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Abstract

The number of migrants arriving in the UK from the EU accession countries has been
higher than projected. The evidence indicates that they have been over-represented in low-
paid and low-skilled jobs. This is arguably transitory and there should be good prospects of
upward mobility. Over-qualification among A8 migrants, measured using the APS data, is
examined in this article. The findings show that A8 migrants have been subject to
migration penalties at the high-end of the UK labour market. There are persistent labour
market disadvantages for A8 migrants in the UK and their over-qualification may be a
long-term concern.
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Introduction

The EU enlargement in the 2000s had a profound effect on the labour market in the
UK due to the arrival of migrants from the 2004 EU Accession countries in Eastern and
Central Europe (hereafter, A8)!. The numbers of those coming to the UK quickly
surpassed the government forecasts. These migrants compete in the UK jobs market with
the majority white British people, ethnic minorities in the UK and with citizens from the
EU-15 (pre-2004 accession) countries. Whilst “most research on labour market
participation and performance in the UK has focused on non-whites” (Johnston et al.,
2014:196), significant ethnic differences have been demonstrated (Brynin and Guveli,
2012; Khattab et al., 2011; Johnston et al., 2010). The emerging literature on Eastern
European movers (e.g. Eade, 2007; Cook et al., 2011; Johnston et al., 2015) suggests that
the labour market experiences of A8 migrants differ in many ways from those of other
groups (non-white people and those from other EU countries). They are concentrated in
the secondary labour market, face discrimination by employers and receive lower pay,
while “West European migrants have access to primary sector and better rewards”
(Johnston et al., 2015:196). Possible differences regarding the labour market outcomes in
terms of over-qualification are investigated in this study against demographic

characteristics.

It is clear that non-white people in the UK labour market face ethnic penalties. The
A8 migrants are predominantly white Europeans and hence it would be anticipated that
they were less likely to face discrimination than non-European and non-white migrants
(Johnston et al., 2015; Eade, 2007). They also represent a dynamic and well-educated work
force that has been welcomed by many employers, which suggests that they might

overcome initial hurdles of integration in the labour market within a reasonably short time




period (Chiswick and Miller, 2009). However, several studies point to the prevalence of
over-qualification among these A8 migrants (Johnston et al. 2015; Saunders, 2015; Sirkeci
et al., 2014), that has also been linked to ethnic penalties and discrimination in the UK
labour market (Khattab et al., 2011; Johnston et al., 2010; Khattab and Johnston, 2013;
Heath and McMahon, 2005; Phung, 2011). Along with the labour market outcomes
(Drinkwater and Robinson, 2013, Cook et al., 2011; Clark and Drinkwater, 2008, Pollard
et al., 2008), also the mismatch between educational and occupational attainment levels
among ethnic groups were investigated (Brynin and Guveli, 2012; Rafferty, 2012; Lindley
and Lenton, 2006; Phillimore and Goodson, 2008). Moreover, Johnston and colleagues
(2015) compared the earnings of migrants from pre-2004 EU-15 member states with those
from the new EU accession countries. However, very little attention has been paid to the
persistence of over-qualification among A8 migrants working in the UK, which is the

focus of the current article.

To what extent do A8 migrants encounter discrimination and disadvantages in the
UK labour market, when compared to the majority group and the EU15 migrants as well as
other minority ethnic groups in the UK? Using the Annual Population Survey (APS) data
from 2005 to 2012, patterns of disadvantages experienced by A8 migrants in finding jobs
commensurate with their qualifications in the UK labour market were found. Continuation
of over-qualification patterns among these migrants in the conditional accession period
(2004 to 2011) and after, when their countries’ citizens gained full access to the EU labour
markets, is investigated. This period was also marked by a global financial crisis and a
recession from 2007 onwards in the UK. Earlier research has shown that the A8 migrants,
as well as many other non-white people, were more likely to be over-qualified than the
“UK-born white majority” (‘white British’ hereafter) (Rafferty, 2012:995). However, this

disadvantage was faced only by A8 migrants and Black African men and women for all the




years examined, pointing to the prevalence of over-qualification among these two groups.
Persistent labour market penalties were faced by A8 migrants in the UK labour market,
which were also evident at the high-end of the UK labour market, irrespective of the
impact of the financial crisis and the removal of restrictions on free-movement in 2011. In
this article, patterns of over-qualification among the A8 migrants in the UK between 2005
and 2012 are examined. First over-qualification is explained and the A8 migrants in the
UK labour market are discussed. Description of data and methods is followed by
presentation of the findings of a regression model, where over-qualification of A8 migrants

is compared and contrasted with other population groups. Finally, results are discussed.

Over-qualification

Over-qualification or over-education “occurs when people hold qualifications in
excess of those required for their job” (Rafferty, 2012:989) and it is interpreted as a
disadvantage (Battu and Sloane, 2004; Nielsen, 2011; Alpin et al., 1998). Over-
qualification can lower the level of job satisfaction (Green and Zhu, 2010) as well as
resulting in wage penalties (Mavromaras and McGuinness, 2012) and underutilisation of
skills/talent (Johnston et al., 2015:197; Rafferty, 2012:989). There is an established body
of literature explaining over-education (McGuiness, 2006; Becker, 1964; Sattinger, 1993;
Thurow, 1975). However, debates of ethnic disadvantages and penalties in over-
qualification are relatively new (Johnston et al., 2015; Johnston et al., 2010; Rafferty,

2012).

Human capital, or the “productive wealth embodied in labour, skills and
knowledge” (OECD, 2001), is context specific. That is, migrants’ home country
qualifications and work experience might often not be fully transferable to another

country. Knowledge of how the host country labour market works, language skills, skills




that are specific to particular occupations, differences in technology, legal or licensing
barriers and cultural differences all hinder smooth transferability of human capital between

countries (Chiswick and Miller, 2009; Kramer et al., 2013).

Human capital theory also suggests that labour migration is directed towards
countries in which the work experience that is gained is most valued in the home country
(Tassinopoulos and Werner, 1999). Migrants’ acceptance of a job below their levels of
education might be looked upon as a temporary solution to enable them to gain experience,
learn English language skills and save up financial capital to invest in properties or a
business upon their return to the home country. Over-qualification is argued to be a
transitory phenomenon that dissipates once migrants improve their ability in the host
language, gain local experience and become familiar with local opportunities and
regulations (Chiswick and Miller, 2009; Sanroma et al., 2008; Clarke and Drinkwater,
2008). It is expected to fall as workers improve their positions within a firm or move into
higher skilled occupations (McGuinness, 2006) and thus, can be perceived as a temporary
trade-off until relevant experience is acquired (Frei and Sousa-Poza, 2012). However, this
is contested by Dalton and Siles (2003), who argue that being overeducated in first
employment (after graduation) tends to constrain graduates permanently to low-level
occupations. Consequently, there is pressure on migrants to find paid employment quickly,
as the difficulty of and delay in having their qualifications recognised and the vicious
circle of needing local experience in order to gain employment, could make overeducation
a long-term, rather than transitory experience, for highly-skilled migrants (Saunders,

2015).




A8 migrants in the UK labour market

Unlike their fellow Western European EU citizens, A8 migrants “appear to be
penalised in the UK labour market relative to their human capital” (Johnston et al.,
2015:200). Moreover, over-qualification points to disadvantages and discrimination in the
labour market, aggravating the inequalities between migrants and the white UK born
category (Khattab and Johnston, 2013; Khattab et al., 2011; Battu and Sloane, 2004).
About 15 percent of all those born overseas in England and Wales were from the A8
countries, according to the 2011 UK Census. Polish migrants were the largest group,
comprising 579,121 out of a total of 1,114,368, as compared to the 2001 census, where
their numbers were just 58,106. The majority, 84%, of A8 immigrants are of working age
with a relatively young age profile. They are concentrated mainly in the South East and
London (650,000; 58%), whereas the remainder are dispersed around other regions of
England, with the smallest proportion living in the North West (1.5%), Wales (2.6%) and

Scotland (1.5%).

Compared to others who require a visa and work permit to enter the UK, A8
migrants have benefited from the conditional accession to the EU. Between 2004 and
2011, they could enter the UK without a visa, but they had to register with the Workers
Registration Scheme (WRS) within a month of taking up employment and re-register if
they changed employer. Their right to claim any social security assistance was only
granted upon continuous employment for 12 months in the UK (Home Office, 2016).
Whilst this lowered the barriers of travelling to and entering, the labour market in the UK,
it also meant that they had to take up the jobs that were most readily available. Not
surprisingly, the employment rate of A8 migrants in the UK has been one of the highest

compared to white British and other ethnic groups, as their right to remain in the UK has




been dependent on their ability to find work (Blanchflower and Shadforth, 2009; Clark and
Drinkwater, 2008). It has also had an effect on the type of jobs and the sectors in which A8
migrants work. According to the APS data, between 2005 and 2012, the majority of A8

migrants were employed in manufacturing (about 30%) along with distribution, hotels and

restaurants (about 25%).

Hence, it is not surprising that, according to a Home Office (2007) report, the
occupations most frequently entered into by A8 migrants in the UK between July 2004 and
June 2007 were: process operative (other factory worker), packer, kitchen and catering
assistants, warehouse operative, cleaner, domestic staff, farm worker/ farm hand,
waiter/waitress, maid / room attendant (hotel), care assistants and home carers, and
labourer in construction. Most of these jobs are of a temporary nature, and tend to offer
weaker social security cover, low wages, and limited career prospects (Booth et al.,
2002:17). Many A8 migrants settled down in areas where there was a labour shortage,
which could not be filled locally. Such areas had traditionally attracted fewer immigrants
(Pollard et al., 2008) and the jobs available there were typically in the agricultural and

food-processing sectors in which work tends to be seasonal (Findlay et al., 2013).

Despite relatively easy access to the UK labour market, research suggests that A8
migrants face barriers in improving their human capital. French (2012) found that local
employers in East Staffordshire and Derby were reluctant to train A8 migrants. Moreover,
the opportunity for these migrants to pursue further qualifications independently was
hampered by the demands of full-time employment and family commitments, combined
with a lack of information about training and education. One key constraint on A8
migrants is their relatively low English proficiency (Clark and Drinkwater, 2008).

However, ESOL (English for Speakers of Other Languages) classes are often run at times




and locations that are difficult for migrant workers to fit in around their working hours
(Cook et al., 2011). Qualitative research on A8 migrants has shown that those who have
better English skills are likely to negotiate better employment conditions and move into

higher skilled jobs (Cook et al., 2011; Eade, 2007).

Data and Methods

As aforementioned, our analyses are based on the Annual Population Survey (APS)
data for the years 2005 to 2012 (ONS, 2013). The APS combines data from the Labour
Force Survey (LFS) and national boosts of the English Local Labour Force Survey
(LLFS), The Welsh Labour Force Survey (WLFS), and the Scottish Labour Force Survey
(SLES). It is an annual cross-sectional sample survey of households and individuals living
at private addresses in the UK. It contains 12 months of data and covers the same topics as
the LFS, including education, employment, health and ethnicity. Due to the national boost,
the sample size of the APS is much larger than that of the quarterly LFS, thereby enabling
us to have more confidence in analysing smaller sub-groups of the population. As the
article is focused on labour market performance, the analyses are restricted to the working
age population (men aged 16 to 64 and women aged 16 to 59), who are in employment
(excluding the self-employed). This provided sample sizes for each year between about

78,000 (2011) and 179,000 (2008).3

Over-qualification (measured by Qualification Level Distance: QLD), defined as
“educational-occupational mismatch” (Johnston et al., 2015:202), is derived by extracting
the respondent’s highest educational qualification (International Labour Organisation’s
two-digit standard classification of occupations) from the modal qualification level for all

individuals in that occupation within the APS data. Using the Office of National Statistics

classification (2013Db), the qualification level (LQ), according to the highest qualification




acquired through formal education, and the corresponding required qualification for the
occupation (QO), as provided by ISCED-97 (UNESCO, 2006), are measured. To measure
over-qualification, an equation used in similar studies (Johnston et al., 2015; Khattab et al.,
2011; Johnston et al., 2010; Chevalier, 2003) is adopted here: To obtain a qualification
level distance score (QLD;) for each individual i, the individual’s qualification score (LQ;)

is subtracted from their occupational qualification level (QO;):

Qualification Level Distance (QLD;) = QO; - LQ;

A seven-point scale ranging from +3 (highly over-qualified) to -3 (highly under-
qualified) is generated. Analyses here are restricted to the higher-end of the scale to focus
on disadvantages among individuals with high-level qualifications (GCE A Level or
equivalent, or Higher Education degree or equivalent), who are in occupations with modal
qualification level 1 (i.e. elementary occupations) or level 2 (administrative and secretarial
occupations, skilled trades occupations, personal service occupations, sales and customer
service occupation, and process, plant and machine operatives). A person who is over-
qualified will be working in an occupation that is below his/her obtained level of
education, such as those with higher degrees working in elementary occupations.
Occupational skill and formal qualification levels are considered a match when a person
works in a job where the two are commensurate. Under-qualification occurs when a person
is employed in an occupation for which he/she does not have the required formal
educational qualification. It should also be noted that this measure is an approximation and
that there are also jobs that may require a particular qualification, while other similar jobs
do not. Finally, the qualification level differences are transformed into a dichotomous

variable using logit analysis to estimate the likelihood of being over-qualified (or




“substantially over-qualified”, as labelled by Johnston et al., 2015) compared to having the

correct match or being under-qualified.

To compare and contrast the A8 migrants with other population groups, ethnicity
and nationality variables in the APS were used to identify groups in this study. A8
migrants and EU15 migrants have identified themselves predominantly as belonging to the
white ethnic group. Using the variable nationality and ethnicity, two additional ethnic
categories were created for the purpose of this analysis: white EU group, which includes
EU migrants from the 15 old EU countries (excluding UK nationals); and A8 migrants

identifying themselves as white.*

Control variables in the models included® age group, marital status, sex, having
dependent children, religion, age that full time education was completed, industry sector,
UK citizenship, year of arrival in the UK, public or private sector employment, part time
or full time employment, temporary or permanent employment, duration with the current

employer and region.

Findings: A8 migrants in the UK labour market

As Table 1 shows, the APS offers reasonable sample sizes for minority ethnic
groups, although this varies considerably. Bangladeshis have the smallest number of
observations for 2005, with 299 cases, and Indian people have the largest, registering
3,576 cases in 2008. In 2012, Indian people represented the biggest ethnic minority group
with 2.5 percent of the sample population, closely followed by white A8 migrants at 2.2
percent. While the sample size of Indian people has remained fairly stable between 2005
and 2012, that of A8 migrants increased from 636 cases in 2005 (0.5 percent) to over 2,000

cases from 2008 onwards. Overall, there was a substantial number of cases in each ethnic
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minority group for carrying out the analyses. All the models include the LFS population
weights, and these weights are formed using a population weighting procedure that
involves weighting data to sub-regional population estimates and then adjusting for the

estimated age and sex composition by region.

<< Table 1. Frequency of ethnic groups APS 2005, 2008, 2012 >>

Table 2 shows the percentage of the working age population with the highest qualification
by ethnicity in 2012. Level 4 represents the highest qualification and includes degrees,
higher education or equivalent, with about 40 percent of the working age population in
Britain falling into this category. This figure is much higher, around 60 percent, for white
European, Indian, and the Black African as well as other black categories. The white A8
migrants, on the other hand, are least represented in this group, with only around one third
of them having a degree or equivalent. Nearly half of the A8 migrants are grouped into
level 2 qualifications, which include GCSE grades A-C or equivalent and other
qualifications. This might be because, as new migrants, they are not familiar with the
education system in the UK and hence, less confident in mapping their home qualifications
onto comparable UK educational levels, as suggested by a study carried out among 900 A8
migrants working in Scotland (Fife Research Coordination Group, 2008). The same survey

also found that 30 percent of the respondents had a degree, thus reflecting our findings.

<< Table 2. Qualification levels by ethnicity, 2012 >>

Table 3 shows the occupational groups for the white British, white A8 migrants
and the averages for all ethnic groups for each year covered. On average, for all years, the
percentage of people working in elementary occupations is around 10 percent for the white

British, decreasing slightly from 2005 to 2012. In contrast, the percentage of A8 migrants

11



working in such occupations was the highest in 2006 at 45 percent and, at the lowest level
in 2008, at 35 percent. Compared to other ethnic groups, this rate is by far the highest,
with, for example, the proportion of Bangladeshi, Black African and other black categories
exhibiting half of that figure, at around 18 percent. Moreover, as Table 3 shows, the
proportion of the white British category working at the top occupational level is relatively
high and stable, at around 30 percent. White A8 migrants, on the other hand, again, are the
group with the lowest rate at around 8 percent of managers, senior officials and
professional occupations. Similarly, for associate professional and technical occupations
(level 3) their rates are again low compared to other ethnic groups at around 5 percent on
average for all years, whereas the average for all ethnic groups is three times higher. White
A8 migrants are largely concentrated in occupational skill levels 1 and 2, while being
thinly represented in levels 3 and 4. It should be noted that those immigrants with a time
restriction on finding employment might have felt forced to take any jobs that were

available regardless of their qualifications.

<< Table 3. Occupational levels for white British, A8 migrants, and groups, 2005-

2012 >>

In Table 4, the share of those over-qualified by gender is shown by category of
each variable included in our models. An interesting finding here is that the share of those
over-qualified among women is higher than men in almost all categories, except in those
not married, Black African people, those aged 50 to 64, those based in Scotland, those in
temporary or part-time jobs as well as those in the agriculture or construction sectors.
Over-qualification is more common among women than men in all ethnic and religious
categories, except for black women, while women aged 50 to 64 are also less likely to be

over-qualified. The last two columns in the table show the share of the group within the
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over-qualified and their share within the over-qualified A8 migrants, respectively.
Regarding which, while 39.1% of the over-qualified are aged 35-49, 61% of the over-

qualified A8 migrants are 25-34 year olds.

<< Table 4. Over-qualified by gender and demographic and employment

characteristics, 2012 >>

Table 5 displays the results of the final logistic regression analysis modelling over-
qualification. The results show that the A8 migrants and the Black African and other black
groups were more likely to be over-qualified across all years compared to the white British
and this relationship is highly significant at the 0.001 level. For the Black Caribbean
people, the coefficients are only positively significant for 2012, 2010, 2009, and 2005 at
the 0.05 level. Pakistani and the Bangladeshi men and women were also more likely to be
over-qualified compared to the white British people, yet this was only the case in 2011 and
2012 for men and in 2007 and 2012 for women. The coefficients for the Mixed, Indian and
other categories were not significant for any years. Finally, across all years, the white
EU15 category was less likely to be over-qualified than the white British population, apart
from 2012 and 2008, where this relationship is significant at 0.05 level, taking into account
socio-demographic and employment variables. Compared to the white British majority,
Eastern and Central European migrants (i.e. from the A8 countries) were significantly
more likely to be over-qualified for the occupations they hold for all the focal years (Table
5). Clearly, the A8 migrants suffered greater disadvantages overall than other minority

groups in 2012, only surpassed by black people in previous years.

<< Table 5. Logistic regression contrasting over-qualification with educational

match and under-qualification, 2005 - 2012 >>
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Given the emphasis on religious differences in the literature (e.g. Johnson et al.,
2010), our models also included religious affiliation as a control variable. Compared to the
largest category (i.e. Christian), Muslim minority members were significantly less likely to
be over-qualified in 2005, 2007 and 2008, but not in later years. The coefficients for Sikhs,
Buddhists and other religions were not significant for most years, although Hindus in 2009
and 2010, Sikhs in 2005 and Buddhists in 2006 were significantly more likely to be over-
qualified than Christians. Jews were the only group less likely to be over-qualified, but
only in 2006-2008 and 2011-2012. Also, those with no religion were less likely to be over-

qualified in 2005, 2006, 2009 and 2010.

Our findings show that over-qualification was less likely among more mature
migrants. 16-24 year olds and 25-34 year olds were more likely to be over-qualified
compared to those aged 35 to 49 (Table 5). However, those aged 50 and over were less
likely to be over-qualified. Further studies may help shed light on this particular pattern,

which may be due to length of service or other period-specific or regulatory reasons.

Compared to men, women were significantly less likely to be over-qualified in
2005-2006 and more likely from 2009 onwards, which is in line with the findings of
Johnston and colleagues (2015: 209). Non-married people were significantly more likely
to be over-qualified across all years compared to their counterparts. People with dependent
children were less likely to be over-qualified across all years. Again, it has to be kept in
mind that the sample includes only working age people who were employed and does not
cover women who looked after children or those who were economically inactive. Holding
British citizenship, overall, was not significantly associated with over-qualification. Over-
qualification was significantly less likely in London, possibly because of the highly

multicultural nature of the labour market (Johnston et al., 2015: 209; see also Rafferty et
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al., 2013). Moreover, Scotland and Wales were where A8 migrants faced most
disadvantage compared to those of their cohort in England (excluding London), despite a

declining trend in this difference from 2005 to 2012.

Several employment-related variables have also been included to account for over-
qualification. Over-qualification was significantly high in the public sector compared to
the private sector, up until 2010 but reversed in 2011 and 2012. The Equality Act, which
came into force in October 2010, was probably a driver of this shift. The change of
direction of this variable might also be related to the changes in the coding of occupations
in SOC2010. These findings may also suggest that people were holding on to their jobs,
given the economic recession and were less likely to change for employment with better
prospects. Those working in the agriculture, construction, manufacturing, transport and
energy sectors were significantly more likely to be over-qualified than those in services
such as distribution, hotels and restaurants. This reflects other studies, which have
demonstrated that A8 migrants tend to settle in areas where there are labour shortages,
usually doing seasonal work in the agricultural and food-processing sectors (Findlay et al.,

2013; Pollard et al., 2008).°

Those who were employed on a temporary contract, as opposed to a permanent
one, were about 1.5 times more likely to be over-qualified for all the focal years. Working
part-time, as opposed to being employed full-time, was highly significant and increased
the odds of being over-qualified by 50 percent across all these years. Our findings also
suggest that over time, over-qualification as a disadvantage may decline, since, measured
in months, the longer the continuous employment, the less likely that it exists (odd ratios

01 0.99). This is also in line with what Chiswick and Miller (2009) suggest.
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Conclusions

This article has shown the disadvantages in terms of the over-qualification
experienced by the A8 migrants in the UK labour market relative to other ethnic groups
and the white British population in the country. Controlling for demographic
characteristics other than ethnicity, Eastern and Central European movers have been
consistently over-qualified for the jobs they have obtained compared to the white British
majority and other migrant and minority groups in the UK during the selected period from
2005 to 2012. These findings warrant further investigation into the causes of these
disadvantages as well as into the possibility of discrimination by employers. Whilst it is
difficult to infer from statistics, there are studies offering evidence of ethnic and religious
discrimination (see Rubinstein and Brenner, 2013; Khattab and Johnston, 2013; Booth et

al., 2012).

The analysis presented here provides clear evidence of over-qualification being
experienced by A8 migrants. This pattern is persistent over almost a decade following the
accession in 2004, throughout the economic recession and even after the recovery period
that started when the conditional accession to the EU labour market was lifted in 2011.
Equally as revealing, perhaps, is the fact that over-qualification has been a constant feature

over time and persisted over the period from 2005 until 2012, particularly for A8 migrants.

Other European migrants, who have been enjoying free movement throughout the
EU for much longer, were faring better and there was no evidence for their over-
qualification compared to the white British majority in any of the years analysed. In 2008
and 2012, the likelihood of over-education among those from the EU15 countries was even
lower than for the white British majority. For other ethnic groups, the results reflect the

relatively disadvantaged position of Black African men and women, which is consistent
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across all years. An equally important finding in this study is that women overall
seemingly faced more migration penalties in the labour market, for over-qualification was
more prevalent among them than for men in almost all demographic categories,

irrespective of ethnic or religious group.

As Chiswick and Miller (2009) suggest, migrants experience a devaluation of their
human capital gained at home as they seek to establish themselves in a new country. As a
limitation of the current study, the effect of human capital development and firm-specific
human capital cannot be measured. EU15 migrants fare better in the labour market than
most other ethnic groups, which may be related to macro-level factors, as the literature
suggests (Kalfa and Piracha, 2013). Nevertheless, our analysis with the APS data does not
allow for further interpretation. Further studies should look into the processes of
integration, convergence and recognition of qualifications acquired in other countries as
well as the role of proficiency in the English language and familiarity with the UK jobs

market.

As the APS is cross-sectional data, it was not possible to assess whether this
consistent trend of over-qualification is due to predominantly new cohorts of A8 migrants
arriving, replacing previous ones. Hence, there are only limited data to determine whether
there is upward mobility for these migrants once they have overcome the initial problems
of recent migration, such as lack of English language fluency, lack of familiarity with the
local employment market and the non-recognition of home country qualifications. The
evidence shows that A8 migrants have been subjected to migration penalties at the high-
end of the labour market. Moreover, the literature suggests that over-qualification is
neither exclusive to migrants (see Brynin, 2002) nor to the UK (see examples from other

countries: Griesshaber and Seibel, 2015; Ortiz, 2010).
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These findings provide flag up to policy makers the need to investigate
employment practices as a means of establishing procedures to facilitate and support
labour mobility. Such studies could also help alleviate disadvantages and discrimination
towards A8 migrants in the UK and across Europe, since over-qualification also signals a
waste of resources and human capital (OECD, 2011). The OECD (2011), in their global
skills strategy, states that migrants’ skills are underutilised, often because of the lack of
recognition of foreign qualifications, and they advise that policies to challenge this are
urgently required, if countries want to make full use of the human capital available to them

(Tijdens and van Klaveren, 2011).
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TABLES:

Table 1. Frequency of ethnic groups in the APS 2005, 2008, 2012

2005 2008 2012
Ethnic group N % N % N %
White British 160,689 90.5 | 153,058 85.4 | 91,657 86.4
White EU 1,808 1.0 1,626 0.9 1,097 1.0
White A8 636 0.4 2,095 1.2 2,059 1.9
Mixed 790 0.4 1101 0.6 749 0.7
Black 996 06| 1453 0.8 800 0.8
Caribbean
Indian 2,448 1.4 3,576 2.0 2,514 2.4
Pakistani 927 0.5 2,452 1.4 1,010 1.0
Bangladeshi 299 0.2 837 0.5 398 0.4
Black African
2 other black 1,070 06| 1,871 1.0| 1,344 1.3
Other 7,868 441 11,223 6.3 4,494 4.2
Total 177,531 100 | 179,292 100 | 106,122 100
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Table 2. Qualification levels by ethnicity (%), 2012

L4: Degree L2: GCSE
| ’ L3: GCEA grades A-C .
higher L1: No
. Level or or o Total N
education . . qualification
equivalent  equivalent,
or eq.
other

White British 39.7 24.9 30.7 5.0 90,292
White EU 64.9 10.8 17.7 7.0 1,092
White A8 32.9 12.2 45.1 10.0 2,043
Mixed 53.8 19.8 23.3 3.0 741
Black Caribbean 38.9 234 33.2 5.0 786
Indian 61.6 11.1 21.6 6.0 2,490
Pakistani 48.8 15.4 24.8 11.0 991
Bangladeshi 43.4 14.9 324 9.3 392
Black African & 59.2 12.9 223 5.5 1,328
other blacks
Other 61.4 10.2 22.0 6.4 4,468
Column Total 42.1 23.0 29.9 5.0 104,623

Notes: Percentages are weighted with actual sample size for each sub-group.
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Table 3. Occupational skill levels for white British, A8 migrants, and other groups,
2005-2012

2005 2006 2007 2008 2009 2010 2011 2012

White British

Level 1: 10.7 10.63 10.51 9.66 9.57 9.43 9.92 9.65
Level 2: 46.54 45.56 45.07 45.23 44.53 44.2 45.26 44.97
Level 3: 14.55 14.89 15.04 15.17 15.39 15.35 14.71 15.06
Level 4: 28.21 28.91 29.39 29.94 30.5 31.02 30.1 30.31
Sub-total N 160,516 111,562 107,993 118886 110,768 108,733 67,691 91,561
White A8

Level 1: 39.61 44.48 41.49 34.48 36.32 37.26 36.25 37.6
Level 2: 50.27 47.33 48.35 54.48 51.07 49.61 51.59 48.38
Level 3: 4.66 2.94 4.08 4.47 4.63 4.02 4.74 6.04
Level 4: 5.46 5.25 6.08 6.57 7.98 9.11 7.41 7.98
Sub-total N 635 903 1,394 1,754 1,749 1,995 1,669 2,051
All other

groups

Level 1: 13.34 13.62 13.23 12.94 12.55 12.30 13.11 12.70
Level 2: 44.09 45.47 43.36 42.85 42.06 41.05 41.62 42.65
Level 3: 15.63 14.33 15.07 14.25 14.36 15.48 13.92 13.67
Level 4: 26.94 26.58 28.34 29.96 31.02 31.17 31.35 30.98
Sub-total N 16,171 14,046 14,164 16,859 15,994 15,928 8,928 12,374
Total N 177,322 126,511 123,551 137,499 128,511 126,656 78,288 105,986

Notes: Weighted row percentages. Level 1: Elementary Occupation, Level 2: Administrative and secretarial, skilled
trades occupations, personal service occupations, sales and customer service occupations, process, plant and machine
operatives, Level 3: Associate professional and technical occupations, Level 4: Managers, senior officials and
professional occupations.
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Table 4. Over-qualified by gender and demographic and employment characteristics, 2012

% over-qualified within
category (weighted) % over-qualified
Categories Female Male Total % intotal | % in A8
Married 39.5 35.1 37.1 68.4 72.6
Not-married 46.2 47.0 46.6 31.6 27.4
No dependent children 41.0 409 40.9 60.6 49.4
One or more dependent children 42.7 35.1 38.9 39.4 50.6
White British 40.5 38.0 39.2 83.8
White EU 38.3 35.7 37.0 1.3
White A8 64.3 51.5 57.8 2.3 100.0
5 Mixed 445 402 | 423 0.9
50 Black Caribbean 43.1 41.6 42.4 0.9
E Indian 42.2 37.6 39.6 2.6
ﬁ Pakistani 53.9 43.3 46.9 1.1
Bangladeshi 59.8 46.9 50.7 0.5
Black African and other black 48.8 52.8 50.8 1.5
Other 46.6 38.6 42.3 5.2
Christian 40.3 38.6 39.5 59.2 87.1
Muslim 50.4 42.3 45.0 2.7 0.2
- Hindu 46.3 36.2 40.2 1.6 0.0
-°9° Sikh 43.7 40.8 42.2 0.6 0.0
E, Jewish 33.5 23.5 28.0 0.4 0.1
Buddhist 49.6 41.9 45.6 0.5 0.3
Other religion 41.0 40.6 40.8 1.2 0.8
No religion 43.8 38.6 40.9 33.8 11.6
" 16-24 60.7 56.0 58.2 11.4 10.4
& = 25-34 48.3 43.6 45.8 25.4 61.0
< g 3549 37.5 33.0 35.2 39.1 24.5
50-64 32.8 34.2 33.6 24.1 4.1
“ £ o Never migrated 40.8 38.2 39.4 85.6 0.0
© 5 5 | Before 1990 38.8 34.2 36.4 3.7 0.4
§ § ;:: 1990-2003 44.8 38.4 41.4 4.6 9.0
® Since 2004 55.8 47.8 51.3 6.1 90.6
- England (excluding London) 41.1 38.0 39.5 73.5 70.7
*E < Wales 40.9 40.5 40.7 4.6 2.2
:o: 2 Scotland 43.9 45.0 44.5 8.8 8.3
London 44.2 37.6 40.6 13.1 18.8
Private sector 45.5 39.8 42.2 72.1 92.9
e :,E, Public sector 35.3 33.7 34.7 27.9 7.1
g §. Permanent job 41.3 38.0 39.6 94.5 91.1
2 8 | Temporary job 48.9 50.3 49.6 5.5 8.9
& £ | Fulltime 39.0 37.4 38.0 77.4 85.0
Part time 46.2 52.1 47.3 22.6 15.0
Agriculture, forestry and fishing 52.1 57.5 56.0 0.6 2.0
% Energy and water 45.6 40.0 41.2 2.1 2.0
E Manufacturing 40.2 375 38.1 113 24.9
§ Construction 41.0 423 42.1 5.2 3.6
§ _'& Distribution, hotels and restaurants 46.4 46.4 46.4 18.0 29.5
> Transport and communication 45.9 36.8 39.0 9.1 11.2
@ Banking and finance 44.5 37.9 40.9 16.0 11.7
'g Public admin, education and health 37.9 31.4 35.9 33.5 11.5
Other services 49.9 40.9 45.5 4.3 3.6
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Table 5. Logistic regression contrasting over-qualification with educational match and under-

ualification, 2005 - 2012

2005 2006 2007 2008 2009 2010 2011 2012

Odds SD Odds SD Odds SD Odds SD Odds SD Odds SD Odds SD Odds SD

ratio Error ratio Error ratio Error ratio Error ratio Error ratio Error | ratio Error ratio Error
Women (men) 0.94 0.02 0.95 0.02 0.99 0.02 1.02 0.02 1.05 0.02 1.06 0.02 1.01 0.02 1.07 0.02
Age full time education completed 1.04 0.00 1.03 0.00 1.03 0.00 1.03 0.00 1.02 0.00 1.02 0.00 1.03 0.00 1.03 0.00
Not-married (married) 1.16 0.02 1.13 0.02 1.13 0.02 1.14 0.02 1.16 0.02 1.17 0.02 1.17 0.03 1.15 0.02
Children (none) 0.91 0.02 0.89 0.02 0.90 0.02 0.90 0.02 0.88 0.02 0.91 0.02 0.89 0.02 0.90 0.02
Non-UK nationals (UK nat.) 0.94 0.07 0.83 0.05 0.79 0.05 0.99 0.06 0.98 0.06 0.95 0.06 0.99 0.07 1.00 0.06
Ethnic group (White British)
White EU 0.83 0.08 0.95 0.08 0.93 0.09 0.78 0.07 0.95 0.09 0.86 0.08 0.91 0.10 0.80 0.07
White A8 1.78 0.25 1.86 0.19 1.74 0.16 1.29 0.10 1.45 0.12 1.35 0.11 1.22 0.11 1.51 0.12
Mixed 1.01 0.11 1.11 0.11 1.01 0.10 1.21 0.11 1.06 0.10 0.94 0.09 1.00 0.10 0.98 0.09
Black Caribbean 1.25 0.12 1.14 0.09 1.14 0.09 1.17 0.09 1.29 0.11 1.34 0.11 1.09 0.10 1.21 0.11
Indian 0.95 0.10 1.02 0.10 1.04 0.10 1.03 0.09 1.07 0.10 1.18 0.10 0.89 0.10 0.89 0.08
Pakistani 1.08 0.15 0.97 0.12 1.21 0.14 1.14 0.13 1.08 0.12 1.11 0.12 1.21 0.16 1.36 0.15
Bangladeshi 1.30 0.24 1.12 0.19 1.90 0.31 1.20 0.18 1.18 0.18 1.18 0.18 1.25 0.21 141 0.20
Black African and other black 1.85 0.17 2.13 0.17 2.00 0.16 1.92 0.15 1.87 0.15 2.35 0.19 1.68 0.14 1.53 0.12
Other 1.05 0.05 1.02 0.04 1.08 0.04 1.03 0.04 1.09 0.04 1.11 0.05 0.97 0.07 1.06 0.06
Religion (Christian)
Muslim 0.76 0.08 0.88 0.08 0.74 0.06 0.78 0.06 0.93 0.07 0.89 0.07 1.07 0.10 0.90 0.07
Hindu 1.02 0.12 0.95 0.10 0.82 0.09 0.93 0.09 0.79 0.08 0.75 0.07 1.10 0.14 1.00 0.09
Sikh 1.32 0.19 1.04 0.14 1.12 0.15 0.96 0.12 1.03 0.13 1.02 0.12 1.28 0.18 1.22 0.15
Jewish 0.80 0.13 0.67 0.09 0.64 0.09 0.71 0.09 0.86 0.12 0.87 0.12 0.65 0.11 0.54 0.08
Buddhist 1.18 0.19 1.33 0.18 1.16 0.16 1.26 0.15 1.13 0.15 1.13 0.15 1.09 0.18 1.11 0.14
Other religion 1.17 0.11 1.25 0.11 1.25 0.10 1.17 0.09 1.01 0.08 1.03 0.08 1.11 0.10 1.00 0.07
No religion 0.95 0.02 0.96 0.02 0.97 0.02 0.98 0.02 0.95 0.02 0.95 0.02 1.00 0.02 0.97 0.02
Age groups (35-49)
16-24 1.75 0.05 1.85 0.05 1.92 0.05 1.85 0.05 1.95 0.06 2.06 0.06 1.86 0.07 1.92 0.06
25-34 1.29 0.03 1.39 0.03 1.38 0.03 1.33 0.03 1.38 0.03 141 0.03 1.36 0.03 1.35 0.03
50-64 0.94 0.02 0.95 0.02 0.95 0.02 0.92 0.02 0.97 0.02 0.96 0.02 0.98 0.02 0.98 0.02
Year of arrival in the UK (Since 2004)
Never migrated 0.97 0.05 0.98 0.04 1.01 0.04 1.02 0.04 0.98 0.04 1.01 0.05 0.99 0.06 1.01 0.05
Before 1990 0.76 0.06 0.78 0.05 0.82 0.05 0.83 0.05 0.81 0.05 0.83 0.05 0.98 0.07 0.95 0.05
1990-2003 0.65 0.08 0.66 0.06 0.71 0.06 0.70 0.05 0.74 0.06 0.84 0.06 1.24 0.10 1.11 0.08
Country UK (England)
Wales 1.13 0.03 1.10 0.02 1.09 0.02 1.16 0.03 1.20 0.03 1.16 0.03 1.13 0.03 1.10 0.03
Scotland 1.52 0.03 1.43 0.03 1.39 0.03 1.46 0.03 1.43 0.03 1.40 0.03 1.38 0.04 1.26 0.03
London 0.91 0.03 0.96 0.03 0.96 0.03 0.96 0.02 0.91 0.02 0.90 0.02 0.89 0.03 0.94 0.03
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Table 5. continued.

2005 2006 2007 2008 2009 2010 2011 2012

Odds SD Odds SD Odds SD Odds SD Odds SD Odds SD Odds SD Odds SD

ratio Error ratio Error ratio Error ratio Error ratio Error ratio Error | ratio Error ratio Error
Public sector (private) 1.15 0.03 1.21 0.03 1.18 0.03 1.17 0.03 1.26 0.03 1.17 0.03 0.93 0.03 0.89 0.02
Temporary job (permanent) 1.45 0.03 1.58 0.03 1.55 0.03 1.57 0.03 1.61 0.03 1.66 0.03 1.53 0.04 1.53 0.03
Part-time (full-time) 1.13 0.04 1.16 0.04 1.20 0.04 1.06 0.04 1.11 0.04 1.24 0.04 1.06 0.04 1.10 0.04
Length of continuous employment 0.99 0.00 0.99 0.00 0.99 0.00 0.99 0.00 0.99 0.00 0.99 0.00 0.99 0.00 0.99 0.00
(in months)
Industry Sector main job
(distribution, hotels and restaurants)
Agriculture, forestry and fishing 1.54 0.14 1.60 0.14 1.36 0.12 1.50 0.13 2.02 0.21 1.80 0.19 1.60 0.20 1.84 0.20
Energy and water 1.08 0.08 1.21 0.08 1.17 0.07 1.05 0.07 1.30 0.07 1.13 0.06 1.06 0.07 1.11 0.06
Manufacturing 1.17 0.03 1.17 0.03 1.10 0.03 1.13 0.03 1.14 0.03 1.04 0.03 0.98 0.03 0.98 0.03
Construction 1.50 0.06 1.45 0.05 1.35 0.05 1.32 0.05 1.29 0.05 1.17 0.04 1.10 0.05 1.13 0.05
Transport and communication 1.41 0.05 1.43 0.05 1.40 0.05 1.40 0.05 1.16 0.04 1.08 0.04 0.98 0.04 0.95 0.03
Banking and finance 0.88 0.03 0.84 0.02 0.89 0.02 0.89 0.02 1.01 0.03 0.94 0.03 0.92 0.03 0.93 0.03
Public admin, education and health 1.09 0.03 1.06 0.03 1.12 0.03 1.12 0.03 1.11 0.03 1.08 0.03 0.81 0.03 0.82 0.02
Other services 1.26 0.05 1.22 0.04 1.25 0.05 1.22 0.05 1.07 0.04 1.09 0.04 1.06 0.05 1.03 0.04
N 103868 123699 120592 117002 108758 106661 75866 102489
Wald chi2(27) 2665.41 3395.02 3458.74 3199.59 3082.14 3299.04 2341.58 3222.98
Prob > chi2 0 0 0 0 0 0 0 0
Pseudo R2 0.0286 0.0304 0.0313 0.0295 0.0306 0.0345 0.0346 0.0365
Log pseudolikelihood -8575886 -1.4E+07 -1.4E+07 -1.4E+07 -1.4E+07 -1.4E+07 -1E+07 -1.4E+07

Note: Odds ratios in bold indicate significance levels at p<0.05

30




Notes:

! The Accession countries are Poland, Czech Republic, Estonia, Hungary, Latvia, Lithuania, Slovakia and
Slovenia.

2 All Census data used in this article have been obtained from the ONS (http://www.nomisweb.co.uk/) and the
Scottish census website www.scotlandscensus.gov.uk.

3 Northern Ireland (NI) is excluded from the analysis because of very small numbers of A8 migrants living in NI
and differences in ethnic group classification.

4 The nationality variable is chosen over the country of birth (COB) to identify A8 migrants, as the 2007 dataset
did not have all the value labels for the COB, thus making identification of the individuals investigated
impossible.

5> Covariates to enable comparison over eight years were limited and some relevant variables, such as English
language ability, which were only asked for in one dataset, cannot be included in the models.

¢ Several models were run to observe the effects of the predictor variables on the dependent variable, yet due to
space limitations these are not reported here. Including the employment sector variable, for example, has
improved the models overall and has reduced the likelihood of A8 migrants being classified as over-qualified,
yet as demonstrated in the final model, they still remain over-qualified for the years analysed in this article.
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