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Abstract 

The objective of this research was to explore immigration in Iceland and the role of the 

organizations and institutions related to the process of settlement. The neoclassical 

model was used as a leading theory in the study along with other theories of 

immigration. Two research questions were presented in the introduction chapter: RQ1: 

To what extent are organizations in Iceland prepared for recruitment of foreign 

citizens? RQ2: What are organizations and institutions in Iceland capable of doing to 

make this process easier for employees and employers? The theoretical review focuses 

on appropriate theories, limitations and barriers of the process as important sources of 

immigration. A multiple case study was conducted with nineteen foreign citizens and 

four human resource directors. The results for research question one concluded that 

human resource directors in these Icelandic organizations are in a need of help 

regarding the process of recruiting a foreign citizen. The results for research question 

two concluded that there are various ways available to help organizations, institutions 

and foreigners in the process of settlement and recruitment. This research is an attempt 

at improving this process, by having all the information needed at one place. 

Limitations and further research are stated in the Conclusion chapter. 

 

Keywords: Immigration in Iceland, settlement process, recruitment process, neoclassical 

model. 
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Útdráttur 

 

Markmið rannsóknarinnar var að skoða aðflutning erlendra ríkisborgara til Íslands og 

hlutverk fyrirtækja og stofnana við ferlið að flytja til Íslands og finna vinnu. Necolassical 

model var notuð sem meginkenning rannsóknarinnar ásamt öðrum mikilvægum kenningum 

um aðflutning erlendra ríkisborgara. Tvær rannsóknarspurningar voru gefnar upp og kynntar í 

Introduction kaflanum: RQ1: Að hve miklu leyti telja fyrirtæki sig vera tilbúin að ráða erlent 

starfsfólk? RQ2: Hvað geta fyrirtæki og stofnanir gert til að auðvelda erlendum 

ríkisborgurum ferlið að flytja til Íslands og atvinnurekendum með ferlið að ráða erlenda 

ríkisborgara? Fræðilegi kafli ritgerðarinnar leggur áherslu á viðeigandi kenningar, 

takmarkanir og hindranir við áðurnefnt ferli. Framkvæmd var fjölþátta greining á gögnum frá 

nítján erlendum ríkisborgurum og fjórum mannauðsráðgjöfum. Niðurstöður fyrir 

rannsóknarspurningu eitt leiddu í ljós að mannauðstjórar íslenskra fyrirtækja telja sig þurfa 

meiri hjálp við ráðningu á erlendu starfsafli. Niðurstöður fyrir rannsóknarspurningu tvö 

leiddu í ljós að margar leiðir væru til staðar til að auðvelda fyrirtækjum og stofnunum, við 

ráðningu á erlendu starfsfólki og erlendum ríkisborgurum að flytja til Íslands. Þessi rannsókn 

er viðbót við fyrri rannsóknir á aðflutningi útlendinga í leit að vinnu. Enn fremur mun 

hugmyndin um ákveðinn vettvang til að hjálpa erlendum ríkisborgurum, fyrirtækjum og 

stofnunum með ferlið, þar sem allar upplýsingar væru til staðar á einum stað vonandi ýta af 

stað breytingum. Takmarkanir og frekari rannsóknir eru tilgreindar í lok Conclusion kaflans.  
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Introduction 

 In a rapidly changing world, people are increasingly more willing to broaden their 

horizon and relocate to different countries, with their own reasons for moving and clearer goals 

in mind. The receiving countries need to be prepared for the increasing number of immigrants 

coming to new countries, looking for a better life or simply to find a more preferable job 

position than is available in their home country. The receiving country needs to help with the 

settlement process, as does the organization if the person already has a job position waiting 

(Caidi, Allard, & Quirke, 2010). Thus, the consequences of poor information and little support 

in the process of a relocation between countries can have a tremendous effect on the life of the 

immigrant.  

The receiving country is most likely in need of low-wage workers, if there are positions 

available and people are relocating to apply for them (Massey, 1999). Therefore, the receiving 

country needs to welcome these people in the right manner by making the process easier for 

them. If the person is a newcomer in the receiving country and is moving because of a job 

position, the human resource management (HRM) within that organization should be able to 

help, using preferable sources to reach the target (Dowling, 2008). The human resource 

management refers to practices and policies involved in carrying out the human resource side 

of a management position, including job analysis, recruitment, selection, training and 

development. This department uses systems and practices to influence employees’ attitude, 

behavior and performance (Aguinis, 2013; Altarawmneh & Al-kilani, 2010).  

Organizations need to have in mind that the world is changing and they need to be 

prepared to develop new approaches and stay alert to accept new challenges that come with 

recruiting new employees. The more prominent organizations are more likely to have a 

department that takes care of the people within the organization, called the human resource 

department. The HRM takes care of recruitment, training, the motivation of employees along 

with other important parts of the organization (Huselid, 1995). They use staff policies and 

practices to enable organizations to accomplish their work. The main thing is to attract the right 

and qualified people and do that by valuing its staff. If an organization takes care of their staff, 

the employees are more likely to do the same, and other job applicants are more likely to apply 

for a job opening (Huselid, 1995). If the organization has recruited the right people, it is likely 

that those people will help the organization to prepare for rapidly changing requirements in the 

environment, leading to a competitive advantage (Huselid, 1995; Mehra, 2018). 



10 
RECRUITMENT OF FOREIGN CITIZENS WITHIN ICELANDIC ORGANIZATIONS 

 Because of the rapidly changing world, organizations are getting more international and 

global. Researchers, Forster (2000) for example, have looked at the changes in the labor market 

regarding employees that are moving overseas to find a better job position within an 

organization. A number of organizations have started to work on these international managers, 

that would go overseas to work on projects and come back home, this is not as common today. 

It is most likely that a person, especially with a family is going to move for a project and stay, 

if the person gets a position within an organization (Forster, 2000).   

 This is no different here in Iceland and when looking at numbers on the webpage of 

Hagstofan (Statistics Iceland) it is clear that there is an increase in foreign citizens moving to 

Iceland each year since 2008 (“Milli landa,” n.d.).  The process of registering for domicile and 

a work permit in Iceland has not changed much in recent years. This makes the institutions that 

are involved in this process highly important and their work is getting more extensive. The 

institutions that are involved in this process are The Directorate of Immigration 

(Útlendingastofnun), Registers Iceland (Þjóðskrá Íslands), Icelandic Health Insurance 

(Sjúkratryggingar Íslands) and sometimes Directorate of labour (Vinnumálastofnun). These 

institutions could work more together, so foreign citizens could know exactly the next step in 

the process of getting permits and rights in Iceland.  

 There are different types of forms that foreign citizens need to fill out and hand in to 

the institutions. At the moment there is no institution or platform that people can contact to get 

help with the whole process. Thus, the aim of the thesis is to find out if organizations in Iceland 

need help with this process and on what basis can the industry help. According to the findings 

of the first sample in the preliminary examination there is a need for better access to all the 

information needed in this process, both for the employees and the employer.  

 There is a gap in this field, where there is a need for formal processes and information, 

both for foreign citizens and organizations in Iceland that are recruiting them. To this day, there 

is no platform here in Iceland that helps with the process of moving to Iceland and all the 

paperwork related, that both the organizations and foreign citizens could contact. There is no 

research available on this matter in Iceland so hopefully this research will bring insight into the 

field and show how it can be more efficient and accessible. Therefore, the research questions 

are; 

RQ1: To what extent are organizations in Iceland prepared for a recruitment of foreign 

citizens? 

RQ2: What are organizations and institutions in Iceland capable of doing to make this 

process easier for employees and employers?  
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 Little is known about how foreign labor to Iceland access information in 

institutional context on recruitment processes; thus, this research contributes to ongoing 

discourses between? HRM and immigration in the context of how Icelandic firms prepare 

for recruitment and whether the recruitment processes can be defined to make the 

recruitment process more transparent and efficient.  There is no known research about 

this topic in Iceland. This research identifies the need of information for foreign citizens 

in Iceland and the need for specific processes within organizations to address the increase 

of foreign labor. Hopefully, this will facilitate the next step of making the settlement 

process more accessible and convenient for foreign citizens in Iceland, minimizing the 

barriers they come across.  

 This thesis begins with a theoretical review of previous studies and theories on 

immigration and HRM (as a framework for the research). The theoretical review ends 

with an overview of the Icelandic labor market and the magnitude of foreign employees 

in Iceland. 

 To answer the research questions, the data was collected with open-ended 

interviews in multiple case studies. The methodology chapter features the information 

needed for the process and relevant information concerning the participants, the data 

collection and the coding process. The interview questions were used to get a broader 

perspective of the research topic, from different aspects of the labor market and answered 

by participants that immigrated to Iceland from all over the world. The results show that 

organizations and institutions in Iceland need help regarding the process of foreign 

citizens moving to the country. Furthermore, the Findings cover a few examples of ways 

to improve the process for both the foreigners and organizations and institutions. 

Following the Findings chapter are the Discussion, Conclusion, and finally Limitations 

and Further research.  
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2. Theoretical review  

 The world is constantly changing and organizations are getting more globalized and 

international (Dowling, 2008). Millions of people are moving from their home country to find 

a location with better job-possibilities. The HR departments need to have in mind the more 

challenging tasks that follow these changes regarding laws, regulations and even the process 

of settlement for the newcomers. Need for information in the new country is one of the hardest 

parts in the settlement process and will be covered later in this chapter (Caidi et al., 2010).    

  There are many theories concerning reasons for immigration. This paper focuses on 

the following: the neoclassical model (Massey, 1999), the microeconomic model of individuals 

choice (Mincer, 1978), the labor market theory (Piore, 1979) and the human capital theory 

(Chiswick & Miller, 2009). These theories address immigration from different aspects and 

approaches (Mariani, Moreno-Galbis, & Tritah, 2011). The neoclassical model, which is the 

most dominant theory to this research, assumes that benefits and costs are the primary stimulus 

for migration (Todaro & Smith, 2006). Following is an overview of the main theories and 

approaches used in this thesis. 

 The neoclassical theory, world system theory, and segmented labor market theory offer 

together the best explanations for why immigrants gravitate to the developed countries 

(Massey, 1999). The world system theory and social capital theory best explain how structural 

links rise to connect areas of destination and origin. The new economics of labor migration and 

neoclassical economics address the motivation of international migrants.  

 This chapter begins with a short overview of matters that are important in the research 

of immigration and recruitment of foreign citizens. After that there will be an overview of how 

each theory approaches the matter, emphasizing the most dominant theory; the neoclassical 

model.   

2.1. Human resource management 

 Human resources management (HRM) practices have experienced serious transfor-

mation during the past three decades (Ulrich & Dulebohn, 2015). In the early 1980s, the HRM 

was an administrative maintenance function but is currently viewed more as a core business 

function that contributes to the effectiveness of organizations. This change is due to 

globalization and international competition, employment legislation and demographic changes.  

Another defining factor is the change from manufacturing to a service- and knowledge-based 

economy (Mahoney & Deckop, 1986).  
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 Human resource management refers to practices and policies involved in carrying out 

the human resource side of a management position, including job analysis, recruitment, 

selection, training, and development. This department uses systems and practices to influence 

employees´ attitude, behavior and performance (Aguinis, 2013; Altarawmneh & Al-kilani, 

2010). Human resource managers promote accountability by using performance management 

to direct and control the flow of information from the bottom to the top, inside to outside and 

vice versa. In addition, the HRM holds knowledge on how the organizations accomplish their 

ideas and work (Ulrich & Dulebohn, 2015).  

 The HRM can help organizations shape and develop new approaches that can be 

aligned to a specific strategy e.g., adding, retaining and attracting shareholder value, or 

implementing novel human resource management practices. The real value of a company is in 

the minds of their workforce and in today knowledge organizations, the best practices of the 

HRM can only ensure continued success.  

The HRM can increase an organizations reputation and competitive advantage because 

of its ability to convert other resources within the organization, such as money, methods, 

machines, and material into an output. Competitors can imitate other resources, but the human 

resource is unique and therefore cannot be imitated (Shaukat et al., 2015). 

 Organizations are becoming more globalized, making the world one marketplace. This 

means that the international human resource management (IHRM) must take labor mobility 

more in to account. They need to be able to look for talented people and know where to find 

the right talent for the organization (Dowling, 2008). Staffing of multinational organizations 

involves three different types of international employees: third-country nationals (TCNs), host-

country nationals (HCNs) and parent-country nationals (PCNs). The attention of IHRM is 

mostly concerned with PCNs and when they are transferred to another country for more than 

one year. The TCNs are people that are from another country than the subsidiary and are 

recruited by the subsidiary. The HCNs are people that are working for a subsidiary in their 

home country, that is a part of an organization located in another country. When firms are 

looking for an employee with a specific skill that a native person does not have, they will have 

to recruit a non-native in order to fill the position (Latta, 1995).  

 The HRM cannot wait on the sideline in this rapidly changing world. They must react 

to the new visions and standards within organizations, in order to keep up with others. They 

will need to develop all the experiences and knowledge necessary to succeed in this globalized 

environment (Dowling, 2008).  
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2.2. Regulations and laws  

 The world is experiencing immigration on a new scale. Large numbers of workers with 

mobility, have to be taken into consideration by multinational enterprises who need to examine 

their alternatives when hiring their global workforce (Dowling, 2008). Millions of people are 

working outside their home countries, leaving home to find work or seeking international 

experience, many of whom never return home.  

 Iceland is a part of the European Free Trade Association (EFTA) and European 

Economic Area (EEA). The EEA that has trade relations with the European Union (EU), which 

facilitates regional trade and therefore the movement of workers between the member countries 

of Europe, helping people seek the best possible work opportunities (Anonymous, 2016).   

  In 1997, the EU included a section for employment, under the Treaty of Amsterdam 

with the purpose of promoting high ranking employment and social protection (Treaty of 

Amsterdam amending the Treaty on European Union, the Treaties establishing the European 

Communities and certain related acts, 1997). The responsibility remains with the member 

states, they are however encouraged to work towards a coordinated strategy for employment 

and to promote a trained, skilled and adaptable workforce (Treaty of Amsterdam amending the 

Treaty on European Union, the Treaties establishing the European Communities and certain 

related acts, 1997).   

 The EU has provided fundamental social rights of workers, which Iceland looks to as a 

guideline. The fundamental social rights of EU workers that are related to the organizational 

environment are as follows (Treaty of Amsterdam amending the Treaty on European Union, 

the Treaties establishing the European Communities and certain related acts, 1997):  

o The right to work in the EU country of one´s choice 

o The freedom to choose an occupation and the right to a fair wage 

o The right to improved living and working conditions 

o The right to social protection under prevailing national systems 

o The right to freedom of association and collective bargaining 

o The right to vocational training 

o The right of men and women to equal treatment 

o The right of workers to information, consultation and participation 

o The right to health protection and safety at work 
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 It is important that the HRM within an Icelandic organization, doing business within 

the EU knows and understands these regulations and ensures that the organization delivers 

these promises.  

 Immigration laws and policies can have an effect on companies and can pose a 

constraint for the strategy of looking for the right people in another country (Dowling, 2008). 

The IHRM are responsible for labor and employment relations issues, which calls for an 

understanding in international regulations, for example the ones developed by the EU. All of 

this requires a local input and involvement of local and regional laws (Dowling, 2008). 

  The HRM are the ones responsible for recruiting immigrant workers in the more 

prominent organizations. The HRM need to work with government officials to fill out the 

appropriate paperwork in the correct manner. This responsibility is so complex that in many 

cases the HRM contacts external experts, in the field of law and regulations (Dowling, 2008).  

2.3. Sense-Making Approach 

 The Sense-Making Methodology was developed by Dervin and Nilan (1986). They 

studied how people used information and other tactics in the process of making sense of their 

worlds. This methodology focuses on individuals in the process of information-seeking and 

has been used when describing the information needs of immigrants (Dervin & Nilan, 1986). 

 According to Dervin (1998), the Sense Making Approach assumes, that the trick is to 

find a method to think about complexity, variety and shortcomings using a central metaphor. 

The central metaphor is of human beings traveling through time and space. They come out of 

situations with a history and partial instruction. Arriving at new situations, they face gaps, build 

bridges across them, evaluate the outcomes and move on. Time, space, movement, gap, step-

taking, situation, bridge and outcome are the foundational concepts of the Sense-Making 

Methodology (Dervin, 1998). 

This approach is a useful guideline when researching information-seeking immigrants 

and collecting information on the barriers that immigrants come across while searching for 

information (Sirikul & Dorner, 2016). 

2.4. Information needs of foreign citizens  

 Finding information regarding everyday life in a new country can be a complicated 

process. Mehra and Papajohn (2007, p.12) call this process a “culturally alien information 

environment”. This mean that the information practices need to consider that the newcomers 

are creating new patterns and networks which affects their ability to find the appropriate 
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information. This leads the individuals to search for information from varying sources which 

in turn complicates the way they manage their lives (Caidi et al., 2010). 

 The information practices are defined in many ways but Savolainen’s (2008, p. 2) 

definition is “a set of socially and culturally established ways to identify, seek, use and share 

the information available in various sources such as television, newspapers and the Internet.” 

The information practices also include active information seeking which features the 

information need as well as seeking information. When there is a “gap” in someone’s 

knowledge, the person seeks new information as an effort to resolve that “gap” (Caidi et al., 

2010). 

 The information practices are connected to the individual’s understanding of the world 

and daily habits (Savolainen, 2008). Information practices can be divided into three modes; 

information seeking, information sharing and information use.  A good example of information 

sharing is how people exchange information through social networks. Caidi et al. (2010), refer 

to the immigrants “as a population in transition, struggling to deal with an unknown 

information environment.” 

 Information poverty is a concept which provides an even better understanding of 

immigrants’ search for information They lack the necessary resources, for example social 

networks and skills to find relevant information (Caidi et al., 2010; Chatman, 1996). 

Immigrants that are newcomers are described as an information poor group, since they have 

not yet encountered the appropriate local networks and are not used to navigating new 

information in the current environment.  

 When people move to a different country, it is likely that difficulties will emerge that 

can lead to e.g. social isolation, emotional stress, lack of financial stability and/or limited 

support (Caidi et al., 2010). This is just a part of what makes it hard to relocate and sometimes 

the information is in a language that they do not understand.  

 The barriers stated in the literature also include recognizing and accessing the right 

human sources, for example public organizations and institutions related to the process of 

relocating. These institutions and bureaucratic processes include for example applying for 

health insurance, a work permit and a driver´s license and opening a bank account (Caidi et al., 

2010; Savolainen, 2008). These problems are often complicated for immigrants that are new 

in the country and do not know the overall system. George et al. (2004) suggest that 

immigrants’ need for information is relatively similar across countries and the settlement 

process does not differ greatly.  
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2.5. Barriers and Challenges 

 Barriers may prevent immigrants from finding the critical information needed when 

moving to a new country (Caidi et al., 2010). The literature defines both social and structural 

barriers. Social barriers include, for example social isolation (Morrow, 2003; Pumariega, 

Rothe, & Pumariega, 2005), different cultural values (Srinivasan, 2007) and problems with 

communication (Cortinois, 2008; Courtright, 2005). Structural barriers include, for example 

learning about the settlement and immigrant process (Chu, 1999; Stavri, 2001) and language 

proficiency (Jeong, 2004; Stavri, 2001). The most significant barrier is the lack of language 

skills (Caidi et al., 2010; Jeong, 2004; Stavri, 2001), making friends and family that emigrated 

earlier, the most preferred source of information for this group. Gathering information from 

their closest network is relevant, especially regarding the location of services and institutions 

related to the settlement process along with information about the health-care system and 

insurance.  

 Experience is also an important factor in this process since negative experiences with a 

system or a service provider can have a traumatic effect on the immigrant´s settlement process 

(Caidi et al., 2010). Communication problems will make this experience even harder. There is 

also a different understanding of treatment, illnesses and health related to cultural differences. 

Health information providers need to take that under consideration when designing services.  

2.6.  Stages of settlement 

 Immigrants all over the world show information-seeking behavior. According to 

Mwarigha (2002) there are three stages in the settlement process of immigrants, where they 

have to face barriers and need information. These three stages are (Mwarigha, 2002): 

1st stage, Immediate: Newly moved foreign citizens need information on essential elements, 

such as housing, food and clothing stores. They are not sure where to 

find the Information needed and language problems will make it even 

harder.  

2nd stage, Intermediate: The need for information about employment, health care, legal services 

and other things to integrate.  

3rd stage, Long term: The need for belonging and how they can contribute to the society they 

are living in now. Diversity and individualized information, for example 

political, social and cultural information.  
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 Caidi et al. (2010) combined Mwarigha´s (2002) stages of settlement model with the 

pre-migration stages of George et al. (2004), combining them into four overlapping stages:  

1st. Premigration stage: Information gathering before moving to a new country.  

2nd. Immediate stage: Information on housing, navigation in the new town and translation. 

3rd. Intermediate stage: Information on local systems and institutions. 

4th. Integrative stage: Information on politics and civic participation.  

 The pre-migration stage is thought to be very important in this process (Benson-Rea & 

Rawlinson, 2003).  Since individuals tend to rely on information from family and friends when 

moving from one country to another, this can lead to them having unrealistic ideas about the 

destination, before they move. Receiving wrong information may accentuate the problems 

mentioned before, thus making the process even harder.  

 Highly skilled and well experienced people are more likely to realize if they are going 

to stay for long in the country, depending on the employment or business situation (Benson-

Rea & Rawlinson, 2003). If organizations are going to catch the right individual for a specific 

position, they will need to look deeply into the requirements and expectations of the candidate. 

If the candidate’s expectations are unlikely to be met, they will not stay for long (Benson-Rea 

& Rawlinson, 2003).  

 According to Caidi et al. (2010), the Internet is the best source of information in the 

preparation for immigration, but after arriving in the new country, personal contacts and word-

of-mouth are the main sources of information. When seeking information, individuals have 

their information pathways and the resources they use when finding answers to their questions. 

The most common resources are social networks, information and communication 

technologies, organizations or institutions and ethnic media (Caidi et al., 2010).  

2.7. The neoclassical model 

 The most fundamental (neoclassical) model initially developed to define migration in 

the process of economic development in the writings of Hicks (1932), Lewis (1954) and Harris 

and Todaro (1970). These writings draw attention to the fact that migration results from real 

wage differentials throughout countries and/or markets that emerge from dissimilarities in 

tightness of labor markets (Kureková, 2010). According to the neoclassical model, under the 

presumption of full employment, it anticipates a linear relationship between migration flows 
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and wage divergence (Bauer & Zimmermann, 1999). The wage differential has to be more than 

30% for gains of migration to outweigh its costs (Mansoor & Quillin, 2006).   

 The private costs of migration can be divided into money and non-money costs. The 

money costs can be for example accommodation, food, transportation, all expenses by 

migration (Sjaastad, 1962). The non-money costs are most often more significant than the 

money costs. Opportunity cost is an example of a non-money cost, that is the money 

immigrants have to do without while traveling, searching for and learning a new job. The 

comparison of expected earnings in the new country with the expected earning if the migrant 

had not moved is the most important issue. There is also a psychic cost that is part of the non-

money costs (Sjaastad, 1962). The psychic cost is related to the idea of leaving familiar 

surroundings, friends and family, this has to be taken in to account because if there was no 

psychic cost, there would be an increase in migration.  The private returns will consist of a 

negative or positive increment to the person earnings, obtained by moving to another country. 

In these calculations, it has to be taken in to account that occupation, sex and age have effects 

on earnings.  

 The most known theory of international migration originates from models that explain 

internal labor migration because of economic development (Massey, 1999). According to this 

theory the international migration is generated from differences in supply and demand for labor 

in different countries, i.e. individuals from low-wage countries are more likely to move to high-

wage countries (Massey & Espinosa, 1997).   

2.8. Microeconomic model of individuals choice 

 According to Jacob Mincer (1978), when families think about moving from one country 

to another it is hard for them to not think about the pros and cons. After the calculations of pros 

and cons, the location with the greatest expected net returns over given time, will be the chosen 

location, only if the odds of receiving a job there are in their favor (Massey, 1999).  There is in 

fact an increase in the likelihood of a family relocating when one partner will be the principal 

provider. This is due to the fact that the gains made by the principal provider will be greater 

than the losses the non-working partner will suffer by relocating. This will in fact maximize 

family earnings. When thinking about relocating, individuals are likely to consider 

psychological cost and other kinds of costs, e.g. material costs, cost of maintenance and 

adaptation of a new labor market (Massey, 1999). 
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2.9. The human capital theory 

 The human capital theory focuses on the individuals´ decision to relocate and that 

decision is conditional upon the return expected from relocating instead of what is expected 

from staying (Kan, 1999). Human capital can be defined as job-experience, formal schooling 

and skills from on the job training. The transferability of foreign citizen human capital is 

unfortunately less than perfect (Chiswick & Miller, 2009). Therefore, foreign citizens are more 

likely to have finished a higher level of schooling than the natives, even though having the 

same job position. This is thought to be a temporary phenomenon, since the foreign citizens 

climb up the ladder in their occupation until they reach their schooling level (Chiswick & 

Miller, 2009).  

 As stated before, the movement of human capital is less than perfect. It is though, most 

likely that highly skilled individuals move to capital-poor countries from capital-rich countries 

(Chiswick & Miller, 2009). Relocating to receive higher returns on individual skills in a human 

capital-scarce environment. People with various backgrounds are migrating, with different 

education and job training. Sicherman’s (1991) research on education of immigrants, states 

that the under-educated are more likely to stay in the same organization for a longer period of 

time rather than people that are over-educated. The under-educated have more on the job 

training and the over-educated are most often young adults that are taking their first steps in 

the labor market and therefore have less on the job training (Sicherman, 1991). These different 

examples above are to demonstrate why people take the decision to move and why organi-

zations are recruiting immigrants.  

 The human capital theory generally provides a better match for higher-educated 

immigrants (Korpi & Clark, 2017). Those that have finished college, university or trade school 

are most likely to make it to the top income growth category, in the long and short-run. Quite 

a large proportion of immigrants does not make any gains whatsoever from immigrating (Korpi 

& Clark, 2017). 

2.10. World systems theory 

 The world systems theory approach emerged during the 1950s. The theory is highly 

political and addresses the problem of developing economies in the third world (Chiroe & Hall, 

1982). The theory states that the whole world is a single capitalist system and the role of the 

labor market in undeveloped countries is to provide cheap labor for developed countries 

(Wallerstein, 1974). Migration is a result of this system and is in fact a result of an uneven 

distribution of power and wealth between the third world and the developed world (O’Reilly, 
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2012). This accounts for the strong demand for immigrant labor; foreign investments drive the 

economic globalization, attracting low wage workers to the global cities (Massey, 1999).  

 To ship goods, extract and export raw materials, deliver machinery and so on, the 

capitalists in the core nations expanded and built new transportation to the new countries where 

they had invested (Massey, 1999). The improvement of transportation also promoted the 

relocation of people, by minimizing the costs of moving. Cultural connections are braced by 

an immensity of communications and campaigns as advertisements. Advertisements from the 

United States, France, Germany and Britain, transmit information about the great lifestyles and 

living-norms in the developed countries, to reach out to the less developed ones and reinforcing 

the international migration to the core countries (Castells, 1989). 

 Within the global cities, such as New York, Chicago, Los Angeles, London, Paris, 

Tokyo and Sydney, where a big group of highly educated human resources and growing wealth 

increases the demand for unskilled workers (Massey, 1999). The job positions for unskilled 

workers were for example gardeners, waiters, busboys, domestic servants and hotel workers. 

Natives with poor education resist these low paying jobs, creating a strong demand for 

immigrants.  

2.11. Labor market theory 

 Michael Piore claims that (1979) international migration is due to permanent labor 

demand that is innate to the economic structure of the developing countries. Michael (1979) 

argues that immigration is not caused by low wages or increased unemployment in the home 

countries, rather by the pull factors of the receiving countries. The pull factor in the receiving 

country is the need for a low-wage worker (Massey, 1999).  

 Employers need employees that view the bottom-level jobs as a way to earn money and 

not as a form of status or prestige (Massey, 1999). Immigrants satisfy this need, at least at the 

beginning of their settlement process. Since they are most often seeking to earn money for a 

given goal that will improve their well-being and/or status at home.   

 The labor market theory neither affirms nor denies that workers make logical, self-

interested decisions, as predicted by the microeconomics models (Massey, 1999). The negative 

attitude of citizens in industrialized countries towards low-wage jobs provides employment 

opportunities for foreign citizens. The growth rate of job positions in the receiving country will 

increase the odds of a worker migrating from the sending country (Massey & Espinosa, 1997).  
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2.12. Social Capital Theory 

 According to Bourdie and Loic Wacquant (1992, p.119) “social capital is the sum of 

the resources, actual or virtual, that accrue to an individual or a group by virtue of possessing 

a durable network of more or less institutionalized relationships of mutual acquaintance and 

recognition”. It is through membership in social institutions and networks that people gain 

access to social capital. Then they transform it into some other types of capital to retain or 

improve their position in society (Massey, 1999). There is an interpersonal tie that connects 

migrants, non-migrants and former migrants, called migrant network. This network increases 

the likelihood of international relocation, increasing the expected net returns, by lowering the 

cost and risk of movement.  

 In the 1920s, sociologists identified the importance of significance to promote 

international relocation (Massey, 1999). Using social ties to friends and relatives who have 

migrated formerly, to get information needed for the relocation process (Choldin, 1973). 

Knowing a person that has already migrated to a country, gives the advantage of having access 

to foreign professions and all that it brings. The first person to leave for a new foreign location 

has no social ties and, therefore, it is costlier. After the first person has migrated, the cost 

becomes substantially lower for relatives and friends that follow. Each migrant has a 

connection to a non-migrant after moving and therefore gains access to employment and 

assistance in the new country, not just for themselves but also for relatives and friends (Choldin, 

1973).  

 When the migration has begun, both sole institutions and voluntary companies emerge 

to satisfy the demand by growing imbalance among the group of people who seek entrance to 

the countries and the restricted number of visas these countries usually offer (Massey, 1999).  

 Goss and Lindquist (1995) argue that interpersonal ties are not the only factor that 

preserves the international movement: 

“We argue that international migration is best examined not as the result of 

individuals motivations and structural determinations, although these must play a 

part in any explanation, but as the articulation of agents with particular interests 

and playing specific roles within an institutional environment, drawing 

knowledgeably upon sets of rules in order to increase access to resources” (Goss 

& Lindquist, 1995, p. 21). 

 According to Massey (1986), once a person has migrated, he or she is more likely to 

migrate again and the odds of taking an extra trip rise with the number of trips already taken. 

Migration also becomes deeply ingrained into people’s behavior and the values of migration 

become a part of the values of the community. For young people, migration comes as a rite of 
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passage, and the people that do not attempt to elevate their status by using international 

movement are considered to be lazy, inactive physically and mentally and undesirable 

(Reichert, 1982).  

 Migration is also somehow connected to economic development and according to 

Hatton and Williamson (1994) the “upswing of the emigration cycle usually coincides with 

industrialization and rising real wages at home as demographic forces, industrialization and the 

mounting stock of previous emigrants abroad all serve to drive up the emigration rate . . . As 

these forces weakened (historically), the narrowing gap between home and foreign wages 

began to dominate and emigration receded” (Hatton & Williamson, 1994, p. 9–10). Each act 

of migration creates additional social capital, that reinforces and maintains more migration, 

which produces more social capital and creates more movement of people (Massey & Espinosa, 

1997).  

2.13. The new economics of migration 

 This approach is the opposite to the neoclassical model. According to this model, 

people migrate to manage risks and gain access to capital that will allow them to capitalize 

consumer purchases and production activities. In other words, wages are not the only relevant 

economic variable to account for in migration. A more important variable is the measure of 

risk and the need for and access to capital (Massey & Espinosa, 1997). Individuals that already 

have land, own a home or even a business have less need for capital, and therefore lower odds 

of migration (Massey & Espinosa, 1997).  

2.14. The migration theory 

 According to Singer and Massey (1998), all theories play a part in the patterns and 

processes of international migration. Different models and theories may have a better 

explanation for different migration flows. Singer and Massey (1998) claim that a satisfactory 

theoretical account of migration must feature four components at minimum. First, a treatment 

of the structural forces that reinforce movement from developing countries. Second, the 

characterization of the structural forces that allure immigrants to the developed nations. Third, 

speculations of the goals, motivations and ambition of the individuals that respond to these 

structural forces in becoming international migrants. Fourth is the treatment of the economic 

and social structures that come forward to connect areas of out-migration and in-migration. 

Accordingly, the best way to research international migration is by applying various different 

theories that focus on the topic from more than one angle (Massey, 1999).  
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3. Research methodology 

 The aim of this research is to find out if organizations in Iceland are prepared for the 

increase in foreign citizens moving to Iceland for work and what resources are available to 

make this process run more smoothly.  

3.1 Qualitative research  

 Qualitative research is believed to be the most effective research-design when 

representing the perspectives and views of participants. This enables researchers to study the 

thoughts of different people in different circumstances, dealing with mundane challenges (Yin, 

2016). According to Creswell (2012), when a researcher is accessing information on a 

procedure over a period of time and obtaining detailed information on thoughts and views of 

the process from each participant, the researchers tend to use the qualitative research design. 

This research-design facilitates the way of accessing important information needed, with 

enlarged flow of information.  

 The emerging design of qualitative research is also a factor that helps the researcher 

explore the central phenomenon without developing a harmony of opinions from the 

participants (Creswell, 2012). By allowing the participants to speak openly from the questions 

asked, the researcher embraces the view of the participant instead of imposing his own views 

in the research situation (Creswell, 2012). After the pilot case, the researcher has the 

opportunity to change or exclude questions that are not bringing useful information to the 

project. After collecting all the data, the data is coded and composed into themes (Creswell, 

2012).  

3.2. Multiple case study 

Case study is a research strategy that can be used to get in-depth analysis on a specific 

group of individuals in different settings, with the use of data collection. Eisenhardt (1989) 

claims that this research strategy can involve using more than one case when creating a 

proposition or a theoretical construct using only empirical evidence. The data collection in this 

research was retrieved from conducting interviews with different participants with multiple 

case design. According to Yin (1994), multiple case study is thought to be more convincing 

and sturdier, compared to a single case study. Each case has to be carefully selected, and in this 

research, there are four cases (shown in Figure 1). All the cases fulfilled the standards needed 

to study the issue. Each case in this research is composed of foreign citizens and a single 

employee of recruitment of one organization in Iceland.  
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The researcher used a one on one interview format, where the interviews were recorded 

and ranged from half an hour to an hour. The interview guide contained a questionnaire with 

open ended questions, to encourage the participants to make a meaning of their experiences 

without any distractions and, therefore, giving the researcher a better perspective of the issue. 

The questions were reviewed and adjusted according to the progression of the research 

(Creswell, 2012). Interviews were conducted in English and Icelandic, depending on the 

primary language of the participant.  

Figure 1. Important steps in multiple case study 

3.3. Case selection 

Purposive sampling technique was used to recruit participants for the research. The 

technique helps the researcher recruit specific people that have the most relevant knowledge 

and, therefore, make the research rich of important information. To seek the broadest range of 

knowledge, the researcher contacted seven Icelandic organizations that are known for 

recruiting foreign citizens (Yin, 2016). The participant from the HR department within the 

organization needed to have gone through the process of recruiting a foreign citizen and the 

foreign participants from the organization needed to have gone through the same process as 

well in Iceland.  
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 In the beginning a pilot case was conducted in organization A that included one human 

resource manager and five foreign citizens. The pilot study was conducted to see if there were 

any questions that needed to be refined or even excluded, and if there were any missing 

questions. The pilot study also gave the researcher a better idea of the field time needed for the 

research. As recommended by Yin (2016), because there were no major changes in the 

questionnaire after the pilot study, the participants from organization A are a part of the 

research. 

 Organizations were contacted via e-mail t to the human resource manager. The email 

stated the purpose of the research and asked for help to gain research access to the right people 

within the organization, i.e. foreign citizens. The e-mail also declared anonymity for all 

participants and organizations. Of the seven organizations contacted, four organizations 

participated, including four people in recruitment that are categorized in Table 2. From the four 

organizations that participated, nineteen foreign citizens participated; eleven females and eight 

males, as categorized in Table 1. Names of the participants are not shown in the research to 

respect wishes of anonymity. One organization was unable to participate and two organizations 

were non-respondent.  

 Considering the sample size and number of cases, the researcher kept working on 

retrieving data until interviews were not providing any new information and saturation was 

reached (Creswell, 2012; Eisenhardt, 1989). 

Table 1. Foreign citizens that participated in the research categorized by organization, gender 

and nationality.  

   

Foreign participant Gender Nationality 

A1 Female Canada 

A2 Male Germany 

A3 Female Hungary 

A4 Male Netherlands 

A5 Male Netherlands 

B1 Female Romania 

B2 Female India 

B3 Male Poland 

B4 Female Thailand 

B5 Male Croatia 

B6 Female Brazil 

C1 Male Bulgaria 

C2 Male Lithuania 

D1 Female Czech Republic 
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D2 Female Argentina 

D3 Female Hungary 

D4 Female China 

D5 Male United Kingdom 

D6 Female Portugal  

   

Table 2. Participants that have recruited foreign citizens, categorized by organization, 

occupation and gender. 

   

Recruitment Participants Occupation Gender 

A HR director Male 

B HR director Female 

C HR director Female 

D HR director Female 

   

 

3.4. Methodology processes 

Data collection 

In gathering the data, a semi-structured interview was conducted, using an interview 

guide. In formulating the questions for the interview guide, series of steps were taken that are 

demonstrated in Figure 2 and the whole interview guide is shown in Appendix 1 and Appendix 

2. The researcher took the permission to ask extra questions if the participant did not answer 

clearly or to get a better understanding of the answer. The interviews were one-on-one and with 

open ended questions to make it easier for the participant to answer the, rather than being forced 

to answer in a certain way (Creswell, 2012).  

 In the beginning of each interview the participants were given a brief introduction to 

the research, the estimated timing of the interview and reminded that everything that was talked 

about was confidential. To minimize any distraction, an audio recorder was placed on the table 

in the interview and only used after getting permission from the participant. All participants 

gave their permission for recording. All the interviews took place in a setting known to the 

participants; their workplace, to make them more relaxed and focused. The setting was always 

private and quiet, so the participant would not be afraid of being overheard. A suitable timing 

of the interview was always decided by the HR director and the participant jointly (Bryman & 

Bell, 2015; Creswell, 2012).  
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 After the interview took place, the recording was listened to and reviewed, then written 

down and categorized. The last question in every interview was to get a consent to contact the 

participant if any further information was needed (Bryman & Bell, 2015).   

 

Figure 2. Development of interview questions, adapted from Bryman & Bell (2015). 

Data saturation 

 This research includes four cases, all together consisting of 23 participants; HR 

directors and foreign citizens. When the participants in organization number four were 

interviewed the researcher saw no new information and no increase in codes. This indicated 

that there wasn’t a need for more interviews and data saturation was reached (Creswell, 2012). 

Codes and themes 

 Coding the data from the interviews is an important part of the methodology in this 

research, where coding is a device to organize the data and label it (Bryman & Bell, 2015). 

Codes were the keywords from analyzing the open-ended answers from the interviews which 

in the end formed themes. The themes are a group of codes that have similar meaning or context 

(Bryman & Bell, 2015). 

 The data was analyzed by hand in the beginning, by reading through the transcripts 

multiples times and using color coding. To review the coding, the researcher went through the 

transcripts again and used Excel for coding. The coding was identical on paper and Excel. The 

themes that formed, consisted of codes that all were related to the same subject and each theme 

had a specific color in the coding process (Creswell, 2012). Five themes emerged from the 

interviews with foreign citizens, shown in Figure 3. The themes all have names of the 

institutions where people need the most help in the immigration process. The codes were parts 

of the coding process that belonged to these institutions, these are the similarities and 

dissimilarities of the data (Yin, 2016).  
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Figure 3. Five themes that emerged from coding the interviews with foreign citizens. 

 

 When analyzing and coding the open-ended interviews with the human resource 

directors, two themes emerged, shown in Figure 4. The themes in this case are the process of 

recruiting foreign citizens and the idea of a Central Information Hub (CIH).  

 

    

 

Figure 4. Two themes emerged from coding the interviews with HR directors. 

 

 In the beginning of the process, the researcher defined the strategy of a specific research 

topic. The objective of the research emerged and possible research questions. Important 

information on the topic was reviewed, to have an idea of previous literature, for example 

previous research on the topic of labor in the world, work-related relocation, information need, 

settlement process and so on. A case study protocol and a pilot case protocol were assembled 
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with interview questions, an interview guide and potential participants. Then the researcher 

conducted a pilot case study, using the information from the study afterwards to review the 

interview guide and make adjustment (Gable, 1994). After the pilot case study, the researcher 

conducted the multiple case study in three organizations in Iceland. The interviews were all 

conducted and recorded in a quiet room at the place of work of the participant. When all the 

data was gathered after the last interview, the coding of the data commenced as well as the 

grouping of codes into themes. Interpretation of the gathered data was the next step to finalize 

the findings. The whole process is shown in Figure 5 (Gable, 1994).  

 

Figure 5. The process of a case study and analyzing. 
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4. Findings 

 The participants of this research that had gone through the process of moving to Iceland 

and the settlement (employee group) were eleven women and eight men. The group of HR 

directors, that had gone through the process of recruiting foreign citizens, consisted of three 

women and one man. The research contributes to the literature gap of immigration and 

recruitment of foreign citizens in Iceland. The goal of this research is to answer the research 

questions, both RQ1 and RQ2 according to the data. The data was coded and combined into 

five themes in the employee group and two themes in the HR director group. The themes of 

the HR director group, the process and central information hub, will answer the first research 

question. The second research question will be answered with the five themes of the employee 

group shown in Figure 3. The codes and themes will be apparent as bold text in the next 

paragraphs.  

4.1 Findings RQ1 

  RQ1: To what extent are organizations in Iceland prepared for a recruitment of foreign 

citizens? 

The process 

 The first theme that emerged was the process that focuses on the factors that have to 

do with recruiting foreign citizens within an Icelandic organization. The theme emerged from 

four different codes that will be visible as bolded text in the following paragraphs.  

 When asking the participants about the process of recruiting foreign citizen into the 

organization, most of them mentioned that the process has stayed the same for many years, 

even though the volume of immigrants in Iceland is increasing with each year. The participants 

mentioned that the paperwork within institutions concerning the process are the same. They 

talked about the importance of creating processes that make the paperwork more transparent 

and accessible online. Because, the HR directors are going beyond their responsibility to make 

everything easier for the employee. HR directors have been known to drive their employee to 

various institutions related to the process, just to make sure that everything runs smoothly. This 

is a matter which could be taken care of through some kind of program on the internet, if the 

institutions would make the process more technological.  

“We need to think if we really can bother to hire a specific person, that is foreign. The process 

could be easier, in some instances it is. This is really unfair that an HR director would rather 

hire an Icelandic person, because that is easier... Well, these are mostly the same forms that we 
are using and precisely the same forms that we need to fill out for the foreign citizens, which is 

strange, given the increase of foreign citizens moving to the country” (HR director 2).  
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 The HR directors mentioned that the process of recruiting foreign citizens is both 

complicated and hard, for the recruiter and the person being recruited. They mention that they 

have to set clear boundaries in the organization, so the person that is being recruited does not 

think that he or she can get all the help in the world at the workplace. They are also in agreement 

that these boundaries are not as clear as they need to be. As stated before, the HR directors are 

going beyond their responsibility to help, because the help is not anywhere to be found. 

According to the HR directors, the process is not as clear and transparent as it needs to be, 

because there are many institutions that the foreign employees need to visit to fill out all the 

paperwork. Walking into an institution not knowing exactly what to do, what is his own 

responsibility and what is the responsibility of the HR in the whole process of relocation.  

“When you are moving to another country, it requires a lot of work for the individual, that is 

just the case. We try our best to guide them in the right direction regarding the paperwork. We 

are maybe doing too much, because we are driving employees to the institutions needed and 

helping with other things related. I think we would get a high score from our employees as for 

help in the process” (HR director 1).  

 

 When analyzing the data, difficulties concerning the immigration process emerged as 

a common denominator. The most mentioned barrier is the language, where organizations are 

having difficulties because the applicant does not understand everything that is happening.  

„The most common problem in this process is the language-skills and cultural differences, since 

they do not know how the Icelandic labor market works. In those cases, it can be really tricky 

to explain important things to them and how everything works. Also, the question is how will 

they react to the information. Are they going to say yes and not know what I was saying or are 

they going to ask further questions? Fortunately, we sometimes hire a family member or a friend 

of an employee that has already been hired, then we have some kind of an interpreter for them. 

Trying to explain the first pay slip to a person that does not speak English, they have no idea 

what is going on, this is a big issue” (HR director 2). 

 

 The HR directors try their best to help the individuals that have no understanding of 

English or Icelandic. Without any support from a skilled interpreter, the applicant’s best option 

is to help from friends and family that are more skilled in English or Icelandic and can translate 

for them. This process has other difficulties, for example, the temporary ID. The HR-directors 

mention that many foreign citizens that work in organizations today are not aware of their rights 

or that they in fact have any rights at all. The temporary ID can, for example, make matters 

more difficult for the organization and the employee. If something happens, for example, a car 

accident and that person has a temporary ID but has no health insurance, that will end badly. 

This can also have an impact on the pay-slip according to the HR directors.  
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 „They have asked me for a temporary ID, but I have put a stop to that because employees that 

have a temporary ID always forget to get a permanent one. Because we as HR directors, never 

get any confirmation regarding the ID numbers, if they are changing from temporary to 

permanent. The employees will face a mountain of hassle regarding their rights in the country. 

Then they come to us and there is nothing we can do, because we had already told them to get 

a permanent ID. This happens mainly in the summertime, when it can take longer than expected 

to get the ID and maybe they will not get paid the beginning of the next month. Which makes 

this all a bigger hassle” (HR director 2). 

 

 There can be hidden faults in this process according to the HR directors. One HR 

director had no idea if there were anyone within the organization that had a temporary ID. 

Starting the next workday with an email sent to all of the employees asking for their ID, trying 

to minimize any possible misunderstanding that could lead to trouble later.  

„I had no idea about this temporary ID and I am not even sure if anyone has one here within 

the organization. Where can I find information of the temporary ID and what is the difference 

between permanent and temporary?” (HR director 3). 

 According to the HR directors, the process of recruiting foreign citizen is not frequent 

within the organization. When there are circumstances where they will hire a person from 

another country, they have to recollect all the information on the process and work through it. 

With repeated calls and email communication with the institutions involved in the process, 

organizations with a time-sensitive matters can fall behind schedule. The institutions have so 

much on their hands, making time-sensitive matters a low priority can lead to difficulties. 

According to HR director 3, there is a need for cooperation between the institutions related to 

the process, especially The Directorate of Immigration, Registers Iceland and Icelandic Health 

Insurance.   

Central information hub 

 The second theme of the HR director group is the central information hub. It refers 

to the idea of a field that could help recruiters, applicants and the organizations related to the 

immigration process. The HR directors mentioned a few times that it would be helpful to have 

an information package for both the recruiter and the applicant for the process of moving to 

Iceland and applying for work.  

“By having an information package to deliver to applicants that are moving to Iceland to work 

for us, including vital information about how everything is done and what the organization’s 

role is. That would make it so much easier for us to attract high skilled individuals to Iceland, 

because there are examples of people that decline moving because they think the process is too 

hard” (HR director 1).  

 This information package would not only encourage foreign workers to move to 

Iceland, it would also help the organizations in recruiting. The information package could help 
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middle managers in recruiting people with the right information and forms, preferably that 

everyone is doing it in the same way. In organizations where the HR directors are only guiding 

the middle managers in recruiting, the HR department would have a better overview of the 

recruitment of the managers if they all had the same information package about the process.  

“It is 100% more likely that recruitment would work in a better manner with an information 

package. Especially if it could be used as a resource for middle managers in recruiting people. 

Because in many cases they have no idea of what they are doing. They might think that they 

have it under control, but actually they have no idea. This idea of an information package would 

absolutely help the organization” (HR director 4).  

The central information hub would consist of miscellaneous information needed for the 

process and also relevant information that immigrants need to have to know more about 

immigration processes in Iceland. Instructions on where to go to apply for. an ID, bank 

account, health insurance, and residence permit. The instructions on where to go and what to 

bring. Having clear instructions for the entire process would help the organization with 

recruiting and in a perfect world, their competitive advantage.  

“I think this information package would be a great resource for this process, to help the HR 

person and the applicant. In the long run, maybe the reputation of the organization would be 

that it is easy to come work for us because we have everything under control. In fact, we would 

have an advantage. If our reputation is that we make the process easier” (HR director 3). 

All the HR directors that participated, mentioned that this information package would 

make their organization preeminent compared to organization without the package. 

Preeminently in a way that the reputation of the organization would be better and it should be 

easier to attract workers. Their idea is that a foreign citizen moving to Iceland would rather 

apply for a position within an organization that has all the tools needed to help with the process, 

rather than an organization that has little knowledge about it.  

“I would think that the information package would give my organization a competitive 

advantage. The package would help us make the foreign applicant more welcome, because 

sometimes I think that they feel like they are not welcome if we do not have the tools to help 
them in the process. I don’t have the right to help them in all of this and I feel bad about it, 

because we try to help but it is hard. This package would make it possible for us as an 

organization and also as a country to welcome foreign citizens preeminently” (HR director 2). 

 

 As stated before, the most common obstacle is the language barrier. If all the 

instructions on the process would be translated and available in the most widely spoken 

languages in Iceland, not only English and Icelandic. The instructions would be much clearer 

to foreign citizens and especially those that do not understand English or Icelandic. Making 

institutions less involved and minimizing the conflict that arise with the language barrier.  
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Summary  

 The themes central information hub and the process, were used to interpret the 

capability of organizations to recruit a foreign citizen. These themes emerged from the group 

of HR directors that have many years of experience on the process of recruiting foreign citizens, 

and therefore have the knowledge needed for the research. Furthermore, addressing the 

difficulties and complications of the process, HRM and institutions could use the idea of the 

information package. 

4.2. Findings RQ2 

 RQ2: What are organizations in Iceland capable of doing to make this process 

easier for employees and employers?  

 Five themes emerged from the employee group coding. These five themes along with 

the two themes that emerged from the HR director group will be used to answer the second 

research question. These themes will shed a light on how to make the process easier for 

everyone.  

Directorate of Immigration 

 Four different institutions are involved in the process of relocation of foreign citizens 

to Iceland and finding a job position. The first institution is the Directorate of Immigration 

(Útlendingastofnun) which helps foreign citizens apply for a residence permit and a work 

permit if they come from countries outside Europe and are planning to stay longer than three 

months in Iceland. The application process can be tricky for foreign citizens, because of 

language barriers and the fact that they have little or no information on where to look for 

information. It is easier for those who already have a social network here in Iceland. 

“People from Asia, it is so difficult to make it. I think the information, for people from Asia 

needs to be more accessible. I know that people from EU can come here. But people from Asia, 
you have to have a husband or something then you can stay here. That is problematic. It is good 

for me, because when I came, this was not that hard. I had problem with information from the 

directorate of immigration, they didn’t want to give me a work permit at first. I brought my 

criminal record and other papers. I didn’t work for 6 months, that was a problem” (Employee 

9).  

Not knowing exactly what is required for the application process can seem hard for people that 

are not sure where to look for the right information.  

“…since my husband is already here, that was not that hard to get a permit, I needed to get all 

the necessary papers like marriage papers and bank statement, work contract and where are we 

living, but my partner helped me with that” (Employee 7). 
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According to the Directorate of immigration: if an organization is searching for an applicant 

for a specific position, they need to begin with searching for that person in Iceland, then in 

Europe and lastly the countries outside of Europe. This is a method that is not known by 

majority of the foreign citizens that are moving to Iceland and should be more visible on the 

websites of the institutions related to the process. 

 „I had to go to directorate of immigration, you are not allowed because we need to give 

the Icelandic people the job. Because I didn’t work, then I didn’t have insurance or 

anything. It was really hard, for 5 months nobody checked me and I was pregnant” 

(Employee 6). 

 

 According to a few applicants, the process of moving to Iceland is more complicated than 

it seems in the beginning. They think that unemployment is a factor that needs to be 

considered, that the migrants already living in Iceland need to have a better idea of the 

unemployment, before recommending other foreign citizens to move to Iceland.  

 „I was unemployed for 7-8 months. I came for a visit first. I had to get transit visa, I went 

to immigration and they told me it was not possible, I went to the UK embassy. They 

told me to apply for a living permit here. When your application is in process, you can 

stay, I did not know that” (Employee 7). 

 

 Institutions are trying their best to work through all the forms, phone-calls and emails 

arriving at their headquarters. The work is time-consuming but according to the 

participants the institutions all take too long answering questions and waiting in the queue 

at the institution is exhausting. 

 „The Directorate of immigration, takes a long time to answer, takes weeks or month. If 

you have time sensitive things, that is so not good” (Employee 15).   

 

 The information that is available at the websites of the institution is thought to be enough 

for the foreign citizens when moving to Iceland. According to the participants of this 

research, there is some information missing from the websites. Exceptions to the rules of 

the process and other ways to achieve forms or important documents are sometimes left 

out. 

Registers Iceland 

 When foreign citizens within Europe apply for a residence permit, they will need 

to go through the Registers Iceland. Filling out the right forms and bringing in personal 

forms, e.g., a copy of a passport and an employer confirmation form if the person already 

has an employee contract. The period of employment needs to be clear and the wages 

need to be sufficient to support the person for three months according to guidelines of 

minimum living expenses in Iceland. Before visiting the Registers Iceland, the foreign 
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citizen needs to have applied for an ID in a bank. If that person does not have an ID 

before arriving to Registers Iceland, the institutions will guide the person in the right 

direction of applying for an ID. According to employees, the entire processes is becoming 

a little bit harder.  

 „You cannot get anything without ID, so I got that really quickly. It was super easy back 

then, but now it is harder. When I moved permanently, I did the same but just crossed 

permanently” (Employee 5). 

 

A couple of employees even thought that is was possible to get an ID before 

moving to Iceland, to have everything ready when arriving. Before moving to Iceland, 

these individuals started to search for information on the social security numbers, trying 

to find out how to apply for one, but in fact it is not possible until that person arrives to 

Iceland.  

 „I did not know that I had to apply for ID, so I did it when I came to Iceland. For instance, 

the ID, I had no idea where to get it. Also, I had to hand in some sort of registration form, 

to stay in Iceland longer than 3-6 months” (Employee 4). 

 

Information on the ID, permanent and temporary, should be clearly stated on the 

webpages of the institutions. Because this part of the process that is making people 

anxious, not knowing if they need a permanent or a temporary ID.  

Icelandic Health Insurance 

  The institution that most of the participants mentioned was the Icelandic Health 

Insurance. There are many foreign citizens that have little or no idea of how the health 

insurance works in Iceland. Employee 6 stated: “Health care, wow, it is really hard here 

to know.” Moving to another country, without knowing if the insurance will cover 

everything or even when the insurance will start to cover health care.  

“One of the things I was not sure about, still not sure, is healthcare and how this insurance 

through my organization works. I have additional backup in my home country, emergency 

insurance. I have never been told how the health insurance work here (Employee 4). 

 

 Paying for extra insurance in their home country is an option but increases expenses 

and uncertainty. Timing is what matters when it comes to health insurance. The person moving 

to Iceland needs to be insured for 2 months by public insurance before moving to Iceland. If 

that person does not have this public insurance the wait for registration in Icelandic health 

insurance will be up to 6 months. Individuals need to be covered by insurance in this 

intermediary situation, either by Icelandic insurance or insurance in their home country. 
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„...for example, people coming from the USA, they will not be covered with insurance until 

they have worked here for 6 months. Which is not going to leave a good feeling. It might be 

necessary, as if the organization that you would work for could provide some basic health 

coverage for employees or tell people about the E-104 and how to do it. All you have to do is 

ask for the E-104 filled out and send it to Icelandic health insurance, it goes relatively fast” 

(Employee 2). 

 

 Only one participant knew about a form called E-104. To get that form, the individual needs 

to get it in his home country at a hospital or health care center. If it is possible to get that form when 

applying for health insurance in Iceland the registration will only take 2-3 months instead of 6 

months. The Functionality of this system is something that frequently bothers people moving to 

Iceland. Not knowing how to make the process easier or faster can be frustrating. 

 People moving to Iceland from countries within Europe can use a European health 

insurance card or “the blue card” as it is called in the health care clinics in Iceland. A person that 

has the blue card pays the same amount as an Icelandic person when visiting a doctor or a hospital. 

Few participants knew that the blue card and had not been asked for it when attending a doctor’s 

appointment.  

 Another function of the health-care system is health care clinics. There was a participant 

with a severe illness that had to move between health care clinics three times because the secretary 

at the clinic told her to do so. According to Icelandic law, there is a freedom in choosing a health 

clinic and the residence does not matter in this case. This information from the staff of the health 

clinics is very misleading.  

„When I start working here, the HR manager knew about my situation, took for me appointment 

in the medical clinic and he said go there. I went there for few weeks, but when we moved to 

another part of town, she said you can no longer come here! Now i have to change and begin 

everything again with a new doctor. Where I live, there is a new medical clinic, private one, I 

could not get a blood test in another clinic because of that. She said there is a new law. Three 

times I have had change a clinic because of something like this” (Employee 1). 

 

 The function of the health care system and the timing of registration within the insurance 

is a matter that is a concern for many newcomers to Iceland.  

Directorate of internal revenue 

  The Directorate of internal revenue was mentioned a few times by the participants, 

especially regarding the taxes in Iceland. People need to pay taxes from their salaries but do 

not fully understand the information stated on the salary-slip. This leaves them anxious.  

 „Maybe information about taxes, when I came here I didn’t know anything about the 

salaries and taxes. I had friends that can inform me about it, but people that are thinking 

about coming here, because most of the things are in polish or Icelandic, they will need 

help with it” (Employee 5). 
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  The timing of the tax returns is also something that organizations need to inform 

their employees about. Employee 18, stated that the tax returns are the biggest issue for 

people, especially for the first time. If they do not know that the headquarters of the 

Directorate of internal revenue can help them, they may find themselves somehow being left 

in the dark. Also, employee 15 mentioned that the hardest part of settling in was the taxes 

and the tax return, having no idea of how to finish this process but knowing that he had to. 

Employee 13, mentioned that he thought that the organization would help him with 

everything regarding the taxes and salary-slip.  

  There are a few organizations that when recruiting a foreign citizen, they start the 

first day with a meeting, where they go over a salary slip and answer questions that the person 

has regarding the slip and the taxes. Despite that, there are cases where the person says yes 

to everything but do not know of what they are talking about.  

Central Information Hub 

 When the interviewer asked the participants in the employee group what was missing 

for individuals that were moving to Iceland, most of them answered that there is a need for a 

place where they could get all the information needed, some kind of an information package. 

 “The most help you need is just somebody pointing you to the right direction, like to 

Registers Iceland to get an ID and coming from the EU, you also need perhaps to know 

how to transfer the health insurance” (Employee 2). 

 

The idea of the Central Information Hub is a field where everything related to the 

process of moving to Iceland is visible and staff that help with the process. For example, 

helping newcomers with all the papers and getting them in order for the process. 

 „I didn’t have anyone to help me, I looked at everything on the websites and called 

the directorate of immigration like a thousand times, they were semi helpful. On the 

other hand, reading what they have on the page, not as simple” (Employee 15). 

 

  When a person moves to Iceland, he or she does not in most cases have any social 

network to count on for information. It is hard work for them to find all the information 

and knowledge needed before stepping into the process of settlement. Luckily, a lot of 

people that move to Iceland know someone that lives here that can help with the process.  

 „My mom helped me a lot. Because of the time difference, better for her to call the 

institutions. Because there are so many limited working hours in Iceland. Maybe some 

language barrier. The website like of the directorate of immigration, describes general 

things but not something that you need to know more about. It is hard for me to get all 

of the information. I will have to call, and every time I call for example directorate of 

immigration, then different people will answer and they will all give me different answers 

to the same question” (Employee 17). 
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  All kinds of information would be available at the CIH, an information package 

that contains for example information on housing in Iceland. According to the 

participants in this research, housing is really expensive and hard to find. If a person has 

a charming CV, has a steady job, and good references from former landlords, it is possible 

to find an apartment that is less expensive. According to employee 16, the rental market 

in Iceland is cruel, where he had to save up for a year to be able to pay a deposit to rent 

a small apartment.   

  The housing market in Iceland is scary for newcomers and most often they rent 

one bedroom in the beginning of their stay. Many of them do not know where to look for 

an apartment for rent and need information on that matter, since others can turn to their 

family and friends for help. 

 „Some kind of a welcome package is needed, one source of information. The problem is 

finding out what to do, the doing part is easy, but the authorities that is the issue. The tax 

is issue, the registration on ID and cars is easy but finding the information is difficult” 

(Employee 18). 

 

 The participants were all in agreement that an idea of some kind of a field where the 

foreign citizens can get all the help needed, would minimize the barriers and bring more 

hope for people that are moving.   

Summary 

 The themes that emerged from the employee group, were names of the four institutions 

related to the process of moving to Iceland, along with the idea of a central information hub. 

All of the participants had gone through the process of moving to Iceland and therefore 

provided a meaningful input on how Iceland and native organizations could facilitate the 

relocation process. 

5. Discussion 

 The research findings suggest that there are various ways in which organizations can 

facilitate the relocation process, for both the foreign citizen and the HRM. The following 

chapter contains an interpretation of the significance of the findings in light of previous 

literature, with an explanation of new insights from this study.  

5.1. Discussion RQ1 

 RQ1: To what extent are organizations in Iceland prepared for a recruitment of foreign 

citizens? 
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  When looking at the findings of the theme, the process, there was a clear concurrence 

in the answers of the HR directors. The majority of participants was well aware of the process 

but knew that they would need help. They were not exactly sure on how to recruit a foreign 

citizen, knowing that they would need assistance from institutions related to the process. 

 As stated in previous literature (Caidi et al., 2010; George et al., 2004), the need for 

information for immigrants when moving to Iceland is highly noticeable as well as to another 

countries. Caidi et al. (2010), arranged the stages of settlement as four overlapping stages, that 

were apparent in this research as well. Therefore, the stages of settlement in this research are 

four, with emphasis on the second and third stage. The second and third stage contain the need 

of information regarding housing, health care, important institutions etc. It was also clear 

according to the participants in this research that the first stage is highly important in the 

recruitment process, as Benson-Rea & Rawlson (2003) had already stated.  

Although most of HR directors had recruited a few foreign citizens, they thought that the 

process was confusing, complicated and difficult. They claim that the process has not changed 

in for the better for the organizations or foreign citizens. The process is related to many 

institutions, depending on where the foreign citizen is coming from. This calls for a lot of phone 

calls and email communication to various institutions, from both the HR and the applicant.   

 As in previous literature, both social and structural barriers, can emerge because of 

social isolation and problems with communication when learning about the settlement and 

immigration process (Morrow, 2003; Pumariega, Rothe, & Pumariega, 2005). Because of these 

barriers, the organization recruiting that individual and the institutions helping him need to be 

aware of the barriers he is struggling with. The most significant barrier in this research is the 

language, which is thought to be the most significant barrier in other researches as well (Caiti 

et al., 2010: jeong, 2004; Stavri, 2001). Organizations and institutions could possible translate 

the process to minimize the barrier.  

 The idea of a Central Information Hub is to develop a centralized system that makes 

access to information faster and more efficient and that are not necessary to the institutions. 

First of the CIH is supposed to help people that are moving to Iceland by sharing all the 

knowledge and information needed for this process. This relates to people without a social 

network in Iceland, where it is known that immigrants use social ties with friends and relatives 

who have migrated before, to collect important information on the process of settlement. 

Organizations would also have access to this field, contacting them with any questions related 

to the process. Where the CIH could have an information package, prepared for both the 
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organizations and their employees.  Organizations could use this package to give the employees 

more welcoming feeling when arriving to the country and their headquarters.  

 This information package could include instructions on the process as well as important 

information on housing/renting, transportation, taxes and many other things, related to the 

relocation to Iceland. As stated by the HR directors that participated, this information package 

could give the organization an advantage. An advantage in a way that they would have a good 

reputation from employees that have already gone through the process with the help of the 

organization and the information package. If a person is searching for a job position in Iceland 

and the choice is between two organization, one with the information package and another one 

without it, it is possible that the applicant will choose the one with the better reputation, since 

it is more welcoming.  

5.2. Discussion RQ2 

 RQ2: What are organizations and institutions in Iceland capable of doing to make this 

process easier for employees and employers?  

 The objectives of this thesis were to explore ways that can make the process of 

recruiting foreign citizens smoother, for the organizations and the applicant. To answer the 

second research question, all the five themes that emerged in the employee group, will provide 

ways to smoother the process of recruiting foreign citizens. These themes and adjoining codes 

show where institutions need to modify their work-procedures to make the process easier for 

the institution and the applicants. These themes emerged, indicating that the most help needed 

by the foreign citizens moving to Iceland are related to these institutions.  

 In the beginning of the process of moving to Iceland, people need to consider where 

they are coming from to know exactly where to search for the right information. The first stop 

for citizens from Europe would be in the Directorate of immigration. Applying for a 

residence permit and most likely a work permit. According to the participants, the work-

procedure of the directorate of immigration is profusely slow. Taking up to four weeks to get 

a reply to a question sent via email and when arriving to the headquarters, the waiting line can 

take up to a few hours. This can be inconvenient when dealing with a time-sensitive matter.  

 If the institution would translate the information on their webpage to other languages 

spoken in Iceland by foreign citizens, the burden of work will decrease for the staff in that 

institution, making them more capable of helping people that are in need, for example helping 

them with a time-sensitive matter. Starting with the search of translators with different 

language knowledge or specialization in languages that are widely spoken in Iceland.  
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 The second institution is the Registers Iceland, where people arriving from countries 

outside of Europe need to contact when applying for a residence permit. There is also a need 

for translation of information in this institution. Since participants mentioned that the 

information are present, but only in Icelandic. When searching for important information on 

their webpage the participants mentioned that at first everything is translated but when it comes 

to information with lower importance, they are only accessible in Icelandic. This makes it 

harder for both individuals and organizations to access information that they are searching for.  

 The third institution mentioned is the Icelandic health insurance. This is the institution 

that most of the participants mentioned as a blockage in the process. As stated before, the 

foreign citizens cannot get insured in Iceland until 2-6 months after they start working in 

Iceland. This is a highly inconvenient for the person moving, not knowing when the insurance 

will go through registration, leaving them with an empty feeling, searching for a better way. It 

is possible to get insurance through Icelandic insurance companies until the Icelandic health 

insurance take over, but it is also expensive, and people that are relocating do not have a lot of 

ready money after all the expenses related to the process of moving. There are also examples 

of people that pay the insurance in their home country, just to be sure to have some kind of 

working insurance if something happens.  

 Another part related to the Icelandic health insurance is the health care system. Where 

foreign citizens often have no idea of how to work with. According to the participants there is 

a need for an information package on how everything works in Iceland regarding the health 

care system and the insurance. For example, if a person is in Iceland looking for a job position, 

does not get one, she cannot visit a doctor without paying a high amount. Example of one 

participant that was pregnant for five months here in Iceland, looking for a job position, at the 

same time without any money, not knowing anything about the condition of the baby. As stated 

before, there are certain work-procedures that the institutions need to follow and according to 

them, organizations searching for a worker need to hire a native if that is possible, rather than 

a foreign citizen. The situation of this woman is not acceptable and as foreknown, women that 

are 5 months pregnant are less likely to be recruited for a position that is composed of different 

physical tasks. It would be good for the Icelandic health insurance to use an information 

package, depending on the country the person is coming from, that include all the information 

on the insurance, health care, and law and regulations, i.e. translated information, for example, 

to English, Polish, Spanish.  

 The fourth institution is the Directorate of internal revenue. Since participants think 

that it is necessary for organizations to have a good knowledge on taxes and tax returns. Many 
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of the participants had no idea what their pay-slip was stating and what kind of taxes they were 

paying. It was mentioned that it should not be a problem to translate the pay-slip into English, 

to help the foreigners understand. One participant mentioned that he translated the pay-slip on 

google translate and that did not turn out as he would have wished. It should also be possible 

to have an information package that only includes all the information needed related to the pay-

slip and taxes, handed along with the first pay-slip at the organization.  

 The idea of the Central information hub would cover all of the ideas above. It is 

important to provide different information packages that would be accessible through a website 

or a similar field where organizations and foreigners could get all the right information needed, 

in the right language. The institutions could also point out organizations and foreigners towards 

this field to get help with the process.  

 The central information hub would also have information packages for housing/renting, 

transportation, health care and other concerns related to the process of moving to Iceland. Not 

only would this field help organizations, institutions and foreigners, but also Iceland as a whole 

to welcome foreign citizens to Iceland.  

 As expected, the most known reason for moving to Iceland is the need for low wage 

workers where the participants are searching for a job position that creates higher earnings than 

their previous job position in their home country. The participants relocated despite knowing 

that their entire human capital would not follow. They accepted minimum wage jobs, working 

along-side natives with less education and training, even in a position that is known as 

foreigners job position in Iceland, e.g. cleaning and construction.  

 According to the findings of this research, the best way to research migration is through 

the glass of different theories. Since each theory has a unique way to explain the reason for 

migration and the known factors of it, related to the migration theory. Iceland has a strong 

demand for foreign labor, where the need of low pay workers is everywhere around. When the 

findings of this research are compared to the previous literature, there is a clear similarity. In 

terms of information need (Caidi et al., 2010), complications of the settlement process (Caidi 

et al, 2010; Cortinois, 2008; Courtright, 2005; Stavri, 2001; Jeong, 2004) and reasons for 

relocating (Massey, 1999; Massey & Espinosa, 1997; Jacob Mincer, 1978; Chiswick & Miller, 

2009; Goss & Lindquist, 1995). 

 Based on these results, there is a need for extra help within organization when recruiting 

foreign citizens, without making the work harder for the institutions. Solutions were stated that 

are possible to make organizations more capable of recruiting foreign citizens. Institutions need 

to make modify their work-procedures and with the use of the central information hub, this 
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process would be much easier for organizations, foreign citizen and lastly, making Iceland 

more appealing to foreign citizens.  

 The most basic model originally developed to define migration in the process of 

economic development in the writings of Hicks (1932), Lewis (1954) and Harris and Todaro 

(1970) draw attention to that migration results from real wage differentials throughout 

countries or markets that emerge from dissimilar degrees of labor market tightness (Kureková, 

2010). According to this theory, under the assumption of full employment, it anticipates a linear 

relationship between migration flows and wage differentials (Bauer & Zimmermann, 1999). 

The wage differential has to be more than 30% for gains of migration to supersede its costs 

(Mansoor & Quillin, 2006).   
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6. Conclusion  

 After researching the topic of immigration in Iceland and the need for help within 

organizations when recruiting foreign citizens, the results are similar to the literature. The 

neoclassical model (Hicks, 1932; Lewis, 1954; Harris & Todaro, 1970), provided the most 

known reason why these participants moved to Iceland. It was repeatedly mentioned by the 

participants that they were relocating for better life, better salaries and better future for them 

and family, compared to their lives in their home country. Where previously mentioned 

theories added more knowledge to the reasons why people decide to move between countries, 

giving the research a broad perspective of immigration. Organizations need to have in mind 

the important changes people are going through by relocating and be better prepared to address 

issues related to the movement.  

 The answer the research questions proposed: 

 RQ1: To what extent are organizations in Iceland prepared for a recruitment of foreign 

citizens? 

  Human resource directors of the organizations that participated agree on that they were 

not as prepared for the recruitment process of foreign citizens as they would like to be. Seeing 

that they always need information and help from institutions related to the process.  

 RQ2: What are organizations and institutions in Iceland capable of doing to make this 

process easier for employees and employers? 

 The most frequently mentioned way to make organizations and institutions more 

capable of recruiting foreigners, was the Central Information Hub. Where the CIH would help 

with the whole process instead of getting little help in many institutions. There is also a 

possibility for institutions to use this field to minimize their work. The first step is to translate 

the information in to more known languages in Iceland and most likely is the idea of the 

information package thought to be most effective. Unfortunately, this field is not in place at 

the moment and therefore the institutions need to think of ways to minimize confusion and 

nuisance for the employers and employees.  

 The researcher concludes that institutions and/or organizations should take the first step 

in developing the information package to get the process started. Since the findings confirm 

that the process is way too hard for both the organizations and foreign citizens.  

Propositions 

 Five propositions are provided for institutions and organizations to make them more 

capable of handling the process of recruiting and welcoming foreign citizens to Iceland. 
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1. Have the necessary information translated into the most commonly spoken languages. 

2. Making the websites of institution more welcoming and organized. 

3. Institutions and organizations should find ground in developing information packages  

            for immigrants. 

4. Find ground for better cooperation between institutions regarding the process.  

5. Better cooperation between organizations that are recruiting foreigners, information 

            sharing. 

Limitations and further research 

 There were a few limitations to the research, where the main limitation is that the 

researcher was an unexperienced researcher in qualitative research. Furthermore, there was 

only one interviewer that asked the questions and at the same time interpreted the answers of 

the participants, making the process harder than it would be with two interviewers. There is 

also a reason to think that the participants would have opened up more if the interviews had 

been in a more objective environment instead of the workplace. Future researchers should 

conduct interviews in a more objective environment, even using two interviewers to increase 

the reliability of the data analysis. 
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Appendix 1. 

Questions for interviews with foreign employees 

1. Where do you come from? 

2. When did you move to Iceland? 

3. Why did you move to Iceland? 

4. What is the main thing that stands up when you think about moving to Iceland? 

5. While you were still living in X, what were the main things you had to do before 

moving? 

6. After moving to Iceland, what are the main things you had to do after? 

7. Where did you need the most help? 

8. What do you think is missing in information for people that are moving to Iceland? 

9. Would you like to know where you can learn Icelandic? 

10. Did you find an apartment yourself or with a help? 

11. All this process, what was the hardest part? 

12. Anything you want to add to this, maybe some pointers to foreign employees that are 

moving to Iceland? 

13. Is there anything that the organization could have helped you with? 

14. Is there anyone else you know here at X that could provide valuable input? 
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Appendix 2. 

Questions for staff of a recruitment  

1. How long have you been working in recruitment? 

2. Have you recruited a foreign citizen? 

3. Are you well aware of the process of recruiting a foreign citizen? 

4. Do you think there is anything that the organization could do to help more with this 

process, to make it easier for the employee? 

5. Do you think that having a easier process with help, would bring a competitive 

advantage to your organization? 

6. Do you think there is any difference in the recruitment of foreign citizen since 2008? 
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