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ABSTRACT

Firms in Finland are experiencing an immense shortage of skilled workers, and one
of the many ways to cope with this shortage is the internationalisation of firms. The
starting point of internationalisation of the firm is the smooth induction process of
foreign background employees in the firm and utilising digital solutions. This paper
explores different ways firms use to enhance the employees’ induction process and
promote internationalisation. The data has been collected from 36 firms from Finland
in the interview form between 2020-2021. The collected data were analysed
qualitatively and provided widespread information. This paper focuses on the
induction and internationalisation side of data. The study explains digital solutions,
orientation-training programs, promoting an inclusive work culture and background
evaluations to enhance the induction process. The practical implication of this study
is to provide guidelines and bases to develop further digital solutions for the induction
process in Finnish firms.
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INTRODUCTION

Finland is famous for innovation and technological growth in many industrial sectors
(Schienstock, 2016). Due to the demand, the need for highly skilled workers increased
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many folds in the last decade (Zafar & Kantola, 2019) in various industrial segments.
Multinational companies (MNCs) that have headquarters or regional offices
internationally can manage required skilled workers from abroad (Aalto, 2020). At
the national level, small and medium-sized enterprises (SMES) cannot adapt to this
trend to solve the local shortage of skilled workers in their organizations
(Sustainability Barometer, 2021). There are many barriers to adopting similar
strategies in SMEs, such as lack of internationalization (Fletcher, 2001), training and
integration resources (Zafar & Ahola, 2021), time and financial limitations
(Sustainability Barometer, 2021), language-related issues (Heikkila, 2005), and
inability to accept future challenges (Nichols & Virsinger, 2021). Recent official data
showed that an estimated 30000 workers are needed by 2030 to replace the ageing
population of Finland (Central Chamber of Commerce, 2021).

Many projects at the national and EU levels try to facilitate talent searches,
recruitment, induction, job training, and integration at work in Finnish companies
(Talent Boost Cookbook Finland 2.0, 2020). MALVA project (Preparing immigrants
for working life) is one such project (LAB, 2020). The project has many goals, but
this paper focuses on two of those; induction of foreign employees and usage of
digital tools to help the workplace counsellors. The paper explores the current insights
about the induction of foreign background employees and firms and their
internationalisation standings in the Péijat-Hame (Lahti) and Uusimaa (Capital)
regions of Finland. Against this background, the purpose of this paper is to answer
the following research questions (RQs):

RQ 1: What are the processes that Finnish firms follow for the induction of foreign
background employees?

RQ 2: What is the current situation of the firms and their internationalisation
concerning the induction of foreign background employees?

More specifically, this study has two main objectives:
. To explore the induction process of foreign background employees
. To explore the firms and their internalisation

The RQs and objectives are to investigate 36 Finnish firms in Paijat-Hame (Lahti)
and Uusimaa (Capital) regions of Finland. The paper has four chapters. First, it
describes the background research followed by research methods. Next, the analysis
is summarised. The article ends with a discussion, conclusion, implications, and scope
for future research.

RESEARCH BACKGROUND

In the past, the word ‘internationalisation’ circulated a lot in business and technology-
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related literature (Johanson & Vahlne, 1990). Governments also use this word
repeatedly in their official policy documents (Internationalisation of Enterprises,
2020). There is a demographic (age, sex, education, country of birth) side of
internationalisation and how people interact with the external world in travel, trade,
cultural adaptation, and various types of international transactions (Fletcher, 2001).
An-other parameter for internationalisation at the organisational level is the
development of new products for external markets (Pries & Schweer, 2004), utilising
the technological advantage in a new market (Fletcher, 2001) (Zafar, 2021), investing
in international activities (Johanson & Vahlne, 1990), spending resources on R&D
(Gammeltoft, 2006) and mapping the international competitors’ activities (Mathews
& Zander, 2007).

Digitalisation has been hand in hand with internationalisation (Lee et al., 2019). The
starting point of the digitalisation discussion is mainly about transforming the existing
solutions into digital solutions and reducing the time and use of human resources in
the meantime (Parviainen et al., 2017). Research also noted that digitalisation is
valuable for approaching and capturing international markets (Lee et al., 2019). The
global digital banking products and e-residency programs are examples of the
digitalisation products contributing heavily to international businesses (HAN, 2011)
(Tammpuu & Masso, 2018). Digitalisation has remarkably reduced the costs of
international trade and improved the connectivity with international business partners
and customers (Neubert, 2018).

Over the last decade, internationalisation and digitalisation-focused projects have
gotten much attention and funding in Finland (Valtakari et al., 2021). Hiring foreign
background workers is a way to promote internationalisation in firms (Koski et al.,
2020). Digitalisation and internationalisation have struggled while hiring foreign
background workers from abroad or within Finland (International Talent Attraction,
Tampere 2019). There are many barriers that Finnish firms face when adapting
foreign background workforce (Nichols & Virsinger, 2021). One of the crucial
barriers is the difficult induction and integration process (International Talent
Attraction, Tampere 2019) of foreign background employees within the Finnish firm
(Nichols & Virsinger, 2021). Some projects have helped to improve the employability
of foreign background workers (Talent Boost Cookbook Finland 2.0, 2020), but the
usage of digital tools in a similar induction workforce is not very visible. However,
the Finnish Government has repeatedly highlighted the importance of integration,
internationalisation, and digitalisation in various contexts (Valtakari et al., 2021). But
it is now time to review how the internationalisation and digitalisation process
concept trickles down to ground level Finnish firms, particularly when inducting
foreign background employees.

METHODS

The survey and interviews were conducted using a single questionnaire consisting of
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14 questions. Most of the questions were open-ended and some were multiple-choice
questions. The questionnaires mainly covered topics such as the respondent's role in
the company, company induction models and availability of digital materials. It also
asked about financial resources, type of digital tools used in the company, induction
of new employees (local and remote), pandemic impact, the customized orientation
of employees with an immigrant background and willingness to cooperate with the
Malva project team.

A Google questionnaire and cover letter were sent to the companies via email. The
content and approach of the message were also carefully discussed with the
representatives of the steering group in order to arouse interest in the companies. The
companies were later contacted by direct phone calls. A total of 126 companies were
contacted by e-mail or telephone and 56 companies replied. Data of 36 firms were
used in this article based on full completion of telephonic interviews.

In the companies interviewed, those in charge of orientation had many job titles, for
example: team coach, service supervisor, service supervisor, tutor supervisor, store
manager, marketing manager, career supervisor, project supervisor, foreman, human
resources manager, supervisor, managing director or development director, deputy
managing director, recruitment unit expert, competence development director,
transport, factory or production manager, unit manager, training manager or team
leader. The choice of respondents was made carefully to obtain the best information
from the companies.

The companies belonged to various industries, such as care and nursing, wood
industry, clothing, IT, food production, building materials, logistics, personnel and
training services, manufacturing and packaging, waste management, water heating
and cooling companies, and areas of trade. About 53% of the companies were large
(more than 250 employees), about 10% were medium-sized (50-249 employees) and
about 37% were small (less than 50 employees). The companies were all located in
Paijat-Hame and Uusimaa.

ANALYSIS

The interview data were qualitatively analysed and grouped based on the relevance
of information. Insights were grouped into five categories, and each group was further
divided into subcategories. The scope of this article covers the first two groups of
insights which are: induction of foreign background employees and firms and
internationalisation. The first group was subdivided into six subcategories, and the
second group was subdivided into three categories. 75% of the firms from the dataset
have foreign background employees, and 77.7% of firms have specific orientation
training programs available in their firms to induct new employees. Table 1 elaborates
each insight, related number of respondents and percentage of the respondent.
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Table 1:
Insights about induction process of foreign background
employees - Pdijat-Hame (Lahti) and Uusimaa (Capital)

region firms:
Access to amenities Type | No. of respondent to type of Percentage
of insight insight
Induction of foreign (Total 36)

background employees

The firm has foreign 27 75%
background employees
The firm has a general 23 63.8%
orientation training
program

The firm has a specific 28 77.7%
orientation training
program

The firm has no or little
use of digital solutions for 20 55.5%
induction

The firm has full use of

digital solutions for 5 13.8%
induction

The firm has availability

of workplace counsellors 14 38.8%
Firms and

internationalisation

The firm is focusing on 25%
internationalisation
The firm is promoting

inclusive culture at the 4 11.1%
workplace

The firm needs help with 8

cultural awareness 22.2%

training
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DISCUSSION AND CONCLUSION

This paper explores linkages between the induction of foreign background employees
and firms and internalization in P&ijat-Hame (Lahti) and Uusimaa (Capital) region
firms. The data analysis showed various processes that Finnish firms follow for
induction of foreign background employees as the answer to RQ1. The qualitative
data explains five subcategories of induction of foreign background employees such
as the existence of foreign background employees in the firms (75%), availability of
general and specific orientation training programs (63.8% and 77.7%), little or no use
of digital solutions for induction (55.5%), full use of digital solutions for induction
(13.8%) and availability of workplace counsellors (38.8%). Table 1 shows that 75%
of interviewed firms have foreign background employees working for them in various
roles. In contrast, companies have generalised and developed specific training based
on the type of job that the employees must do. But only 38% of companies have
workplace counsellors to help the induction process. While around 55% of firms have
little or no use of digital tools for the induction process. Only about 13% of firms
were fully utilising digital tools for the induction of foreign background employees.
Lack of digital solutions usage put extra pressure on human training and inductions,
which was visible in the everyday work life of the interviewed firms.

The data also provides us with information regarding the internationalisation of firms
as the answer to RQ2. Internationalisation is divided into three subcategories based
on the collected data. The data showed the focus of firms on internationalisation
(25%), promotion of inclusive culture at the workplace (11.1%) and firms are looking
actively for cultural awareness training for their employees (22.2%). Although
Finland’s Government's official policies (Talent Boost Cookbook Finland 2.0, 2020)
focus on the internationalisation of firms at various levels, the collected data showed
that very few organisations translating that focus of internationalisation in reality.
This finding led to the contrast between Government policies and understanding and
implementation of internationalisation on the ground.

This research helps us to understand the present situation of the induction process of
foreign background employees and the internationalisation of firms. Analysed data
provided the on-ground picture about the understanding and implementation of
Government policies. It is an important implication of this research to provide clarity
in the internationalisation message and provide digital resources to local businesses
to induct foreign background employees. A limitation of this research is the sample
size used to collect the dataset, which consisted of only two regions of Finland (Paijéat-
Hé&me and Uusimaa). Expansion of data collection in Finland could be helpful to
provide a better understanding of the national behaviours of firms and the
development of digital induction solutions in firms.
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