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Current state & future state job search journeys of the skilled immigrant population have been outlined on 

the following slides, which highlight the experiences of those who were interviewed in Upwardly Global’s 

Employer Inclusion & Diversity project.

HIGHLIGHTING THEIR EXPERIENCES
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SKILLED IMMIGRANT AND REFUGEE 

POPULATION DEFINITION 
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Immigrant and Refugee Jobseeker
This population is highly-skilled, with a minimum of a four-year degree 

and international experience. The immigrant and refugee population is 

fully-authorized to work in the U.S. and does not require visa sponsorship 

from employers.

UPWARDLY GLOBAL’S DEFINITION OF THE SKILLED IMMIGRANT AND REFUGEE POPULATION, AND THE TARGET 

SEGMENT FOR THIS INITIATIVE*
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CURRENT STATE JOURNEY
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Immigrant and Refugee Jobseeker
This population is highly-skilled with a minimum of a four-year degree and international experience. This population is fully-authorized to work in the U.S.

Jobseeker finds job 

postings listing their skills 

but have many specific 

requirements

Expands the job 

search to non-

managerial and 

entry-level 

positions

Hears back from a 

company that wants 

to do an initial phone 

screening

Applications

do not include 

foreign 

experience 

options

Doesn't hear 

back from 

most places

Called back for an 

in-person interview, 

but uncertain about 

cultural 

norms/expectations

Jobseeker receives 

a job offer

Uncertain 

about salary 

negotiation 

tactics

Onboarding 

training does not 

cover expectations 

in the U.S. 

workforce

Hesitant about

tone and wording 

in emails

Lack of formal 

mentorship 

program at the 

company

Informal 

mentorship 

forms with 

manager/ 

lead

Unable to see 

themselves 

advancing due to 

lack of diversity in 

top level leadership

• Difficulty matching 

foreign experience to 

U.S. job titles

• Being told to apply to 

entry-level positions 

despite years of 

experience

• Job postings with very 

specific requirements 

makes it difficult to 

know whether to apply

• Online application 

forms with mandatory 

fields that do not 

include foreign 

institutions can 

prevent a jobseeker 

from even applying

• Not hearing anything 

is discouraging and 

can take an emotional 

toll on the jobseeker

• Phone interviews are a 

huge barrier due to 

language differences 

and accents, as well as 

inability to use body 

language

• Feelings of bias 

towards accents and 

foreign education / 

experience

• Cultural differences 

present barriers in the 

interview process 

including the use of 

eye-contact, 

handshakes, self-

promoting oneself 

during the interview

• Difficult to master the 

American way of 

“storytelling”

• Many jobseekers are 

so relieved to get an 

offer they don’t know if 

they should negotiate 

salary and benefits

• Uncertain about what  

fair salaries and 

benefits would look like 

given their experience 

• Many companies do 

not offer inclusion and 

diversity training during 

the onboarding 

process

• Challenges arise when 

others do not fully 

understand 

characteristics of 

different cultures, 

which can lead to 

feelings of being 

excluded 

Mentor helps 

navigate the 

promotion cycle 

resulting in a 

promotion

Negative

Positive

Find Opportunities Apply to Jobs Initial Screening Interview Job Offer Training Mentorship Promotion

• Many companies do 

not offer formal 

mentorship programs 

for new hires

• Not having a mentor 

can be difficult for new 

hires to navigate the 

U.S. workplace –

understanding tone 

through email and 

standard 

communication 

practices

• Self-promotion is a big 

part of U.S. career 

advancement and may 

not come natural to the 

immigrant and refugee 

population

• Bias related to 

leadership style and 

opportunity, causing a 

barrier to immigrant 

and refugee 

advancement 

No referrals 

because of 

a lack of 

network

Phone screening 

is awkward and 

difficult

Interview panel 

lacks diversity

Job Search Interview Process Onboarding Career Advancement
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IMMIGRANT AND REFUGEE PROFESSIONALS FACE CHALLENGES IN ALL STAGES OF THE CAREER JOURNEY


