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Abstract 

The Netherlands, in the last decade, has been welcoming refugees running away from their 

war-stricken countries. A majority of the refugees who recently acquires legal documentation 

for living in the Netherlands were of Syrian descent. The study investigates the career 

behaviors embraced by Syrian refugees to address the barriers, as well as their use of facilitators 

while integrating into the Dutch labor market. The study adopts the career ecosystem theory 

and discussed their career behaviors on the individual, organizational, and national levels with 

a particular focus on the intersection with gender. Data were collected from twelve Syrian 

refugees (six women and six men) who had settled in the Netherlands. Face-to-face interviews 

were initially scheduled, but online interviews were conducted due to the Covid-19 pandemic. 

The results reveal that the Syrian refugees adapted to the Dutch culture, overcame legislative 

hurdles, and the language barrier at the national level. They utilized available opportunities 

offered by organizations, targeted working in inclusive companies, and embraced career 

flexibility at the organizational level. The refugees made use of their cognitive flexibility, 

invested in social networks, engaged in self-healing and self-compassion, and developed 

proactive career behaviors at the individual level. Gender played a crucial role in their career 

behaviors, considering that women felt motivated by the safe working environment, took 

advantage of women's independence, and overcame the strict home country culture. A positive 

attitude and a proactive nature enhance the Syrian refugees' integration within the local career 

ecosystem.  
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1.Introduction 

In the past five years, the number of people seeking resettlement after running away 

from civil upheavals in Syria has been rising. It has been eight years since it (Syrian war) 

started, and it has sent 6.3 million refugees to other countries (UNCHR,2020). Some of the 

refugees settle in neighboring nations like Lebanon, but a section of others succeeded in 

reaching the Netherlands. They apply for asylum, and some of them are accepted by the Dutch 

government and are granted a residence permit in the country (IND,2020). In 2019 alone, 3,675 

Syrians applied for asylum in the Netherlands (ECRE, 2019). Therefore, the Netherlands hosts 

a significant number of refugees, and a majority of whom are Syrians.   

After being accepted as refugees, the journey of seeking resettlement and integration 

into the host country's society starts; however, it is considered an extremely challenging process 

for many of them (Yakushko, Backhaus, Watson, & Ngaruiya, 2008).  In addition, refugees 

need to seek employment to establish a livelihood and support the immediate needs of 

themselves and their families (Colic-Peisker & Tilbury, 2006). Therefore, integration into the 

local labor market is a central element for the resettlement success (Beiser,2003). 

In the Netherlands, Knappert, Van Dijk, & Ross (2019) focused on refugees' inclusion 

in the labor market and investigated the barriers and facilitators that they faced. The lack of 

refugees' acknowledgment for their qualifications and the language barrier of the host country 

were identified as the primary challenges. Besides, the lack of social capital poses additional 

challenges. The study also determined that strict language requirements, stereotypes, and 

biased procedures as organizational level problems.  

Considering that Syrian refugees view European nations as their alternative to finding 

peace (Castles, 2011), a majority of the studies on refugees' coping strategies and career 

navigation that have been conducted in Europe was mainly in Germany and only a few covered 

the Netherlands (Newman, Bimrose, Nielsen, & Zacher 2018). Moreover, Obschonka, M., & 

Hahn, E. (2018) discussed how it's vital to look into refugees' personal agency in the integration 

process as people build their careers by imposing meaning on vocational behaviors (Rudolph, 

Zacher, & Hirschi, 2018). In this regard, refugees' career behaviors that are adopted in the 

Netherlands to address barriers and facilitators, need further investigation.  

Moreover, most of these studies treated the group of refugees as one coherent group 

without considering individual differences. Yet, we also know that refugees' experiences and 

actions might differ along the intersections with other individual characteristics such as gender. 

However, Cheung & Phillimore (2017) discussed the intersection with gender by doing an 

integration analysis in a quantitative form, the gendered challenges are reflected in the refugees' 
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assimilation in the society; women face tough circumstances settling in the new country 

because their modest skills needed for integration. We can also see that men are advantaged 

compared to women, as that a majority of who succeed in getting asylum status are men 

(ECRE, 2019) as the Dutch Council of Refugees reported that 71% of the refugees who came 

to the Netherlands in 2019 were male while only 28.5% were female (ECRE, 2019).  

Moreover, given that women's dependency on men in some home societies is 

considered normal, men specialize in employment, and women focus on family work (Calas & 

Smircich, 1996; Due Billing & Alvesson, 1994). Women in such a society also face some 

limitations that they may not be allowed to work outside their hometowns so that they can be 

together with their families (Knappert, Kornau, & Figengul, 2018). Thus, further research 

needed to investigate the role of refugees' personal agency in the whole career ecosystem in 

addition to the impact of gender differences on these individual behaviors in the Dutch labor 

market.  

Therefore, this study seeks to answer the following research question:  

 How do men and women refugees engage with the barriers and facilitators in the career 

ecosystem?  

In attempting to answer the research question, the study uses a sample of twelve Syrian 

refugees who have settled in the Netherlands. Out of the twelve, six are men, and six are 

women. Data was collected through semi-structured interviews (all conducted online because 

of the prevailing Covid-19 pandemic). Data analysis of the study followed the Gioia 

methodology.  

The study is based on career ecosystem theory. Basically, an ecosystem of careers and 

labor markets grants the interdependence of a mixture of entities at different levels (Baruch, 

2015). These levels include individuals, organizations, national and global institutions that 

interact in a system that should be viewed as a single entity in interdependence (Mitleton-Kelly, 

2003). Numerous factors in the workplace environment, such as a person's beliefs, the 

employer, and government policies affect the nature of the labor market, affect a person's 

success (Baruch, 2015).  Additionally, Syed & Ozbilgin (2009) proposed a relational 

framework, which is underlined as a multi-level approach presented in the national, 

organizational, and individual levels. This multi-layered framework reinforces the career 

ecosystem theory by showing the interaction of refugees' individual behaviors and the career 

ecosystem entities.  

The research contributes to the existing literature on the refugee's personal agency 

towards career navigation and labor market integration in the Netherlands face. First, the study 
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applies the career ecosystem theory by explaining the refugee's individual career behaviors in 

overcoming the barriers and getting advantage of the facilitators. Second, the study investigates 

these behaviors adopted by refugees on a multilayer framework, which involves the whole 

labor market of the country of the ecosystem, the employers in the ecosystem, and the refugees 

themselves by exploring their career behaviors that were adopted on the individual level as 

well the other levels. Third, the study also sheds light on the role of gender in the female Syrian 

refugees' career behaviors. Fourth, it contributes to the previous research in the Netherlands 

and providing a country-specific perspective that helps various stakeholders in understanding 

refugees' behaviors towards integration in the national career ecosystem. 

2.Theoretical framing 

When refugees settle in the host countries, they make efforts to live healthy lives that 

they were adopted before circumstances necessitating their relocation occurred. They initiate 

measures to create a sustainable living through employment or income-generating 

opportunities. Zorlu & Hartog (2012) investigated refugees' employment assimilation using 

labor force survey data obtained from Statistic Netherlands between 2004 and 2005. The study 

revealed that migrants in the Netherlands do not reach parity with Dutch in employment, 

unemployment, or job quality even twenty-five years after arriving in the country. Thus, 

integration into a new labor market and society is not always an easy undertaking for refugees. 

Davey & Jones (2019) conducted a qualitative study on refugees who had settled in the United 

Kingdom, but who had qualified in medicine or teaching in their home countries. Davey & 

Jones (2019) used interviews and focused group discussions and reported that the study 

participants struggled to restore their professional identity and develop alternative identities in 

the host countries.  

Furthermore, Social capital could aid refugees' success in assimilation into society. 

Gericke, Burmeister, Lowe, Deller, & Pundt (2018) investigated labor market integration for 

refugees who had settled in Germany and secured employment. Burmeister and his colleagues 

found that social capital enhanced refugees' integration in the labor market. Importantly, 

Gericke, Burmeister, Lowe, Deller, & Pundt (2018) reported that vertical bridging social 

capital helped the refugees secure adequate employment while horizontal bonding social 

capital coupled with independent job searching contributed to unemployment and low-skilled 

work. Also, Verwiebe, Kittel, Dellinger, Liebhart, Schiestl, Haindorfer, & Liedl (2019) 

investigated the approaches that refugees in Austria used to settle to the labor market and found 

that a proactive approach and personal agency were essential in labor market integration. 
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Importantly, the personal agency helped establish social ties with the society, which translated 

to early labor market integration for the refugees. 

Refugees, just like any other people in the labor market, strive for career development. 

Yakushko, Backhaus, Watson, & Ngaruiya (2008) investigated career development issues 

among recent immigrants and refugees using the social cognitive career theory. The 

circumstances during relocation, the process of acceptance, and securing employment were the 

primary challenges for both immigrants and refugees but more pronounced among refugees. 

Hvidtfeldt, Schultz-Nielsen, Tekin, & Fosgerau (2018) conceptualized that the time between 

application of asylum and acceptance – through the provision of legal documents – hindered 

career progression among refugees. Hvidtfeldt, and colleagues analyzed the Danish system of 

handling refugees and investigated the time they (refugees) waited before they secured 

employment in the countries where they sought asylum. The study revealed that waiting for 

asylum registration for one year decreased subsequent employment by 3.2%. Importantly, 

increased waiting time delayed the refugees' access to administrative data and their refugees' 

engagement in the labor market.  

Besides the situational factors and the increased waiting time, refugees' career 

development is impeded by slow labor market integration. Brell, Dustmann, & Preston (2020) 

performed a literature analysis on the labor market integration among refugees seeking jobs in 

high-income countries. Brell and colleagues found that refugees make unprecedented decisions 

to move to other countries. In certain instances, they leave their home countries without the 

necessary academic paperwork to prove their qualifications. They also lack the language and 

job skills that are crucial in securing and sustaining job opportunities. The refugees also lack 

the social networks to connect them with available jobs and are, therefore, forced to take up 

menial jobs despite having academic qualifications in their home countries. Brell, Dustmann, 

& Preston (2020) recommended that authorities in high-income countries should support 

refugees through labor market attachment.  

2.1. Multi-Level Approach 

Syed & Ozbilgin (2009) analyzed the relational framework in the international transfer 

of diversity management. The study concluded that research should move from unilateral 

diversity management approaches to multilateral approaches. Importantly, Syed & Ozbilgin 

(2009) argued that a relational framework should entail three levels macro (national), meso 

(organizational), and micro (individual) levels. The national-level entails institutional 

structures and processes, such as legislative framework, socio-political policies, and labor 
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markets, the organizational level involves company policies and hierarchies. The individual-

level encompasses a person's subjective experiences in daily living, including at work and 

interacting with other refugees.  

According to Knappert, van Dijk, & Ross (2019), refugees' inclusion at the workplace 

is countered by challenges at the individual, organizational, and country levels. The activities 

that a refugee undertakes at an individual level informs the challenges they perceive and the 

coping strategies they adopt. The policies at the organizations that hire refugees or interact with 

them shape their perceptions of life. Besides, the approach used by a nation and its people 

towards welcoming refugees determines the challenges they face and the approaches they use 

to counter them. The study reported that refugees experienced education challenges at an 

individual level, language and stereotype problems at the organizational level, and blame that 

they were taking jobs meant for locals at the country level (Knappert, van Dijk, & Ross, 2019). 

2.2 Intersection with gender 

To highlight the concept of intersectionality (Acker, 2012; Crenshaw, 1991), which is 

to focus on intersecting and interdependent aspects based on more than one social 

categorization such as gender, Knappert, Kornau, & Figengul (2018) investigated the drivers 

of refugees' societal integration and inclusion (or exclusion) in the labor market based on 

gender and refugee status. Knappert and colleagues conducted 20 semi-structured interviews 

with Syrian refugees who had settled in Turkey, employers, and experts. The study developed 

a multi-layered approach showing that refugees' exclusion at the workplace is fueled by 

national factors and unhealthy employment practices in organizations, both of which have 

individual-level implications. Importantly, female refugees are disadvantaged because 

gendered roles prevailed in homes and the society in Turkey (Knappert, Kornau, & Figengul, 

2018). 

Cheung & Phillimore (2017) referred to the gender differences in the social policy 

adopted towards refugees in the UK. Cheung and Phillimore used the United Kingdom's 

longitudinal study to conduct secondary data analysis on the social issues facing refugees. 

Women performed poorer than men in language, budgeting for household expenses, self-

reported health, and access to housing and social networks (Cheung, & Phillimore, 2017). 

Besides, Wefens (2019) assessed the European Union's policy definitions and responses to the 

gender differences in responses to the refugee crisis. The study revealed that women are 

vulnerable to human rights violations and face more challenges when they migrate to the host 

countries.     
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2.3 Career Ecosystem Theory 

  With so many configurations, multiple stakeholders, who have direct or indirect 

involvement in the labor market, which in turn require a multitude of interactions and 

unavoidable interdependencies, the idea of an ecosystem came as a way to portray and explicate 

today's labor market reality, career systems included (Baruch & Altman, 2016, p.17). A career 

ecosystem entails a network of organizations, individuals, and other stakeholders that are 

interconnected in a dynamic way and influence the talent flow (Baruch & Altman, 2016).   

This ecosystem operates on the individual, organizational, and national levels with 

constant change among the levels and with a reflection on the human capital flow, creating and 

reshaping its units. Richardson, Karam. & Afiouni (2019) investigated the presentation of 

Syrian refugees and their labor market experiences on business media. Richardson, Karam, & 

Afiouni (2019) reported that business media sparked a conversation and could promote a career 

ecosystem for the refugees. Moreover, according to Dekker, Engbersen, Klaver, & Vonk 

(2018), Syrian immigrants settling in the Netherlands use social media before and during 

migration. Dekker and colleagues used data from Syrian immigrants who obtained refugees' 

status in the Netherlands. The refugees accessed social networks and trusted the information 

coming from their social ties. Social media, thus, acts as an avenue for promoting the career 

ecosystem. 

3.Methods 

3.1Research Design  

The study followed a qualitative study approach and particularly, phenomenological 

study design. According to Creswell (2013), a phenomenological study design explores the 

lived experience of a given group of people. The approach targets to examine a phenomenon 

and use interviews to question the respondents (with first-hand information on the issue, event, 

or circumstance) on their experiences concerning the phenomenon and the issues that 

influenced their experiences (Creswell, 2013). Refugees have settled in Holland, and the 

challenges they have experienced have prompted them to adopt coping strategies through 

career and social life. In that case, a phenomenological approach ensures that first-hand 

information on Syrian refugees' experiences on gender differences and career navigation 

struggles and obtained. Syrian refugees comprise the highest proportion of the refugees in the 

Netherlands (ECRE, 2019). In that regard, the phenomenological approach adopted in the 

research focuses on refugees who have settled in the Netherlands; in this case, the Syrian 

refugees. 
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The study investigated the perceptions, experiences, and opinions that refugees have on 

coping and career navigation. The study participants were presented with a conducive 

environment where they could express themselves without fear. Qualitative data is essential in 

this study because it presented first-hand information on refugees' career behaviors and 

navigation approaches.  

3.2 Research context 

The study was conducted in the Netherlands. Importantly, all the study participants had 

received legal documentation to facilitate their stay in the Netherlands. First, the criterion was 

that the participant must be of Syrian origin and have received legal documentation to back 

their refugee status. Refugees face challenges when settling in new countries, and it takes them 

more than 25 years to achieve parity (Zorlu & Hartog, 2012). The national career ecosystem in 

the Netherlands has its local rules and regulations that can be considered as barriers for refugees 

to integrate.  

On the local labor market, academic acknowledgment is crucial to find a job as the 

system depends on qualifications for its workers. Thus, the lack of such acknowledgments 

affects their chances of employment and career success (Baranik et al., 2018; Krahn et al., 

2000). However, as a positive point, the government is reinforcing gender equality in the 

Netherlands as there is a rise in the employment of women since the 1980s from 35% to 70% 

in 2016 (Government of the Netherlands, 2020). Furthermore, as of 2013, there is a quota 

requirement from the Dutch government to have at least 30% of women and 30% of men in 

supervisory boards (Government of the Netherlands, 2020). Thus, the country encouraging 

more women in senior positions. In addition, the government is also encouraging safe working 

environments, especially for women, by setting rules and regulations to eliminate harassment 

in the workplace (Rijksoverheid, 2020). In this regard, the country is encouraging more women 

in senior positions and reinforcing a safe working environment for them, and these practices 

can play a positive role in integrating women refugee into the labor market. 

Initially, the study was meant to take place in a physical environment where the study 

participants were questioned on the issues of investigation. However, the Covid-19 pandemic 

has necessitated social distance and reduced human interactions. The interviews took place 

online, where the study participants were guided on their participation in the research. 

Importantly, all the interactions in the study took place through online platforms to reduce 

human contact, which is likely to aggravate the spread of Covid-19. Although the research 

settings – online interaction – limited interactions and increased convenience (Evans & Mathur, 
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2005), yet online platforms facilitated the conducting of the study, considering that the study 

participants were recruited from various cities in the Netherlands. Besides, the online 

environment used did not change the aspects of the study or interfere with the data collected.  

3.3 Data Collection and Sampling 

Data collection is a fundamental process in research as it avails the necessary resources 

for answering the research question and testing the hypothesis (Somekh & Lewin, 2004). 

According to Sutton & Austin (2015), the first process during data collection is identifying the 

study population. Sutton & Austin (2015) then recommends that a researcher should define the 

number of study participants to be included in the study and sample them. Scientists using 

qualitative study approaches should focus on minimal study participants to increase their 

effectiveness in data analysis (Lapan, Quartarolu, & Riemer, 2011). The study followed 

purposive sampling. In this case, the data collection included one interview with each 

individual who met the inclusion criteria and requested them to refer people of similar status. 

Importantly, the sampling process identified twelve respondents who are spread out across the 

various cities in the Netherlands. Six of the respondents were men, while six were women.  

Data was collected from the sample, whose characteristics are described in figure 1. 

The participants were between the ages of twenty-five and forty-five. The youngest indicated 

that he was twenty-five years while the oldest forty-four years. Eight of the study participants 

traveled directly from Syria to the Netherlands. Four of them crossed by other countries, then 

finally the Netherland. Turkey was the most common transition point for the refugees, 

considering that four of the respondents had gone to Turkey before they entered the 

Netherlands. One of the respondents lived in Lebanon, then moved to Turkey, and finally to 

the Netherlands. Besides, the participants had lived in the Netherlands for between two and six 

years. 

A semi-structured interview guide with thirty-seven questions was used. The questions 

were grouped into three levels – individual, organizational, and societal – and included 

questions on gender differences. In this case, the data collection instrument appreciated the 

multi-level approach of the research theory (macro, meso, and micro) factors. Importantly, 

interviews are useful in qualitative data collection because they do not limit the respondents on 

sharing the data required. 
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The interviews had both open-ended and closed-ended questions. Participants received 

an email or text message requesting them to consent to the study and data collection procedures. 

Each interview took between 50 and 90 minutes and happened after the research participant 

consented. The study participants offered informed consent before data collection was initiated. 

Eventually, a structured interview guide was used in interviewing the participants at a time 

convenient to them, which followed planning among both parties. An environment where the 

study participants expressed themselves explicitly was created. Importantly, the study 

participants were asked whether they wanted to remain anonymous or not. Data collection was, 

therefore, conducted based on the participants' consent to recording and opinion on anonymity. 

Some of the participants were not fluent in English. The bi-lingual researcher gave them the 

option to respond in Arabic and translated the responses to English. Furthermore, after data 

collection, all the twelve interviews were transcribed in readiness for data analysis. The 

following table.1 showing the descriptive characteristics of the study participants. 

 

Table 1: Sample demographics 

Refugee  

/Feature
Age,  Gender, Position

Another country 

traveled to before 

reaching NL

Number of 

children

Years lived 

in NL

Area of 

Study
Education level

Previous work experience 

(Home country)

Oday
25, Male, Software 

developer 
None None 3

Computer 

networking
Bachelor’s degree

Fixing laptops at the 

university/teaching assistant

Sami 35, Male, Technician None
Pregnant 

(wife)
4 Commerce College Social work / Teaching

Alaa 37, Male, Banker None None 5
Banking and 

Insurance
Bachelor’s degree Real estate banking

Aalaa 31, Female, Programmer Turkey None 4 Marketing Bachelor’s degree
Marketing and business 

administration

Mariam 34, Female, Dentist Turkey 4 5 Dentistry Bachelor’s degree Dentist

Shady
44, Male, Mechanical 

Engineer
None 2 4.5

Mechanical 

engineering
Bachelor’s degree Engineering

Fady
43, Male, Electrical 

Assistant
None 1 4

Software 

engineering
Bachelor’s degree Computer programming

Noura 27, Female, Manager Turkey None 4.5
Computer 

Science
Bachelor’s Degree Volunteering

Katya
35, Female, Secretary/ 

assistant
None 2 3.5 Engineering College Office management

Zahraa 28, Female, Tester None 1 3
Food 

engineering
Master’s degree

Analysis in a food industry 

laboratory

Abdelrahman 34, Male, Physician Lebanon, Turkey 4 5.5 Medicine Bachelor’s degree Doctor

Walaa 35, Female, Career advisor None 1 4 Philosophy Master’s degree Teaching
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3.4 Data Analysis 

According to Davis & Meter (2009), data analysis in qualitative studies follows a 

procedural approach where participants' responses are coded, and underlying themes identified. 

Evidence-based methodologies were applied in the study to eliminate subjectivity and bias in 

data analysis. In that regard, data analysis in qualitative studies entails content and thematic 

analysis, where codes are developed to represent themes or content implied in the research 

questions and objectives (Vaismoradi & Snelgrove, 2019). In this case, the study used the Gioia 

methodology in data analysis.  

According to Gioia, Corley, & Hamilton (2012), the Gioia methodology follows three 

levels of data investigation. First-order concepts were identified by quoting and referencing 

notable ideas from the study participants' responses. The concepts were then coded by 

identifying overlying themes that reflected the various concepts. The codes amounted to 

second-order themes (Watkins & Gioia, 2015). Further, the second-order themes were then 

merged into larger concepts to identify aggregate dimensions. Importantly, Gioia, Corley, & 

Hamilton (2012) aggregate ideas represent the notable themes and amount to the results of the 

data analysis.  

In the present study, common issues were quoted from the twelve interviews as the 

first-order concepts, narrowed down the concepts to obtain second-order themes, and 

enumerated underlying ideas from the second-order themes to obtain aggregate dimensions.  

The themes were identified for each of the three levels (national, organizational, and 

individual), in addition to the intersection with gender. Importantly, the national context had 

four themes; the organizational context included three themes; the individual level included 

four themes, and the intersection with gender had three themes that showed women's behaviors. 

4. Results 

Relocating from Syria to the Netherlands affected the career position and progression 

of the refugees. While some of the twelve respondents continued working in their areas of 

study, a majority of them changed their position. One of the respondents had to modify her 

major by enrolling for a master's degree in the Netherlands and requesting credit waivers. Other 

respondents were forced to study another a different so that they could secure work in the Dutch 

labor market. For instance, the 4th interviewee studied marketing while in Syria and worked as 

a marketer and business administrator. However, she ended up studying programming when 

she settled in the Netherlands. Another respondent had not secured formal employment in the 

Netherlands, and he was volunteering in an organization dealing with refugee issues. The 
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below figure1. clarifies the data structure done by using the Gioia method (Gioia, Corley, & 

Hamilton, 2012) 

 Fig.1. Data structure
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4.1. Refugees' career behaviors on the national level of the ecosystem 

4.1.1. Adapting to culture 

Culture crash is one of the challenges that Syrian refugees face in the Netherlands. They 

could overcome the challenge by raising their cultural awareness. The refugees who employ 

their cultural intelligence could easily adapt to the culture and subsequently succeeded in 

integrating with the new ecosystem they have to build a career within. For instance; 

"Being friendly, being social, being a good listener, being open is really important when you 

set in a job interview your attitude has a really big role and also when you are working because 

I noticed that Dutch people appreciate small things. Having an attitude that appreciates the 

small things helps a lot." (Katya, female refugee) 

The participant clarified how understanding Dutch people's attitudes and acting upon that 

helped her a lot. 

"Some people are not flexible, so they've to be flexible and patient as we're the ones in their 

country not they're in ours." (Walaa, female refugee) 

The quote clarified the participant was aware that refugees are the ones who should be flexible 

to adopt the new culture and to avoid potential barriers they can face because of the cultural 

differences. 

However, other participants clarified that some refugees perceived the cultural 

difference as a hindrance when they failed to be more flexible in adapting with the Dutch 

culture and kept being strict with their home country culture. Therefore, their integration can 

be more difficult in their career and social lives. For instance; 

"it depends on your background and how they see it and how you present it, are you strict 

about your background and culture? So yeah, it'll affect your job, and they will react 

differently" (Noura, female refugee) 

The participant clarified that the more flexible and adaptable the refugees could be, the more 

likely to be accepted by locals and avoid affecting their job in a negative way. In this regard, 

refugees who adapted better to the culture could overcome the barrier and enhanced their 

integration in the new career ecosystem of the Netherlands 
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4.1.2 Overcoming legislative hurdles 

The laws observed in the Netherlands differ from the ones followed in Syria. Previous 

research highlighted how the local legislative procedures that accompany refugees created 

several barriers for them. For instance, they had to observe the laws regarding their academic 

qualifications they had in Syria. The country doesn't acknowledge the degree they earned in 

their home country. Therefore, that causes a barrier while starting a career in the new 

ecosystem. However, they could show a positive attitude towards approaching the level of 

education or skills needed for the job market and taking steps towards gaining new local 

degrees to ensure their integration in the new ecosystem. For instance; 

"As a doctor or a dentist, you have to be registered in the Ministry of Health. It's forbidden to 

any doctor to practice the profession out of the European Union without a declaration. And to 

be registered there are some measures that must be taken if your graduation certificate is from 

Syria... As they want to make sure that you are qualified as the Dutch students in the 6th year. 

It's based on the results of my exams. When I submitted the exams, my grades were high, so I 

took the permit directly". (Abdelrahman, male refugee) 

Overcoming legislative challenges meant that a refugee could understand the 

differences between Syria and the Netherlands. They, therefore, overcame such a barrier by 

investing time and effort towards meeting the laws so that their degrees can be acknowledged 

and successfully starting over their career in the local labor market. 

4.1.3 Overcoming language barriers 

Syrians speak mainly speak Arabic, and some of them can speak English as a second 

language, while Dutch is the official and most common language in the country. Therefore, 

speaking the language is a main requirement to secure a job in the Netherlands. Syrian refugees 

face the language barrier while trying to establish a career in the new ecosystem of the 

Netherlands. Importantly, they could overcome this barrier not only by taking advantage of the 

Dutch language courses provided by the government but also by some made individual efforts 

to acquire the language. For instance; 

"I worked in a place before, it was one day per week as I was studying, and there I dealt with 

a lot of Dutch people who supported me a lot, especially when I was still learning Dutch. 

Dealing with the Dutch people was improving my language…, and I would carry a pen and 



Syrian Refugees’ Career Behaviors  18 

 

paper to write a new word. Luckily a majority of the clients were old and, hence, patient with 

me." (Walaa, female) 

The statement showed how refugees could go creative toward reaching their language 

goals by seeking other opportunities to learn and not only the courses offered by the 

government. That way, they are succeeding in overcoming the barrier and can integrate better 

in the new career ecosystem of the country. 

4.2. Refugees’ career behaviors on the organizational level of the ecosystem 

4.2.1. Utilizing opportunities offered by organizations 

The Syrian refugees traced their success by taking advantage of the opportunities that 

arose. They accessed opportunities provided by organizations offering courses, internships or 

mentorships. They were guided by experienced employees in some organizations that cared 

about refugee inclusion at their workplaces. Taking advantage of these opportunities helped 

the refugees navigate their careers and establish new ones in the new ecosystem. For instance; 

"I'd say having a mentor is a good thing to have someone who shows you the road, and then 

you go by yourself and learn…. it's about self-efforts, but the main thing is they show us what 

are the most important skills, having online resources and having someone who provides help 

to us when we have a question, so it was about three months of hard series work." (P.1, male) 

The participant clarified how he got the advantage of the mentorship offered by the 

organization. His positive attitude, self-efforts, and hard work helped him benefit well from the 

opportunity he had in the organization. Subsequently, his efforts helped him integrate with the 

new ecosystem. 

"It's Information Communication Technology. This major doesn't have many women. And they 

need women of course as women are more creative than men. So, they told me that they need 

a lot of women in this major. Why don't you give it a try? So, I felt it is like a hint for me to 

apply this. I may be accepted." (Zahraa, female) 

The participant showed how she responded to the organization's advice by applying on 

a specific vacancy in order to get accepted for the job. Her intelligence and actions helped her 

granting a new job and be a part of the career ecosystem. 
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4.2.2. Targeting inclusive organizations 

When the organizations adopt inclusive cultures, they enable the refugees to subsist by 

developing a perception that is appreciated. Inclusive corporate cultures enable refugees to 

achieve their career and can ease the process of integration in the new ecosystem. Smart 

refugees consider applying in companies with inclusive reputations that provide a climate of 

inclusion and offer them opportunities and special programs. For instance; 

"he found an internship for me in Utrecht, it wasn't Booking.com, but I do want to mention 

that, I went there and did one month of the internship. It wasn't fun in Utrecht; it has a very 

Dutchy environment, so I felt lonely, …so that had a bad influence on me. so, at a certain 

moment, I decided that I'm going to Booking.com,.." (Oday, male)  

The participant clarified how he was not feeling included in the first company he had 

an internship in and that affected him negatively. However, he could seek another internship 

in a more inclusive company where he felt more welcomed, and that career behavior helped 

him with his integration in the new ecosystem 

 "There is like an open day in every municipality where all companies come there, and they 

invite all the refugees and all people who depend on social support. They interview them, and 

each company will talk about what it does." (Noura, female) 

From the above phrase, we can conclude how refugees' career behavior toward 

targeting companies that welcomes them with inclusivity helps them establishing good 

positions in the ecosystem. They do this by attending career days that are held, especially for 

refugees and seek opportunities offered by them. Thus, by doing so, they can grant a place for 

them in the new ecosystem. 

4.2.3. Being flexible while navigating careers  

More than half of the refugees reported in the interviews that remaining flexible in their 

careers helped them survive amidst the changes that occurred due to their migration. The 

refugees had an open mind, and that allowed them to take up any position that they secured 

regardless of their qualifications and work experience while in Syria. For instance; 

"I started as a postman first, and then I worked for a small company, I worked as an 

administrative worker and then worked here for Rabobank." (Alaa, male) 
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"It is okay to work anything till you achieve what you really want." (Fady, male) 

Remaining open to different career opportunities enabled the refugees to avoid career-

related stressors. They believe that each step they take helps, and by being patient and flexible, 

they succeeded in remaining hired and progress to the career of their choice. That was a positive 

career behavior they adopt in order to integrate into the new ecosystem. 

4.3. Refugees’ career behaviors on individual level 

4.3.1 Using their cognitive flexibility 

The Syrian refugees settling in the Netherlands use varying career behaviors that help 

them integrate. At the individual level (micro), they used their cognitive abilities to address the 

barriers that they faced. Their thoughts and perceptions of life and the career environment 

helped them cope with the challenges they were facing.  

"I am okay with making mistakes and learning from them. Honestly, I am really proud 

of the position that I have reached. Without mistakes, I would not have reached this position. 

Sometimes I feel there are some difficult things, but with every achievement, my spirit rises." 

(Zahraa, female). 

"What can be bad is not being flexible enough and not being easily angered or humiliated. 

Some of the questions you are asked are really stupid, like where does Syria exist in the World? 

You cannot be offended." (Katya, female). 

Developing a positive outlook, as indicated by the ninth and tenth participants, helped 

them cope with the challenging environment and stereotyping by the people around them. 

However, weak cognitive abilities caused further challenges for some of the refugees. For 

instance; 

"…he did not want to help or teach me as efficient, and he did not want to because I am a 

refugee." (Aalaa, female) 

"Like now, we all are in crisis, and because of my nationality, I am getting fired." (Aalaa, 

female) 

 

The participant had a negative perception of her reception by the Dutch to the extent of 

feeling that they did not engage her because she was a refugee. She also felt that she would be 

fired because she was a refugee. In that regard, cognitive abilities can play as a great facilitator 
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of the challenges they face. Subsequently, the lack of them can promote challenges for 

refugees. 

4.3.2 Investing in social networks 

Social networks could help refugees cope with the challenges they faced in the new 

environment. Importantly, social networks could ease connection to jobs and eliminate 

stressors of remaining lonely in a new country. However, a refugee must take an active 

approach to build social networks so that it can enhance their coping. A majority of the Syrian 

refugees engaged social networks and used them as leads for entry into the labor market and 

increase their interactions. For instance; 

 

"Since we came here, we were really engaged in the community, we have friends, and we go to 

theatres, do parties, and we have many Dutch friends …" (Katya, female). 

"I found my job here because of the relations we made. When I first came here, I made relations 

with Dutch people, of course I know some Syrian people, but definitely, the Dutch are the ones 

who could help me here as they have more experience in their mother country." (Shady, male).  

 

However, some of the respondents did not utilize social networks; hence, they ended 

up experiencing significant challenges when adapting to the new environment. For instance: 

 

"I do not have a community or like support. I am still building, and it takes time and a very 

long time to do." (Aalaa, female) 

"No, actually, I was always invited to these events, but I do not actually go there. I went once, 

but it was not really good because I do not like to be with many strangers." (Alaa, male) 

 

In light of the two comments, not having enough social skills to build networks can 

slow down their integration process. This can be a cause of fear of seclusion or discrimination. 

Subsequently, in the long run, he or she will not completely succeed in having the social capital 

needed for better integration. 

4.3.3. Engaging with self-healing and self-compassion 

The majority of the interviewees felt that overcoming psychological traumas and being 

self-compassioned aided in their coping in the Netherlands. They felt that the efforts they made 

to address the traumas helped them focus on self-development in career and other parts of life. 

For instance: 
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"If you are rejected, don't think it's because you are a loser. It's just about qualifications and 

experiences. So, start and do it then watch the result" (Zahraa, female) 

 

The participant explained how she was engaged with self-compassion and could avoid 

self-blame when she fails. This positive behavior toward herself helped her overcoming 

adversities and had the patience to wait and see future successes. 

  

"I went to depression, anxiety, even psychosis, paranoia, and all of this stuff because of war 

traumas, but I have processed these emotions. … I quit taking pills and went back to my 

approach, which is educating myself, training every day, and talking to people who care about 

me." (Aalaa, female) 

 

Notably, the respondent went through trauma in their home country and when 

migrating. However, they could overcome her traumas by doing some self-developing 

initiatives and engaging in self-healing  so she could get along with her new life start 

establishing her career. 

4.3.4. Adopting proactive work behaviors  

Refugees with an initiative and proactive attitude stand a higher chance of succeeding 

compared to those with withdrawal behavior. A majority of the Syrian refugees developed 

initiatives that improved their integration, such as forming groups, enrolling for self-

development courses, and starting conversations with new people. For instance; 

 

"I have gone to a lot of workshops and talked to a lot of people and trying to educate myself." 

(Aalaa, female) 

"We created a group and started training on how to help people and be a life coach. It was 

very nice." (Sami, male) 

"The thing is the initiative as I'm an entrepreneur, and I don't wait for you to talk to me. I may 

open the conversation and start talking…. And I found that it's seriously important in the 

Netherlands." (Walaa, female) 
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Developing such a positive attitude created even more opportunities for better career 

opportunities and better integration within the ecosystem. That way, they could hinder the 

effect of the obstacles they face. 

4.4. Women refugees’ career behaviors 

4.4.1. Utilizing the safe work environment 

Syrian refugee women enjoy a safe working environment in the Netherlands because 

the country observed equal opportunities for all regardless of their gender and reinforce and 

oblige the employers to prevent, all forms of sexual harassment as much as possible to create 

a safer environment for women to work in different roles and invest in their talents. 

Consequently, that encouraged women to establish their careers and invest their self-

development. For instance,  

 

"It's a safe place because you've all the kind of rules and policies to help women in their work, 

no one is allowed to be flirting or annoying for her" (Katya, female) 

"Then women will be more motivated because, for the first time, she's having attention and 

support so, she'll do her best to shine and to deserve their attention" (Katya, female) 

 

However, some participants clarified that not all refugee women could get the 

advantage of the working environment to construct their careers in the country, which implies 

that some Syrian refugee women could have reservations in their work. For instance; 

"I also think some girls are not open to working on anything here. You know mentality here is 

different than in Syria like here women can work on anything, but that is not applied in Syria." 

(P.2 male) 

4.4.2. Taking advantage of women independency  

The Netherlands has structures that are entrenching women's independence. Syrian 

refugee women can own property, study, and rise to the positions they desire in the workplace 

and be financially independent. Some women could successfully utilize such an opportunity to 

have better lives and careers. For instance; 

 

"Men have more financial independence in Syria and know how to handle financial 

stuff, but not all women from our background know how to do that… so when they come here, 

they need to learn everything so they can work". (Noura, female) 
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 "I feel more comfortable here for a middle eastern woman. I've my own house. I've my own 

work, I'm independent here" (Noura, female) 

 

The quotes clarify how Syrian women enjoy the Dutch environment that reinforces women's 

independence, and the participant clarified how Syrian women utilize this opportunity to learn 

everything that can lead to them being more independent and starting their careers to support 

themselves. 

However, some of the participants clarified that not every woman could do the same, 

and some others had a negative perception of the independence of women. They, thus, ended 

up hindering their success in establishing a career in integrating into the labor market. For 

instance,  

"Others live in the shell of "My husband refuses that. I should stay at home". They also didn't 

do anything or achieve any goal. Their bodies left their countries, but their souls are still 

there." (Zahraa, female)  

4.4.3. Overcoming home culture barriers 

Syrian refugees' women experience culture crash when they settle in the Netherlands. 

Importantly, their integration success can be dependent on their capability of overcoming their 

strict Syrian culture. For instance; 

 

"Yeah, if I advise  women, I'll say have a driving license, learn some computer skills and some 

financial skills because we don't have these I know that from my cultural background…… they 

don't have the knowledge or the help to overcome it, that's why when I make a computer skills 

workshop, I focus on women only so they could learn those skills, so their first step should be 

to learn those skills." (Noura, female) 

 

The participants were expressing that women in some areas of her home country can 

be very low skilled and don't even have the basic knowledge to overcome their hindering 

culture, the participant is volunteering to teach and encourage women to gain such skills that 

can be the first step in joining the local labor market. Thus, when these women who could 

overcome their home country limitations could succeed better in finding new jobs and start 

establishing their careers. 

However, for some other women, overcoming the restrictive Syrian culture was a 

challenge that they failed to overcome. For instance; 
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"Our culture in Syria is not to shake hands with men, but here in the Netherlands, you should 

shake hands with the patients as a doctor. Some people understand and accept that, and they 

respect my culture, but others do not accept." (Mariam, female) 

The participant couldn't show some flexibility towards her traditions and ignored the fact that 

hand shakings are needed in her career as a doctor in the Netherlands and the fact that her 

attitude may destructively affect her job. Thus, we can conclude that women who couldn't take 

steps towards overcoming their strict traditions can slow down their effective integration and 

career progress. 

5. Discussion and conclusion 

Syrian refugees settling in Europe face a myriad of challenges. The study was 

conducted in response to a knowledge gap where approaches adopted by Syrian refugees 

settling in the Netherlands to address barriers, and their use of facilitators had not been 

investigated. The study, therefore, focused on Syrian refugees who had settled in the 

Netherlands after receiving legal documentation. It intended to determine the various ways 

through which Syrian refugees were addressing the barriers they faced at the national, 

organizational, and individual levels with a focus on the gender role in order to succeed in 

establishing careers and integrating with the new career ecosystem. 

After reaching the host country, the refugees feel that the labor market and society are 

out of reach for them, thereby causing increased challenges (Bakker, Dagevos, & Engbersen, 

2016). Consequently, Syrian refugees started developing career behaviors in the national career 

ecosystem to address these barriers they faced on the country level and reached a better position 

in the labor market. They pointed out that they overcame language barriers, adapted to the 

Dutch culture, and maneuvered through the legal hurdles.  As Campion, E. D. (2018) discussed 

that refugees' who could overcome the language barrier of the host country have better career 

adaptability, resulting in resettlement success and labor market integration. In addition, having 

cultural intelligence to adapt sufficiently to the culture, is associated with intercultural 

effectiveness, such as cultural adjustment, mental well‐being in cross‐cultural situations, 

potential in multicultural teams, which reflect positively on integration (Ang, Van Dyne, & 

Rockstuhl, 2015, or Ang et al., 2011). Moreover, the refugees initiated ways to heed to the 

legal requirements of the country. As, Knappert, L., Van Dijk, H., & Ross, V. (2019) indicated 

that one of the barriers for the refugees' inclusion in the Netherlands the legal hurdles, which 
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include the acknowledgments of the academic degrees they had in their home country, which 

affect their chances of employment and career success (Baranik et al., 2018; Krahn et al., 2000). 

On the organizational level, the Syrian refugees in the Netherlands succeeded in 

securing adequate positions in the Dutch because of their success in utilizing organizational 

initiatives that appeared to favor them. They took advantage of any support offered to them by 

local companies such as internships, mentorships, and development courses, so they could 

access numerous opportunities for learning and working. Additionally, the refugees reported 

that they target local organizations that adopt inclusive corporate cultures, and some reached 

out to such companies through career exposition fairs. Importantly, most of the refugees were 

flexible while navigating their careers, and they took opportunities, including volunteering, and 

rose through the career ranks. Their postive career behviors the integrating into the dutch 

ecosystem because they could use the problem-focused attitude, where they adapted to the 

circumstances presented to them. As Woltin, Sassenberg, & Albayrak (2018) indicated, 

refugees could use problem-focus instead of maladaptive coping.  Also,  as disscussed by 

Wehrle, Kira, & Klehe (2019) remaining postive and setting progressive career goals helped 

the refugees constructed a positive image on the career and labor market  

A person's understanding and perspectives of an issue determine their approach they 

will use when addressing an issue. In the case of Syrian refugees, their individual-level factors 

enhanced their coping and career success in the Netherlands. A majority of the refugees 

developed flexible cognitive abilities, as discussed by Yakushko & Chronister (2005), these 

personality factors, such as cognitive flexibility, optimism, and positive coping styles, 

contribute to less problematic relocation experiences. They also made efforts to expand their 

social networks, as Gericke et al. (2018) pointed out that social capital could ease refugees' 

integration and enabled them to secure adequate employment. Additonnally, Since Spurk, D., 

Volmer, J., Orth, M., & Göritz, A. S. (2020) demonstrated that career adaptability and proactive 

career behaviors are empirically distinguishable and positively related. Refugees developed 

initiatives to succeed by maintaining a proactive career behavior, which helped them reach 

their career goals.  

Furthermore, Pajic et al. (2018) reported that refugees with higher psychological capital 

and self-efficacy confidently engaged in job search in the destination country because of 

enhanced career adaptability, their self-efficacy reduced when they perceived social and 

administrative barriers. They also could overcome the psychological traumas they had faced 

by engaging with self-healing and self-compassion. Neff, K. D., Hsieh, Y. P. & Dejitterat, K. 

(2005) discussed that self-compassion aids in facilitating the development process and helps in 
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reducing the harsh self-criticism, which reflects positively on problem-focused coping styles. 

This way of maintaining positive psychology helps them enriching approaches to their career 

development (Robertson, P. J, 2018). As Wehrle, K., Klehe, U. C., Kira, M., & Zikic, J. (2018) 

indicated, positivity could help refugees address the challenges they face and that engaging 

with psychological growth positively impact refugees' personal and career-related growth in 

the new country 

Furthermore, the gender equality entrenched in the Netherlands, unlike in their home 

country, helped refugee women coping in the new environment and succeeded in their career 

as they could utilize the safe working environment, took advantage of women's independence 

and overcame the strict Syrian culture. As Cheung & Phillimore (2017)  referred that women 

performed poorer than men in the main integration's aspects like learning the language and 

budgeting for the household expenses, as they originally were entitled to the gendered division 

of labor in their home countries (Calas & Smircich, 1996; Due Billing & Alvesson, 1994). 

Knappert, Kornau, & Figengul (2018) pointed out. Refugee women face exclusion challenges 

in the workplace as they have to overcome the gender roles of their home societies, and they 

are not allowed to express themselves in the way they desire. Furthermore, due to the very low 

female participation in the labor force in Syria (14.4%; average worldwide: 47.14%) (The 

World Bank, 2020), women are often less skillful and lack work experience. Colic-Peisker & 

Tilbury (2006) referred to the jobs that was easily found by female refugees are closely aligned 

with female social roles such as housekeeping, which require low skills.  

Nevertheless, the Dutch culture appreciates both genders equally, thus, ensuring that 

men and women enjoy safe working environments and seeking gender equality. Consequently, 

Syrian refugee women succeeded in the labor market by taking advantage of safe working 

environments in organizations, where they were more motivated to work and rose to the 

positions that they qualified for and discussed their issues opened without fear. They took steps 

towards being more independent and support themselves. They started to overcome their home 

country's gender roles by learning the skills they lack and be more flexible and open to new 

experiences. However, some of them couldn't totally succeed because they still held on to the 

Syrian culture, for instance, by mothers remaining at home while their husbands worked. 

5.1. Theoretical and practical implications 

The study's results, therefore, support the application of a multi-level approach when 

investigating the career behaviors adopted by refugees. It clarified the individual behaviors that 

were adopted on the different levels of the career ecosystem of the Netherlands. It highlights 
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readiness and motivation to be aligned with the local language, culture, and laws. It also 

embraces their proactivity and positive attitude whenever new opportunities show up by 

organizations. When the refugees embrace positivity in life, they view the prevailing 

circumstances as enablers and end up motivated to progress with their life. Whenever they fail, 

the refugees will derive lessons without developing a negative attitude. That shows that 

refugees should adopt a positive attitude and take a proactive approach when settling in the 

new country. It also suggests that refugees should hold on with self-compassion in order to 

keep coping in a positive way as negativity and self-blame results in additional challenges.  

(Neff, K. D., Hsieh, Y. P., & Dejitterat, K., 2005). It also emphasizes the important role of 

gender while addressing such individual efforts (Crenshaw,1991). 

The current framework should help employers more accurately conceptualize the career 

behaviors for refugees and better match refugee employees to positions that employ their skills 

and appreciate their differences. As Heisbourg (2015) argued, Syrian refugees have crossed 

into European countries and caused a crisis, but European governments should devote their 

resources and set up programs to allow for easier resettlement. So, The government, 

organizations (NGOs, and otherwise) should support the refugees to ease integration, for 

example putting more efforts for women who lack skills and motivate them to develop and 

have better jobs and help them address the barriers they have due to cultural and economic 

differences between the two countries, as well as funding and creating opportunities for 

language learning and career growth through volunteering and internship programs (Irrera, 

2016). Moreover, the Dutch government, in collaboration with local organizations and NGOs, 

should set up programs to address the mental health of refugees, especially those who don't 

have the ability to adopt self- healing and other positive behaviors by themselves. (Hodes, 

Vasquez, Anagnostopoulos, Triantafyllou, Abdelhady, Weiss, Koposov, Skokauskas, 2018). 

Also, it would be beneficial to conduct trainings in organizations for managers who deal with 

refugees so they can understand the cultural and individual differences as well as the traumas 

that may still have consequences on them. 

5.2. Limitations and direction for future research 

However, the study experienced two limitations. First, data was only collected through 

interviews, thus, denying the study opportunity for cross-verification through data 

triangulation. Another critical issue during the data collection was the language. Some of the 

interviews were conducted in English; however, others were conducted in Arabic. These 

interviews had to be translated into English and transcribed by the native Arabic speaker 
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researcher. Furthermore, twelve interviews are considered a small sample, and all of them were 

good educated with high motivation.  

Thus, a more diverse and larger sample that also include low skilled participant is 

recommended for future research, also with a focus on women refugees in order to perceive a 

complete picture regarding the role of gender and their subsequent appreciation of gender 

equality. Moreover, we recommend researchers to investigate more the role of employers' 

efforts and HR practices to recruit and include refugees in the Dutch workplaces in order to 

develop more knowledge about the barriers from the organizational perspective. Finally, 

qualitative studies are also recommended, for instance, the impact of individual differences 

(e.g., personality aspects, age, sexual orientation, etc.) on their success of integration and career 

navigation. 
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Appendix: Interview guideline for refugees 

 

A. Introduction 

Thank you for taking the time and effort to participate in this study. Before we start, I would 

like to give you a short summary of this research project. 

I am conducting these interviews in order to get insights into how different people and 

institutions in the Netherlands are helping to include refugees into Dutch workplaces. And what 

are the individual efforts towards integrating to the labor market and can help finding a job and 

working here in The Netherlands. 

This interview will take less around 45 minutes and will be recorded. At first I will ask some 

general questions about your background, then I will have some questions about how you found 

your job, what helps you to work in the organization you currently work for and how you feel 

generally about living and working in the Netherlands. 

If you agree, I would like to record this interview (🡪 participant consent form). Also, I would 

like to clarify that this recording is going to be anonymous for your privacy. 

There are no right or wrong answers. We are really interested in your personal perception and 

perspective. You don't have to answer every question. It is also totally fine to say "I don't know" 

or "I don't want to answer this question". 

B. General questions about personal background 

To begin, I would like to ask you some general question about your background. 

1. How old are you? 

2. For how long are you living in the Netherlands now? 

3. How long do you think you will stay? 

4. Do you have kids? How many/ how old? 

5. What is your country of origin? 

6.  Did you live in other countries before you came to The Netherlands? (if kids: Were 

your kids with you all the time?) 

7. What is your educational background? And where did you accomplish this? 
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8. What is your previous working experience (in the Netherlands and in your country of 

origin)? 

9. Which organization do you currently work for? 

10. What is your current position at this organization?  

11. How long have you been working in this position? 

12. Do you feel that your qualification fits your current position? 

13. On a scale from 1 to 10, 1 meaning 'totally dissatisfied' and 10 meaning 'absolutely 

satisfied', how satisfied are you with the current position? Can you elaborate on this? 

14. Do you feel that (not) being a parent has an influence on your work experience? 

Why? Do you have an example? 

 

 

C. Finding a Job 

Thank you. In the following I would like to know what does or does not work for you in the 

process of finding and having a job in the Netherlands. and what was your initiative efforts 

that facilitate the searching process 

 

15. How important was it for you to get back to your career? What motivated you to start 

searching for a job? (for women) 

16. How did you find your job? 

17. What did you personally bring with you that was useful in finding this job? [if not 

mentioned, ask for, e.g.,: network, education, previous working experience] 

18. What did you personally do that was useful in finding this job [if not mentioned, ask 

for, e.g.,: doing Dutch language course, doing integration courses, asking around]  

19. Did certain people or institutions help you in this process (e.g., government, NGO, 

unions)? How did they help you? Can you give an example of this? 

20. Which barriers did you encounter during your job search? What did you do about it? 

21. If not answered in #20: How were the cultural differences and language seemed to 

you? what do you think people can do to facilitate finding a job? 

22. Were there situations during your job search in which you felt treated differently 

(disadvantaged or privileged) compared to other applicants?  

- If yes: Why do you think this was the case? Can you describe the situation? 

Which people or institutions were involved?  

23. Do you think there are differences between man and women refugees when it comes 

to finding a job in the Netherlands? 

- If yes: What are these differences? Do you know examples? 

24. Do you think being a woman (man) can bring different challenges than men (women) 

face? 

● If yes: what are these challenges? How do you (think you could) overcome 

them? 

25. How do you think (not) being a parent affected you while you were searching for a 

job?  

 

D. On the Job 
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Thank you. Only two more sets of questions to go. In the next section I would like to ask you 

some questions about equal rights and valuing differences in the organization you are 

working for. 

26. Does the organization you work for engage in any initiatives or programs that 

promote or support certain groups of employees (for example, certain programs that 

help women, parents, or refugees)? 

- If yes: Did or do you participate in any of these programs? What kind of 

programs are these? Do you have an example? 

27. Do you think your career opportunities are fair compared to others (for example, do 

you feel treated fairly with regards to access to information, development, appraisal, 

salary, promotions)? Do you think this can differs based on gender? 

28. Are there factors about your work that hinder or enhance your feeling of being fully 

included at your current workplace? [ask for communication with colleagues and 

clients, participation in decision-making] Do you think you can do something to 

enhance your integration in the workplace? 

29. Have you ever felt excluded during (lunch) breaks or social events? Do you know 

why? What did you do? 

30. To what extend do you feel you are a full member of the organization you currently 

work for? Why? Can you give an example? 

31. To what extent do you think people at your workplace care about you? [maybe ask for 

reasons and examples again it wasn't mentioned before] 

32. To what extent do you feel appreciated for who you are at your current workplace? 

[maybe ask for reasons and examples again if # 28 did not answer this already] 

33. Are you satisfied with how you are treated at your current workplace?  

- If yes: Why? What do you think did you do for this to happen? 

- If not: What are your recommendations? Is there anything you could do to 

make it better? 

 

E. Refugees and the Dutch context 

 

In the last part of this interview, I would like to know what you think more generally about 

working in the Netherlands. 

 

34. Comparing your home country and the Netherlands, can you think of any factors 

typical for The Netherlands (cultural, historical, political, and legislative) that are 

helpful for the inclusion of (women) refugees into Dutch workplaces?  

- If yes, please elaborate. Do you have examples? 

35. Comparing your home country and the Netherlands, can you think of any factors 

typical for The Netherlands (cultural, historical, political, and legislative) that are 

problematic for the inclusion of women refugees into Dutch workplaces? 

- If yes: Please elaborate. Do you have examples? 

36. What is your advice for refugees entering the Dutch labor market? What can they do 

themselves to reach their career goals? 

37. [Phrase question according to the opposite of IP's gender] Would that advice be any 

different for men/women refugees?  

 

 

Do you have any comments/questions/things you want to add? 

 

Thank you! 
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