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Abstract 

The aim of this study is to collect migrant workers' impressions of the Irish workplace integration 

process, with the goal of establishing how such workers would regard the use of intercultural 

mediation as a technique to help them integrate into Irish companies. This study used an inductive 

method, and a quantitative and pragmatic approach. A total of 113 immigrants who are currently or 

have previously worked in Ireland responded to the survey. 

A study of all data obtained found that the majority of immigrants in this poll felt integrated at work 

in Ireland, which may represent the wider immigrant population but does not refute their opinion of 

a visible lack of cultural understanding in Irish workplaces. In terms of migrants' perceptions of 

workplace attitudes toward cultural diversity, the findings of this study show that it is more likely to 

reward cultural competence development at all levels at the workplace rather than at the managerial 

level. The vast majority of participants thought intercultural mediation was a worthwhile and 

desired strategy, preferring to delegate this task to a co-worker who shared their immigrant status. 

In summary, the most important findings are not totally consistent with the author's initial 

projections. The preliminary adoption of the intercultural mediation techniques by creating cultural 

competence development inside Irish workplaces, notably among management levels, was what this 

study initially proposed, followed by the introduction of staff specialised in this area within the 

workplace. However, based on the outcomes of the study, it is concluded that both tactics would be 

seen positively by immigrants, implying that concurrent implementation may be feasible from the 

standpoint of immigrant staff. 

Keywords: intercultural mediation; integration process; immigrants; Irish workplace; cultural 

competence.  
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Introduction 

For immigrants worldwide, relocating to a new nation and beginning a new life is a difficult 

process. When immigrants arrive in a new country, they go on a journey into a new environment, 

culture, and community. The numbers of migrants have been increasing over the previous few 

decades, and it seems doubtful that they will reverse course. Around 258 million people lived 

outside their country of birth in 2017, in the whole world (OECD, 2018). 

Ireland has become a destination for many migrants; and with a foreign-born population of 17%, it 

has one of the highest immigrant resident rates in the EU in 2019 (McGinnity et al., 2020b), leading 

to an increase in the migrant workforce. Since 2004 (Lucey, 2019), migrants have filled about 60% 

of newly created jobs in Ireland; and employment visas for migrants have also risen significantly, 

from 11.305 in 2018 to 14.163 in 2019 (Department of Business, Enterprise and Innovation, 2019). 

There are 12 nations in Ireland with a population of over 10,000 individuals, including Brazilians, 

French, Germans, Indians, Italians, Latvians, Romanians, and Spaniards, as well as Poles, 

Lithuanians, and British. Immigrants in Ireland are extremely different in terms of age, social 

background, religious beliefs and practices, and English language ability adding to the diversity of 

the Irish community. This community diversity can have an impact on and cause problems in 

various areas, especially in the delivery of public services such as education and health, how people 

access work, and how they perceive Irish society (McGinnity et al., 2018a). 

In this perspective, the most critical indicator of integration is frequently defined as access to jobs, 

as employment provides migrants with a source of income and an opportunity to establish a 

foothold in the host community (OECD, 2018 and McGinnity et al., 2020b). 

However, despite the fact that employment is frequently defined as the most important indicator of 

integration, there is almost no emphasis on the workplace, with programmes designed to provide 
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access to employment but little focus on the process of integration within businesses when 

immigrants are already employed. 

In that regard, it becomes pertinent to consider the integration process of these migrants into the 

Irish labour market, assuming and assessing the difficulties inherent in adjusting to a new language, 

a new culture and a new job (Rajendran et al., 2017; Hopkins, 2012 and Lee et al., 2016). 

Studies on immigrants' integration into society in general shed light on how intercultural mediators 

can aid in this process (Schuller, 2016; Theodosiou and Aspioti, 2016 and Bianchini, 2015). 

Mediation, particularly in an international environment, is practised in a variety of ways and guided 

by a variety of philosophies, most notably regarding the mediator's role and the manner in which the 

mediation should be done. Culture is especially essential to mediation practice because it impacts 

how people perceive conflict and resolve disagreements within the legal system (Law, 2009). 

There are various definitions of intercultural mediation, but one widely accepted definition defines 

it as the act of bridging and mediating between individuals or groups of varied cultural backgrounds 

with the goal of resolving conflict or effecting change (Jezewski, 1990, cited in Souza, 2016). It is a 

form of intervention by third parties in and on circumstances characterised by enormous diversity, 

according to Romero (2010), in order to foster mutual understanding and awareness, learning and 

development of coexistence, and governance. 

Individuals with transdisciplinary, multi-linguistic, multicultural, and multi-professional abilities 

participate in intercultural mediation to get a better knowledge of their responsibilities as 

responsible members of a community. These mediators, according to Bianchin (2015), provide a 

range of purposes, including cultural engagement policies, diversity acknowledgement, and 

knowledge of diverse cultures and points of view. 

Unfortunately, the workplace has not been a welcoming environment for adopting the benefits of 



3 
 

intercultural mediation. Mediation is widely used by employers to resolve workplace conflicts. 

Nonetheless, the purpose of this study is to demonstrate how intercultural mediation can be used to 

increase immigrants' involvement and participation in their work environments, an area that is often 

overlooked, in order to help them feel more engaged as "part of the team" and thus more welcomed 

in their new country of residence. 

Taking these points into consideration, this research project will investigate how intercultural 

mediation can be useful in the process of integrating immigrants into the workplace environment, 

not in a way that allows immigrants to find jobs in the foreign country, but rather how to integrate 

them within the job, and inside the company. However, to reduce the scope of the inquiry, this 

initiative focuses only on immigrants working in the Irish workplace. 

The significance of this study is validated by what has been stated thus far. Not only Ireland, but the 

entire world, has become increasingly culturally diverse. Immigration has always occurred and has 

only risen in recent decades. The literature identifies a variety of causes for migration, including 

economic, political, cultural, familial, and career motivations (OECD, 2018), as well as the 

importance of labour demand in target countries (De Haas et al., 2018). 

Integration of migrants in the workplace appears to be an important issue in Ireland, where 

integration and inclusion are regarded as critical employment issues. The country seeks to foster 

fairness, a culture of human rights respect, and intercultural understanding in which everyone, 

regardless of ethnic origin, has equal access to employment opportunities and equitable treatment in 

the workplace (McGinnity et al., 2018a). 

As a result, given the dearth of literature on the subject, it is worthwhile to conduct research to 

ascertain migrant employees' impressions of Irish integration procedures and their attitudes toward 

the use of intercultural mediation and its approaches in Irish workplaces. 
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Thus, one of the most critical phases in this type of study is to define the research questions at the 

start of the study in order to guide the researcher throughout the process as it is typical to become 

disoriented during the research process if this is not done. 

According to Saunders et al. (2016), the research topic determines the destination, strategy, data 

collecting, and analysis, as well as the methodologies and literature employed in the research 

project. This study aims to answer the following research question: How intercultural mediation 

can promote the inclusion and integration of immigrants in the workplace environment in 

Ireland? 

The research goal for this project is to acquire a better knowledge of how intercultural mediation 

may be used for more than simply cross-cultural challenges, and how it can also be beneficial in the 

process of immigrants' integration into the workplace. To accomplish this, the following research 

objectives were established as a means of fulfilling the research's aims: 

 To determine the challenges that impact immigrants in their integration, especially in the 

workplace; 

 To assess the relation existent between intercultural mediation and its approaches and 

techniques and the process of integration of immigrants; 

 To determine how intercultural mediators' methods and techniques can be employed by Irish 

firms to improve immigrant workers’ integration. 

This study used a hybrid methodology that included a literature review to elucidate the above-

mentioned objectives and a quantitative approach based on responses from 113 immigrants who are 

currently working or have previously worked and resided in Ireland. 

This dissertation is divided into four chapters. In Chapter 1, we will review pertinent literature on 

cultural diversity and ethnicity, as well as the cross-cultural adjustment issues faced by immigrants, 
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with an emphasis on how these characteristics affect immigrants' workplace integration. This will 

be followed by a discussion of the connection between mediation and integration, what constitutes 

intercultural mediation, its characteristics, application fields, and required skills, to demonstrate 

how its application in the workplace context can benefit the integration process of immigrants. This 

is a technique for laying the groundwork for addressing the research question and, as a result, the 

inquiry's aim. 

Then the methodology is outlined in Chapter 2 outlined presenting the research question and 

objectives of this research, and it explains to the reader the methodology used and why was 

considered appropriate for this study.  

The data and findings acquired from the inquiry are given to the reader in Chapters 3 and 4, 

summarising the outcomes and key discoveries. The major conclusions and links to related 

literature can be found in the discussion chapter. Finally, the study demonstrates possible 

conclusions and recommendations. 

Background of the Dissertation 

This researcher has been living in Ireland as an international student for the past two and a half 

years. In Brazil, I spent most of my professional life working in clerical jobs before enrolling in 

college to pursue a law degree. Consider my time in college as well as my experience as a lawyer 

after graduation, and you will see that I have more than 5 years of experience in the legal 

profession. 

I need to start over from the beginning and leave, or perhaps a more accurate phrase would be 

"paused" my career and life. In Ireland, I became an immigrant who was learning a new language 

and assimilating into a new culture, all while having no friends, no home, and no family to rely on 

for support. I was alone. This encounter forced me to go through a variety of positive and negative 
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experiences. As an immigrant myself, some of the issues that will be discussed in this dissertation 

will present some experiences that even I have gone through or have heard about from friends and 

colleagues while living in Ireland. 

Being a master’s student in Dispute Resolution has allowed me to examine various elements and 

phenomena throughout an organization, showing that conflicts are not always as negative as we 

usually believe and that a solution to such phenomenon is within reach. It also made me understand 

that there are other options available that may be more successful and useful than going to court, 

which is a method of dealing with problems that I was more accustomed to, given my previous 

experience with the legal system. 

The experience also prompted me to pay more attention to the most important resource of every 

organization, which is their employees, in order to design a scenario that is more equitable and 

sensitive to the needs and interests of everyone. Taking the course also forced me to reassess how I 

deal with disagreements in general, even in personal situations such as those with friends, 

colleagues at work, and family members. 

This study, combined with my personal experiences as an immigrant in Ireland, including 

discrimination and dealing with others, as well as hearing about other immigrants' struggles to feel 

integrated into their workplace, and much more, has increased my concern about immigrants and 

how Irish employers/companies can make improvements to assist those immigrants in this process 

to become a part of this new culture. However, having stated the background information and 

concerns that I have raised, this research will be based on that information and will investigate how 

intercultural mediation and mediators can be beneficial in the process of integrating immigrants into 

the workplace environment in Ireland. 
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Chapter 1 - Literature Review 

1.1.Culture and Cultural Diversity 

Any discussion about immigrants and immigration will include the terms culture and diversity. 

These are the keywords in these debates. With this in mind, it seems appropriate to begin this 

dissertation by discussing what those two words entail. 

When dealing with cultural differences, it is customary to start by trying to define the term 

“culture”. Some scholars have researched culture in terms of ethnic or geographic groups, rather 

than culture as a whole. Triandis (2002) defines culture as a shared meaning system among people 

who speak a certain language within a specific historical period and geographical place. 

The cultural process is seen as a dynamic process by McLean and Kromkowski (1991), who 

understand it as a foundation for social relationships. Moon (1996) argues that some hegemonic 

definitions of culture exist and studies other cultural conceptualizations, as well as the implications 

of these alternative cultural conceptualizations for intercultural communication research. 

Throughout his study of the evolution of culture, the author situates it in the frameworks of politics, 

economics, and social life. He also criticises international literature for missing diversity of 

viewpoints.  

At this point, the connection to diversity becomes crucial. Diversification embraces all distinctions 

between individuals, groups, and civilizations. Anyone can perceive diversity in a variety of ways, 

depending on their perspective. Due to the complexity of the concept, the term diversity has gained 

popularity in recent years. Seymen (2006) defines it as a social mix of individuals with varying 

group personalities and, hence, different cultures. 

LeBaron's (2003) concept of culture appears relevant for this study because it incorporates both 
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culture and diversity. According to the author, cultures extend beyond language, dress, and food and 

they are not restricted to racial/ethnic/national origins. When one part of cultural identity is 

questioned or misunderstood, it can become dominant, resulting in stereotyping, incorrect 

projection, and conflict. When differences emerge in families, communities, or organisations 

culture is constantly present, influencing perceptions, behaviours, thoughts, and outcomes. 

Furthermore, Sarala and Vaara (2010) feel that cultural differences can facilitate information 

transfer. A more dynamic social environment is a result of cultural integration, the authors claim. 

This research examines the ethnic and cultural diversity of the workforce, which includes 

individuals from a number of countries, origins, and religions. Multiculturalism, according to Cox 

(1991), enhances workplace variety and pluralism, hence making the workplace more inclusive. He 

asserts that multiculturalism creates workplace diversity and pluralism, both of which he views as 

positive. 

This entire concept of diversity, and cultural and racial distinctions, is inextricably linked to the role 

of immigrants in the workforce and society, and it is critical to remember that we require diversity 

now more than ever. To prosper in today's increasingly competitive economic world, fostering ways 

for immigrants to contribute to this need for cultural diversity in the workplace benefits, not only 

companies but also society as a whole. 

1.2. Immigrant Cross-Cultural Adjustment Challenges 

As Beutin et al. (2006) point out it is difficult to define what constitutes a migrant. This is because 

there is no such thing as a 'migrant'. Many migrants come to establish a permanent residence, while 

others come temporarily to work or attend education, indicating that their reasons are varied. 

Almost all migratory movements are now defined by European Union policy, from labour migration 

to family reunification, refugees, asylum seekers, and retiree emigration (OECD, 2018 and De Haas 
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et al., 2018). The argument is that regardless of the motivation for migrating, as is widely 

acknowledged and written about, acclimating to a new culture after being immersed in one is tough 

(Hanassab, 1991; Ishiyama and Westwood, 1992; Lee and Westwood, 1996). 

Being qualified and experienced does not guarantee that their transition into this new labour market 

would be painless. Certain broad causes and challenges end up affecting the cross-cultural 

assimilation of all arrivals to the country (Boekestljn, 1998, cited in Lee and Westwood, 1996). 

According to relevant studies, immigrants in almost every country face those similar difficulties: 

while the most serious are related to a lack of employment and insufficient access to health care and 

legal services, another group of difficulties is related to a lack of language proficiency, bureaucracy 

barriers, and adjusting to new surroundings (Theodosiou and Aspioti, 2016). 

O’Connell and McGinnity (2008), who are particularly concerned with the Irish issue, also provide 

useful material. They reveal that non-Irish nationals are three times more likely than Irish nationals 

to face workplace discrimination. They also draw attention to the fact that immigrants in Ireland 

face the same obstacles in finding work as those in other parts of the world. With this in mind, it is 

vital to discuss some of these challenges in further depth. 

1.2.1. Language Barriers 

Language has an important but difficult role in decisions about migration, assimilation, integration 

and the impact of migrants on host societies (Wang et al., 2018). Some researchers think that 

knowledge of the receiving country's language influences an immigrant's capacity to find work and 

contribute to the society that they intend to be part of (Esser, 2006; Isphordin, and Otten, 2014; 

Petrova, 2016). In Europe, for example, language is seen as a vital component of the integration 

process, with the EU's fourth Common Basic Principles for Immigrant Integration Policy (2004, p. 

18) emphasising it: “Basic understanding of the host society's language, history, and institutions is 
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important to integration; allowing immigrants to acquire this basic information is critical to 

successful integration”. 

Language helps us express who we are and desire to be. Our personalities, roles, and relationships, 

as well as our social identities, are reflected in our unique communication styles. Language 

influences status, impressions, and group divisions. A lack of awareness of the host country's 

language may lead to misinterpretation of everyday events (Petrova, 2016). That is why knowing 

the country's native language, as well as understanding the country's social, cultural, and linguistic 

challenges, is critical. 

Dempster and Hargrave (2017) show that refugee and migrant integration ‘success’ is predicted by 

language proficiency, citing a study in which three-quarters of respondents from ten European 

countries rated the ability to speak one's native tongue as the most important factor in a nation's 

collective identity (Figure 1). 

Figure 1: Determinants of national identity 

 

Source: Spring 2016 Global Attitudes Survey Q85e-d, cited in Dempster and Hargrave, 2017. 
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Along with cultural diversity, Esser (2006) asserts that language diversity can foster creativity and 

intercultural exchanges, as well as communication and coordination issues in the context of work, 

business, or social connections. Thus, linguistic diversity generates an enduring demand for a 

universal language, which is frequently satisfied by instruction in and learning of the state language 

(or a universally accepted official language, as English has already become). What matters is that 

linguistic competence satisfies both formal and informal requirements of ordinary places and 

functions, such as schools, training, and the labour market. However, in many cases, migrants' 

verbal and written communications are severely constrained, contributing to feelings of social 

isolation, insecurity, and helplessness (Petrova, 2016). 

When applied to the labour market, the language issue has a profound effect on job opportunities, 

since a lack of language abilities significantly affects one's chances of employment and promotion. 

A recent study on the inclusion of a diverse workforce in the United Kingdom discovered that a 

lack of English proficiency can result in exclusion from English-speaking workplaces (Hopkins, 

2012). This is why, in addition to key educational and professional characteristics, national 

language skills are critical for immigrants' integration into the labour market and, ultimately, into 

the host society, because employment also plays a significant role in integration (Esser, 2006; 

Isphordin and Otten, 2014). 

Immigrants with less education (those with only a high school diploma) appear to face more 

language difficulties (Isphordin and Otten, 2014). As a result, it is widely believed that higher-

educated immigrants have a greater need to acquire the host country's language, as their occupations 

– the occupations they seek – frequently require language abilities in comparison to low-skilled 

employment (Zorlu, and Hartog, 2018). This may be one of the motivations for highly trained 

immigrants to acquire the host country's languages, as opposed to those who work in so-called 

underemployment even in their native countries, where a higher degree is not required. 
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However, even if they have a decent degree of knowledge of the host country language, which may 

help integration in the workplace, there is still a possibility that they would perceive the world 

through the eyes of their own culture, resulting in misunderstandings (Selmer, 2006 and Rajendran 

et al., 2017). 

Inadequate proficiency may also imply that discrimination and difference are favoured. According 

to Isphord and Otten (2014), native language proficiency may have symbolic consequences on the 

employment market (for example, concerning accent or uncertainty about the level of qualification 

in the language). Indeed, employers that fear additional expenditures by over or underestimating 

candidates' talents may lead to a decline in immigrants' professional status. Consequently, 

immigrants may avoid seeking employment in the host society's labour market. 

Perhaps, for this reason, Petrova (2016) observes that migrants utilise their mother tongue as a 

"group language" to identify themselves from their surroundings. The mother tongue is rarely 

spoken outside of the house, in semi-public settings such as bars, cafés, and restaurants, and in 

public. 

Similarly, Ciribuco et al. (2017) discovered that, according to the 2016 Census, 612.018 people in 

Ireland speak a foreign language at home. The authors reveal that accent and pronunciation are 

considered as the most difficult components of communicating in Ireland by non-English speakers. 

Most migrants arrive with some knowledge of English, but few feel prepared to work and flourish 

in Ireland. He also notes that in Ireland, disparities between the language used in professional 

environments and language used on the street might be troublesome. Language classes alone do not 

foster social connection, as classroom exposure to "actual" dialects is limited. There is a great desire 

to communicate with locals but finding Irish individuals who have the time and energy to converse 

with non-native speakers is tough. 
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Teresa Buczkowska of the Ireland Immigrant Council (cited in Ciribuco et al. 2017) acknowledges 

that language can be exclusive if it is used as a racial insult or harassment on the street or at work, 

using comments like "you go home", or if the language used in the media to describe migration and 

migrants pejoratively. It can also happen at work, where language is used to restrict access to rights, 

such as when an employer uses overly complicated, difficult-to-understand terminology or when 

employees are forbidden from using their home tongue at work. 

Finally, Ciribuco et al. (2017) claim that while migrants wish to connect with Irish society and 

speak English, they do not want to lose their own culture in the process. They want their culture 

acknowledged and honoured during integration. To be able to speak one's native mother tongue at 

work, during leisure, or in public requires maintaining this sense of identity. In the same study on 

the linguistic environment in Ireland, the authors asked immigrants if their first language was ever 

forbidden/prevented at work or education, and 22% replied yes. Additional input includes persons 

who believe that using their first language in the presence of others at work would be apolitical and 

unacceptable. 

1.2.2. People’s Attitudes in the Host Country 

The opinions of people in the host culture are also a factor that affects immigrants' cross-cultural 

adjustment. The premise is that public views can have an impact on migrant integration both 

directly and indirectly. According to studies, open hostility, harassment, and poor media coverage 

can exacerbate discriminating perceptions and have a detrimental effect on health, well-being, and 

performance outcomes (McGinnity et al., 2020a). Beutin et al. (2006), for example, reports that the 

public opinion of migration in the EU is not homogeneous across all Member States; however, the 

overall conclusion is that public perception of migration in Europe is becoming increasingly 

negative. 
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Thus, two aspects are indisputable: first, integration is more difficult in a society that does not 

welcome or is hostile to immigrants, whereas integration becomes easier in a more welcoming 

community. Additionally, it operates in the other direction. The public perception of migrants might 

vary in response to visible attempts by migrants to integrate. Second, and probably more 

importantly, negative public sentiments are sometimes expressed in institutional and social practices 

that contribute to migrants' marginalisation.  

Discriminatory practises and labour market segmentation are instances of institutionalised 

stereotypes and bad attitudes. As a result of these behaviours, a vicious cycle of exclusion, 

marginalisation, and increased discrimination exists, since if migrants have the worst employment 

and lowest earnings, they may face stigma, which results in unfavourable feelings and additional 

discrimination. This downward spiral can only be broken by eliminating discriminatory tactics and 

altering public perception (Beutin et al., 2006). 

According to Lee and Westwood, rivalry, territoriality, and interaction fatigue are all major attitudes 

related to professional immigrants' transition (1996). The authors explain that people of the host 

culture may see professional immigrants as prospective job competitors. In line with this logic, 

immigrants are viewed as a threat to resources such as jobs, social services, and housing because 

natives believe they take jobs, welfare benefits, and housing away from host-country inhabitants. 

Such obvious threats may affect society as a whole or specific groups within the host country, 

particularly those who perceive they are already being treated unfairly and competing for scant 

resources. Due to fear of competition, negative attitudes toward foreigners are likely to be more 

prevalent in socioeconomically weak and destitute groups, as well as among males, the less 

educated, and the elderly (Meltzer et al. 2018). Such negative experiences make it even more 

difficult for immigrant workers to acclimate because certain companies may be concerned that 

luring immigrants could foster animosity among current staff and for this reason decide not to hire 
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talented immigrants in order to prevent alienating them. 

The view that locals should be favoured for employment persists even in locations where the public 

supports refugees and migrants whose presence they believe will benefit their country economically 

(Dempster and Hargrave, 2017 and Dempster, 2020). Employers may also assume that immigrants 

should not hold positions of power or influence. In a management position, for example, employers 

may be reticent to promote an immigrant if they feel their colleagues have low esteem for 

immigrants. It is as if there is an unwritten policy against hiring immigrants, which may contribute 

to migrants' confusion and displeasure (Lee and Westwood, 1996). 

Interestingly, non-EU migrants, according to Ruhs (2017), do not compete directly with native 

workers in the host country's labour market. Some academics, however, argue that immigrants may 

pose a problem if they gain access to the host country's aid system (e.g., housing and healthcare 

services). Furthermore, an increase in the number of low-skilled immigrants – who may also come 

from EU member states – increases the availability of low-skilled labour, which may lead to low-

skilled locals viewing this type of immigration as a threat to their job or wage (Hainmueller and 

Hopkins, 2014; Jean et al. 2010). 

Another source of perceived grievance is security concerns. Meltzer et al. (2018) and Beutin et al. 

(2006) observed that when people experience a decline in their personal safety, doubt other people 

or political leaders, identify as politically right-wing and believe ethnic minorities constitute a 

collective threat, they favour ethnic exclusionism more. Immigration, according to this viewpoint, 

poses a security concern since it is perceived to enhance the chance of violence, crime, or terrorist 

acts. 

Certain writers show that privileged groups, such as the highly educated, are expected to have lower 

levels of bias since education, particularly third-level education, instils democratic ideals such as 
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tolerance. A favourable educational effect is less dependent on economic competition and more on 

diverse cultural and intellectual mechanisms such as tolerance distinctions, ethnocentrism, and 

sociotropic judgments than on immigrant competitive exposure (McGinnity et al., 2020a; Dempster 

and Hargrave, 2017). 

This can be seen in Ireland, where sentiments toward immigration and ethnic diversity vary 

according to social class. Individuals with a higher level of education are significantly more 

optimistic about immigration's influence than those with a lower level of education. McGinnity et 

al. (2018b) offer a range of explanations for their findings, including the fact that individuals with 

higher levels of education are typically more financially secure, as well as the potential liberalizing' 

effect of higher education. Financially distressed individuals expressed more negative opinions, 

supporting the notion that they are more likely to compete with migrants for jobs and social 

benefits/services. 

Additionally, throughout the first half of the 2000s, perceptions of immigration's impact on the 

economy, cultural scene, and quality of life increased in Ireland. In 2008, attitudes began to 

deteriorate and remained so until 2010, when they began to recover again in 2012 and 2014. 

Notably, before the recession, Irish sentiments about immigration were more favourable than the 

average for 10 Western European countries. However, between 2008 and 2014, Irish sentiments 

slipped below the European average, but the gap is smaller in 2014 than it was in 2010 (McGinnity 

et al., 2018b), suggesting that a country's economic position has a direct effect on how people see 

immigration. 

1.2.3. Visas, Work Permits, and Illegal Status 

When planning to relocate to a new country, immigrants must typically consider and deal with the 

legal procedures and requirements required to be lawfully present in that country. This obstacle may 
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become even more difficult to overcome if the new country has additional requirements for 

obtaining visas or work permits.  

Immigrants' language abilities may be evaluated using a points-based system at the time of their 

application for entry before they left for the host country. At the end of the day, the objective is to 

identify the most qualified applicants for the labour market. It may be necessary as part of the points 

system or as one of the prerequisites for an immigrant to fulfil in order to acquire specific rights, 

frequently those derived from citizenship, and therefore obtain host country nationality, as is the 

case in Canada and Germany (Bermejo, 2008). 

Even immigrants who are seeking asylum or who wish to be considered for refugee status will 

almost certainly be required to comply with specified requirements that could pose a barrier to their 

entry into the nation. 

This is when the issue of illegal immigration became a focal point of discussion. Unlawful 

immigration is dangerous for those involved, generates incentives for illegal conduct, and has a 

negative impact on public opinion, resulting in about equal numbers of negative attitudes toward 

legal migrants.  

According to Beutin et al. (2006), breaking this cycle requires Europe – but also other countries 

with high levels of immigration, such as the United States, Canada, and Australia – to take 

advantage of legal migration opportunities that go beyond the strict conditions associated with 

family reunion. Individuals seeking asylum or irregular migrants wishing to enter the country 

legally or on a regular basis may do so using this approved route. To ensure that such an increase of 

migration alternatives is economically, and politically feasible, careful employment screening of 

new and existing migrants is essential, while illicit work is restricted. 

Dempster and Hargrave (2017) assert that inclinations against people who enter a country illegally 
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may confound opinions on immigrants and refugees (i.e., crossing without appropriate papers or 

visas). Surveys conducted in Europe, the United States, and Australia reveal a greater level of 

anxiety about these 'illegal' immigrants (Figure 2). Throughout the history of Australia, for 

example, the government's asylum strategy has been presented as a fight against 'illegal' entrants 

arriving by sea. 

Figure 2: The percentage of people worried about ‘legal’ versus ‘illegal’ immigration 

 

Source: Transatlantic Trends, 2013. Based on surveys with 1,000 people per country between 3 and 27 June 2013. 

Cited in Dempster and Hargrave, 2017. 

The illegal status also poses risks to the persons engaged, who frequently suffer grave hazards both 

during and after their journey. The persistence of illegal migration also encourages criminal 

activities like human trafficking and illegal employment, harming legal migrants almost as much as 

the persistence of illegal migration (Beutin et al., 2006). 

Furthermore, according to Dempster (2020), while applying for visas and work permits, immigrants 

must analyse and be concerned about the current economic situation. Because economic downturns, 

such as the one predicted by Covid-19, tend to erode support for immigration, locals prioritise their 

own access to jobs and social services above that of others. Many governments have used the 

pandemic to close borders, restrict travel, and portray migrants as disease carriers. 
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The author adds, however, that certain nations are experiencing a rebirth of respect for the role 

migrants play in our society, with many of them being recognised as "critical" or "important" 

workers, referring to this as an "opportunity". Visas have been extended and made less expensive. 

Because of immigrants' key role in the Covid-19 pandemic epidemic in Ireland, for example, recent 

changes in the work permit system have allowed nursing homes and other healthcare organisations 

to hire personnel from outside the European Union (Wall, 2021; Department of Enterprise, Trade 

and Employment, 2021). A window of opportunity may be opening up: an opportunity to press for 

more migration and increased migrant support, as well as an opportunity to reframe migration 

discussions in the post-Covid recovery period (Dempster, 2020). 

1.2.4. Racism and Discrimination 

Race perceptions appear to be critical to understand immigration sentiments. According to 

McGinnity et al. (2018a), racial views regarding work ethics are associated with lower scores on the 

'economic impact' and 'better place' criteria. The test that measures views toward racial differences 

in intelligence is strongly and negatively related to sentiments toward the 'cultural influence' of 

immigration. 

According to Meltzer et al. (2018), this may explain why some scholars believe that people are 

more receptive to immigration from ethnically or culturally similar groups than from ethnically or 

culturally distant ones. Furthermore, highly prominent out-groups are often viewed negatively. 

Another interesting aspect brought up by the author is that, while skin colour had minimal effect on 

sentiments about immigration, immigrants from Muslim-majority nations were perceived less 

favourably. 

In contrast to these findings, O’Connell and McGinnity (2008) establish that a fraction of black 

immigrants face a significant disadvantage in terms of unemployment and subjective assessment of 
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job-search challenges. 

When such impressions are applied to Ireland, it is possible to see how the country has gotten 

increasingly varied over the last two decades. According to the 2016 Census, Ireland's 535.475 non-

Irish nationals came from 200 countries, with 12 countries having more than 10.000 people, 

including Americans, Brazilians, French, Germans, Indians, Italians, Latvians, Romanians, and 

Spanish, as well as Polish, Lithuanians, and British (McGinnity et al., 2018b; CSO, 2016). 

However, despite this amount of diversity, immigrants face discrimination and racism in Ireland. In 

their research, McGinnity et al. (2006) found that immigrants were harassed on the street, on public 

transit, and in public areas; insults or other types of harassment at work were the second most 

common form of prejudice among those allowed to work. It was also reported that migrants face 

prejudice in the access to the labour market, and migrants were also mentioned to be poorly treated 

by healthcare providers. The highly educated, according to the study's findings, are substantially 

more likely to face discrimination in two domains: work and public settings. Asylum seekers are 

substantially more likely to encounter prejudice than those with work permits, according to the data. 

The Irish Network Against Racism (INAR, 2019) offered data on the position and concerns of civil 

society in Ireland in their Alternative Report, indicating that while employment discrimination is 

prohibited under Irish equality legislation, it is a pervasive aspect of the labour market. Ireland 

continues to operate on a guest-worker model with little legislative protection. Migrant workers 

(especially women and undocumented immigrants) are disproportionately represented in low-wage 

and risky jobs. Additionally, concerns have been expressed regarding a rise in racist hate speech 

directed against Travellers, Roma, refugees, asylum seekers, and migrants, notably on the Internet 

and social networking platforms. They are particularly concerned about politicians' frequent use of 

racist hate rhetoric, especially during election campaigns. 
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1.3. Mediation and Integration 

When people from different countries and, as a result, cultures come together, the likelihood of 

conflict increases. Disparities may be based on race, ethnic origin, or national origin, but they may 

also be based on generational gaps, socioeconomic factors, gender or sexuality, language, to name a 

few. Mediation may be effective at this stage. 

As mediation becomes more widely used, more mediators will become involved in cross-cultural 

mediation. Even the most qualified and experienced mediator will encounter new issues during 

cross-cultural mediation. While only a few mediators are capable of resolving cross-border 

commercial disputes or international political confrontations, domestic mediators are progressively 

prone to engage in disputes involving persons of diverse cultural backgrounds (Barkai, 2008). 

According to Moore (2014), mediation is a process for resolving conflicts in which a mutually 

agreeable third party, who lacks the authority to make binding decisions on behalf of the parties in 

dispute, intervenes in a conflict or dispute in order to assist the parties in improving their 

relationships and communication through the use of effective problem-solving techniques. Thus, 

mediation is a flexible and confidential strategy where the parties are ultimately controlling the 

process to determine the conditions of resolution (Schuller, 2016).In this context, the link between 

cultural mediation and the social integration of immigrants is crucial. 

Beutin et al. (2006) enquire into the nature of this 'integration'. The European Council, they assert, 

defines integration as a "two-way process" in which immigrants and host societies share rights and 

obligations. Migrants must be more tenacious in their efforts to integrate, while recipient countries 

must continue their integration efforts. However, the bidirectional process is visible and 

understandable in several circumstances. Migrants' structural and social integration (or social 

inclusion) entails integration into the labour force, access to public services such as education and 
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healthcare, and financial benefits such as retirement pensions. Social inclusion means granting 

migrants social rights, whereas social integration entails providing proper health care, education, 

and housing, among other factors. Segregation in the job, education, and housing can exacerbate 

unfavourable views (among natives and migrants alike), resulting in discrimination in critical and 

social services and creating social isolation. 

According to Theodosiou and Aspioti (2016), the trajectory of immigrant integration in Europe has 

closely tracked global improvements in "integration theory and practice". They explain there were 

three major phases in migrant integration theory that have dictated the role of the state and the 

development of forms of community/intercultural understanding. There was an assimilation period 

between 1950 and 1970 where migrants' integration challenges were viewed as a personal 

shortcoming. Migrants were obliged to learn the host country's language, values, cultures, and 

traditions. At this phase, the state and host society, in general, have no obligation to promote equal 

opportunity or provide interpreting/mediation services. 

The second phase was dominated by the concept of multiculturalism (1970-1990) where tolerance 

for cultural diversity, minority protection, and identity issues were crucial. 

Incorporation is the third stage of integration theory and practises, described by the perception of 

interculturality (1990 and thereafter). This viewpoint recognises that heterogeneity is unavoidable, 

and that migrant integration necessitates reciprocal adaptation on the part of both migrants and host 

societies. In this setting, interventions become more service-oriented, and immigrants' integration 

becomes institutionalised and integrated into general services. 

While integration across all sectors of a society is important, Beutin et al. (2006) emphasise the 

importance of labour market integration for a number of reasons. To begin, employment is an 

essential component of any community integration process and, in many cases, one of the 
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fundamental requirements for social inclusion. To some extent, labour market integration 

incorporates extra integration components such as improved language skills as a result of successful 

labour market integration. Second, significant migrant unemployment can devastate society in ways 

that native unemployment cannot. If migrants are unable to find work, they may resort to working 

in the informal sector, thus compounding their circumstances. Moreover, migrant unemployment 

negatively affects the public perception of migrants, impeding the integration process. If 

unemployed, migrants are considered as "welfare scroungers" who do not contribute to society. 

Thus, as Bianchini (2015) accurately points out, immigrants require cultural mediators to provide 

them with a voice and visibility. As previously stated, immigrants frequently face obstacles due to a 

lack of knowledge of the host country's language, denial of citizenship rights, and social stigma. As 

a result, mediation should redefine the term "culture"; it should refer to a culture that values its 

diverse cultural influences, not just a society that welcomes migrants. 

To summarise, new institutions are being developed in the middle ground between state policy and 

citizens in order to create new locations for social integration, where all people, native and 

immigrant alike, can experience unique sorts of relationships and equal access to rights (Bianchini, 

2015). Given this, it is acceptable to state that intercultural mediation is the optimal strategy for 

ensuring successful information sharing, mutual understanding, conflict resolution, and integration 

during the immigration process. 

1.3.1. Intercultural Mediation 

One of the numerous mediation styles is based on the mediators' ability to approach cultures. 

However, intercultural mediation is far from a novel concept; it dates all the way back to the earliest 

cultural contacts. Anthropologists coined the term "cultural broker/mediator" after observing that 

certain individuals served as intermediaries, mediators, negotiators, or brokers between individuals 
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from diverse cultures, whether through international trade or interactions between colonial 

governments and the societies they ruled (Souza, 2016). 

Intercultural mediators (alternatively referred to as 'community interpreters,' 'cultural linguists,' or 

'cross-cultural mediators') facilitate communication among people, families, and community 

members as part of efforts to encourage and facilitate immigrants' social inclusion and integration, 

according to Catarci (2016). As a link between immigrants and the society of reception, they work 

for the removal of cultural and linguistic obstacles, the development of an open, inclusive, and 

human rights-supporting culture, and adherence to citizenship criteria. They also help to promote 

awareness about the needs of immigrants, as well as the peculiarities, resources, and limitations of 

the welfare system. 

Six (1990, cited in Marques et al., 2019) emphasises the creative, preventive, renewing, and healing 

nature of intercultural mediation, as well as other forms of mediation. This is because intercultural 

mediation fosters new connections between individuals or groups that benefit both parties, while 

also allowing for the improvement of deteriorated or loosened existing relationships between the 

mediated parties.  

Intercultural mediators are currently widely employed in a variety of European countries and are 

considered as a strategic instrument for the integration process, enabling dialogue and social 

cohesion, according to Catarci (2016), as evidenced by a study conducted in six European countries 

(Italy, France, Germany, Greece, Spain, and the United Kingdom). 

Arvanitis (2014) connects intercultural mediation to the inflow of migrants and the challenges 

social organisations and professionals face in adapting their interventions to the European context. 

As well as the segregation of socially excluded groups (particularly migrants) and the need to 

address social disintegration that leads to conflict and violence (domestic, ethnic, etc.). 



25 
 

Intercultural mediation, the author says, brings a broad spectrum of current societal challenges to 

the forefront in a complex, inclusive, and engaging manner. Assists migrants in settling in their new 

nation, as well as social actors and institutions, to better understand and interact with migrant 

settlement demands. However, it is not just a method of settling conflicts or a form of interpersonal 

communication. Complex, it encourages reflection on diversity in connection to the socio-political 

situation and power dynamics.  

Cohen-Emerique (2007, pp. 11-14) classified intercultural mediation into four main categories: 

a) The first category makes it easier for parties to communicate with one another (through 

giving information, interpreting, or translating). This sort of mediation makes it easier for 

migrant groups to have access to a variety of public services while also ensuring that social 

actors understand and respond to their demands. 

b) The second type attempts to correct cultural misunderstandings caused by ignorance, 

prejudice, discrimination, or stereotyping. Intercultural mediation assists both parties in this 

circumstance by providing culturally relevant information. 

c) The third type entails the settlement and management of disputes in a range of areas, 

including family, justice, education, health, and welfare. In this setting, intercultural 

mediation enables the establishment of bridges and the formation of new spaces for 

compromise and agreement. 

d) The fourth category refers to the process through which institutional methods, norms, 

structures, and regulations, as well as individual perspectives, are modified in the framework 

of mutual understanding, collaboration, and trust. In this scenario, intercultural mediators act 

as change agents, with both parties acknowledging and valuing their expertise and skill. 

What is intriguing is the usage of the word provided in the final type of intercultural mediation: 

intercultural mediators act as change agents; this is the essence of intercultural mediation. 
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Intercultural mediation thus requires crossing cultures, meanings, silent languages, words, and 

collocations. According to Bianchini (2015), the promise of providing an 'educational' function for 

both locals and foreigners about diversity, as well as the promotion of public recognition and 

protection of immigrants as human beings, will aid their integration process.  

As is possible see intercultural mediation is broad and encompass diverse aspects of the integration 

process, as well as a means of preventing and resolving conflicts. As such, it is a type of social 

intervention that may (and should) be used in all contexts of society, because welcoming 

immigrants is not simple in the majority of communities, needing ongoing mediating activities 

(Chiofalo et al. 2019). Hence, the point is to acknowledge that intercultural mediation can have a 

substantial impact on society far beyond settling conflicts and disagreements, simply by facilitating 

exchange, so why not apply it in the workplace context? 

1.3.2. Intervention Fields 

Depending on the country and the unique scenario, the duties of intercultural mediators may range 

from linguistic interpretation to the implementation of awareness-raising initiatives or conflict 

mediation (TIME, 2016). The intervention fields for the use of intercultural mediation may also 

vary but is frequently used in the following areas: general healthcare, social services, community 

development, neighbourhood development, education, migrant reception and legalisation 

procedures, public administration (including law enforcement), justice, primary and secondary 

reception centres, and labour (in a public context for the enforcement of labour legislation) 

(Theodosiou and Aspioti, 2016; TIME, 2016; Catarci, 2016). 

In schools, intercultural mediation methods were adopted to strengthen bonds and foster productive 

relationships between persons from different cultures. In Italy, for example, it has been used to 

support the participation of immigrant pupils in schools and to strengthen ties between the school 
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and immigrant families (Chiofalo, 2019; Catarci, 2016). Additionally, Aspioti and Theodosiou 

(2016) highlight other Italian cultural mediation practises, which include linguistic mediation, 

facilitation of exchanges between migrant citizens and social workers/services/institutions/local 

businesses, and intercultural mediation within the migrant community. 

Other examples provided by the authors include Greece and Portugal, where intercultural mediation 

is regularly used in situations where migrants must be addressed and served, such as in health, law, 

housing, social affairs, and public service delivery. According to them, the use of intercultural 

mediators who assist immigrant citizens is a critical factor of welcome and proximity, to the extent 

that the mediators share a common language, are familiar with diverse cultures, and have frequently 

shared similar migratory experiences. 

In Ireland, the Irish healthcare system incorporates mediation and has long recognised the value of 

the role of cultural mediation. According to the Health Service Executive's 2007-2012 National 

Intercultural Health Strategy (2008), cultural mediation contributes to the growth of interculturalism 

within the health system, and special consideration should be given to the most accurate use of 

cultural mediators at the community level. 

Regrettably, the workplace has not been a conducive environment for adopting the benefits of 

intercultural mediation as a means of improving the integration of already working immigrants. 

Employers frequently limit the use of mediation to resolve workplace conflicts and disputes. 

Nonetheless, by drawing on examples from the fields discussed above, intercultural mediation can 

be used to increase immigrants' involvement and participation in their work environments, which is 

often overlooked, in order to help them feel more engaged as "part of the team" and thus more 

welcomed in their new country of residence. 
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1.3.3. Techniques and skills 

In Europe and the United States, an immigrant who has lived in the host nation long enough to 

comprehend the language and cultural codes, as well as having worked through their own migration 

experience or belonging to an ethnic minority, has traditionally served as an intercultural mediator 

(Catarci, 2016; TIME, 2015). This, however, is not a prerequisite for functioning as a professional 

intercultural mediator. Of course, before a multicultural mediator can begin to act, they must first 

understand migration.  

Because of interethnic conflicts, an intercultural mediator who is a member of the target group may 

be essential - more so for some groups than others (e.g., Roma). TIME (Train Intercultural 

Mediators for a Multicultural Europe) states that anyone interested in working in this profession 

should have the following requirements/skills: 

i. Intercultural mediators should be well-rounded. Higher secondary education is frequently 

recognised as an admission requirement. Intercultural mediators should also receive 

specialised training in order to practise professionally.  

ii. Intercultural mediators share common attitudes and interpersonal skills with most service-

oriented professions. They should be compassionate, reliable, respectful, and non-

judgmental. They must also be able to operate well as a team and be professional, this 

includes being on time, keeping professional secrets, being open to learning, being critical of 

their professional performance, and accepting and growing from feedback. 

iii. Intercultural mediators who are themselves migrants or ethnic minorities must be able to 

recognise and control their emotional impact on performance. Sadly, it appears that handling 

insults are a must for intercultural mediators to avoid burnout or depression. 
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iv. Because the different activities occasionally entail difficult communication contexts, an 

intercultural mediator should have C1 language competency in both the migrant and host 

languages in order to deliver trustworthy and competent services. 

Additionally, Law (2009) and The International Institute of Mediation (O’Shea et al., n.d.) propose 

other relevant skills for multicultural mediators to develop: 

i. Self-awareness: Mediators should be conscious of their own cultural influences, particularly 

how their culture may influence how they see and interpret others' actions. 

ii. Multi-Cultural Viewpoints: a culturally shaped perspective on a participant's behaviour or 

event. It is vital to be able to recognise and value cultural similarities and differences, as 

well as any imbalances. Capacity to deal with cultural misunderstandings and blunders. 

iii. Communication: The ability to adapt one's own communication style to the preferred styles 

of participants from various cultures, as well as to help participants create acceptable 

communication ways. 

iv. Mediators must be aware of and well-versed in the entire multicultural mediation process. 

This includes determining the participants' strategy and conducting extensive pre-mediation 

study and preparation. 

v. Process Management: Plan appropriate interventions that include any settlement and 

compliance stages and be aware of how cultural problems may affect the mediation process. 

Because progress and obstacles are less obvious in multicultural mediations, process 

management is critical. Due to cultural variations, mediators may need to be more directive 

or more facilitative at times. 

Nonetheless, just because an intercultural mediator's role covers more than "classic mediation", this 

does not mean that traditional mediation resources are not used. Rădulescu and Mitrut (2012), as 

well as Barkai (2008), advocate for pre-mediation meetings (public or private), mediation caucuses, 
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and the Socratic method of inquiry. If one of the parties is unaware of the significance of cultural 

differences, the mediator's inquiries and the parties' responses can educate them. A reality check (by 

posing what-if) can be beneficial in an intercultural context, as one can adhere to the agenda and 

find common grounds (Law, 2009). 

1.4. Intercultural Competence in the Workplace 

According to Taran and Gächter (2003), discrimination and exclusion have risks and costs; 

nevertheless, efforts to integrate and include people have costs as well. This is due to the fact that 

modifying organisational procedures, initiating training programmes, and changing internal 

practises all necessitate the allocation of resources. However, employers who ignore diversity risk 

losing a competitive advantage in product creation, presentation, services, and marketing. Clearly, if 

bias is not addressed and equality is not promoted, attacks on individuals perceived as "different" or 

"outsiders" may damage social inclusion and harmony. 

The point is that intercultural interaction in the workplace should not be disregarded. Diversity is a 

component of creativity, as evidenced by the information economy's epicentres. Through teamwork 

and employee participation, diverse workforces can give new views. Of fact, organisations may face 

similar obstacles in executing inclusion and diversity efforts, which may result in them not being 

prioritised. Furthermore, trainings within a company may incur costs, and the decision to hire a 

specialised intercultural mediator to serve as a liaison between migrant and native personnel may 

incur additional expenditures, which can be seen as unworthy. However, the method should be 

viewed as a stairway, beginning at the bottom and gradually ascending, and the issue then becomes: 

why not support the development of intercultural competence in the workplace among employees, 

managers, supervisors, HR, and so on? 

 McKinsey & Company, in a report created in 2020 (Dixon-Fyle et al.), recommended important 



31 
 

actions that firms should prioritise when trying to focus on diversity and inclusion activities. The 

most important one is: organisations should hold leaders and managers accountable for inclusive 

leadership. Immigrants are a good example of persons who should be included in teams where no 

one else is of the same diversity status. The goal is to foster an environment that appreciates 

diversity, equality, and inclusion. This includes Global Effectiveness training, which builds 

managers' and employees' skills in working across countries, cultures, and languages. 

In this line of thought, such training might include the development of intercultural competence, 

which Arvanitis (2014) defines as the ability to negotiate the complete range of variety (one's 

lifeworld) and otherness (collective ethnic group identities). Intercultural competence is thus a 

social skill that entails the establishment and maintenance of relationships, efficient communication,  

and joint outcomes. These talents reveal that a person is capable of seeing and interpreting cultural 

differences that influence one's thoughts, feelings, and behaviours.  

This intercultural competency is an inherent skill of the profession of intercultural mediators, and it 

is unquestionably applied through all of the strategies previously addressed in this study. This is not 

to say that only intercultural mediators can utilise it. It appears plausible to regard it as a first step 

toward the future application of intercultural mediation in the workplace. 

This viewpoint was supported by the Council of Europe's understanding, which declared in the 

Ministerial Session of Foreign Ministers, that the essential abilities for intercultural interaction are 

not naturally developed (Council of Europe, 2008). They must be learned, practised, and maintained 

throughout one's life. The Council of Europe recognises that no area – whether neighbourhood, 

workplace and labour market, education system and associated institutions, or civil society – should 

be immune from intercultural discussion and cultural diversity management. They all play 

important roles in promoting intercultural dialogue. 
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In the modern workplace, some experts stress intercultural competency, however, they usually 

focus on the linguistic aspect rather than the implications for immigrants. For example, by focusing 

on the concept of "intercultural competency" in workplace interactions, Mada and Saftoiu (2012) 

demonstrate how language impacts workplace identities and relationships. Intercultural 

competence, therefore, is emphasised, but only from the perspective of translators and interpreters, 

who must focus on navigating languages and cultures on a daily basis. It does not look at how 

professional mediators or others might use intercultural competence to promote integration.  

M. Guirdham and O. Guirdham (2017), on the other hand, appear to be broader in their discussion 

of workplace "intercultural communication", focusing on the "barriers" created by languages, 

cultures, behaviours, and working practises, as well as how to overcome them through the 

development of "intercultural competence". 

Even though these scholars are interested in the intercultural aspects of language, culture, and 

communication in the workplace, there has not been a consistent pragmatic focus on how 

intercultural competence can be used to make the workplace more integrated for employees from 

other cultures. Such a focus is essential to investigate how an employer-employee orientation may 

manifest in order to create a more inclusive environment. Nonetheless, rather than trying to fit 

skilled immigrants into host cultures, those studies sought to develop a method for teaching 

professionals how to analyse intercultural interactions in the workplace in order to mitigate their 

vulnerability to marginalisation (Holmes et al., 2011, cited by O'Neill, 2020). 

A recent study that highlighted areas of action for businesses to increase inclusion and diversity 

based on data from 1,039 organisations in 15 countries (Dixon-Fyle et al., 2020) is a wonderful 

example of how corporate trainings can build intercultural competency among staff members. It 

demonstrates that in their inclusion and diversity efforts, organisations should prioritise core 

business executives and managers over HR services or employee resource group leaders.  
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They must also develop inclusive leadership qualities in their managers and executives, as well as 

hold all leaders more firmly accountable for inclusion and diversity progress. Another critical point 

is to unequivocally advocate diverse variety in order to foster inclusion. Companies should foster a 

culture in which all employees feel safe bringing their whole selves to work. Managers must 

interact with a varied range of people and support employee resource groups in order to develop a 

sense of community and belonging. 

The argument to be observed then is that intercultural mediation should be used in the workplace 

not only in the context of ADR but also as a means of learning and cooperating in situations where 

diversity is viewed as a problem or an impediment to overcome. Developing cultural competency 

and knowledge among company and business specialists is an ideal place to start.  

Thus, the initial use of intercultural mediation methods and skill development to support the 

development of cultural competence, particularly in the management and supervision of employees 

in the workplace, appears to be the most effective and least abrupt strategy. This may pave the way 

for a future in which a cultural mediator may be hired on a case-by-case basis or even staff can be 

internally qualified to function in such a capacity. 
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Chapter 2 - Research Methodology and Methods 

It is important to distinguish between the terms Methodology and Methods. According to Saunders 

et al. (2016), methodology is the philosophy or theory on which the inquiry is founded. Meanwhile, 

the term "Method" refers to the procedures or techniques that must be followed in order to collect 

and analyse data that will support and augment an investigation's findings. 

A methodology, according to Dr. Dawson C., is the "concept or guiding principle that will steer 

your research" (2002, p. 14). The method can also be characterised as the "tools you use to collect 

data", such as questionnaires, interviews, or surveys. To put it another way, methodology refers to 

the technique and strategy that will be used to investigate and direct the inquiry on paper, whilst 

"methods" refers to the procedures that will be utilised to gather and analyse data. 

In resume, these two concepts allude to the right application of data gathering procedures, such as 

the use of "questionnaires, interviews, or surveys", in conjunction with a detailed and scholarly 

literature evaluation, as stated above (Hart, 1998).  

This chapter will introduce and summarise the methodology and methods employed in this 

dissertation. Moreover, this chapter's objective is to define all of the techniques necessary to 

accomplish this research and, as a result, collect consistent and satisfactory data. 

2.1. Research Philosophy 

Research philosophy is a set of beliefs about the nature of the universe under study (Bryman, 2012). 

According to Saunders et al. (2016), research philosophy takes the researcher's perspective into 

account. The concept chosen will have a significant impact on the actual operations and methods 

implemented. Simultaneously, the assumptions about the world that will or may be made serve as 

the foundation for defining the methods to be used and justifying a strategy. The author observes 
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that at each stage of the investigation, whether consciously or unconsciously, the researcher must 

make assumptions that will influence their methodological choices, strategies, data collection 

techniques, and analysis. These assumptions include those concerning human understanding 

(epistemological assumptions) and the reality encountered throughout your investigation 

(ontological assumptions). 

This dissertation was based on an epistemological assumption, which Saunders et al. (2016, p.124) 

referred to as "human knowledge". According to Burrell and Morgan 1979 (cited in Saunders et al., 

2016, p. 127), epistemology is made up of "assumptions about knowing, what constitutes 

acceptable, genuine, and legitimate experience, and how we might convey knowledge to others". 

Nonetheless, they emphasize that the epistemological premise allows the researcher to make more 

relevant methodological choices. 

Following the selection of the research epistemology, it is required to decide whether the 

assumption will be based on objectivism or subjectivism. According to Saunders et al. (2016), the 

researcher must be able to tell them apart. This dissertation is founded on epistemological and 

objectivist principles, because objectivist researchers are more likely to seek the truth about the 

social world through their research, employing methods that allow the researcher to observe and 

measure alleged facts, "from which law-like generalisations about the universal social reality can 

be drawn" (p. 128). 

Finally, pragmatism's philosophy will function as the research's cornerstone. A pragmatic study, 

according to Salkind (2010), is one that concentrates on an individual decision-maker in a real-

world situation. The first stage in conducting a pragmatic study is to identify and explore a problem 

in its broadest sense. This leads to research inquiry, with the goal of improving understanding and, 

ultimately, resolving the problem. After all, the findings of studies frequently result in legislative 

proposals, new environmental initiatives, or societal change. Furthermore, pragmatism typically 
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opposes the emergence and assumption of absolute and uncontroversial truths. It asserts, on the 

contrary, that concepts are provisional and subject to change as a result of further research 

(Tashakkori and Teddlie, 2010). 

2.2. Research Approach 

A research report might take either a deductive or an inductive approach. The deductive approach 

requires the researcher to construct a theory or hypothesis (or hypotheses) and then implement a 

research strategy to validate the assumption (Bell and Waters, 2018). 

This research was conducted using an inductive technique, which, according to Saunders et al., 

involves the researcher "generalising from the specific to the general". Inductive reasoning begins 

with observations and seeks out patterns. Before drawing conclusions, researchers collect as much 

information as possible from individuals. Inductive research findings are context-specific and hence 

cannot be extrapolated to a larger population. The argument is that an inductive method of inquiry 

acknowledges the possibility of multiple truths. 

According to Mills et al. (2010), when conducting research inductively, the theory is designed to 

develop through data collection and analysis. By allowing theory to emerge from evidence, research 

in areas where theoretical understanding is insufficient can be conducted. This research does not 

investigate any theories or hypotheses. 

2.3. Research Strategies and Choice 

After deciding the approach, it will bring us to the subject of the use of qualitative vs. quantitative 

research methods in particular. In no case should the technique be dictated by the methodology that 

is employed (inductive or deductive). It also makes no mention of whether the method should be 

qualitative or quantitative. Nonetheless, inductive processes are used more frequently in qualitative 
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research, while deductive approaches are used more frequently in quantitative research (Dahlberg, 

2010).  

Although an inductive approach implies a qualitative approach, this analysis used a quantitative 

approach to explain the positions of immigrants and to obtain the maximum number possible in 

order to account for the role of different nationalities in Ireland, including those working in a 

variety of occupational environments. 

The quantitative approach collects data and investigates the relationship between one set of data and 

another. Most of the time, they are dealing with numerical data, as well as pre-determined study 

topics and conceptual frameworks (Punch, 2005 cited in Bell, 2010). Quantitative methodology, 

according to Saunders M. et al. (2016), is defined as "any data gathering tool" such as a 

questionnaire, or "a data analysis approach" such as graphs or statistics that act as numerical 

resource data. 

Before anything else, the quantitative research will have as its primary goal the collection of 

personal perceptions of immigrants working in the Irish workplace environment; specifically, their 

perceptions of how their different cultural backgrounds affect their integration in the workplace, 

particularly how are the perceptions that they have concerning the attitude of employer and 

managerial position towards immigrants. Because this study took place at a single point in time, 

there was no assessment of how the findings changed over time. Additionally, because it must be 

done within a set and predetermined timeframe, it is classified as cross-sectional. 

2.4. Data Collection 

To achieve the research's objectives, data from the target demographic was acquired through an 

online survey that was administered to the entire population. Since we live in a technologically 

advanced culture in which the Internet is a significant part of our everyday lives, this research 
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profited from the use of the Internet to gather the required material. This is why the online survey 

was given to immigrants of all nationalities via WhatsApp and Facebook groups. A questionnaire 

allows the entire immigrant population to participate in the study and present a varied range of 

viewpoints.  

Questionnaires are inexpensive (Callegaro et al., 2015) and can provide great dependability because 

all participants are asked the same items. It is possible to compare respondents' viewpoints based on 

the questionnaire design. These insights can then be utilised to inform future advances or even 

modifications. According to Saunders et al. (2016), surveys are the fastest, easiest, and most cost-

effective approach to collect primary data quantitatively, which can then be analysed quantitatively 

using descriptive and inferential statistics. Surveys also allow researchers to quickly and cheaply 

reach huge numbers of people. 

According to Frankfort-Nachmias et al. (2015), online surveys are an appropriate method of data 

collection because they are convenient and have the potential to increase respondents' 

responsiveness to "possibly controversial matters", such as workplace interpersonal conflicts and 

their professional ramifications. In reality, due to the worldwide context of the pandemic, direct 

contact with participants would be impractical for this study, which was another consideration in 

the choice to employ a web survey as the primary data collection method. 

The survey in this study was administered using SurveyMonkey, which is a valuable tool for 

accelerating data collecting and analysis because it enables you to send a link to the questionnaire to 

individuals via social media, email, and WhatsApp groups, and it can be conveniently answered to 

online. Furthermore, unlike other methods, surveys guarantee respondents' privacy and 

confidentiality. This was validated when the survey was distributed via SurveyMonkey. None of the 

responses can be linked to their source. 
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To avoid confusion or misunderstanding, the questionnaire was designed with the length for a 

reasonable amount of time to complete, readability, and ease of completion in mind. Respondents 

were told of the survey's purpose, how the data would be used, and what to do if they had any 

questions regarding the survey.  

2.5. Population and Sampling 

The target population of the study was immigrants that have worked or are working in Ireland, 

having not been established any restrictions regarding gender, workload standard or nationality, 

besides Irish people and be of legal age (18 or older). 

It is critical to emphasise at this point that a non-probability sampling strategy was employed to 

pick the sampling population since it necessitates a non-random selection based on convenience or 

other considerations, which facilitates data gathering. Researchers employ the non-probability 

strategy when random probability sampling is impossible due to time or expense constraints, as is 

the case with this study, which will focus on a cross-sectional time horizon due to the limited time 

available. On the other hand, because non-probability sampling involves random selection, each 

member of the population has an equal chance of being chosen, allowing the researcher to make 

precise statistical judgments about the entire community but necessitating additional time. 

As an instrument for this technique, a survey was administered to immigrants who had worked in 

Ireland, regardless of the field. The questionnaire contained both closed multiple-choice and open-

response questions, which enabled data to be classified into themes and analysed effectively. 

Quantitative data must be processed in order to deliver useful information to decision-makers. As a 

consequence, the questions from the collected questionnaires were categorised according to themes, 

and the responses were translated to graphics for assessment. By doing so, it would be feasible to 
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discuss each specific component of the employees' perspectives while simultaneously contrasting 

them with the scientific literature on the same subjects. 

2.6. Ethical Considerations 

Aside from these issues, there are legal considerations to be examined. Because this dissertation is 

based on primary data obtained directly from participants, the participants' dignity must be 

respected at all times during the study. Maintaining confidentiality throughout the entire research 

process, including post-study activities, such as research presentations at scientific conferences and 

publications, is critical. To ensure that data collection is conducted ethically, the study's target 

respondents must formally participate. To do this, the survey included a Consent Form in which 

participants were informed about the data collection process and confidentiality provisions 

(Appendix B). 

Because this study included immigrants, an ethics form was sent to be reviewed by the supervisor 

of this research prior to the release of the questionnaire (see Appendix C). The survey data is kept in 

password-protected electronic format until the exam board validates the findings of the study. It is 

also worth noting that the questionnaire was fully anonymous. This study was not judged dangerous 

in terms of ethics. 

The commitment to maintain confidentiality will also be considered if the following research paper 

is published, and every precaution has been taken to ensure the privacy of the research subjects and 

the confidentiality of their personal information, including the secure storage of the research 

document. 

2.7. Limitations of Methodology 

In terms of survey replies, it was challenging for this researcher to obtain a significant number of 
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participants. Even though there are a large number of immigrants in Ireland, the level of 

involvement was low when the poll was distributed online on Facebook and WhatsApp immigrant 

groups. The survey required to be distributed multiple times in the same group. It was also difficult 

to obtain the cooperation of Irish institutions that interact with immigrants. Despite the researcher's 

willingness to answer any questions about the study and to follow the guidelines for distributing the 

survey through their channels, none of the organisations contacted responded to the inquiry. 

Finally, although being particular and relevant to the research topic, some of the survey questions 

may be deemed insufficient. 
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Chapter 3 - Presentation of the data 

As mentioned previously, the survey strategy was used to gather the information necessary to 

conduct additional research on this dissertation topic and to produce significant and representative 

findings for this study. The questionnaire was created using the well-known web survey platform 

SurveyMonkey, and it is available in full in Appendix A.  

Because no contact was made with the participants, and to comply with ethical constraints, the 

survey included a cover letter. This cover letter was placed at the top of the web survey and was 

intended to inform the participant about the goal and purpose of the research. It also included a 

Consent Form (see Appendix B) to inform participants that their participation in the research study 

was entirely optional and that they might opt out at any time. The process for the confidentiality of 

the data obtained was also outlined. Concerning confidentiality, participants were assured in the 

“Concluding Statement” (see Appendix B) that the results would be used purely for research 

reasons and would only be shared with Independent College Representatives if necessary.  

Except for the first question, which allowed participants to write their nationality, in order to 

identify their real ethnic diversity, the survey used 21 closed-ended questions. Additionally, the 

majority of questions in this survey were multiple-choice, which meant that participants could only 

check one box per question, except for those who checked the box ‘Other,’ which allowed for more 

accurate responses and also for specific questions about the most common barriers faced by 

immigrants. Only the questions pertaining to the framing of the requirements for participation in 

this research's target population, namely nationality, age, and experience in the Irish labour market, 

was marked as required in the form, implying that the answers to those three specific questions 

were compulsory in order to submit the form successfully. All questions were concise and checked 

by the supervisor before forwarding them to the research participants.  
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The goal of this study was to determine the extent to which intercultural mediation can aid in the 

process of immigrant integration into the Irish employment environment. Having said that, the 

survey was designed to elicit responses from immigrants regarding the barriers they encountered as 

immigrants, the diversity they encountered throughout their employment in Ireland, and the attitude 

of their employees toward this cultural diversity. Given this, it was critical to outline the 

participants' demography to select only immigrants. Apart from the requirement of being an 

immigrant and not being under 18, there were no restrictions on gender, ethnic origin, or hours 

worked per week. 

Question 1was designed to ascertain whether the participants were immigrants and to analyse their 

ethnic diversity. This question was essential for this research in order to be sure that the 

responses/points of view in the survey were from immigrants.  

The importance of questions 2-4 was to understand the profile of immigrants in Ireland in terms of 

education, age, and gender. Additionally, to provide another barrier to excluding participants who 

did not match the questionnaire's requirements, those questions were pertinent to avoiding minors 

from participating, since this could have ethical ramifications. 

Questions 5 and 6, as well as some of the others described above, are also relevant in selecting 

respondents who meet the requirements for this study. Due to the research's focus on the process of 

integrating immigrants into the Irish work environment, it is critical to consider the replies of 

participants who currently work or have previously worked in Ireland. Moreover, the longer they 

dwell in Ireland, the more likely they are to have experience in various workplaces, which can 

provide stronger indicators for this research. 

Questions 7-10 are designed to gather information about the difficulties that immigrants face upon 

arrival in Ireland and subsequent entry into the Irish labour market. As a result, learning about the 
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typical visas held by participants is important. Furthermore, it is crucial to determine whether 

participants consider Ireland as welcoming to immigrants in general and also in the workplace, as 

we are focusing primarily on the presence of immigrants in Ireland and the integration challenges 

they may face. When it came to perceptions, we solicited their input. This is why, in question 8, a 

Likert scale technique was chosen. A Likert scale question uses a five- to seven-point scale to 

assess attitudes ranging from extreme to moderate. This method of inquiry is popular because it is 

excellent for delving deeply into a single subject in order to ascertain (in greater depth) what 

individuals think about it (SurveyMonkey, n.d.). 

Questions 11-13 are designed to elicit information about the workplace's approach to the diverse 

cultural backgrounds of its immigrant’s employees. For this reason, it is necessary to ascertain 

whether immigrants perceived hostile behaviour in the workplace as a result of their immigrant 

status, as well as whether the hostile behaviour came from Irish colleagues or other nationalities, in 

order to compare those data to the information gathered during the literature review. 

Questions 14 and 15 may seem out of context when compared to the previous ones. Nevertheless, 

given that the research focuses on the use of mediation to facilitate the integration process, it is 

necessary to determine whether immigrants are aware of the use of mediation in the workplace to 

resolve conflicts, even if that is not the dissertation's specific focus. 

Question 16 seeks to discover how immigrants feel about their status once they have begun 

working in Ireland, i.e., once they have entered the labour force. While the majority of studies have 

focused on the use of intercultural mediation during the integration process to enable access to the 

labour market, the goal of this question, as well as this research as a whole, is to look at its use after 

immigrants have already been hired. 

The questionnaire's final five questions were directly related to the goal or benefits that intercultural 
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mediation can bring when employed by businesses to promote the integration of their immigrant 

personnel. As a result, questions 17 and 18 seek to grasp the participants' perspectives on the 

capabilities and expertise of colleagues, as well as the managerial levels to understand how to 

interact with people from diverse cultures. 

Finally, despite the fact that 117 individuals consented to and finished the questionnaire, four 

participants' responses were discarded because they declared they had never worked in Ireland, 

failed to identify their nationality, or claimed to be Irish. Having stated that, only 113 replies were 

considered for this study and will be analysed in the next chapter. 
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Chapter 4 - Data Analysis and Findings 

The main purpose of this chapter is to offer the data analysis based on the responses of the 

participants. As previously stated, professionals from various cultures and nationalities who work or 

have worked in Ireland responded to the questionnaire; this resulted in the acquisition of relevant 

information that will be presented in the form of a themed analysis to provide a better understanding 

and visualisation of the information. From the various responses, it was possible to analyse how 

they understand the approach of Irish employees, colleagues, managerial levels, and HR, as well as 

society, to workplace diversity. 

4.1. Demography 

The opening four questions of this survey were designed to provide a more accurate demography of 

our participants, once it has a direct relation to the process of understanding how immigrants are 

integrated into a new society. 

Most of the participants in this study were Brazilians (74), representing 65.49% of the respondents, 

which demonstrates that the last statics of immigration in Ireland is still relevant. This is because, in 

the last Census that occurred in 2016 (CSO, 2016), Brazil posed as one of the 12 countries with 

over 10.000 residents in Ireland. Relevant to highlight that due to the focus on immigrants two 

answers were excluded since the participants either declared to be Irish or did not provide their 

nationalities. 
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Figure 3: Table of Question 1 

 

The majority of respondents were female (67.26%) and between the ages of 25 and 34 (59.29%). 

This reflects the entire population of non-Irish nationals, which, according to the 2016 Census 

(CSO, 2016), totalled 267,088 males and 268,387 females. More recently the Central Statics Office 

informed that the majority of migrants were aged between 25 and 44 and had a 3rd level 

qualification (CSO, 2021), making them more highly educated than Irish. In the questionnaire 101 

(over 89%) hold a bachelor’s or higher degree. 
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Figure 4: Charts of Questions 2, 3 and 4 

 

 

The majority of participants had lived in Ireland for more than two years, with 57.52% (65) staying 

for two to three years and 30.09% (34) staying for more than five years. Only one member (0.88%) 

was not currently working in Ireland. It is worth noting that one of the respondents to this question 

was also omitted from the final analysis because he had never worked in Ireland. 
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Figure 5: Charts of Questions 5 and 6 

 

Finally, in relation to the type of visa permit, approximately 46.90% (53 participants) hold a student 

visa, known as Stamp 2, which allow them to work part-time in Ireland. Dual citizenship had also a 

relevant percentage with 23.89% of responses (27 participants). Notice that despite this when asked 

about their nationalities only 2.63% (3 participants) declared having dual nationality (see Figure 3 

above). Participants may also contribute information on other types of visas that they may hold. 

Five of the 11.50% (13) who chose that option stated that they hold a 1G stamp visa, indicating that 

they have completed their Third Level Graduate Programme studies in Ireland and have permission 

to look for work (INIS, 2020). Only one participant (0.88%) declared to be a refugee/asylum seeker, 

while two (1.77%) decided not to divulge their immigration status. 
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Figure 6: Chart/Table of Question7 

 

4.2. Cultural Diversity in the Irish Workplace 

According to the results, Ireland has a diverse employment environment, as 91.15% (103 

participants) stated that their current or previous workplaces in Ireland included persons of other 

nationalities, compared to 8.85% (10 participants) who did not. 
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Figure 7: Chart of Question 9 

 

4.3. Barriers to immigrants’ integration 

One of the goals of this research was to identify the factors that influence immigrants' integration, 

particularly in the workplace. This is because relocating to a new country and obtaining a job 

includes facing a variety of challenges during the relocation process, including but not limited to 

adjusting to a new culture.  

While all new employees experience challenges when starting a new job, freshly arrived migrants 

may have additional challenges in adapting to new workplace customs and practices. They must 

adapt to a new way of life, new relationships, a new work environment, new organisational 

processes, habits, and culture, as well as a new language (Rajendran et al., 2017; Lee, Park, and 

Ban, 2016; Hopkins, 2012). 

It is interesting to note that there is a clear indication that even though participants see Ireland as a 

country open to them as immigrants and their diverse cultural background, the ones that are not 

receptive and hostile to this migration flux ended up highlighting it in their perceptions (89.38% 
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agree or strongly agree).  

Figure 8: Chart of Question 8 

 

The biggest problems that the participants faced in this topic were classified as visa requirements 

(38.24%), finding a job based on their qualifications (38.24%), and language (35.29%). Considering 

the nationalities of the participants, only 8 are from nations where English is regarded as an official 

language, implying that the likelihood of those individuals being English native speakers is high. 

Challenges related to possible discrimination towards the cultural background of the participants 

posed as only 12.75% (13) of the answers. Barriers associated with unfriendly native behaviour and 

racism accounted for a significant part of the total, with 22.55% and 20.59%, respectively. Three 

individuals (labelled "other" in the graph – 2.94 %) also mentioned difficulties connected to the 

inability to apply for a specific training plan at work, a lack of patience in teaching a new immigrant 

employee, and discrimination against other immigrants. 

Additionally, 23.53% of respondents stated that they have never encountered any difficulties in 
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Ireland. This was also the question, out of the three in this case, with the highest number of 

unanswered responses, with a total of 11 participants. 

Figure 9: Graphic of Question 10 

 

4.4. Use of mediation to promote integration 

The second purpose of this research is to determine the relationship between intercultural mediation 

and integration, more precisely to determine how its strategy and tactics can benefit the process of 

workplace integration. Scholars recognise that adequate workplace integration, particularly among 

highly skilled migrants (the case with the majority of immigrants in Ireland), has an influence on 

both the individual and the organisation, affecting their contribution to the workplace, effectiveness, 
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and well-being (Rajendran et al., 2017; Lee et al., 2016; Soontiens and Tonder, 2014).  

In terms of the experience of the participants of this research, regarding workplace integration, 

52.21% (59) have never felt a clash between their culture and their native colleagues, which is 

positive but still, almost half of them (47.79%) reported having felt that in their previous or current 

job. Similar numbers occurred regarding participants suffering and/or witnessing hostile behaviour 

by other co-workers, which they interpreted as being related to nationality/culture. All most half of 

the respondents (47.79%) answered yes in contrast to the 52.21% that did not experience this type 

of situation. 

Figure 10: Chart of Question 11 and 12 

 

 



55 
 

 

Among those who had experienced or witnessed hostile behaviour, 29.36% said it was exhibited by 

Irish people, while 17.43% said it was expressed by other Europeans. Only one individual reported 

that the hostile person was of the victim's nationality. Even though 52.21% previously stated that 

they had never seen or witnessed this type of incident, only 46.51% verified this information again 

in this question. It is worth noting that this was the second question skipped by a total of four 

participants. 

Figure 11: Chart of Question 13 

 

Those data are contradicted by the participants' expressed sense of being "part of the team". A total 

of 78 people (69.03%) said they felt completely integrated at work in this matter.  
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Figure 12: Chart of Question 16 

 

Finally, given the theme of the study and the use of a specific sort of mediation, it was vital to check 

the immigrant population's awareness of mediation's use to resolve workplace problems. The use of 

mediation as an alternative way of dispute resolution was known by more than half of the 

participants (57.52%). 54.87%, on the other hand, said they had never attended a mediation session. 

At the same time, 10.62% of individuals who had previously participated thought the strategy was 

useful in resolving the problem, while only 4.42% did not. 

Figure 13: Char of Question 14 
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Figure 14: Charts of Question 15 

 

4.5. Intercultural Competence 

The last aim of this research is to determine how intercultural mediators' methods and techniques 

can be employed by Irish firms to improve immigrant workers’ integration. In this matter, the 

participants were asked about the knowledge and approach of colleagues, managerial level and HR 

in their workplace when talking about their cultural diversity. 

The majority of participants, a total of 56.64% (64), recognise that none of the aforementioned 

environmental levels is capable of dealing with a multicultural workplace or has cultural awareness, 

although 43.36% (49) believe they are properly trained. 

However, only 35.46% (39) of those polled stated that the previously mentioned workplace groups 

(colleagues, managerial levels, HR, etc.) are well trained in the following question. Furthermore, 

among those who consider that further training in these themes is required, the highest number is 

directed to training for the managerial level (31.82%), followed by HR staff and managerial 

level/colleagues (13.64%). Notice that we had 3 participants that skipped this question. 
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Figure 15: Chart of Questions 17 and 18 

 

 

To ascertain whether Irish firms already employ someone specially trained and focused on 

resolving cultural diversity disputes and assisting immigrants with their integration into the work 

environment, participants were asked if they had ever worked with this type of expert. 81.42% 

stated that they had not had this experience in the job, whereas 18.58% stated that they had. 
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Figure 16: Chart of Question 19 

 

The final two questions seek to ascertain how immigrants see the implementation of not only 

intercultural mediation techniques in the workplace but also the hiring or training of someone to 

deal with the cultural diversity of immigrant workers and to assist them in integrating. Over half 

(52.21%) stated that they would feel comfortable discussing any concerns or difficulties they may 

have. The remaining replies favoured the implementation of such a component, except for 13.27% 

who recognised that such an approach would be irrelevant. 
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Figure 17: Chart of Question 20 

 

To deal with this obligation/responsibility, the majority of respondents (28.32%) believe that the 

best course of action would be to have a colleague who is also an immigrant. With 17.70%, 

managers/supervisors were viewed as the final option for this position. However, among all of the 

options presented, the respondents' responses were very evenly distributed. 
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Figure 18: Chart of Question 21 
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Chapter 5 - Discussion 

It was abundantly obvious from this research that when an immigrant arrives in a new nation, they 

will confront numerous obstacles adapting to and creating a new home in a country with a different 

culture, costumes, and language in many circumstances. The process of moving itself is a 

significant undertaking that necessitates numerous difficult considerations. Thus, while entering a 

new culture, the process of integration is critical to the subsequent stages of life. This is why Irish 

integration procedures, particularly in the workplace, are an important subject to investigate, given 

the high number of migrant employees in Irish companies and the importance of their integration 

for performance and well-being.  

There are studies on migrant integration in various areas of society, but none of them focused on the 

integration of immigrants who are already in the labour market, that is, already working, and so 

none of them was found to be relevant to the study's objectives. However, it was clear that one of 

the most important indicators of integration, structural and social, is the integration into the labour 

market since it helps immigrants to establish a base in the host community (McGinnity et al., 

2020b; Beutin et al., 2006 and OECD, 2018).  

This is why, as described in the previous chapter, this research focuses on determining how 

intercultural mediation might be used to promote the inclusion and integration of immigrants in the 

Irish workplace. To investigate this research question, the following objectives were established: 

 Determine the factors affecting immigrants' integration, particularly in the workplace;  

 Assess the relationship between intercultural mediation and its approaches and techniques 

and the process of immigrant integration; and 

 Determine how intercultural mediators' methods and techniques can be used by Irish 

businesses to improve immigrant workers' integration. 
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To begin, the study attempted to comprehend the participants' demographics in order to determine 

whether it corresponded to data on Irish immigration flow. In this study, the majority of respondents 

were Brazilian and female, which corresponds to the most recent data on Ireland's immigrant 

population. This reflects the total population of non-Irish nationalities, which, according to the 2016 

Census (CSO, 2016), was 267,088 males and 268,387 females, and proved by 2019 that the largest 

source of non-Irish immigration came from Brazil (CSO, 2019). The majority of participants held 

student visas, again corroborating the findings of the most recent census, which showed that 22% 

(10,401 persons) of non-Irish immigrants who arrived in the year to April 2016 were students. 

Brazilians, with 2,370 pupils, were the largest group. 

In terms of the typical challenges experienced by immigrants, the literature research indicated that 

traditionally, some of the most common challenges are language barriers, visa requirements and 

authorization, host country attitudes, and instances of racism/discrimination. Some prior research on 

the linguistic landscape, for example, found that the most challenging components of speaking in 

Ireland for non-English speakers are accent and pronunciation (Ciribuco et al., 2017). With over 

35% of responses, the participants' remarks verified the literature's concerns about language and 

visa challenges. 

A third point that was strongly mentioned as a challenge was the difficulty of finding work that 

matched the participants' qualifications. This appears to indicate that many of the participants are 

highly skilled, and when combined with the language barrier and visa requirements for living and 

working in Ireland, this could be directly tied to the difficulties of immigrants finding jobs at their 

level of expertise. 

A noteworthy finding from the study's findings was that a sizable proportion of respondents 

(23.53%) indicated that they had never had any difficulty transitioning to a new culture, in this case, 

during the process of immigration to Ireland. This is somewhat surprising because while difficulties 
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are to be expected when we change cities or employment inside our own country, a shift as 

significant as moving to a foreign country, such issues end up being worse than anticipated, 

practically inevitable. 

It should be mentioned, however, that this was the question with the highest number of persons who 

skipped it. This could be seen as some immigrants finding it difficult to speak or reflect on the 

obstacles they confront in the immigration process. 

Another striking finding was the majority of respondents' negative responses to the question of 

whether they had ever been the victim of or witnessed unpleasant behaviour by co-workers as a 

result of their nationality or cultural background, combined with the majority of respondents' 

affirmation that they have never encountered a clash of cultures between them and their native 

colleagues. Given that there are numerous comments about this type of event on social media in 

immigrant groups and also of the personal experience of this researcher as an immigrant, the denial 

of more than half of the participants (52.21%) shows that this type of discrimination may not be as 

widespread or obvious in the workplace. 

Despite these barriers, the participants recognise that Ireland has a diverse workplace, which is 

positive. On the other hand, the majority recognises that, while the Irish country appears to be 

welcoming of immigrants, a part of the population is nonetheless dissatisfied with their presence. 

According to 29.36% of respondents in this example, hostile behaviour was more commonly 

displayed by Irish co-workers. 

In terms of the relationship between intercultural mediation and the process of immigrant 

integration, it appears that this is a method that would require immigrants to be introduced to it, as 

well as a more thorough explanation of its merits and execution. The respondents' general 

comprehension of and usage of mediation to resolve workplace problems leads to this conclusion. 
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Although most immigrants have heard of mediation as a method of resolving disputes, the vast 

majority have never participated in one mediation session. The number of people who have never 

heard of it is also significant because even though the response was a little contradictory (42.48% 

initially said they had never heard of it, but only 30.09% confirmed this lately), it is reasonable to 

assume that at least 30% had no idea how mediation could be used. 

Intercultural mediation is undeniably effective in terms of supporting immigrants in their integration 

process. It not only allows the mediator to campaign for the removal of many of the barriers that 

immigrants confront, some of which are discussed in this paper, but it also allows the mediator to 

develop a culture of transparency, inclusiveness, and human rights advocacy (Catarci, 2016). 

Considering that while more than half of respondents stated that their employees created an 

environment conducive to full integration, the 30.97% who responded negatively to the same 

question remained relevant when considering the implementation of intercultural mediation in Irish 

workplaces. Furthermore, approximately 60% of participants understand that employers in all 

sectors of the workplace (colleagues, managers, supervisors, and even human resources) are 

unprepared to deal with the multicultural workplace environment that Ireland possesses. 

These findings bring us to the final goal of this research and a relevant element of the study's 

conclusion. Through a review of the literature, it was examined how intercultural mediation is 

utilised, in which fields it is typically employed, for whom and how training to be an intercultural 

mediator is provided, and the skills and strategies that are used in this approach. A connection was 

made to one of the necessary skills for intercultural mediators that businesses might adopt in their 

workplaces: intercultural awareness, or, as described here, intercultural competence. 

The results that more than half of the participants believe there is a lack of cultural competence at 

various levels of Irish business was important again at this point. This, combined with the fact that 
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even those who believed that those levels of Irish business are well trained, contributed with 

suggestions for who they believe should receive training on how to deal with employees of different 

nationalities/cultural backgrounds, more specifically at the managerial level. This is consistent with 

the Council of Europe's (2008) observation that the qualities required for intercultural engagement 

are not naturally acquired and must be studied, practised, and maintained for the rest of one's life. 

Thus, based on the findings of this research, the utilisation of methodologies and intrinsic qualities 

of intercultural mediation can be applied in the Irish workplace to enhance cultural competency 

across various sectors of the organisation and, more especially, at management levels. 

At the same time, while it is preferable to pursue cultural competence development at all levels 

within Irish businesses, this can be interpreted as an initial step for businesses to have employees 

focused on resolving cultural misunderstandings that arise when working with employees of 

different nationalities. Participants felt this is significant, as evidenced by the data they supplied. 

As it can be observed, less than 20% of respondents have worked in an environment in Ireland that 

had someone infused with this responsibility. Furthermore, the overwhelming majority of 

participants indicated optimism about the idea of working in a company that hired someone with 

this degree of sensitivity to cope with not only the cultural diversity of the work environment but 

also to support them in their integration process. On the other hand, only 13.27% believe this is 

would be irrelevant. This indicates that even people who previously reported being fully integrated 

into the work environment can see the value and importance of this methodology for them as 

immigrants. 

Finally, when asked who they believed might best fulfil the role of "a bridge" in this process of 

integrating immigrants into Irish businesses, the participants demonstrated that all of the techniques 

outlined in the literature study could be applied and employed. The participants' slightly higher 
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proclivity to have a colleague in a similar situation to them reflects the long-standing practice of 

hiring an immigrant who has worked through their own migration experience (Catarci, 2016; TIME, 

2015). However, the other possibilities received a comparable level of support, with 27.43% to 

allow HR to handle it and 26.55% supporting the prospect of hiring someone externally, like an 

intercultural mediator, expressly for this position. As a result, it may be reasonable to conclude that 

the best method to achieve this cultural competence would be to foster it at all levels of an 

organization while also having someone dedicated to this goal. 
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Conclusions 

This dissertation aimed to understand how intercultural mediation could be useful to facilitate the 

process of integration of immigrants in the Irish workplace. For this purpose, the following research 

question was created: “How intercultural mediation can promote the inclusion and integration of 

immigrants in the workplace environment in Ireland”.  

To undergo this assessment, three objectives were created to provide a reasonable conclusion: 

determine the factor that impacts immigrants in their integration, especially in the workplace; assess 

the relation existent between intercultural mediation and its approaches and techniques and the 

process of integration of immigrants and determine how intercultural mediators' methods and 

techniques can be employed by Irish firms to improve immigrant workers’ integration. 

These objectives were used as a guideline for the selection of themes to be examined in the 

literature review and, subsequently, to provide sufficient theoretical basis for the elaboration and 

choices of the base questionnaire for the data collection of this research. 

Throughout the survey, it became clear that the obstacles faced by immigrants, in general, 

corroborate academic assertions. According to previous research and studies (Rajendran et al., 

2017; Hopkins, 2012; Lee et al., 2016; and Hargrave and Dempster, 2017), language and visa 

permits are two of the most significant issues confronting immigrants in Ireland. English 

proficiency can assist immigrants to adjust and integrate into the workplace. Nonetheless, it does 

not eliminate the chance of misunderstandings because people will continue to see events via their 

cultural prism (Department of Justice and Equality, 2017; Selmer, 2006 and Rajendran et al., 2017). 

This fact is almost certainly related to another point of agreement among participants: the difficulty 

in finding jobs that match previous qualifications. It looks logical to suppose that if an immigrant 

does not learn the host country's language, they will have trouble obtaining work that fits their 
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qualifications. 

These barriers alone have an impact on immigrants' integration not only into the new society as a 

whole but also into employment. This is precisely why it is vital to support immigrant integration 

strategies. Integration of migrants into Irish society is already a priority in Ireland, with specific 

strategies in place to encourage such integration (Department of Justice and Equality, 2017). 

However, these measures have not prioritised the integration of these already-employed 

immigrants, focusing instead on promoting access to jobs and the labour market. While this goal is 

both essential and necessary, integration does not end after immigrants find work. 

If hurdles exist while starting a new job in their own country, starting a job in another country, with 

a new culture (including the cultures of the companies that may be different from the immigrant's 

country of origin), and with a new language will be far more difficult. 

This is why intercultural mediation has the potential to be crucial in such endeavours. Intercultural 

mediation has been studied and applied to aid with the integration of immigrants into society. 

Numerous European countries have implemented this technique in a variety of sectors of society, 

most notably the public sector. For example, Ireland's health care system has also embraced some of 

the components of intercultural mediation (Health Service Executive, 2008). 

In terms of migrants' perceptions of workplace attitudes toward cultural diversity, it appears that it 

is more likely to be essential to incentivize the development of cultural competence at all levels of 

the workplace, but particularly at the managerial level. It is crucial to note that most immigrants in 

this study feel integrated at work, which may reflect the broader immigrant population but does not 

negate the fact that there is a noticeable clear lack of cultural awareness in Irish workplaces.  

According to the findings of this study, the vast majority of participants felt this method to be 
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relevant and advantageous, preferring to train and assign this duty to a co-worker who shares their 

immigrant status. Hiring someone who is already experienced in dealing with similar scenarios was 

also seen favourably in the findings of this study. As a result, this study continues to support the 

idea of the importance and relevance of employers and businesses implementing the usage of 

having personnel trained to deal with cultural challenges in the workplace and to aid in the 

integration process of immigrant workers.  

In summary, the most important findings are compatible with the author's initial assumptions, 

particularly the benefits of implementing the techniques and skills used by intercultural mediators in 

the Irish workplace. One of the initial recommendations suggested by this study was the preliminary 

adoption of cultural competency development inside Irish workplaces, notably among management 

levels, followed by the establishment of staff specialising in this area within the workplace. 

However, the findings of this study indicated that both techniques would be seen positively by 

immigrants, implying that concurrent implementation may be feasible from the viewpoint of 

immigrant employees. 

It is also worth noting that the findings called into question some of the researcher's premises. To 

begin with, it appears that job discrimination against immigrants is minor, if not non-existent. The 

author expected this to be highlighted more frequently and regularly during the survey, however, 

participants did not experience exclusion, discrimination, or unjust behaviour from non-nationals. 

Second, the majority of Irish workplaces promote their immigrant employees in feeling integrated 

into the professional environment, according to the findings of this survey. The author expected to 

learn that Irish workplaces were not taking steps to integrate migrants. 

Based on these findings, the author believes that some recommendations for further research are 

necessary. They may provide more bases for a possible national implementation of the use of 
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intercultural mediation in efforts to seek the integration of immigrant workers within the workplace, 

as well as possible actions that employers in Ireland could already take, namely: 

 Developing a new national strategy for immigrant integration that includes an emphasis on 

labour market integration once immigrants are integrated and employed; 

 Development of a new research project focused on Irish companies to ascertain what 

programmes they now have in place to promote immigrant worker integration and how they 

may be expanded; 

 Continuing to focus on employees, internal surveys in businesses to ascertain what the 

managerial levels and human resource workers of the companies perceive as cultural 

competency and how such aptitude is developed; 

 Create courses, maybe in collaboration with institutions that currently work with mediation, 

such as the Mediator’s Institute of Ireland (MII), that focus on cultural awareness training 

for company personnel, followed by the formation of partnerships to promote employer 

workshops. 

Reflection 

Being an immigrant requires overcoming numerous barriers and hurdles. The meaning of the word 

“immigrant”, in my opinion, should be included "skilled at transcending obstacles and overcoming 

challenges". As an immigrant, I had to deal with many of the topics described in this study. 

Actuality, I encountered problems even during the writing of this study and the decision-making 

process for pursuing this master's degree. Looking back on the course and the dissertation, the first 

major impediment was the language itself. Starting to learn a second language barely two years 

before beginning the master’s programme might cause anyone to be disturbed and fearful of failing, 

of not comprehending the classes, of not being good enough. That is why every line read, and every 

new piece of writing was a triumph over the language barrier.  
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This research was also a test of my neutrality. Being objective when dealing with opposing points 

of view is a skill I have been honing since I was in college while studying for a legal degree. This 

notion was presented and highlighted as vital once more in this master’s degree. One of our 

professors remarked in one of our mediation lectures that when she went to mediation sessions with 

her clients, she would place her "I", with its beliefs, thoughts, and attitudes, in a box so that she 

could operate as a mediator as efficiently as possible. 

This strategy, I believe, is equally beneficial when working as a researcher. Despite our desire to be 

accurate, the goal of the research is to discover where we were mistaken and what we can learn 

from it. While writing this paper, I was able to hone my impartiality abilities since, while it was 

necessary to use my viewpoints and personal experiences to analyse studies and data presented in 

the literature review, I also needed to be objective when dealing with unexpected outcomes. 

Out of all I have done and experienced on the Emerald Island in three years, I can say that writing 

this dissertation was demanding, but being an immigration student was significantly more 

challenging. As a result, I made the most of every learning opportunity and tried to make the best of 

every obstacle. This master's degree presented itself as a new assignment worth pursuing. This 

study, I believe, is the consequence of that process, a reconnection of an immigrant's genuine 

concerns with the application of theory learned in class. My hope is that my research will help to 

improve the lives of many others who are in a similar situation to mine. 
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Appendix A - Online Questionnaire 

1. What is your nationality:  

SPECIFY 

2. To which gender do you most identify with?  

a) Male  

b) Female  

c) Prefer not to say  

d) Other  

3. How old are you?  

a) Under 18 

b) 18-24 

c) 25-34 

d) 35-44 

e) 45 or above 

4. What is the highest degree or level of education you have completed? 

a) High School 

b) Bachelor’s Degree 

c) Postgraduate/Specialization 

d) Master’s Degree 

e) PhD or Higher 

5. How long have you been living in Ireland? 

a) Less than a year 

b) 1 year 

c) 2 or 3 years 

d) More than 5 years 

6. Are you working or have you ever worked in Ireland? 
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a) Yes 

b) No 

7. Which of the options below best describe your current working/residence status in Ireland? 

a) Student  

b) Student that works Part-Time 

c) European Passport (or Dual citizenship) 

d) Critical Skills visa 

e) General employment visa 

f) Prefer not to say 

g) Other (specify)  

8. What is your opinion about the following statement: “Ireland is a country that is open to 

immigrants and their different cultural backgrounds with most of the local population are open, 

however, it is still possible to find some cases of people not so receptive and friendly to the 

presence of immigrants”? 

a) I strongly agree 

b) I agree 

c) I disagree 

d) I strongly disagree 

e) I have no opinion 

9. If you have worked/are working in Ireland, did find your workplace(s) a diverse 

environment, with people from different nationalities? 

a) Yes 

b) No 

10. Have you ever faced any challenges to feel integrated into the workplace owing to your 

nationality and culture while working in Ireland? If yes what type of challenges did you face? 

a) Language  

b) Unfriendly behaviour from part of natives (Irish colleagues) 

c) Visa requirements 
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d) Some kind of discrimination in relation to your cultural background 

e) Some type of Racism and/or Discrimination that you experienced or witnessed 

f) Find a job that matches your previous qualifications  

g) None 

h) Other (Specify) 

11. Have you ever felt there was a clash of cultures between you and your native colleague(s) 

within your current or previous workplace? 

a) Yes 

b) No 

12. Have you ever suffered or witnessed any kind of hostile behaviour by other co-workers that 

you understood to be related to the nationality and/or different cultural background of the people 

involved? 

a) Yes 

b) No 

13. If you answered “yes” to question 12, the person that presented the unfriendly behaviour 

was: 

a) Irish 

b) Another European 

c) The same nationality as the person who was targeted 

d) Another nationality 

14.  Have you ever heard about mediation in the workplace as a way to solve conflicts? 

a) Yes 

b) No 

15. If you answered yes to question 14, have you ever participated in mediation? 

a) Yes, I found it very beneficial to resolve the conflict 

b) Yes, but I didn't think it was useful to solve the conflict 

c) Never participate in a mediation 
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d) I have never heard about mediation 

16. While working/in your current jobs in Ireland have you ever felt that the company/employer 

provided a working environment that made you feel fully integrated, “part of the team”? 

a) Yes  

b) No 

17. Do you believe that employers, colleagues, managerial level (managers, supervisors, etc) 

and HR are well trained to deal with a multicultural and diverse environment at work or at least 

have a cultural consciousness?  

a) Yes  

b) No  

18. If you answered “no” to question 17, who do you think should, most urgently, receive 

training to learn to deal with employees of different nationalities and different cultures? 

a) Manager, supervisors and others at the managerial level 

b) HR staff 

c) Colleagues 

d) Managerial level and colleagues 

e) They are well trained 

19. Have you ever worked in a place in Ireland that had a person trained and responsible to deal 

with cultural diversity conflicts and also working as a bridge between immigrant employees and the 

company? 

a) Yes 

b) No 

20. How would you feel if in a new job/your current job in Ireland had someone with a 

sensibility to your diverse cultural background that could intermediate and facilitate your process of 

integration, as an immigrant in the company? 

a) I would feel more confident and comfortable to raise problems and difficulties that I 

have/may have 
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b) I would understand this as a way of the company try to make me feel more “part of the 

team” 

c) I would feel as I have someone that can understand me better 

d) It would be irrelevant to me 

21. If in your work there was a person with the role of being a “bridge” in the integration 

process of immigrants and/or people with different cultural experiences, you would prefer he/she to 

be: 

a) A colleague with a similar background (an immigrant) 

b) A manager/supervisor 

c) Someone part of HR 

d) Someone externally hired for this role 
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Appendix B - Consent Form and Concluding Statement 

Research Purpose:  

Dear Participant, 

You are being invited to take part in this research study that aims to gain an understanding of how 

Employers/Businesses can use intercultural mediation and/or its techniques and skills to promote 

the integration of immigrant workers in Ireland. 

This research is being carried out by Luciene Pereira dos Santos as a partial requirement of a 

Master’s Degree in Dispute Resolution at Independent College Dublin.  

You are invited to participate in this research project as an immigrant living in Ireland with 

experience in the Irish labour market in order to understand immigrants' perspectives on diversity 

and the cultural landscape of the workplace in Ireland in order to assess how it is possible to use 

intercultural mediation and/or apply its techniques and skills to promote better integration of 

immigrants in the workplace environment in Ireland. 

 

Consent Form: 

Your participation in this research study is voluntary and you may choose not to participate. 

If you agree to participate in this research survey, you may withdraw at any time without any 

consequences of any kind. The procedure involves filling an online survey that will take 

approximately 5 minutes. 

The survey questions will be about your experience working in Ireland and your opinion concerning 

the approach to cultural diversity in the workplace. 

All information you provide for this study will be treated confidentially and to help protect your 

confidentiality, the surveys will not contain information that will personally identify you, therefore, 

we do not collect identifying information such as your name, email address or IP address. 
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You will not benefit directly from participating in this research, but your participation will have an 

importance in the development and further understanding of the topic 

The results of this study will be used for scholarly purposes only and may be shared with 

Independent College representatives and all data will be stored on a password-controlled external 

survey application (SurveyMonkey). 

 Proceeding with the questionnaire, you are automatically indicating that: 

You have READ and AGREED with the above information. 

You agree to participate in this research VOLUNTARILY. 

You are 18 years or over. 

Thank you for your time and for assisting me in the completion of my master's degree. 

 

Concluding statement: 

Thank you for completing the survey. Your opinions matter a lot and will help me to achieve the 

aims of this study. If you have any doubts or concerns in relation to this research, you are welcome 

to contact the research supervisor, Ms Alison Walker (Alison.Walker@independentcolleges.ie) and 

the research candidate Ms Luciene Pereira dos Santos (lucienepereira321@gmail.com), who is a 

registered student at Independent College Dublin undertaking the degree of Master of Arts in 

Dispute Resolutions. 

In case you feel that this research has not been able to maintain ethical principles, please contact 

Independent College Dublin at the contacts below: 

 

Independent College Dublin at Block B, The Steelworks, Foley St, Dublin 1, or by email: 

info@independentcolleges.ie 

mailto:Alison.Walker@independentcolleges.ie
mailto:lucienepereira321@gmail.com
mailto:info@independentcolleges.ie
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Appendix C - Research and Ethics Form 
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