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Aims of Biethnic Workplace
Adaptation Research

The purpose of this Biethnic Adaptation to the
Workplace In Finland research Is to gain
Increased knowledge of socio-cultural
adaptation to workplace norms and behavioural
skills requirements, a process known also as
organisational socialization, in the case of
biethnic adults in Finland.




Target Group

* Biethnic adults (parents are from different ethnic
backgrounds) working in Finland

« 20-65 years of age

* More than one year of working history

¥ Biethnicity refers to having recent ancestry from
two different ethno racial groups; a word to
describe the dual ethnic or racial nature of one’s
heritage and/or identity; synonymous with
multiethnic/racial




Methodology:
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* Qualitative in-depth interview and analysis

* Telephone and e-mail requests to HR
departments of large corporations

* People contacted on recommendations

* 48,5% of people contacted gave interviews

* 14 in-depth interviews conducted




Working
Assumptions:
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1. Falling to adapt socio-culturally to the workplace is a
condition everyone wishes to avoid.

2. Biethnic interviewees are willing to and capable of
discussing the socio-cultural adaptation of biethnic
adults to the norms and behavioural skills
requirements of the international workplace.




= Research Findings
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1. Biethnic adults adapt well to the international workplace in
Finland from their own perspective and also when they contrast
their own adaptation to that of the monoethnic majority in the
workplace.

2. Biethnicity and other factors affect how biethnic adults adapt to
the workplace in Finland. Being biethnic gives a unique
perspective but personality traits, skills, motivation, individual life
circumstances, and most importantly the interplay with others at
the workplace play a greater role in the adaptation process.

3. Many organisations in Finland do not have any measures for
facilitating the socio-cultural adaptation of employees by
focussing on norms and behavioural skills requirements, though
they often have normative systems for inducting new employees

by guiding them through work processes, organisational systems,
and task requirements.
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o All interviewees were convinced of the importance of the
organisation’s role in facilitating the success of socio-cultural
adaptation at the workplace.

e The role of the organisational strategies was signiPcant
even for the interviewees who admitted that their own
organisation did not use any measure to help them adapt to
their workplace.




Research Subjects saw their
own Ethnicity as

In response to question No.2 - “What is your ethnicity ?” -

Thirteen out of fourteen interviewed chose a composite
ethnic identity, such as Anglo-Indian, Finnish-Roman,
English-German, Finnish-Kenyan, Finnish-Russian,
Russian-Finnish, Finnish-Indian and American-Finnish.

Only one person chose a single ethnic identity, Finnish.




Readiness to talk about
own Ethnicity:

Eleven out of fourteen interviewees (80%) wished that
their organisation’s name is not to be mentioned.

This reveals that discussing issues of biethnicity,
adaptation, and especially the role of the
organisation’s efforts at facilitating socio-cultural
adaptation to the workplace is a highly sensitive issue.




How Interviewees saw their
organisation’s induction training

¥ 75% or ten interviewees, reported some kind of
normative employee induction training

¥This induction training had been standardized task, job,
role, process, and system centred processes

¥Nothing about norms and behavioural skills
expectations on employee induction trainings




Effect of Surrounding on Own
Perception of Adaptation

¥ 50% or seven out of the fourteen interviewees
thought that their surrounding culture affected
signibPcantly how they considered themselves to be
successfully adapted.

¥ 45% or six interviewees thought that the effect
was somewhat

¥For one interviewee this effect was very little.




Implication for ¥
Corporate HR: =

Organisations should integrate norms and behavioural
skills requirements into strategies for improving
organisational socialization of employees in addition to
task and process induction.




Dot-Connect

SERVICES

* Cross Cultural Leadership
+ Teamworking Skills

* Presentation Coaching

» Cross-Cultural Negotiations

* Go-How - How to manage in and
with other cultures

* Doing Business with India




