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FOREWORD

Ethnicity and Nationality in the Irish Labour Market: Evidence from the QNHS
Equality Module 2010 draws on the Central Statistics Office’s 2010 Quarterly
National Household Survey (QNHS), which collected data on ethnicity not usually
included in the standard QNHS and which also included a module on equality and
discrimination. This report examines objective measures of labour market outcomes
to assess whether there are disparities between immigrant and Irish participants. It
also examines people’s subjective interpretations of their involvement in the labour
market and draws on a dedicated series of questions about experiences of
discrimination when looking for work and when in the workplace.

The findings of this report show that immigrants do not fare as well as Irish nationals
in the Irish labour market. In addition, the results vary among immigrants according to
nationality and ethnicity. The ‘Black African’, ‘Ethnic Minority EU’ and ‘EU New
Member States’ groups fare worse than other national-ethnic groups in terms of both
objective outcomes and subjective experiences of discrimination. Black African
individuals experience the highest rate of unemployment and the lowest rates of
employment and labour force participation; this group also has the highest odds of
discrimination both in the workplace and when looking for work. Clearly there needs
to be a renewed focus on public policy to promote equality for immigrants and for
minority ethnic groups — both in the labour market and throughout society.

Authoritative evidence on the nature and extent of discrimination and inequality in
Ireland provides an essential foundation for the work of the Equality Authority. On
behalf of the Equality Authority | would like to thank the Central Statistics Office for
making this report possible by facilitating access to the data. | would also like to
record our particular thanks to the authors — Gillian Kingston, Philip O’Connell and
Elish Kelly of the Economic and Social Research Institute — for their expert report.
Thanks are also due to Laurence Bond, Head of Research at the Equality Authority,
for his support to this project.

Renée Dempsey
Chief Executive Officer
The Equality Authority
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EXECUTIVE SUMMARY

Ireland experienced significant inward migration between the mid-1990s and 2007,
during a period of rapid economic growth. Although the inflow has declined since the
onset of the economic crisis, significant numbers of immigrants remain in Irish society
and in the labour force. In other countries, immigrants have been found to lag
significantly behind natives in terms of employment, wages and other indicators of
integration (see, for example, Causa and Jean, 2007), giving rise to concerns about
possible exploitation and discrimination in the workplace and in access to work.

This study draws on a special Equality Module of the 2010 Quarterly National
Household Survey (QNHS). The module collected data on respondents’ experiences
of discrimination, which, when matched with the regular QNHS data, offer a rich
source of information to examine patterns of discrimination in lIrish society. The
present study focuses on the experiences of immigrants in the Irish labour market,
while a parallel study, also based on the QNHS Equality Module, focuses more
broadly on discrimination across a wide range of domains (McGinnity, Watson and
Kingston, 2012).

In this study we address two related questions. First, do immigrants in Ireland face
less favourable prospects than the native-born population in the labour market? Here
we examine objective measures of labour market outcomes to assess whether there
are disparities between immigrant and native Irish participants in the labour market.
We focus in particular on access to employment, on the risk of unemployment, on the
quality of occupations attained and on earnings from work. Second, do immigrants
report higher levels of discrimination in the labour market? This focuses on people’s
subjective interpretations of their involvement in the labour market and draws on a
dedicated series of questions about experiences of discrimination when looking for
work and when in the workplace.

We also examine differences in both objective outcomes and subjective experiences
for different groups of immigrants, looking in particular at variations between different
national-ethnic groups.

An Equality Module of the QNHS was also collected in 2004, which allows us to
compare the experiences of immigrants in the Irish labour market during the boom
with those during the recession.

Differences in Employment and Unemployment

In many other countries, immigrants have been found to experience difficulties in the
labour market and to have higher unemployment rates than the indigenous
population (Causa and Jean, 2007; OECD, 2007b). Previous research confirms that
similar patterns occur in Ireland, with non-Irish nationals showing lower average
employment rates and higher unemployment rates than Irish nationals (Barrett and
Duffy, 2008; O’Connell and McGinnity, 2008).

This study reveals important differences in the labour market experiences of different
national-ethnic groups. Black African, Asian, Ethnic Minority EU, White UK and White
non-EU individuals all have lower chances of employment than White Irish nationals,
after controling for a range of potentially influential socio-demographic
characteristics. Black African immigrants have much higher rates of unemployment,

Ethnicity and Nationality in the Irish Labour Market iX



and White immigrants from the UK and from the newer EU member states (EU NMS)
have somewhat higher rates of unemployment, than White Irish nationals.

Despite a significant increase in unemployment since the 2004 Equality Module was
conducted, we find that there has been no change over time in the relative risks of
unemployment between the different national-ethnic groups. We do, however, find
some changes over time in relation to employment, particularly in relation to Black
African individuals, who were less likely to be employed than White Irish in both 2004
and 2010, although the size of the negative effect had reduced by 2010.

In relation to subjective discrimination, we find that approximately 5 per cent of White
Irish nationals report having experienced discrimination while looking for work and a
similar proportion report discrimination in the workplace over the previous two years.
Members of the Black African group are seven times more likely than those of the
White Irish group to report experiencing discrimination when looking for work; the
Ethnic Minority EU group also report a higher rate of discrimination when looking for
employment. This is the case even when we control for differences in gender, age
and education between the groups. It demonstrates that the differences in reported
discrimination are not fully explained by differences in human capital endowments
and personal characteristics.

Migrants who arrived in Ireland during the recession (i.e. in or after 2008) are more
likely to report experiencing discrimination when looking for work. We also find that
people in the 55-59 age group are more than twice as likely to report discrimination
when looking for work, when compared with the reference category, aged 20 to 24
years. Respondents with third-level education are also more likely to report
experiencing discrimination when looking for work.

We find little evidence of change between 2004 and 2010 in reports of experiencing
discrimination when looking for work. White non-EU individuals were less likely to
report experiencing discrimination in 2010, compared with 2004, but this could be
due to changes in the composition of this group following EU enlargement in 2004.

Differences in Experiences at Work

Our analysis of differential treatment at work focused on two specific labour market
outcomes: working in managerial or professional occupations; and membership of a
high earnings group, i.e. earning in excess of €732 per week, net of taxes and social
insurance contributions.

We find that individuals in the Black African, White EU NMS, Asian and Ethnic
Minority EU groups are less likely than White Irish individuals to be in the most
privleged occupations. These national-ethnic group patterns in occupational
attainment, by and large, do not appear to have been affected by the recession.

We find that Black African and White EU NMS individuals are less likely than White
Irish individuals to be high earners. In the absence of earnings information in the
2004 survey, it was not possible to investigate whether earnings patterns have
changed over time.

Our analysis of discrimination in the workplace shows that there are large differences
between national-ethnic groups in reported rates of discrimination. All national-ethnic
groups, apart from the White UK and White EU-13 groups, report significant rates of
discrimination in the workplace. Black African respondents are almost seven times
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more likely than White Irish respondents to report experiencing discrimination in the
workplace.

Policy Implications

This report shows that immigrants do not fare as well as Irish nationals in the Irish
labour market, and that the results vary according to nationality and ethnicity. It is
important that these disparities between Irish nationals and immigrants are
acknowledged, and that suitable policy is implemented to enable immigrants to
integrate into the Irish labour market.

Immigrants are among those most likely to be affected by the worsening of labour
market conditions because they tend to be concentrated in industries that are more
sensitive to such fluctuations. Experience of previous economic downturns indicates
that the impact on immigrants’ labour market outcomes may be long-lasting. It is vital
that Ireland ensures equal employment opportunities for immigrants so that these
gaps do not remain. In general then, our findings on the experiences of immigrants
suggest the need for planned public policy to promote integration of immigrants,
particularly in the labour market.

Black African, Ethnic Minority EU and EU NMS groups fare worse than other
national-ethnic groups in terms of both objective outcomes and subjective
experiences of discrimination. Black African individuals experience the highest rate of
unemployment and the lowest rates of employment and labour force participation;
this group also has the highest odds of subjective discrimination both in the
workplace and when looking for work.

In the context of deep recession and high unemployment, it is important that
programmes are implemented to ensure that vulnerable national-ethnic groups are
integrated, particularly refugees who have been excluded from the labour market for
an extended period of time. Targeted labour market and education programmes
should concentrate on providing equal employment opportunities and on offering
retraining and education. Such programmes are vital to ensure that immigrants have
an equal chance to participate in the labour market.

We also find that discrimination is more widespread in the workplace than when
looking for work, and that those national-ethnic groups reporting higher rates of
discrimination in the workplace — including Black African, Ethnic Minority EU, Asian
and EU NMS groups — are also less likely than White Irish nationals to work in
professional and managerial occupations. This indicates an inefficient use of
available human resources, and represents a failure on both efficiency and equity
grounds. Part of the problem may be employer difficulty in recognising foreign
educational qualifications, suggesting the utility of state assistance to employers in
translating educational qualifications into their Irish equivalents. There may also be
some value in policies to ensure that immigrants are fully informed about their rights
under Irish law, particularly in relation to the labour market.
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1 INTRODUCTION

1.1 Introduction

Ireland, historically a country of substantial net emigration, experienced significant
inward migration between the mid-1990s and 2007, during a period of rapid growth in
the economy and in employment. While the inflow has declined since the onset of the
economic crisis, significant numbers of immigrants remain in Irish society and in the
labour force. In other countries, immigrants have been found to lag significantly
behind natives in terms of employment, wages and other indicators of integration
(see, for example, Causa and Jean, 2007; OECD, 2007b), giving rise to concerns
about possible exploitation and discrimination in the workplace and in access to
work. Previous research in Ireland suggests that these concerns are well founded:
immigrants fare less well than Irish nationals in the labour market (see, for example,
O’Connell and McGinnity, 2008; Barrett, McGuinness and O’Brien, 2012).

Measures such as the Employment Equality Acts 1998-2007, the Equal Status Acts
2000-2004 and the Equality Act 2004 provide significant protection for immigrants in
the labour market and in accessing goods and services. It is recognised that equality
of access to employment, and equal conditions of employment, are essential to
underpin a well-functioning labour market. Discrimination generates social cleavages
and undermines labour market standards. It is also bad for business as it leads to
inefficient allocation of labour and can generate reputational damage for
discriminating firms. Moreover, discrimination is fundamentally incompatible with the
values and principles of a democratic society.

This study draws on a special Equality Module of the 2010 Quarterly National
Household Survey (QNHS). The module collected data on respondents’ experiences
of discrimination, which, when matched with the regular QNHS data, offer a rich
source of information to examine patterns of discrimination in Irish society. The
present study focuses on the experiences of immigrants in the labour market, while a
parallel study, also based on the QNHS Equality Module, focuses more broadly on
discrimination across a wide range of domains (McGinnity, Watson and Kingston,
2012).

In this study we address two related questions. First, do immigrants face less
favourable prospects than Irish nationals in the Irish labour market, as has been
found to obtain in the past in Ireland (O’Connell and McGinnity, 2008) and in other
countries? Here we examine objective measures of labour market outcomes to
assess whether there are disparities between immigrants and native Irish participants
in the labour market. We focus on access to employment, on unemployment, on the
quality of occupations attained and on earnings from work. Second, do immigrants
report higher levels of discrimination in the labour market? Here we focus on people’s
subjective interpretations of their experiences in the labour market and draw on a
dedicated series of questions about experiences of discrimination when looking for
work and when in the workplace.

We also examine differences in both objective outcomes and subjective experiences
for different groups of immigrants, looking in particular at variations between different
national or ethnic groups.

An Equality Module of the QNHS was also collected in 2004, which allows us to

compare the experiences of immigrants in the labour market during the boom with
those during the recession.

Ethnicity and Nationality in the Irish Labour Market 1



1.2 Migration Flows

Gross inward migration increased from between 20,000 and 25,000 people per
annum in the late 1980s to over 150,000 in the twelve months to April 2007, before
declining with the deterioration in the labour market to 42,000 in the year to April
2010 and then increasing somewhat to about 53,000 in both twelve-month periods to
April 2011 and April 2012. Gross outward migration declined from a peak of 71,000 in
1989 to 25,000 in 1997, and remained below 30,000 for most of the period until 2006.
As a result, net migration was positive, contributing to an increasing population from
1996 to 2009. Substantial gross outflows in recent years, reaching 87,000 in the year
to April 2012, have resulted in negative net migration of around 30,000 per annum
since 2010 (see Figure 1.1).

Figure 1.1: Gross and Net Migration Flows, 1987-2011
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Source: CSO, Population and Migration Estimates, various years.

The years following European Union enlargement in 2004 saw a marked shift in the
composition of the immigrant inflow, which had implications for the characteristics of
immigrants in Irish society. There was a substantial increase in the inflow of people
from the ten countries that joined the EU in 2004, and the two countries that joined
in 2007.2 The inflow of people from these new member states (NMS)? increased from
34,000 in 2004 to 85,000 in 2007, at which point they accounted for about half the
total immigrant inflow.

! Cyprus, Czech Republic, Estonia, Hungary, Latvia, Lithuania, Malta, Poland, Slovakia and Slovenia.

2 Bulgaria and Romania

% In this report we refer to the group of post-enlargement countries as EU new member states (NMS).
Where we refer to the ‘EU-13’, we mean the group of pre-enlargement member states (excluding Ireland
and the UK) — Austria, Belgium, Denmark, Finland, France, Germany, Greece, ltaly, Luxembourg,
Netherlands, Portugal, Spain and Sweden.
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In contrast, inflows from non-EU countries have dropped steadily since 2004. The
modest decline from 25,000 in 2003 to 19,000 in 2007 reflected, for the most part,
the Irish policy of seeking to meet labour needs from within the enlarged EU. The
subsequent decline in the numbers from the rest of the world, to a low of 6,000 in
2010, reflects the Irish labour market crisis, although inflows recovered somewhat
during 2011 and 2012. The number of immigrants from the EU NMS fell to about
9,300 in 2010 and increased slightly to just over 10,000 in 2011 and 2012 (see Table 1.1).

Table 1.1: Estimated Immigration by Nationality, 20002012

Irish UK EU-13 EUNMS  Non-EU Total
12 months to: 1,000s

2000 24.8 8.4 8.2 0.0 11.1 52.6
2004 16.7 7.4 13.3 0.0 21.1 58.5
2005 18.5 8.9 9.3 34.1 13.7 84.6
2006 18.9 9.9 12.7 49.9 16.4 107.8
2007 30.7 43 11.8 85.3 19.0 151.1
2008 23.8 6.8 9.6 54.7 18.6 113.5
2009 23.0 3.9 11.5 21.1 14.1 73.7
2010 17.9 2.5 6.2 9.3 6.0 41.8
2011 19.6 41 7.1 10.1 12.4 53.3
2012" 20.6 2.2 7.2 10.4 12.4 52.7
12 months to: %

2000 47.1 16.0 15.6 0.0 21.1 100
2004 28.5 12.6 22.7 0.0 36.1 100
2007 20.3 2.8 7.8 56.4 12.6 100
2008 21 6 8.6 48.2 16.4 100
2009 31.2 5.3 15.6 28.6 19.1 100
2010 42.8 6 14.8 22.2 14.4 100
2011" 36.8 7.7 13.3 18.9 23.3 100
2012° 39.1 4.2 13.7 19.7 23.5 100

Source: CSO, Population and Migration Estimates, various years.
Note: ~ Preliminary.

1.3 Immigrants in Irish Society

Data from the CSO'’s Population and Migration Estimates indicate that the number of
non-Irish nationals in the population increased from 430,600 in 2006 to 575,600 in
2008, before falling to 560,000 in 2010 and to 550,400 in 2012 (see Table 1.2). The
share of non-lrish nationals thus increased from less than 6 per cent of the
population in 2002 to almost 13 per cent in 2008 before falling to 12 per cent in 2010.

Over 400,000 people living in Ireland in 2010 were nationals of other EU countries,
representing almost 9 per cent of the total population and over 70 per cent of all non-
Irish nationals. This is an important dimension of immigration to Ireland, since EU
nationals enjoy a bundle of economic and social rights that in many respects
approximate those of Irish citizens. These rights are significant for the integration of
immigrants into Irish society in general and the labour market in particular. The
fastest growing group has been from the EU NMS: from 132,500 people in 2006 (3
per cent of the total population) to 233,000 in 2010 (5 per cent).

Ethnicity and Nationality in the Irish Labour Market 3



Growth in the numbers of immigrants from outside the EU has been quite modest:
increasing from 138,800 in 2006 to 162,500 in 2012.

Table 1.2: Total Population by Nationality, 2006—2012

2006 2008 2010 2012
1,000s
Irish 3,802.4 3,909.5 3,994.7 4,035.0
UK 115.5 117.9 115.9 113.0
EU-13 43.8 50.8 52.4 45,5
EU NMS 132.5 247.7 233.0 229.4
Non-EU 138.8 159.2 158.7 162.5
Total Population 4,232.9 4,485.1 4,554.8 4,585.4
Total Non-Irish 430.6 575.6 560.0 550.4
%

% Non-Irish 10.2 12.8 12.3 12.0

Source: CSO, Population and Migration Estimates, April 2012.

1.4 Immigrants in the Irish Labour Market

Table 1.3 tracks the trends in employment by nationality since 2004. Given that
supply and demand in the labour market are influenced by seasonality, we focus on
the fourth quarter of each year so as to compare like with like.*

The role of immigrants in meeting the demand for labour in the booming Irish
economy between 2004 and 2007 is clearly evident. The number of non-lrish
nationals in employment increased from 164,400 at the end of 2004 to 341,500 at the
end of 2007, at the peak of employment and immigration. This represented a very
rapid increase, from less than 9 per cent to almost 16 per cent of total employment,
between 2004 and 2007. Over that three-year period the total number of non-Irish
nationals in employment more than doubled. The growth in numbers from the EU
NMS was particularly strong: over 300 per cent.

After 2007, however, immigrants began to lose ground in the Irish labour market.
Total employment fell by over 14 per cent between the end of 2007 and the end of
2011. While employment among Irish nationals fell by 13 per cent, it fell by 21 per
cent among non-Irish nationals. Non-Irish nationals accounted for 16 per cent of total
employment in 2007; this share had fallen below 15 per cent by the end of 2011. The
biggest contraction in employment among non-Irish nationals took place among the
EU NMS group, with employment falling by 27 per cent between 2007 and 2011.
Employment among UK nationals also fell sharply, by 21 per cent, during this period.
The largest employment losses occurred in construction, in the wholesale and retail
trade, and in accommodation and food services; these sectors had expanded
substantially, and with large increases in migrant labour, during the boom
years.

* Revised estimates of population and migration by nationality for 2007 to 2011 were published (CSO,
2012b) in line with the results of the 2011 Census. The population estimate for 2011 was revised
upwards by 90,600, with smaller adjustments for 2007 to 2010. Immigration estimates were also revised
upwards. Revised estimates of labour force data for the adult population (over 15 years) were published
in late 2012 (CSO, 2012c).
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Table 1.3: Employment by Nationality, 2004-2011

2004 2007 2010 2011 2004-2007 2007-2011
Q4 Q4 Q4 Q4
1,000s % change
Irish 1,7351 1,8145 1,586.0 1,577.9 4.6 -13.0
Non-Irish 164.4 341.5 271.3 269.7 107.7 -21.0
of which:
UK 43.6 56.8 48.3 44.6 30.3 -21.5
EU-13 27.3 32.4 30.6 29.6 18.7 -8.6
EU NMS 40.9 171.3 124.2 124.3 318.8 -27.4
Other 52.6 81.0 68.2 71.3 54.0 -12.0
Total Persons 1,899.5 2,156.0 1,857.3 1,847.7 13.5 -14.3
%
Non-Irish 8.7 15.8 14.6 14.6

Source: CSO, Quarterly National Household Survey, various years.

The national unemployment rate increased from about 4 per cent of the labour force
in the first quarter of 2007 to almost 15 per cent in the third quarter of 2012.
Unemployment increased by 220,000 people overall, and by 185,000 among Irish
nationals and 36,000 among non-Irish nationals. As the recession deepened, the gap
in unemployment rates grew wider between Irish and non-Irish nationals (see Figure
1.2).

Figure 1.2: Unemployment Rates, Irish and Non-Irish Nationality, 2004—2012
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Source: CSO, Quarterly National Household Survey, various years.

At the end of 2007 the unemployment rate among Irish nationals was 4.4 per cent,
compared with 5.8 per cent among non-Irish nationals: a gap of less than 1.5 per
cent. Following substantial job losses in late 2008 and early 2009, the unemployment
rate among non-Irish nationals was 15 per cent in the first quarter of 2009, 5 per cent
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higher than the unemployment rate among Irish nationals. Unemployment continued
to grow through 2012, although the gap between Irish and non-Irish nationals
declined somewhat, and in the third quarter of 2012, the unemployment rate was
17.7 per cent among non-Irish nationals and 14.5 per cent among Irish nationals (see
Table 1.4).

Table 1.4: Unemployment Numbers and Rates by Nationality, 2007 and 2012

2007 2012
Q1 Q3

1,000s % Rate 1,000s % Rate

Irish Nationals 79.3 4.2 265.1 145

Non-Irish Nationals 21.5 6.4 57.9 17.7
of which:

UK 3.3* 5.4 11.7 20.6

EU-13 2.6* 7.6 3.2* 9.8

EU NMS 9.3 5.8 29.1 19.0

Other 6.2 7.6 13.7 16.3

Total Persons 100.7 4.6 323.0 15.0

Source: CSO, QNHS Release: Time Series Tables, Quarter 3, 2012, available online at www.cso.ie.
Note: * estimated.

In late 2012 UK nationals had the highest unemployment rate at over 20 per cent,
followed closely by nationals of the EU NMS at 19 per cent. The unemployment rate
among nationals of the EU-13 was below 10 per cent (4.5 per cent lower than among
Irish nationals and 8 per cent lower than other non-Irish nationals).

Previous accounts of the impact of the recession, based on then-available QNHS
data, suggested that substantial job losses among non-Irish nationals were followed
by a marked contraction in the immigrant population, indicating that much of the
reaction to job losses by immigrants was to emigrate (Barrett and Kelly, 2012;
McGinnity et al., 2012). Following Census 2011, the revised QNHS data suggest a
very different interpretation in which more modest job losses were followed by higher
unemployment and economic inactivity, and limited out-migration. Thus, for example,
over the four-year period between the second quarters of 2008 and 2012, the revised
QNHS data show that for non-lrish nationals, employment fell by 75,000,
unemployment increased by 31,000, inactivity rose by 18,000 and the population
contracted by 26,000. The recession appears to have resulted in markedly higher
rates of unemployment among non-Irish nationals than among Irish nationals, as
noted in previous accounts of the impact of the recession, and an increase in
inactivity, but not a significant surge in outward migration.

1.5 Non-EU Nationals

In general, nationals of the European Economic Area (EEA), which includes citizens
of the EU, Norway, Iceland and Liechtenstein, do not require employment permits in
order to take up employment in Ireland. The principal exception to this relates to
Bulgaria and Romania. Although both countries joined the EU in 2007, their citizens
were not accorded employment rights in Ireland. In most cases, Bulgarian and
Romanian nationals must hold an employment permit to access the labour market at
first instance.
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The employment permits system, which governs employment of all non-EEA
nationals, is employer-based and the employer must obtain the permit prior to the
entry of the employee into the state. As Table 1.5 shows, the number of permits
issued increased rapidly from just over 4,400 in 1995 to nearly 50,000 in 2003.
Following EU enlargement in 2004, and the implementation of the new policy of
meeting most Irish labour market demand from within the EU, the number of permits
dropped steadily. The decline was particularly dramatic with the onset of the
recession. The most marked fall occurred from 2007 to 2009 in respect of both new
permits issued and renewals of existing permits (see Table 1.5).

Table 1.5: Employment Permits Issued and Renewed, 1995-2010

Year New Permits Permits Permits Issued
Issued Renewed (including Group
Permits)
1995 2,563 1,646 4,409
2000 16,712 2,246 19,256
2003 24,073 25,111 49,744
2004 2,894 23,347 26,241
2007 9,943 13,166 23,109
2009 3,832 3,842 7,674
2010 3,541 3,935 7,476

Source: Derived from data supplied by the Department of Jobs, Enterprise and Innovation.

Notes: Data for the period 2000—-2006 includes work authorisations and visas. Data may differ from
published figures as per Department of Jobs, Enterprise and Innovation website: www.deji.ie.

A number of changes to the employment permits system were introduced in 2009 in
response to the recession (O’Connell, Joyce and Finn, 2012). Most changes entailed
increased restrictions on entry to the Irish labour market, including increased fees for
employment permits and revised eligibility requirements. Eligibility requirements for
employment permits under the Spousal/Dependent Scheme were also tightened and
the labour market needs test was reintroduced. This latter regulation requires that all
vacancies for which an application for a permit is made must be advertised with the
FAS/EURES employment network for at least eight weeks, in addition to local and
national newspapers for six days.

Most of the revisions to the employment permits system increased restrictions on the
access of non-EEA nationals to the lIrish labour market; however, reforms were
introduced in 2009 and 2010 to allow individuals who had been working in Ireland
with a permit for at least five years and who had been made redundant to remain in
Ireland for a six-month ‘grace period’ during which they may seek alternative work
without a labour market needs test being applied.

The employment permits system means that most non-EU citizens (and Bulgarians
and Romanians) operate under a distinct set of regulations in the Irish labour market,
with the result that we may expect their experience of the labour market, and indeed
of the recession, to be distinctive. As such, they are likely to be more exposed to less
favourable treatment, and face greater risk of unemployment or under-employment.
They are more likely than (other) EU nationals to experience discrimination.
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1.6 Outline of the Report

Chapter 2 reviews the Irish and international research on labour market inequalities
and discrimination among migrant workers. It also examines measurement issues in
relation to discrimination.

Chapter 3 describes the special Equality Module of the 2010 QNHS, which provides
the empirical basis for this study, and also outlines the national-ethnic groups used in
the analysis.

Chapter 4 focuses on objective indicators of employment outcomes and in particular
on disparities between migrants and natives in employment and unemployment
rates, as well as in occupational attainment.

Chapter 5 shifts the focus to subjective indicators of discrimination, as experienced
when looking for work as well as when in the workplace.

In both Chapters 4 and 5 we examine changes over time in patterns of disparity and
discrimination by drawing on the 2004 QNHS Equality Module.

Chapter 6 presents conclusions and implications of the study.
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2 INEQUALITY AND DISCRIMINATION IN THE IRISH
LABOUR MARKET

2.1 Defining and Measuring Discrimination

Discrimination is commonly understood as differential treatment on the basis of group
membership that unfairly disadvantages a group (Russell et al., 2008). Discrimination
is not an objectively defined criterion but one that has its roots in historical and
present-day inequalities and societal norms (Al Ramiah et al., 2010).

Employment equality is an issue of continued importance in Ireland and
internationally. In the context of increasing diversity, there is now a significant body of
evidence of discrimination and inequality in the Irish labour market on the grounds of
nationality/ethnicity (Bond, McGinnity and Russell, 2010). The Employment Equality
Acts 1998-2011 promote equality and prohibit discrimination (with some exceptions)
on nine distinct grounds. These grounds are: gender, civil status, family status, age,
disability, race, sexual orientation, religious belief and membership of the Traveller
community. The aspects of employment covered include: advertising, equal pay,
access to employment, vocational training and work experience, terms and
conditions of employment, promotion or re-grading, classification of posts, dismissal
and collective agreements.

Discrimination on the grounds of ‘race' is defined in the legislation as the treatment of
a person in a less favourable way than another person is, has been or would be
treated in a comparable situation because they are of different race, colour,
nationality or ethnic or national origins. In a simple definition, racial discrimination
refers to unequal treatment of persons or groups on the basis of their race or
ethnicity.

Measuring discrimination poses considerable challenges to researchers, as
discriminatory behaviour is rarely observed directly (Blank, Dabady and Citro, 2004).
There are various methods used to measure discrimination; however, there is no
single approach to measurement that covers all facets of discrimination. Methods
commonly used to measure discrimination include: field experiments, studies of
perceptions, surveys, interviews, observational experiments, laboratory experiments
and statistical analyses of data. Darity and Mason (1998) suggest analysis of court
cases as another method of assessing discrimination. There are various pros and
cons to each type of measurement and there is no stand-alone measurement that
offers a definitive assessment of discrimination.

Despite their various complexities, field experiments can be the most effective
approach to measuring discrimination in real-world contexts (Centeno and Newman,
2010). The field experiment can be said to be an all-encompassing approach as it
relies on real contexts (such as actual job searches, health care and outcomes,
house-hunting activities) for measuring outcomes (Pager, 2007).

McGinnity et al. (2009) conducted the first field experiment measuring discrimination
in Ireland. They tested discrimination in recruitment. The premise of the experiment
was simple: two individuals who are identical on all relevant characteristics, other
than their name, apply for the same jobs. Responses are carefully recorded, and
discrimination or the lack thereof is then measured as the extent to which one
applicant is invited to interview relative to the other applicant. The experiment tested
for any differences in responses to the minority candidates and the Irish candidates,
and for any variation in the extent of discrimination between the minority groups.
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Discrimination against three minority groups was measured: Africans, Asians and
Europeans (Germans). The research also tested whether discrimination varies
across the labour market. Occupations were chosen that required written applications
(sending CVs) and that had many vacancies, in order to generate enough responses
to ensure that all observations were systematic. To avoid detection, the CVs issued
were not identical, but all relevant personal and employment characteristics other
than national or ethnic origin were matched: age (young adults), gender (male for
accountancy jobs, female for lower administration and retail sales), education (in
Ireland), previous labour market experience (in Ireland) and additional skills.

The experiment found that candidates with Irish names were over twice as likely to
be invited to interview for advertised jobs as candidates with identifiably non-Irish
names, even when both had submitted similar and comparable CVs. The research
did not find significant differences in the degree of discrimination faced by candidates
with Asian, African or German names; all three groups were around half as likely to
be invited to interview as Irish candidates. The results indicated strong discrimination
against minority candidates, and this applied broadly across all sectors and
occupations tested. The discrimination rate did not vary within the period of testing.
The extent of discrimination observed in this experiment demonstrates that equality
does not exist for minorities in terms of access to the labour market. Observations
show that individuals with minority backgrounds do not have equal access to
employment in the Irish labour market.

Other research methods can be extremely effective at measuring discrimination.
When measuring discrimination using representative surveys, the two principal
methods used are subjective indicators of discrimination and the statistical analysis
of observational data. We discuss these methods in detail below and review their use
in other research. First, we consider studies that measure and analyse subjective
discrimination, both in Ireland and abroad. Then we discuss objective discrimination
and review literature available on inequality and objective disadvantage.

2.2 Subjective Discrimination

Subjective discrimination is self-reported discrimination; the discrimination is not
measured directly, but is perceived by the victim (Blank, Dabady and Citro, 2004).

Survey data can be extremely informative by providing a portrait of group differences,
in a wide variety of settings and domains, and allowing analysis of change over time.
The primary strengths of this methodology are its breadth and the representative
nature of the results (Russell et al., 2010). Survey data do not provide direct
observations of actual discrimination, but they can measure reported experiences,
perceptions and attitudes that involve discrimination (Blank, Dabady and Citro, 2004).
Self-reports are explicit measures of prejudice; these measures presume that the
participants involved in the research are conscious of their evalu