are based on own experiences, culture and 

expectations (Eriksson et al., 2008: 30).  
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Furthermore, this paper is subject to what Andersen (2013) call inference in terms of sampling a small 

number of refugees (sample population) to generalize popular opinion amongst all refugees (total 

population). The majority of asylum seekers in Denmark come from Syria, Eritrea, Somalia, Russia and 

Afghanistan (DR, 2017). However, the Syrian sample population was also chosen for reasons of 

convenience i.e. having one Arabic translator rather than several in Farsi, Tigre, Somali and Russian. 

The sample population was obtained by simple, random selection (Andersen, 2013), which happened to 

be former inhabitants of Syria. Due to the practical circumstances emphasis was put on merely gaining 

access to the sample population as opposed to focusing on having a representative sample population. 

This fact may jeopardize the reliability of the case study in that in can only account for those persons 

who were interviewed and may not speak for the total population.  

3.10. Research limitations 

This last section in the methodology identifies the limitations of the research. Focus groups could have 

provided an interesting group discussion about the labor market challenges in KK. However, due to 

the short time frame, low accessibility to participants and language barrier this was not performed. 

Similarily, a first-hand observation of the direct communication between job consultants and Syrian 

refugees would have been ideal. Alas, this was not permitted and instead interviews of the sample 

populations were subsequently conducted as means to recall their experiences.  

4. Context 

This chapter introduces the refugee debate in Denmark, the challenges and development of labor 

market integration as well as the solutions provided by the tripartite negotiations. Finally, the 

circumstances surrounding the case of Copenhagen are presented. This chapter is rather elaborate and 

could almost be considered as part of the findings because data without context would be useless in 

this case. The metadata plays a significant role in labor market integration of refugees in Denmark for 

the simple reason that it provides perspective to the narratives of Syrian refugees in KK. The specific 

circumstances in Copenhagen have prompted a specific response by the resident refugees and should 

be seen in light of that. 

4.1. The refugee debate in Denmark 

It appears that the arrival of refugees has split the Danish people up into two opposing political stands. 

On one side, it is seen as both a moral responsibility and labor market opportunity to assists refugees. 

On the other side, the opposition are concerned with how refugees will affect the Danish economy, 
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culture and sovereignty (DR, 2017c). While securing employment for refugees is a financial expenditure 

it is also currently believed to be the strongest contributor to successful integration. Inger Støjberg and 

Troels Lund Poulsen from the Left, a Danish Liberal Party, express that: “employment is key to becoming 

part of the Danish society” (Regeringen, 2017). Marie Krarup from the Danish People’s Party argues that 

while refugees’ stay in Denmark is temporary they should be contributing through employment rather 

than receiving benefits (DR, 2017b). Still, the public funds dedicated to labor market integration 

programs have more than doubled in the last 5 years (Engberg, 2015). Thereby adding to the refugee 

debate as predominantly ruled by economic affect on Denmark and highlighting the desire for refugees 

to return to their country of origin when it is possible to do so safely. Even so, fewer refugees are 

accepting the monetary proposition in exchange for returning home voluntarily (DR, 2016).  

 

While the Socialist’s People Party and the Alternative advocate the existing solutions to labor market 

integration of refugees such as the wage subsidiaries, Liberal Alliance, the Conservative Party and the 

Left, are more focused on alternative solutions  (Kølbæk, 2016). One outcome has been the 225-hour 

rule that states that a recipient of cash benefits, educational grant or integration services must work at 

least 225 hours a year (KK, 2017c). The rule has been criticized for affecting unemployed people with 

limited working capacity that cannot fulfill the full hour requirement and in turn have their benefits 

reduced (DenOffentlige.dk, 2017). However, in recent years employment of refugees and immigrants is 

not the only thing political parties have begun to agree upon. The Social Democrats Party has moved 

closer to the Danish People’s Party when it comes to tightening integration and immigration policies 

(DR, 2017c). Leading to yet another common denominator for refugee politics in Denmark, namely the 

political interest of limiting the arrival of refugees and thereby avoiding a multi-ethnic society (C - the 

Conservative Party, 2017; Å - the Alternative Party, 2017; A – the Social Democrat Party, 2017). Since 

1989, Denmark has voluntarily participated in FN’s quota system that has allocated on average 500 

refugees a year (Information, 2017). The Danish minister for immigration, integration and housing, 

Inger Støjberg, is now attempting to completely annul this deal (Dyhr, 2017). Thereby, focus has 

shifted away from integration and towards how to put a doorstop to the wave of refugees. The 

intention of receiving fewer refugees is succeeding through EU’s efforts with improving conditions in 

refugee camps and affected communities as well as the deal with Turkey (DR, 2017c; DFH, 2017). 

However, it solidifies Denmark’s position as reluctant to carry part of the responsibility of the global 

refugee crisis.  
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Labor market integration strategies of refugees in Denmark  

Due to the outbreak of civil war in Syria in 2011, a wave of Syrian refugees arrived in Denmark on 

September 7th, 2015 (Tofte, 2016; DR, 2017a). This led to a series of governmental policies that would 

shape the Danish approach to integration of refugees with the intention of making them: “participating, 

self-supporting and contributing citizens6” (UIM, 2017b). The strategy of the Danish State is to integrate 

refugees into the labor market where they can give back to the society. According to UNHCR (2017b), 

Denmark harbored an estimated 27,326 refugees in 2015, primarily from Syria. Out of those 844 were 

unaccompanied Syrian minors that applied for asylum in Denmark in 2015 (DFH, 2017). Statistics 

show that both the number of granted asylum and refugees in employment has risen (Fihl et al., 2016; 

Fihl et al., 2017). Furthermore, according to DA’s newsletter Agenda, almost three times as many newly 

arrived refugees found employment in 2016 compared to results in 2015 (Fihl et al., 2017). A positive 

outcome is that the number of employed refugees is continuously rising, as 1 out of 4 refugees are now 

economically self-sufficient (DR, 2017d; Skaaning et al., 2017). According to the Danish Employer’s 

Association’s newsletter, Agenda, one of the changes that has been made is to deem refugees job ready 

instead of activity ready, thereby removing the opportunity for refugees to isolate themselves (Brygger 

& Pedersen, 2017b).  

 

According to Iben Bolvig, senior research associate at KORA, this was the biggest mistake of the 80’s 

and 90’s influx of refugees where a lack of assigned responsibility led to isolation and poor integration 

(Brygger & Pedersen, 2017b). One may wonder, if the current requirements and high expectations to 

refugees is an attempt to rectify that error. KORA7 conducts research and analysis for UIM with the 

intention of providing knowledge that can assist the public sector (Integrationsviden, 2017). According 

to their findings, wage subsidiaries and internships are the most successful in employing refugees but 

there is an average of 36 weeks difference between the municipalities’ capabilities of finding 

employment for refugees (KORA, 2016). Interestingly, most refugees who find employment have done 

so by their own means and the weakest group (activity ready refugees) does not clearly benefit from the 

integration program (KORA, 2016). The IGU program sprung out of the success of internships and 

has proven equally efficient (KORA, 2016). An analysis conducted by Agenda shows that 69% of 

included job centers have seen significant positive results with regards to labor market integration 

efforts and more so in combination with integration benefits, the 225-hour rule and evaluation of job 

readiness (Brygger & Pedersen, 2017a). According to DI increased validation at all educational levels 

                                                
6 Job consultant refers to refugees as ’citizens’. In this context, the term ‘citizen’ is only used in reference to refugees 
7 The merger of KORA and SFI was renamed VIVE (Viden til Velfærd – Knowledge for Welfare) on July 1st 2017. VIVE 
contributes with knowledge that develops the welfare state and the public sector 
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are taking place, making the road to employment smoother when continuously applied with internships 

or the IGU program to acclimatize refugees to the Danish labor market (Petersen, 2016).  

 

It seems that the increased focus on labor market integration of refugees has been successful. 

According to DI the amount of employed refugees has increased by 75% in 2016 (Bendixen, 2016; 

Olsen, 2016). However, the labor market integration challenges of refugees remain. The literature 

review revealed 7 perceived labor market challenges that could explain unemployment as previously 

mentioned in table 1. DI points out that businesses also need to play an active part (Brøndum, 2016). 

Businesses are not obligated to assist in labor market integration of refugees and some lack the 

resources, which is one reason for monetary incentives, wage subsidiaries and aid from consulting 

companies such as Springbræt and job center collaborations such as HRS, the Capital’s Recruitment 

Service (DI, 2017; Springbræt, 2017; UIM, 2017b). All in all, the labor market integration challenges of 

refugees is a joint responsibility and the tripartite negotiations8 have played a major role in gathering the 

parties concerned. 

 

The tripartite negotiations 

The TF identify businesses, municipalities and refugees as the three major players who can actively 

solve the challenge of labor market integration of refugees (BM, 2017; Regeringen, 2017). The focus of 

this thesis is on the integration program in KK and resident Syrian refugees. This includes the role of 

CBSI as liaise between government and refugees. CBSI is the center of employment, language and 

integration in Copenhagen, which is the workplace of the job consultants (KK, 2017d). Job consultants 

did not exist prior to the TF. The Danish tripartite negotiation model is presented in figure 3. 

Figure 3. The Danish Tripartite Negotiation Model 

Employers    Government   Employees 

 

 

 

 

 

DA, KL and Danish Regions      LO & FTF 

Note. Data for the tripartite negotiation model retrieved from LO (2016) 

                                                
8 Henceforth ‘TF’ refers to the tripartite negotiations on labor market integration of refugees and not other tripartite 
negotiations on labor market affairs 
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The Danish tripartite negotiation model is built around three parties: government, employers and 

employees. It gained its foothold in 1987 when the government then in office applied the tripartite 

approach to negotiate a pension system (LO, 2016). The success of the collaboration between the three 

parties established tripartite negotiations as the Danish model. Typically, employers and employees 

voluntary negotiate agreements but occasionally the government has to step in as seen with the 

controversy of integrating refugees into the labor market. The tripartite negotiations resulted in 

responsibility being placed primarily with the municipalities but has since been subject to several 

modifications. The TF were finalized in March 2016 and have been exposed to more than 50 tighter 

immigration regulations (UIM, 2017a), which was infamously celebrated with a Facebook post of a 

cake by Inger Støjberg that cause national and international controversy (Skjødt, 2017). One of several 

examples of how heated the debate regarding labor market integration of refugees can be. 

4.2. The labor market integration strategy in Copenhagen  

This section provides a brief overview of the refugee situation in Copenhagen and introduces the 

function of Welcome House. Furthermore, the local political priorities are outlined and finally, the 

labor market integration strategy for refugees in KK is introduced.  

 

KK received the first quota of refugees in 2016 in the amount of 151 refugees and in 2017 the expected 

quota is 449 (Danish Immigration Services, 2016; Nyidanmark, 2017). KK was in 2016 amongst the top 

10 ten municipalities who successfully integrated refugees into the local labor market (Fihl et al., 2016; 

Fihl et al., 2017). However, the pressure is greater when KK is expected to receive and integrate almost 

three times as many refugees in 20179. Can the current integration program facilitate the increased 

numbers and will it require an adaptation of the program? The ministry for economic affairs and the 

interior (OIM) supervise all municipalities (OIM, 2017). In KK the administration of employment and 

integration (BOIF) is one of seven administrations and is led by pro immigration mayor Anna Mee 

Allerslev10 (KK, 2017b). The local integration program in KK is run by this government agency under 

whose administration the job center and the language center CBSI also lies. Newly arrived refugees are 

temporarily placed in the local Welcome House that was initiated by BOIF in June 2016 (KK, 2017b). 

However, volunteers arrange all activities, making it a cross between a government initiative and an 

                                                
9 The Danish government has since presented a proposed legislation rejecting the UNHRC’s allocation of refugees (DR, 
2017e) 
10 Anna Mee Allerslev left her post as mayor in October 2017 (Broby, 2017) 
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NGO. Welcome House work with integration of refugees through a youth café, various workshops and 

cultural outings (KK, 2017b).  

 

KK began pursuing integration politics in 2006 and currently has a four-year long integration policy 

running from 2015 to 2018 that focuses on education and employment as well as an open and safe city 

(KK, 2017b). All initiatives focus on immigrants, descendants of immigrants, refugees and reunited 

families. In addition there is the integration program of 2017-2018 that seeks to activate the younger 

demographic in spare time jobs and helping the unemployed into the labor market (KK, 2017b). 

According to UIM’s (2017a) integration barometer the three primary main goals for refugees in KK are 

employment, education and learning Danish. BOIF has set 26 objectives in total of which 17 have 

progressed from 2014 to 2016 (KK BOIF, 2016). In regards to the main objectives both education and 

Danish proficiency has increased significantly (KK, 2016).  

 

The labor market integration strategy for refugees in KK utilize three approaches to regular full-time 

employment through wage subsidiaries, internships, and IGU (KK, 2017a). Especially the unpaid 

internships have been the target of heavy criticism. The documentary “Er det sådan man bliver dansk” 

(Is this how you become Danish) highlights the many challenges refugees might face in the workplace 

(TV2, 2017). As a response to the broadcast, DFH (2017) called attention to the issues of participating 

in multiple internships that do not lead to regular employment, being juggled between caseworkers and 

lack of interaction and learning Danish at the workplace. According to DFH (2017) keeping the 

motivation to work is paramount, which is attempted through their Talent Management-program that 

aims to provide linguistic, social and professional proficiencies. Finally, it’s worth mentioning the 

lesser-known option of a mentoring scheme (DI, 2017) that has proven triumphant especially if the 

mentor has a refugee or immigrant background (Foreningen Nydansker, 2017; Integrationsnet, 2017). 

As a result, the “Collaborating on integration” program is gaining momentum (UIM, 2017b). On the 

other hand, research conducted by Agenda shows that the labor market initiatives are evaluated as 

predominantly positive by nearly half of the job centers across the nation (Brygger & Pedersen, 2017). 

In the matter of perspective, it depends on whether the success of labor market integration is measured 

by increased employment rate or job satisfaction.  
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5. Findings 

The purpose of the thesis is to explore how Syrian refugees experience and define the challenges of 

labor market integration in the municipality of Copenhagen. The data analysis method of coding was 

used to identify the themes and concepts in this chapter. The data structure (see appendix E) consists 

of 7 labor market integration challenges based on the gathered empirical data. Figure 4 is a summary of 

the 7 topics that are presented in the findings and outlines the structure of this chapter. 

Figure 4. The Challenges to Labor Market Integration of Syrian Refugees in the Municipality of Copenhagen 

National culture Knowledge sharing 

1. The happy migrant effect 

2. Feeling measured by the same yardstick 

3. The value of relationships  

4. Do not speak with refugees 

5. Criticism of internships 

6. Language before employment 

7. Individual competencies are not recognized  

 Data: based on interviews and observation  

 

The two overarching themes are national culture and knowledge sharing. The findings are a collection 

of stories and observations about the challenges to labor market integration from the perspective of 5 

Syrian refugees and a job consultant in the municipality of Copenhagen. Their stories provide a deeper 

understanding of what it is like to be a job seeking Syrian refugee in Copenhagen: these are the stories 

of individuals who are the subject of conversation in many public debates but rarely part of them. I 

report the challenges Syrian refugees have experienced through the process of labor market integration. 

It is worth noticing that only one citizen was employed when the interviews took place. However, 

several had been employed temporarily through internships. The job consultant has been a valued 

sparring partner in providing intimate knowledge of both the labor market strategy in the municipality 

of Copenhagen as well as the environment in which the two parties interact. 

5.1. National culture 

The first part of the findings presents the three cultural challenges. They are as follows: the happy 

migrant effect, feeling measured by the same yardstick and the value of relationships.  

5.1.1. The happy migrant effect 

This section presents examples of how the Syrian refugees who took part in this study express 

dissatisfaction. It was suggested in the literature review that refugees might behave similarily to 

migrants when they express to be happy with a process such as the labor market integration program, 
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despite feeling dissatisfied. This is also known as the happy migrant effect. The following is examples 

of that phenomenon in relation to how Syrian refugees communicate their opinion of the labor market 

integration program in the municipality of Copenhagen to each other, to their job consultants and what 

was revealed to me during the interviews.  

 

The (un)happy refugee 

During the interviews and observations it became inherently clear that none of the refugees wanted to 

appear ungrateful. As almost every conversation was wrapped in compliments towards the Danish 

government despite being more or less dissatisfied with the process of labor market integration. All of 

the refugees mentioned at least one, if not more, negative comments about the process of labor market 

integration. I will touch upon these the negative comments and critiques throughout this chapter. What 

is interesting to note here, is that these criticisms are rarely spoken outside of the walls of Welcome 

House. For example: “My supervisor does not help or does not understand me but I think it’s rude to ask for another 

supervisor at the job center” (Fahim, personal interview, April 11, 2017). This statement illustrates how 

Fahim struggles to express his dissatisfaction with his job consultant, as he does not want to appear 

impolite. According to the job consultant this is problematic as the goal of the first few weeks of the 

employment process is to have a strong dialogue with the citizen, so that the job consultant with the aid 

of an interpreter can: “represent them [the citizens] and balance expectations” (Castberg, K., personal interview, 

March 29, 2017). She explains that if the line of communication is not open, the match between citizen 

and company as well as balancing expectations can become exceedingly difficult.  

 

However, at WH, frustrations and opinions were openly shared. I observed this behavior during the 

theme night that took place on February 7th, 2017. The circumstances of the observation are briefly 

outlined before I present the debate that took place. It was an arranged theme night about labor market 

integration in KK lectured by Katrine Castberg, a job consultant from CBSI. As all the participants 

were there to be informed about labor market integration, my presence did not appear to disturb the Q 

& A. I sat quietly in the back and attempted to be non-obtrusive, however the language barrier and lack 

of an administrative figure-head meant that some knew that they were being observed and some at first 

mistook me for a journalist. The participants were invited into a separate meeting room with roughly 20 

people consisting of mainly refugees, 3 interpreters (from Danish to Arabic, Farsi and Tigre), 2 

volunteers, the speaker from CBSI (Kathrine Castberg) and myself. Everybody felt very at ease, some 

appeared familiar with each other and beverages and snacks were to be found on the two tables and 

many chairs cramped in the room. 
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The job consultant requested critique openly and the participants seemed to have no reservations of 

sharing their thoughts and concerns. Fahim felt more comfortable expressing his true feelings at this 

occasion than in a one-on-one interaction with his job consultant, when he uttered: “we are having a 

problem with living on a reduced benefit. You are experiencing trouble with integrating us. We have the right to be 

protected. We are experiencing democratic violence from politicians” (observation, February 7, 2017). Another 

interviewee agreed as he explained that all conversations and discussions that take place in Welcome 

House are regarded as private and he places great trust in the fact that any utterance spoken here will 

not be exploited (Sharif, personal interview, July 4, 2017).  

5.1.2. Feeling measured by the same yardstick  

This section presents how refugees feel measured by the same yardstick. While people may share 

similar attributes they are also complicated and diverse. The same can be said about the levels of 

professional experience and education the Syrian refugees in KK have along side their family 

responsibilities. The labor market integration program in Copenhagen mainly categorizes refugees as 

job ready so the journey into employment can commence. However, does the program cater to the 

variety of people with various skills and circumstances? This subchapter explores the circumstances of 

two of the refugees and explains how, despite their professional diversity, they feel measured by the 

same yardstick.  

 

A reoccurring theme in the interviews was how refugees feel put in a box as stated with: “everybody seems 

to be treated the same even though our circumstances differ, how come we are forced down the same path?” (Observation, 

February 7, 2017). This statement highlights an important issue; do people need to be forced down the 

same path to find employment? The use of words such as ‘force’ and ‘push’ were regularly used when 

discussing labor market integration. Especially in relation to criticism of internships, which is presented 

later on this chapter. An explanation for the use of negative connotations might be clearer after having 

read the story of Lamia and Fahim that have the added responsibility of taking care of their family both 

here in Denmark and in Syria.  

 

Lamia brought up the challenges of her private life clashing with her professional goals in regards to 

her internship placement. “[It] was unjust, as it does not take my situation at home into account” (Lamia, 

personal interview, April 11, 2017). Lamia has the sole responsibility of two small children, who are 

with her in Denmark, while worrying about two more children still remaining in Syria. She works from 

8 a.m. to 3.30 p.m. When she comes home she has to finish her own Danish homework as well as take 
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care of her children. Furthermore, she reflected on the cash benefit allocation, when she said: “my 

concern is that everyone is treated the same way even though our situations differ. The integration program does not cater to 

various circumstances i.e. in terms of cash benefit” (Lamia, personal interview, April 11, 2017). With this 

sentence she brought attention to the difficulties she has of being a single parent in comparison to 

unaccompanied minors or a nuclear family.  

 

Another interviewee explains how his physical condition inhibits labor. Fahim expressed that:“the system 

abuses us. We are not here under the same circumstances but we are treated the same” (Fahim, personal interview, 

April 11, 2017). As he suffers from vertigo he does not feel inclined to accept all internships or job 

opportunities. He has declined two job offers from the municipality that required him to work during 

the night. It has left him low in spirit and now he feels punished for declining the labor market 

opportunities that the municipality has offered him. He says: “they have accused me of being un-understanding 

and punish me with a monetary deduction” (Fahim, personal interview, April 11, 2017). Fahim is a middle-

aged man who has worked as a manager for 28 years within the postal service and he is eager to find 

employment specifically within that sector. Despite his professional experience and the fact that he has 

a BA in management, the job opportunities are not suited to his qualifications. Still, Fahim believes that 

every accomplishment he fulfills accordingly to the requirement of the municipality will increase his 

chances of bringing his family to Denmark. Therefore, he expresses that finding employment is highly 

prioritized. The fact that his son is ill puts a significant amount of pressure on him. I asked him if he 

knows when his family will be reunited with him in Denmark. He said he does not know and that it 

could be anything from a month to 6 months, more or never. Fahim has been in Denmark for 6 

months and reveals that he feels abused by the system. Perhaps Fahim’s expectations of finding 

employment within a specific sector are too high or perhaps the job offers given by the municipality are 

too mundane. 

5.1.3. The value of relationships    

This section deals with the significance of Syrian refugees and job consultants building a personal bond. 

It highlights and how social interaction improves the labor market integration process. Both the Danish 

job consultant and the Syrian refugees emphasized this point. The job consultant’s statements will 

reveal how strictly following the rules and deadlines can impeach labor market integration. Likewise, 

the Syrian refugees emphasize that they seek a personal connection with their job consultant. Examples 

of this are also provided in this section. 
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Firstly, I present an insight from Katrine Castberg. Katrine Castberg started as a job consultant in the 

beginning of 2017. Amongst many of her responsibilities as a job consultant, she communicates the 

requirements of the labor market integration program in Copenhagen to refugees. She explains that: 

“there are continuous follow-ups with how things are going at the language school and at the workplace” (Castberg, K., 

personal interview, March 29, 2017). This is to ensure the progression of the citizen and to 

continuously provide them with guidance. Nevertheless, she does not find all of her tasks to be 

beneficial for the purpose of labor market integration. For instance, she describes the timely 4-week 

rule as a hindrance that: “politicians see as a status project” (Castberg, K., personal interview, March 29, 

2017). She elaborates on this by explaining the Copenhagen model. The Copenhagen model states that 

legally job consultants have 6 weeks to find employment for the citizen. However, in her experience 

this rule is a hindrance as fast employment often compromises lasting employment. Katrine Castberg 

criticized the fast lane approach to employment during the theme night due to the fact that quick job 

placement: “leads to high absence and quitting” (observation, February 7, 2017). This indicates that the 

experience of this particular job consultant does no fully support a rule-based approach to labor market 

integration as she states that: “being subject to a set of rules is annoying, strange and feels dishonest” (Castberg, K., 

personal interview, March 29, 2017). Here she was referring to her own work environment that she 

feels to some extent limits her ability to do her job well.  

 

The other discovery I made, was how much the Syrian refugees value personal relationships. The Syrian 

refugees support the claim that labor market integration in Denmark attaches importance to rules more 

so than relationships by stating: “you are lucky if you find a job quickly with all these rules” (Sharif, personal 

interview, July 4, 2017). While 3 of the refugees mention positive experiences with the municipality in 

general, there seems to be a grave interest to be recognized as an individual rather than a number in a 

system. What strikes me during the interviews is the need for sharing their stories and to be heard. 

During the observation many personal experiences were shared. One individual brings up how 

disappointed she was when the women sitting to her left was hired for a full-time position while she 

herself was not (observation, February 7, 2017). She further explained that the circumstances for their 

internship were the same and initially the company had shown interest in hiring them both full-time. 

However, only one of them was employed following the end of their internship. She expressed her 

severe disappointment in the system that she feels has failed her. The job consultant, on the other 

hand, began to think out loud and reflect upon what other reasons there could be for this outcome of 

events. Katrine Castberg inquired what skills potentially set them apart and attempted to encourage the 

woman who had been hired to share her own thoughts on this. Unfortunately, it seemed that shyness 
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and humility overcame her. Leaving the unemployed woman to believe that the she has been 

overlooked. 

5.2. Knowledge sharing 

The second part of the findings presents the four topics that are related to knowledge sharing. The 

topics include the reasons that were given to not approach and speak to refugees, criticism of 

internships, whether language or employment should come first and how individual competencies are 

not recognized.  

5.2.1. Do not speak with refugees 

This section presents the details about a challenge that arose during the procurement of the empirical 

data. I quickly observed that gaining access to the target population, namely Syrian refugees, proved to 

be extremely difficult. While some obstacles were to be expected such as the issue of time, others 

highlighted the insistent categorization of refugees as being too vulnerable to take part in interviews. I 

will dive into the challenges of getting lost in noise, misunderstood intentions and finally persuading the 

gatekeepers.   

 

Getting lost in noise 

In October 2016 a wide net was casted and several institutions were contacted per e-mail to obtain 

interviews with job consultants and Syrian refugees. All potential respondents were presented with a 

project plan and further inquires about participation were conducted per telephone. This was primarily 

met with silence as well as a few responses such as “unfortunately, we do not have time to participate in your 

project” (anonymous personal communication, February, 2017) and recommendations for where to seek 

information and participation elsewhere. I realized that time would definitely be a factor. Furthermore, 

refugees were in general spoken about as an extremely vulnerable group. Therefore, it seemed inherent 

that the civic servants would want to protect them as well as any sensitive data. Moreover, the job 

consultant position is fairly new and therefore scrutiny from the government is to be expected. An 

observation by an outsider, a curious scholar such as myself, could result in both positive and negative 

revelations about the labor market integration process.   

 

The choice of channel was subsequently changed to persistent phone calls and personal appearances in 

job centers and NGO’s. While, this led to a meeting with a family consultant in Elsinore in October 

2016, it did not result in access to the local job center or with any job consultants. Both on the account 
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that it was difficult to trace the responsible employees, as persons were replaced on several occasions 

and because the request to collaborate with Elsinore job center was ultimately denied (personal 

communication, January 2017). The municipality of Copenhagen was later chosen because it was the 

most accessible. 

 

Misunderstood intentions 

Having found a cooperative NGO did not result in access to Syrian refugees at first. Welcome House 

in Valby had a few concerns regarding the project that included interviews being too time-consuming 

and therefore surveys were considered. Yet, access to the target groups was still severely limited and 

there was also a language barrier to consider for the refugees that could potentially discredit the 

reliability of the responses. Therefore, the research method was changed to observation and semi-

structured interviews. Welcome House indicated another challenge in the possibility that refugees might 

be too vulnerable to participate in interviews regarding labor market integration. At WH the acting 

manager was the gatekeeper that could provide or impede access to key participants. His biggest 

concern was if the refugees would be negatively affected by the interviews. 

 

Persuading the gatekeepers 

It seemed that there was both a misunderstanding of my intentions as well as an expectation of the 

refugees’ lack of interest in participating in an interview. It appeared puzzling to me how questions 

about labor market integration could be a disadvantage to the group that it mainly concerns, namely 

refugees. The fact that the study centers on personal experiences with the labor market integration 

process and with job consultants in KK means that participants would be encouraged to praise and/or 

blame a political initiative with the aims of improving it. That should act as a motivational factor for 

participants. To decrease concerns regarding participation it was made exceptionally clear that the 

interviewee could stop the conversation at any time and that it would be completely anonymous. 

Likewise, emphasis was put on the intention of the study as an attempt to understand the labor market 

integration challenges in KK from several perspectives in the hopes of discovering valuable insights 

that might lead to change. Ultimately, I became a volunteer at WH in order to gain access to the target 

population. This led to observations and interviews with Syrian refugees at WH. Interestingly, the 

proclaimed challenge of refugees not wanting to participate in interviews turned out to be false in this 

instance. The respondents were eager to express their opinion and the interaction was overwhelmingly 

positive. One participant attested that anything spoken at WH would not be misconstrued (Sharif, 

personal interview, July 4, 2017). 
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5.2.2. Criticism of internships 

This section explains how refugees view internships as a means to find full-time employment. 

According to the tripartite negotiations, refugees are to be placed in employment within 4 weeks. 

However, finding a potential permanent position is challenging, as it requires detailed identification of 

competencies as well a match with an available job position. Firstly, Katrine Castberg explains how 

internships provide swift employment due to their immediate availability and low requirement of 

professional and language skills. Secondly, the refugees divulge how internships are merely a short-term 

solution. Finally, the issue of random internship placement is displayed.  

 

The internships 

The context chapter revealed that it is a conscious political decision to deem refugees job ready upon 

arrival. In turn this calls for more available places of employment. Internships are predominantly used 

to introduce the citizen to the local labor market. During the theme night on February 7th, 2017 job 

consultant, Katrine Castberg, explained the procedure of internships. They are presented here. 

Internships normally last between 13-26 weeks and has a dual focus of providing Danish language 

courses and strengthening professional competencies. There are three types of internships. The first is a 

recruitment internship, where citizens who have some professional skills are hired temporarily to be 

assessed by the company. The second option is a trial internship that caters to citizens with no 

experience within the industry. Finally, there is a skill development internship that aims to increase and 

ensure competencies. These three internships are meant to utilize the array of skills and experience 

refugees have. Katrine Castberg states that the: “part-time internships work well” (Castberg, K., personal 

interview, March 29, 2017). According to her, the reasons that internships work well as an introduction 

to the labor market are because the citizens can be quickly placed and it also works as a motivator to 

learn Danish. While the internships work efficiently as a means to provide quick employment, it is still 

Katrine Castberg’s personal opinion to: “have a good beginning rather than a fast one” (Castberg, K., personal 

interview, March 29, 2017). She fears that staying focused on employing the citizen swiftly rather than 

placing them well will not aid the citizen nor the company in the long run.  

 

Short-term solution 

3 out of 5 refugees feel pressured to do an internship. The common experience is that the municipality 

advocates for internships since it is the most successful labor market integration strategy and by far the 

quickest. However, the downside is that it often does not lead to full-time employment. As Lamia puts 

it: “the municipality helps with finding internships but not full-time employment” (Lamia, personal interview, April 
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11, 2017). According to Abdel, the trouble is that internships cannot be prolonged to i.e. 6 months 

(Abdel, personal interview, April 11, 2017). Instead you can be offered another internship and you can 

thereby be caught in a continuous loop of starting anew. This sentiment was recognizable by the job 

consultant who said: “the most realistic approach to internships is to try out several internships before it leads to 

something, be patient” (observation, February 7, 2017). While that might be the case, Sharif offers an 

alternative explanation as to why there is a push for internships: “the government wants you to work for free” 

(Sharif, personal interview, July 4, 2017). This shows that there is a strong disbelief in internships. Still, 

Katrine Castberg expressed that the solution to timely employment is internships. The disadvantages 

may outweigh the benefit of fast employment as she says: “it can be hard to see the benefit of timely 

employment. We want to strive for good placements on the labor market rather than quick because it sometimes leads to 

high absence and quitting. If we look at the statistics, it is clear that people are being put into employment quicker than 

previously. It is making it hard to argument against fast employment because that is the goal of the government. Job 

satisfaction is not the focus” (observation, February 7, 2017). The severity of maintaining refugees in 

employment is yet to be evaluated. 

 

Finally, one of the objectives of doing an internship is to become acquainted with the Danish language. 

However, none of the refugees, who had completed an internship, experienced being taught Danish. 

Lamia describes her internships experience as: “too short. I did not learn Danish” (Lamia, personal 

interview, April 11, 2017). Instead all refugees are taking or are set to take Danish classes through the 

municipality. The disagreement on whether language or employment should be a priority is further 

elaborated on in paragraph 5.2.3. While the aim of internships is to introduce the refugee to the Danish 

labor market, culture and language, the Syrian refugees, who participated in this study, see it as a 

temporary solution. A repeated statement was that internships do not increase chances of finding full-

time employment. Sharif concern is that: “in my experience the Danish lessons and promise of a job are not true. 

You often get neither” (Sharif, personal interview, July 4, 2017). One explanation as to why that is may be 

explained by the randomness of which refugees are placed in internships that does not cater to their 

individual professional skills. 

 

Random internship placement 

Random internships placement relates back to feeling measured by the same yardstick as well as the 

upcoming section on individual competencies not being recognized, which is presented in paragraph 

5.2.4. The designated internship is determined accordingly to the professional skill and educational level 

of the citizen. There are three types of internships that accommodate different circumstances and skills; 
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one that cater to individuals with no experience in the concerned field, one that cater to individuals 

with some professional skills and one that focuses on specific skill development. Yet, when speaking to 

the Syrian refugees, it appeared that their internship experience was random. Fahim stated: “We are 

assigned random groups and then we are given a company to work for” (Fahim, personal interview, April 11, 

2017). Which begs the question: how well categorized can the internships be expected to be within 4 

weeks? Fahim for instance has nearly 30 years of experience as a post manager and he was offered an 

internship working in Bilka during the night, which suit neither his circumstance nor his level of 

professional experience. Unfortunately, it seems that his professional skills are not transferrable to the 

Danish labor market. A middle-aged man such as Fahim may have to start completely over with his 

career. He feels that the random grouping wastes his skill set, as he says: “I understand that an effort is being 

made, however it is not customized” (Fahim, personal interview, April 11, 2017). 

 

While it is unlikely to find employment that caters to the professional and educational level of all 

individual refugees, it remains a challenge that only specific sectors are hiring. According to the job 

consultant: “the hungry businesses are the hotel- and restaurant industry, cleaning and in general businesses with 

crooked work hours” (Castberg, K., personal interview, March 29, 2017). This means that the refugees 

have to adapt to what is available until private companies to a larger extent take on the responsibility of 

hiring refugees. Abdel and Bassam highlights the issue of finding work as a an unskilled craftsman: 

“there are no internships working with tiles” (Bassam, personal interview, April 11, 2017). Instead they are 

told to expect to find a position in a larger company such as a cleaner in a hotel, stocking up goods in a 

supermarket or working as a bus driver. As Katrine Castberg states: “there is a need for a more company-

targeted approach” (Castberg, K., personal interview, March 9, 2017). The TF identified businesses as one 

of the key players to solve the labor market integration challenges of refugees in KK. While the role of 

businesses was not deliberately investigated in this study, a call for action was still declared. 

5.2.3. Language before employment 

This section puts forward how opinions vary as to whether refugees should first find employment or 

learn Danish. The job consultant puts forth the arguments for gaining employment first where as the 

Syrian refugees desire to acquaint themselves with the Danish language before finding employment. 

 

Employment as a motivator  

Castberg explained that her personal experience has taught her: “that focusing on employment is better than 

beginning with Danish classes. It tends to be that if the citizens find employment they are more motivated to learn Danish 
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and it speeds up the process” (Castberg, K., personal interview, March 29, 2017). Meaning that when 

citizens find employment they are more motivated to learn Danish. As it is also currently arranged in 

the municipality of Copenhagen where the focus is on employment first and learning the Danish 

language second. Therefore, from the perspective of the municipality and the job consultant it is wiser 

to focus on employment and then the language will automatically follow. Furthermore, she mentions 

that Danish classes should be seen as a supplement to internships (Castberg, K., personal interview, 

March 29, 2017). This may be because internships in particular are less concentrated on the language 

part. Katrine explains that: “there is a difference between working and learning Danish. Ask for help in any way that 

you can. Anywhere” (observation, February 7, 2017). Nonethless, several of the Syrian refugees revealed 

that they wish it was the other way around. 

 

Language proficiency as a requirent for employment  

Fahim, for one, states that he: “would prefer to learn Danish before doing an internship” (Fahim, personal 

interview, April 11, 2017). He is not the only one who advocates for learning the language first. The 

reasons given for learning Danish first were twofold. First, Danish proficiency is often listed as a 

requirement for a regular full-time job. Second, JobNet is in Danish, which means that to apply for a 

job through the job portal one has to be able to read and write almost fluently in Danish. 

 

Sharif, who was the only one employed during the interviews, stated that: “in my opinion, the government 

needs to change the system. Danish lessons first and then job” (Sharif, personal interview, July 4, 2017). He is 

currently employed through IGU but does not wish to disclose for which company. IGU is a 

combination of getting an education and doing an internship at the same time. It is tailored to the 

individual and lasts between 3-5 years (observation, February 7, 2017). The reason he feels that 

language should come first, is to be able to be more involved with his manager and the rest of the staff. 

As he expresses: “I wish the manager would involve the (refugee) employee. A manager should guide his employee and 

integrate them with the rest of the team as well as into the society” (Sharif, personal interview, July 4, 2017). To 

underline why language is important he shares a story with me. He explains how customer service in 

Denmark is distinctively different from customer service in Syria. Sharif’s previous employment was as 

a retail sales manager. A large part of his responsibility was to engage with every customer in the store 

and provide him or her with personal advice and assistance. He had to know every item in the store, 

every size and every color because he worked on commission. However, in Denmark he is paid a fixed 

salary through IGU and he had to learn a different meaning of the word ‘service’. He paces around the 

floor while he reveals with large gestures how he experience service in Denmark. His understanding of 
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Danish customer service is to merely be available for the customer and point them in the right 

direction, where they can then choose the items that they want for themselves. He feels unable to share 

anecdotes like this with his manager due to the language barrier.  

 

Abdel also found that the: “main concern is language” (Abdel, personal interview, April 11, 2017) as he 

otherwise cannot build a network nor be able to use Jobnet. Managing Jobnet is described as being 

both difficult and fruitless. Bassam says that: “using JobNet is very difficult […] because of lack of language 

skills” (Bassam, personal interview, April 11, 2017). Sharif shares this belief as he states that: “JobNet is 

challenging because of the language barrier. However, I find it useless. I do not know any refugees or Danes that have been 

employed that way. It is always a requirement that you speak Danish and perhaps also English fluently” (Sharif, 

personal interview, July 4, 2017). As a result, none of the interviewees have used JobNet as a means to 

find employment.  

5.2.4. Individual competencies are not recognized  

This section begins with the job consultants reflection of the process of identifying the citizens’ 

competencies. Followed by the Syrian refugees’ elaboration on their own qualifications and how they 

match the Danish labor market. 

 

Identifying refugees’ individual qualifications, the previously mentioned process of IVK, is performed 

by the job consultant within the first 4 weeks of arrival. The job consultant conducts “several dialogues 

and accompany the citizen to job interviews” (Castberg, K., personal interview, March 29, 2017). However, the 

first task of a job conultant is to identify competencies, language skills and to make a profile of each 

individual that can then be used to find a match between the citizen and a company. This step is known 

as the screening process. It is the preliminary investigation of the citizen that should eventually lead to 

employment. According to Katrine Castberg, the second step of the employment process is to find 

either an IGU placement or an internship. The benefit of the part-time internships is that they are able 

to provide quick job placement. However, that means that the internship can become an employment 

of convenience rather than a good match with the citizen’s skills. 

 

All of the interviewed Syrian refugees have been deemed job ready and 3 of them have been employed 

through internships. The two who have not yet been placed in employment have been in Denmark for 

less than a month. One citizen has successfully found employment through IGU but the rest remained 

between jobs or not working during the time the interviews were conducted. The interviews revealed 
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that three are unskilled workers and two are educated. Both of the citizens with a degree as well as one 

of the unskilled workers have completed an internship. However, the citizens’ professional skills are 

seemingly not reflected in the choice of internship. The following portray how the professional skills of 

respectively the unskilled workers and the educated, matched their previous employment. Furthermore, 

it is a tale of what they expect and hope their future employment to be.  

 

The unskilled workers 

Two of the refugees are unskilled workers. Abdel and Bassam both have experience as tile masters. 

However, those skills do not seemingly fit into the requirements of the Danish labor market as they 

have both been told that small private businesses that work with ceramics are not hiring. For Abdel, 

who is in his mid-twenties to early thirties, this is uninspiring as he says: “I’m not motivated to continue” 

(Abdel, personal interview, April 11, 2017). For Bassam, who falls in the youngest age group of 19-25, 

he speaks with more excitement about his prospects as he says: “I’m determined and optimistic about my 

opportunities here” (Bassam, personal interview, April 11, 2017). The seamstress shares Bassam’s 

determination. While she is discontent with the jobs that she has been offered, she has a clear strategy 

for herself. When speaking of the process of individual competence assessment (IVK) she expresses 

her future plans: “the IVK has not helped me much. I’m a seamstress but got an offer to work as a cleaner. I said no. 

I want to work with management preferably with a wage subsidiary so I get a 2 year contract and training” (Lamia, 

personal interview, April 11, 2017). Her drive is reflected in her alternative job seeking initiatives. She 

has spent time creating her CV and attempts through networking to find employment for herself. 

Lamia by far exuded the most drive and showed the strongest initiative to enter the labor market out of 

all the interviewees. 

 

The educated 

As previously mentioned, Fahim is unable to use his past experience as a post manager. However, he 

also has a Bachelor degree in Management. Sharif also has a Bachelor degree but his has not felt that he 

was able to utilize his educational training at his current job. He told me that: “we should be able to use the 

experience that we have” (Sharif, personal interview, July 4, 2017). The Danish State has of yet not 

accredited either of their foreign degrees. While the citizens feel powerless, Katrine Castberg offers 

another perspective. The job consultants spoke about finding a golden mean, when she attended the 

meeting at WH: “we cannot change the practicalities of the system. However, we can negotiate with companies about 

hours, wages etc. The companies have a lot of power and we’re doing everything we can to explain this to them and find 

some middle ground” (observation, February 7, 2017).  
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6. Discussion  

This chapter compares the theoretical models and the case studies from the literature review to my own 

findings. The empirical data both corroborates and conflicts with previous results, which is examined 

intensively throughout this chapter. Thereby extending on the research question: how do Syrian 

refugees experience and define the challenges of labor market integration in the municipality of 

Copenhagen? The findings discovered 7 challenges to labor market integration of Syrian refugees in 

KK. Three of those challenges were presented as cultural challenges and the remaining four were 

deemed knowledge sharing challenges.  

6.1. Cultural challenges  

I begin with a discussion of the three cultural challenges. First, I argue how the happy migrant effect 

with Syrian refugees in KK is mainly caused by a difference in cultural norms. Second, I present how 

feeling measured by the same yardstick is a new finding. Finally, I debate the value of relationships.  

6.1.1. The happy migrant effect  

In the literature review, the happy migrant effect is explained by four factors. 1. A lack of knowledge of 

where to direct complaints. 2. An inability to communicate in English. 3. Different cultural norms. 4. A 

positive comparison of treatment compared to the old oppressive regime 

The empirical data in part corroborates with previous findings. In regards to the first two points, there 

is a direct conflict. The empirical data strongly indicates that the Syrian refugees are well aware of 

where to direct potential complaints. However, they make a conscious decision not to communicate 

their concerns to their job consultants. When I asked the interviewees why they do not utter their 

complaints, the answer was that it seemed rude especially when they are receiving support from the 

Danish state. However, this behavior could also be explained by a difference in cultural norms and a 

positive comparison of treatment compared to the old regime. The latter was in part registered in the 

interviews through excessive praise of the Danish State. However, asking for more humanity was also a 

reoccurring comment along side various other critiques. The Syrian refugees were not shy to share their 

dissatisfaction at WH, which leads me to believe that the main reason that critique is not openly shared 

with their job consultant is due to a different cultural background.   

Before exploring the cultural component, the conflict of the second point with the empirical findings is 

reasoned. The language barrier between the Syrian refugees and Danish job consultants is eliminated by 
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the presence of an interpreter that is provided by the state. Meaning that despite the English 

proficiency skills of the citizen, there is the opportunity to explain oneself in a native tongue. This 

further supports the argument that any misunderstandings between the citizen and the job consultant 

are not due to an inability to communicate in English but rather a cultural challenge. Which leads to the 

third point: the differences of cultural norms as the explanation for the happy migrant effect with 

Syrian refugees in KK.  

 

Cultural norms  

A difference in cultural norms was evident in the findings and is discussed in the following section. 

This section provides examples of cultural differences between Danish job consultants and Syrian 

refugees by applying Trompenaars and Hampden-Turner’s (2012) 7 dimensions of culture to the 

findings. The group of the Syrian refugees, who partook in this study, found that their shared culture 

was different from the Danes in the following ways (see table 6). 

Table 6. Cultural Differences between Danish Job Consultants and Syrian Refugees in KK 

Dimensions of culture Danish job consultants Syrian refugees  

1st dimension Universalism Particularism  

2nd dimension Individualism  Communitarianism 

3rd dimension Specific Diffuse 

4th dimension Emotional expression Neutral expression 

5th dimension - - 

6th dimension - - 

7th dimension Internal External locus of control 

 

Table 6 show that the Syrian refugees differ from Danish job consultants in 5 of the cultural 

dimensions. The study found no evidence of the 5th and 6th dimension. This can be explained by the 

design of the interviews that lacked a focus on status and the perception of time. I will briefly present 

evidence that show the cultural differences by using the cultural dimensions Syrian refugees identify 

themselves with as the point of departure. 

 

 

 



46 

 

Particularism  

The empirical data suggests that for Syrian refugees, relationships matter more than rules. According to 

the literature that means that their response to a situation may change depending on who is involved. 

As a volunteer at WH, I was privileged to insider knowledge and it was divulged to me by several 

interviewees that it is easier to talk to a volunteer at WH than their job consultant. I wondered what the 

reasons for this might be? Perhaps WH provides an atmosphere where the refugees feel more open and 

talkative because they do not have to measure up to any demands. As a result, concerns about labor 

market integration as well as personal stories were often shared. Furthermore, it struck me, that there is 

a strong need to be recognized as a human being and to tell their story. Showing an interest in not only 

their skills and what they bring to the table work wise but also their personal journey, potentially works 

as an incentive to become part of the new society.  

 

Communitarianism  

According to the findings, the Syrian refugees place great importance in the family. The literature 

explains a communitarian culture as always putting the group (in this case the family) before the 

individual. When Lamia speaks of juggling work, Danish classes and her children, she is more inclined 

to take care of her family than i.e. doing her homework. Thereby, everything is done in the best interest 

of the family. Another example is how Fahim spends most of his effort on getting his son to Denmark 

rather than finding a job. 

 

Diffuse  

The literature review states that a diffuse culture will typically have an overlap between work and 

private life. Sharif sought more involvement from his current manager both to connect him with his 

colleagues and also to integrate well into society. He finds it frustrating that his manager is seemingly 

uninterested in building a relationship outside of work. Suggesting that Sharif belongs to a diffuse 

culture where as the manager belongs to a specific culture. Konle-Seidl et al. (2016) highlighted the 

need for intercultural trained caseworkers. The fact that cultural challenges were found in this study 

confirms that job consultant could become better acquainted with the national culture of refugees in 

the interest of being able to better understand and tackle the challenges refugees face with labor market 

integration. 
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A neutral expression of emotions  

The literature review explains a neutral expression of emotions as not revealing what you are thinking 

or feeling. This was in part true, as the Syrian refugees were far more open at WH than with their job 

consultants. What could the reasons be for not revealing their thoughts at the job center? One 

observation I mad at WH was that there seemed to be a healthy dialogue between the job consultant 

and the attending refugees during the labor market integration theme night. Indicating that the refugees 

in question are indeed capable of sharing concerns with a public servant. They did not show signs of 

fear or mistrust against an employee of the state but rather eager to use the opportunity to speak their 

mind. Leading to the interpretation that location and those present also affect the happy migrant effect. 

 

External locus of control  

This section explores how much Syrian refugees rely on their surroundings. The literature described an 

external locus of control as believing that your environment controls you. The findings suggest that 3 

of the Syrian refugees rely on their job consultants to provide them with the resources and guidance to 

find employment. However, both Lamia and Fahim signaled an internal locus of control by having a 

clear objective of their career path and actively trying to change their unemployment through 

alternative means such as taking their CV and going door to door. I was surprised to find evidence of 

individuals with an internal locus of control that take charge of their own employment. The theoretical 

explanation behind the cultural dimensions is that some persons might deviate from their national 

culture. However, in this case almost half deviated. Thereby, the findings do not fully support Syrian 

refugees as having an external locus of control. I have no theoretical explanation for this cultural 

division. 

6.1.2. Feeling measured by the same yardstick  

The findings revealed that the Syrian refugees feel measured by the same yardstick. I have not found 

similar evidence from previous case studies. The 7 perceived labor market integration challenges that 

were presented in table 1 focus mainly on a lack of professional and educational skills. They do not 

mention the obstacle of balancing private life responsibilities with professional goals. Therefore, I 

regard this as a new finding. It was the aim of this thesis to understand how Syrian refugees experience 

and define the labor market challenges in KK. This finding reveals how Syrian refugees feel, which is a 

perspective that is rarely included in other studies. The refugees’ view of the labor market integration 

process can be put to use as it indicates problem areas and thereby where improvements can be made. 
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6.1.3. The value of relationships  

The refugees mentioned that they value relationships, which is compatible with people belonging to the 

culture of particularism. For instance, while none of the interviewees currently have a network in 

Denmark, they actively seek to build one. This is in tune with the perceived labor market challenges 

from table 1 that presented refugees’ lack a network as a reason for not being able to find a job. 

Additionally, the job consultant emphasized that the 4-week employment rule positively comprises how 

well the citizen is matched with an employer. Her concern is that forcing the citizens into fast 

employment is the cause of a substantial drop out rate. Therefore, I sympathize with the Europe 2020 

strategy that calls for increased social inclusion of vulnerable groups (Seukwa, 2013). I further suggest 

that refugees would benefit from participating in networking events or job fairs as a means to find a 

suitable line of work. 

6.2. Knowledge sharing challenges 

This section contemplates on the 4 knowledge sharing challenges that were ascertained through the 

findings. Firstly, I consider how well the transmission model explains why you should not speak with 

refugees. Secondly, I present another new finding that bring further clarification on the solution of 

internships as a means to labor market integration. Thirdly, language is confirmed as a challenge. 

Finally, the IVK process is explored through the SECI model. 

6.2.1. Do not speak with refugees 

I applied Shannon and Weaver’s transmission model to understand why my request of speaking to 

refugees was denied. Initially, I thought it could be because I was using an unfavorable channel or 

perhaps how the message was received and decoded was compromised. While the model assisted me in 

adapting my choice of channel, it could not explain why businesses, government and public servants 

were determined to prevent the interviews from taking place. The preconceived notion of the receiver 

remains a major challenge. Merely understanding how information travels does not improve one’s 

knowledge of constructing meaning. Therefore, I concur with Chandler (1994) that the transmission 

model is severely limited when it comes to exploring how knowledge is created between individuals. 

6.2.2. Criticism of internships 

The Syrian refugees’ dissatisfaction with internships has emerged as a new finding. As internships are a 

relatively new initiative to provide employment for refugees, it is only natural that the evaluations of 
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them are just staring to emerge. Research conducted by KORA has found that the use of internships 

has increased employment amongst refugees. However, my findings argue that internships are not 

viewed as attractive by the Syrian refugees due to their short-term duration, random placement and 

disregard for individual competencies. The findings indicate that internships are a half measure to the 

larger issue of labor market integration. 

 

6.2.3. Language before employment 

In terms of labor market integration, the Syrian refugees identified the Danish language as a major 

challenge. Table 1 also mentioned that refugees in general have a low Danish proficiency. Konle-Seidl 

et al. (2016) concur as they state that investments should be made in language courses. While this is 

already the case in Denmark, the findings revealed a discrepancy in regards to whether language or 

employment should come first. According to KORA, a previous mistake has been to allow refugees to 

isolate themselves, which may account for why the job consultant argued that employment should be 

seen as a gateway to learning the language.  

6.2.4. Individual competencies are not recognized 

The findings indicate that the process of individual competencies assessment (IVK) is insufficient. As a 

result the Syrian refugees do not feel that their professional skills are utilized. My findings corroborate 

with previous case studies that found that identifying skills is one of the main challenges of labor 

market integration of refugees (Konle-Seidle et al., 2016; Seukwa, 2013). Furthermore, previous case 

studies have found that caseworkers’ lack of cultural awareness is the root cause of failing to identify 

individual competencies. While others simply believe that refugees’ professional qualifications and 

educational levels are unfit for the Danish labor market (see in table 1). As an alternative explanation, I 

suggest that it is partly due to a difference in national culture and partly due to inappropriate knowledge 

sharing practices that individual competences are not recognized. I use the SECI model to illustrate my 

point.  

 

The implication of the SECI model is to understand how Danish job consultants implement the labor 

market integration process to Syrian refugees in KK. I hoped that the model would reveal which 

knowledge sharing practices that take place and which do not. The findings have been able to 

document 3 of the knowledge sharing stages. I did not find any evidence of the knowledge sharing 

practice of externalization. This is due to the design of the study that failed to investigate the 
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occurrence of this stage. See figure 5 for an overview of knowledge sharing practices that according to 

the findings has taken place between Danish job consultants and Syrian refugees in KK. 

Figure 5. Knowledge Sharing Practices between Danish Job Consultants and Syrian Refugees in KK 

Socialization and the originating Ba 

 

Face-to-face interaction regularly takes place at 

the job center 

Externalization and the interacting Ba 

 

No evidence of data that information was given 

orally by the job consultant and then written 

down, drawn or recorded by the citizen 

Internalization and the exercising Ba 

 

Learning by doing through swift internship 

placement, wage subsidiaries, full-time 

employment and the IGU program  

Combination and the cyber Ba 

 

The Syrian refugees are aware of JobNet but do 

not make use of it  

Based on findings 

 

The analysis of the SECI model shows that the knowledge sharing practices in KK between Syrian 

refugees and Danish job consultants is merely partial. The combination stage exits in form of JobNet 

but has not been utilized by the Syrian refugees. The perceived labor market challenges from table 1 

explains that this is due to a language barrier. My findings conquer that Syrian refugees experience an 

obstacle with the language. Furthermore, I found that JobNet has an inferior reputation amongst the 

job seeking refugees in that they have yet to see any results from using the website.  

 

The two knowledge sharing practices that have taken place between Syrian refugees and Danish job 

consultants are the processes of socialization and internalization. They are explained in the following. 

The practice of the socialization stage was evident in the findings. The citizen and their job consultant 

regular meet in the interest of finding employment. However, Nonaka et al. (2006) argues that there 

needs to be a foundation of Ba, a shared space, where meaning can be created. Due to the happy 

migrant effect, I question if the setting of the meetings between job consultants and refugees facilitates 

knowledge sharing, also known as the originating Ba. Perhaps the allotted timeframe of the meetings is 

too brief or perhaps the citizen is not being invited to share his or her concerns and therefore 

expectations are ultimately not balanced.  
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The other knowledge sharing practice that has occurred is internalization. The municipality provides 

two labor market integration methods to introduce the citizen to the Danish labor market with a 

leaning by doing approach. Internships and the IGU program are examples of on the job training. I do 

not regard regular employment and wage subsidiaries as introducing the citizen to the labor market but 

rather as the result of successful labor market integration. The exercising Ba provides active 

participation where the citizen can learn and adapt to the job requirements and the business in turn can 

develop and utilize the skills of the citizen. Theoretically, this rings true. However, in practice the 

internships were highly criticized for being random and not leading to full-time employment. Meaning 

that perhaps what Syrian refugees are exposed to on the job is not active participation but something 

else entirely. Businesses that hire refugees receive both a monetary bonus as well as showing corporate 

social responsibility (UIM, 2017a). This could be reason enough to hire refugees but not enough reason 

for the company to ensure the development of the citizen. On the other hand, it is also possible that 

businesses lack of knowledge of how to integrate refugees into a department it the reason for poor on 

the job interaction. 

 

Closing argument 

I hoped that the 7 dimensions of culture model and the SECI model could shed a light on the cultural 

differences as well as the knowledge sharing practices between Syrian refugees and Danish job 

consultants. As a result, I found new value insights in form of criticism of internships and how refugees 

feel measured by the same yardstick. Additionally, I found evidence of how national culture can inhibit 

knowledge sharing. The happy migrant effect is an example of how national culture works as a 

hindrance to knowledge sharing. Since a difference in cultural norms can cause the type of behavior 

that limits knowledge sharing. This is in line with recent studies, where scholars proclaim that national 

culture influences knowledge sharing. I also discovered that the refugees are more than willing to share 

knowledge under the right circumstances. Therefore, creating cultural awareness, optimizing knowledge 

sharing practices as well as generating a supportive Ba would in theory strengthen the communication 

between Syrian refugees and Danish job consultants. This could lead to a more comprehensive IVK 

process, better internship placement and more suitable matches with businesses.  
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7. Conclusion  

The conclusion first states the key findings. Secondly, I present the major contributions to the broader 

literature. Finally, I make recommendations for future research that are in part based on the limitations 

of the study.  

7.1. Key findings 

The aim of my study was to understand how Syrian refugees experience and define the challenges to 

labor market integration in Denmark. In that regard, I was interested in exploring how national culture 

and knowledge sharing practices affect labor market integration of Syrian refugees in the municipality 

of Copenhagen. Therefore, I interviewed 5 Syrian refugees associated with Welcome House and a job 

consultant from CBSI. The findings identified 7 challenges to labor market integration. 

 

The three challenges that are associated to national culture revealed the following issues in relation to 

labor market integration of Syrian refugees. The happy migrant effect exists when Syrian refugees interact 

with their job consultant at the job center. However, that behavior radically changed at WH where 

concerns and critique were not held back. I suggest that in this case it is due to a lack of cultural 

awareness as well as a lack of a facilitating originating Ba at the job center. Feeling measured by the same 

yardstick appeared as a new finding that hinders labor market integration. The municipality’s 

expectations to refugees appear to be the same regardless if you are a single parent, an unaccompanied 

minor or a nuclear family. Furthermore, the findings showed that the motivation for actively seeking 

employment differ greatly. The value of relationships revealed that refugees seek to build a network. 

Additionally, the one citizen who is employed feels isolated from his colleagues at work. Therefore, it 

was suggested that emphasis should be put on greater social inclusion both as a means to find 

employment and on the job.  

 

The four knowledge sharing challenges have brought attention to labor market integration of Syrian 

refugees in the following ways. Do not speak with refugees. I was surprised by the amount of resistance I 

met when I attempted to gather the empirical data. I still find this to be one of the major challenges of 

labor market integration of refugees. It seems counterintuitive to prevent refugees from participating in 

a study on labor market integration. Paradoxically, it was not the refugees themselves who opposed the 

interviews but NGOs, businesses and representatives from the public sector. Criticism of internships were 

justified for being short-term solutions and random. This finding disputes previous research that paints 

a picture of internships as being a successful solution to labor market integration of refugees. Language 
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before employment presented a disagreement of which should come first. While the refugees feel inclined 

to learn the language first, the job consultant disagrees. Individual competencies are not recognized, as a result 

foreign credentials and professional skills are not acknowledge. This could be the explanation as to why 

refugees typically are employed in specific sectors.  

7.2. Contributions to the field 

This section elucidates the relevance of my study. Refugee studies have hardly been deemed a field in 

itself. Published research in relation to refugees has mainly focused on policy development and 

migration studies. As such research on labor market integration of refugees is scarce. Thereby, this 

thesis breaks new ground and contributes to a vast research gap by underlining the significance of 

culture and knowledge sharing in relation to labor market integration of Syrian refugees in KK. 

Furthermore, it provides a unique perspective from Syrian refugees in the municipality of Copenhagen 

and their experiences with labor market integration. I believe my study is important because it is 

transformative. Using personal narratives is an important tool to bring social justice to the weaker 

groups in society (Maynes et al., 2012; Mertens et al., 2009). How refugees experience the road to 

employment is equally as relevant as how the job consultants in the municipality experience it and may 

improve the process of labor market integration overall or a least encourage change and foster healthy 

debates. As Kierkegaard (1998) said: “if one is truly to succeed in leading a person to a specific place, one must first 

and foremost take care to find him where he is and begin there. This is the secret in the entire art of helping”. 

7.3. Recommendations for further research  

This section presents recommendations for future research. My first notion was to investigate the 

communication between refugees and job consultant at the job center. However, I was denied access 

and I had to adapt my methodological approach. This was in all likelihood done to protect the citizen. 

As any researcher would be at high risk to gain access to sensitive data and private information in form 

of addresses and CPR numbers when conducting research in the public sector. I still recommend that 

future researchers seek access to further explore that interaction. What is the setting? What is typical 

discussed and how? Who is the interpreter and what is their role? This could reveal more in-depth data 

on the knowledge sharing practices. Additionally, this thesis has focused on the culture of Syrian 

refugees, which may not translate to other ethnicities. However, the results still point out potential 

problem areas that can be useful for job consultants as well as businesses that interact with refugees. 

Therefore, I recommend more studies of the national culture of refugee groups as well as investigating 

the possibility of a refugee culture.  
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Finally, due to the study design I only had access to a limited number of the target population. 

However, they have identified the labor market integration challenges they face, which is a strong 

indicator of how other refugees feel. Thus, more regional research is recommended to determine the 

challenges of labor market integration for refugees that could ultimately be the stepping-stone for 

comparative research analysis. Comparative analysis research could potentially discover regional and 

national best practices for labor market integration of refugees. Furthermore, these solutions could be 

implemented and adapted in other countries under similar circumstances or work as a guideline for 

future case studies.  
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9. Appendices 

Appendix A – Interview guide for job consultants 
 

Q-1: Name: _________________________ Anonymous: ____________________ 

  

Q-2: Which municipality do you work in?  

 

 

Q-3: What is your occupation?  

 

 

Q-4: In what way do you work with labor market integration of refugees?  

4.1. What type of tasks do you typically handle?  

 

 

Q-5: Do you work with a specific labor market integration program?  

5.1. If yes, can you describe how it works?  

 

 

Q-6: What challenges do you mostly face and with whom?  

 

 

Q-7: What positive or negative experiences have you had?  

 

 

 Q-8: How do you evaluate the future challenges of labor market integration?  
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Appendix B – Interview guide for Syrian refugees 

 

Q-1: Age  

Under 18 19-25 26-34 35-44 45-54 55-64 65+ 

  

Q-2: Which municipality do you live in?  

 

 

Q-3: Are you currently employed?  

If yes: where/which sector? 

 

If no: In what sector are you currently looking for a job? 

  

 

Q-4: Are you participating in a labor market integration program? 

If yes: in which municipality?  

 

Q-5: Do you belong in one of these groupings?  

Activity ready  Job ready Vocational educational Danish lessons  Other 

     

 

Q-6: Can you describe what type of help the municipality is offering you specifically?   

 

 

Q-7: What is your educational background?   

 

 

Q-8: Could you briefly summarize your work experience?  

 

 

Q-9: Do you feel that you have a network in Denmark that could help you get a job?  
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Q-10: Do you experience difficulties with the language barrier using JobNet or in other circumstances?  

 

 

Q-11: How have you experienced the municipality’s evaluation of your individual competencies?  

 

 

Q-12: Can you tell me how you feel about the prospects of getting a job?  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



67 

 

Appendix C – Notes from interviews 

Group 1: I-1 Abdel 

Age: 26-34

 

I’m deemed job ready and I’m looking for a job working with ceramics. I also take Danish lessons, level 

II.  

 

I would like to have more help with learning Danish.  

 

Because you cannot prolong an internship to e.g. 6 months I’m not motivated to continue  

 

I don’t have an educational background but I have worked 8 years with ceramics 

 

I don’t have a network in Denmark because I do not speak Danish. I have not used JobNet yet because 

of that 

 

I have experienced a lot of positive things working with the municipality. My main concern is language. 

I could probably get a job in a larger company as a bus driver for instance. Smaller companies that 

work with ceramics and tiles do not hire 

 

Group 1: I-2 Bassam 

Age: 19-25 

 

Looking for a job with ceramics or as a tile master. Arrived in Denmark 12 days ago 

 

In my first week after arrival I have done an interview with the municipality to conduct a profile of my 

competencies. There are no internships working with tiles but instead a vegetable market 

 

I’m deemed job ready, but I have not started Danish classes 

 

I have no education but 2 ½ - 3 years of work experience
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I don’t have a network in Denmark yet. So using JobNet is very difficult also because of lack of 

language skills. However, I’m optimistic. I feel confident about learning languages, 

because I speak a few already. So I am looking forward to it. I also want to work.

 

I have experience the relation to the municipality as polite and civilized 

 

I’m determined and optimistic about my opportunities here 

 

Group 1: I-3 Lamia 

Age: 26-34 

 

I’m not currently employed but I’m looking for a job in trading or a management internship in Fakta. 

I’m also taking Danish lessons 

 

The municipality helps with finding internships but not full-time employment. There is pressure to 

have Danish classes and doing an internship at the same time. After 3 weeks the municipality start to 

advocate hard for internships as a way to be introduced to the Danish labor market 

 

My first internship evaluation: 

- It was too short 

- I did not learn Danish 

- Was unjust: as it does not take my situation at home into account  

- I’m recovering from a psychological war and I’m seeing a psychiatrist.  

 

My family was split and I’m looking to find a way to re-unite my family. I have two children here and 

two in Syria. I’m a single mom who works from 8-15.30 and then I have homework and my children to 

take care of

I’m not nervous about my residency, as it does not depend on whether or not I find a job straight away 

 

My concern is that everyone is treated the same way even though our situations differ. The integration 

program does not cater to various circumstances e.g. in terms of cash benefit 
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I don’t have any education but I have experiences as a seamstress and a “life certificate of achievement” 

(self-made title). My spirit is high (she says laughing) and I try to act as a role model 

 

I have relatives in DK but they do not support me. I’m on my own, trying to establish a network 

 

I’ve been here 6 months and I understand Danish very well (switches to broken Danish) but it is 

difficult to speak 

 

The IVK has not helped me much. I’m a seamstress but got an offer to work as a cleaner. I said no. I 

want to work with management preferably with a wage subsidiary so I get a 2 year contract and training  

 

It inspires me that a lot of people are getting jobs. I’ve liked my part-time jobs but I want more 

 

Group 1: I-4 Fahim  

Age: 45-54 

 

CBSI and the job center is helping me look for a job and right now I have to opportunity to work 1 

month at Føtex 

 

I’m taking Danish lessons and I have a BA in management 

 

The municipality recommends internships. However, we are assigned random groups and then we are 

given a company to work for 

 

I could work in Bilka from 23 – 07 in Ishøj. It pays 112,00 DKK. I declined this and another offer and 

now the municipality is pushing. They have accused me of being un-understanding and punish me with 

a monetary deduction 

 

I understand that an effort is being made, however it is not customized. The push is clearly for 

internships  

 

I’ve been here for 6 months and I’m grateful for the efforts that are being made and that I’m able to 

stay here. However I wonder why the day-to-day activities are being forced.  
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I have a bad back and something with my ear that makes me very dizzy (vertigo). I want to work but 

under the right circumstances but I don't feel like that is taken into account. I get anxious when I don’t 

work 

 

I worked for 28 years in the postal office. There are 7000 employees in the postal service but no 

internships available 

 

The system abuses us. We are not here under the same circumstances but we are treated the same 

 

JobNet is good and the technology is amazing. I would prefer to learn Danish before doing an 

internship. If I get a certificate I can send it to the employer on my own 

 

My supervisor doesn’t help/understand me but I think it’s rude to ask for another supervisor at the job 

center 

 

Again I thank Denmark for taken us by the hand and giving us shelter and clothes but we need more 

humanity. We came for safety and to have a normal life 

 

Group 1: I-5 Sharif 

Age: 19-25 and employed through IGU 

 

I have a bachelor degree 

 

I’ve lived in Denmark for 1 ½ years. In my experience the Danish lessons and promise of a job are not 

true. You often get neither 

 

The government wants you to work for free (when talking about internships). They promote 

internships but don’t provide full-time jobs. After internships you move onto the next, not a full-time 

position 

 

I wish the manager would involve the (refugee) employee. A manager should guide his employee and 

integrate them with the rest of the team as well as into the society 
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In my opinion, the government needs to change the system. Danish lessons first and then job 

 

I’ve a network but I don’t know if it will bring me a job 

 

JobNet is challenging because of the language barrier. However, I find it useless. I do not know any 

refugees or Danes that have been employed that way. It is always a requirement that you speak Danish 

and perhaps also English fluently 

 

Some people in the municipality and job center are good and they remember you. You are lucky if you 

find a job quickly with all these rules 

 

The Danish (super)market is rich and that means that you can find a job, but if takes some effort on 

your part 

 

I say focus on the language before the job or use of JobNet. We should be able to use the experience 

that we have.  

 

Stay optimistic. I am 

 

Group 2: I-1 K. Castberg 

As a job consultant I proactively contact companies to find a match between the competencies of the 

citizen and the interests of the company 

 

It’s a social responsibility with many inquiries 

 

With newly arrived refugees I have a dialogue straight away to identify competencies, language skills, 

make a profile which is part of the preliminary investigation 

 

Within the first 4 weeks I have several dialogues and accompany the citizen to job interviews. This is 

the timely 4 week action. However, I would rather have a good beginning than a fast one. I think the 

politicians see it as a status project 
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Within 2 months we look for a residence, assess the need for a psychologist and contact family 

consultants 

 

Step 1 is a screening. Step 2 is a follow up where we look at IGU and internships and provide 

employment within 4 weeks 

 

With the aid of an interpreter we help the citizen, represent them and balance expectations. Then we 

see where it goes from there 

 

There are continuous follow-ups with the how things are going at the language school and at the 

workplace  

 

Better co-operative agreements between departments would be advantageous  

 

Legally we have 6 weeks to find employment for the citizen. This is the Copenhagen model. However, 

4 weeks is the unspoken rule with much control from the municipality  

 

Being subject to a set of rules is annoying, strange and feels dishonest 

 

On a positive note, part-time internships work well. In my experience focusing on employment is 

better than beginning with Danish classes. It tends to be that if the citizens find employment they are 

more motivated to learn Danish and it speeds up the process 

 

The challenge we face is the 4-week rule. Quick placement in the labor market is very resource-

demanding and has a heavy burden in form of required documentation. There is a lack of certain 

companies to participate in labor market integration of refugees  

 

If we look at the national level, KK is a fast mover. A beginner when it comes to dealing with refugees, 

but not unfamiliar with integration  

 

There is a need for a more company-targeted approach  
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The hungry businesses are the hotel- and restaurant industry, cleaning and in general businesses with 

crooked work hours 

 

In my experience, most citizens are not problematic. They are motivated to find employment.  Of 

course sometimes laziness is evident along side the experiences made from their journey.  

A psychologist it available by own share of expenses. However, specific offers are given to particularly 

traumatized individuals 
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Appendix D – Observation notes 

 

Theme night about labor market integration on the 7th of February 2017 at WH  

With presentation by job consultant Katrine Castberg from CBSI (K) and attending were volunteers 

(V), refugees (R), interpreters (I) and myself 

 

If you are deemed ready for employment you can participate in the labor market integration program. 

The process takes between 3-5 years and the objective is twofold: 

i. Learning Danish 

ii. Preparing for permanent employment through 

- Internships 

- IGU 

- Wage subsidiaries  

- Full-time employment 

 

Internships 

Normally lasts between 13-26 weeks. It focuses on Danish courses + professional competencies. There 

are three types of internships:  

Recruitment internships: you can be hired for a trial period to be assessed by the company 

Trial internship: if you have no experience within the industry 

Skill development internship: To increase and ensure competencies 

 

IGU 

The IGU program is one of the results of the TF. It attempts to deal with the gap between businesses 

and refugees expectations to internships. It applies to refugees and re-united families who have been in 

DK less than 5 years and are between the ages of 18-40. The IGU program is 2-year course with 

employment on equal terms as other employees such as maternity leave, holiday with pay and access to 

free health care. The program includes Danish classes and other courses. 
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One has to look into which industries offer this arrangement. It is typically larger companies. The 

payment consists of a trainee salary and an education allowance. Typical problems you might face: 

- The salary is low and also varies depending on the company 

- There are significant differences between public and private companies 

- The salary is higher when you are a family with children than when you are on integration 

benefits. However, the spouse might be deducted in benefits if he or she is on transfer benefits. 

Each case has to be evaluated individually to identify benefits and disadvantages 

- It is advantages if both spouses are participating in the IGU program  

 

(R) What about people who are older than 40? 

(K) Currently the 4-week rule is applicable. Even though it can be hard to see the benefit of timely 

employment. We want to strive for good placements on the labor market rather than quick because it 

sometimes leads to high absence and quitting. If we look at the statistics, it is clear that people are being 

put into employment quicker than previously. It is making it hard to argument against fast employment 

because that is the goal of the government. Job satisfaction is not the focus. Just as there is lack of 

children psychologists. 

 

(R) Why should we do an internship when we don’t speak Danish? 

(K) You learn Danish by doing the internship. It is a political decision, that 4 weeks after arrival you 

should be employed. It is in my opinion too fast. However, we need to learn together to create a good 

process.  

 

(R) What if the job is not language oriented? 

(K) An internship can be made shorter or become a wage subsidiary or a full-time job. Give the 

internship time, evaluate with the company every 4 weeks. There is a difference between working and 

learning Danish. Ask for help in any way that you can. Anywhere. The success stories move away from 

Ottiliavej that is why you don’t see or hear them. The most realistic approach to internships is to try 

out several internships before it leads to something, be patient.  

 

(R) How does the IGU program affect the residency permit? Why can you not be over 40 years old? 

How would I go about if I want to do something with art? 

(K) Who are you? Who is your job consultant? I recommend that you go to CBSI to get some 

counseling. One thing that is important is that you have to earn right of paid vacation for one year. 
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(R) Everybody seems to be treated the same even though our circumstances differ, how come we are 

forced down the same path? 

(K) Is that what you experience? We cannot change the practicalities of the system. However, we can 

negotiate with companies about hours, wages etc. The companies have a lot of power and we’re doing 

everything we can to explain this to them and find some middle ground. 

 

Wage subsidiary  

You are employed as a regular employee. The difference is that the municipality pays half of your salary 

and you get limited benefits. 

 

(R) Does that count according to residency permit? 

(K) According to the municipality you are viewed as unemployed when it comes to the unemployment 

fund (A-kasse) unlike IGU where you are active after 1 year. 

 

Full-time employment 

That includes wages, the right to maternity leave, paid holiday, unemployment benefit and so on. You 

also obtain permanent residency and a home outside of Ottiliavej. On a final note, Danish classes are a 

free offer within the 3-5 years of the integration program. Now I would like to welcome any questions, 

stories or comments. 

 

The invitation of stories led to a group storytelling of rights. Not as a sign of ungratefulness but more 

informative from the refugee side. 

(R) We are having a problem with living on a reduced benefit. You are experiencing trouble with 

integrating us. We have the right to be protected. We are experiencing democratic violence from 

politicians. Maybe I should be a politician? (There was consensus and laughter amongst the group). We 

are traumatized and it is difficult to deal with.  

 

Katrine thanks everybody for sharing and shows much understanding while emphasizing that we have 

to work within the system and do the best we can under the circumstances. 

(K) Let’s sum up. We’ve talked about the integration program. There have been questions about salary, 

taxes, residence and politics that we have not dived further into. 

(V) Should we do a theme night on democracy? (That was agreed) 
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(K) Look at the possibilities and put on the yes-hat. All the things you have now compared to before 

such as a roof over your head, residence, classes and so on.  

 

The evening ends on a high note, where refugees have aired some discontent with the Danish political 

system and the integration program. However, also expressed much gratitude and seem willingly to 

work hard to create a future here.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 


