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A B S T R A C T  A R T I C L E   I N F O  

The aim of this paper is to answer the question of what factors lead to an increase in 

perceived discrimination in the workplace among highly educated Latvian women 

abroad. Although highly educated migrant women are privileged with regard to 

education nonetheless they face discrimination lower wages inferior working conditions 

de-skilling and brain waste while working abroad. Based on the discussion on the 

relationship between sociocultural integration and discriminatory practices or perceived 

discrimination and two competing theoretical propositions regarding the effects of 

integration on perceptions and experiences of discrimination the article tests if 

attachment to the host country is related to perceived discrimination at work. The data 

source used for the analysis is a subsample of a quantitative survey of Latvian 

emigrants. The subsample (n = 2332) includes Latvian women with a tertiary education 

who are first-generation emigrants from Latvia and who were working at the time of the 

survey. Results from binary logistic regression analyses reveal that a low attachment to 

the host country financial difficulties coping with daily expenses problems with 

recognition of an education certificate and lack of a written contract with the employer 

increase the likelihood of highly educated Latvian women abroad to claim unfair 

treatment in the workplace. 

  

Keywords:  
perceived discrimination; highly 

skilled women; labor migration; 

Latvia 

 

  

 

 

 

 

Article History:  

 

© 2020 The authors. Published by CADDO GAP Press USA. This is an open access article under the Creative Commons AttributionNonCommercial 4.0 

 

 

1. INTRODUCTION 

The migration of highly skilled women is a growing migration-related phenomenon in many countries. For 

example between 2000 and 2011 the number of tertiary-educated migrant women in OECD countries rose by 

80% (IOM/OECD2014). Over the years the body of knowledge on highly skilled migrant women has increased 

(Triandafyllidou and Isaakyan2016). However emigration of highly skilled women from Eastern Europe and 

particularly from Latvia is under-researched with a few exceptions. Despite the apparent advantages enjoyed by 

highly educated migrants especially among intra-EU highly skilled migrants they also face the challenge of inter-

cultural adaptation. Not only low-skilled but also highly skilled migrants experience multiple social positionings 

in their countries of origin and in host countries which translates into various gender- and class-based privileges 

and forms of discrimination (Bailey and Mulder2017). Gender discrimination and ethnic discrimination or a 

combination of these factors delay full integration of immigrants. Although the gendered nature of migration has 

not been ignored in labor studies the gendered dimensions of perceived discrimination have not yet been 

explored in detail especially in the context of Latvian migrants. To fill the gap this study focuses on the 

perceived discrimination of highly educated Latvian women abroad. The research question of the study is: what 

factors lead to an increase in perceived discrimination in the workplace among highly educated Latvian women 

abroad? Based on a quantitative analysis of survey data this paper examines different background indicators 

migrants‟ economic integration factors and attachment to the host country and their relation to perceived 

discrimination at work. The term “perceived discrimination” has been used throughout the paper to refer to a 

situation where an individual believes that she has been treated unfairly at her workplace. This study does not 

analyze actual employment discrimination of Latvian emigrant women but focuses on individuals‟ subjective 

perceptions of employment discrimination (Andriessen et al.2014). 

Although highly educated migrant women are privileged with regard to education their integration into the 

labor market is nonetheless shaped by gender norms and ethnically affected labor-market conditions (Grigoleit-
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Richter2017). They face discrimination lower wages inferior working conditions de-skilling and brain waste 

while working abroad. For example employed highly skilled immigrants are almost twice as likely to be 

overqualified for their job as their native peers (OECD/EU2015). However sometimes immigrants initially do 

not perceive different practices as discriminatory because their socio-economic opportunities in the host country 

are better than those in their countries of origin (Waters and Kasinitz2013). 

Taking into account that migration patterns from Eastern European countries like Poland Lithuania and 

Latvia are somewhat similar (Grzymała-Kazłowska2013) the analysis contributes to the gendered perspective of 

post-accession migration studies and the issues of discrimination. In this context it is important to note that low 

levels of discrimination in destination countries are a significant pull factor as women tend to migrate to 

countries where they can enjoy greater freedom and rights (Ferrant and Tuccio2015). 

In most studies perceived discrimination has been studied from the host-country perspective (Portes et 

al.1980;Aguirre et al.1989;Brüss2008;Estrada et al.2008;Vancluysen and Van Craen2010). A sending-country 

perspective on perceived discrimination has been neglected and is under-researched. One of the few studies on 

discrimination against Latvian migrant workers abroad (Tabuns2019) indicates that 35% of Latvian migrant 

workers have encountered some form of discrimination or unfair treatment in their workplace. The most 

common form of unfair treatment is an unfair salary: 18% have reported that they have been paid less than 

workers from the host nation for similar work. This study also reports that skilled and unskilled workers as 

opposed to managers and professionals are more likely to face discrimination at work. At the same time the 

findings of this study are in line with previous findings (Mierin a2016) that Latvian emigrants evaluate the 

attitude of employers abroad as being better than that of employers in Latvia where they face unfair treatment 

even more often. However in his study Tabuns(2019) does not touch upon the relationship between migrants‟ 

perceived discrimination and their integration in the host country and other factors. 

The data source used for the analysis is a quantitative survey of Latvian emigrants organized from August 

to October 2014. For the purposes of analysis a subsample of highly skilled Latvian women has been developed 

based on interpretation that highly skilled migrant is a migrant with a tertiary education. This subsample (n = 

2332) includes only those Latvian women with a tertiary education who are first-generation emigrants from 

Latvia and who were working at the time of the survey. The exploratory study on subjective perceptions of 

employment discrimination aims to broaden the understanding of when discrimination is likely to occur. This is 

important in order to formulate relevant recommendations for anti-discrimination policy. 

The article begins with a literature review of previous studies about the gendered nature of migration 

perceived discrimination and integration into the host society. Section3 of the paper reports on the contemporary 

migration trends of Latvians the survey data methods and analytical strategy used. After presenting the results of 

the analysis the article closes with a discussion of the main results and conclusions. 

 

2. LITERATURE REVIEW 

Studies of discrimination of migrants that refer to the relationship between sociocultural integration and 

discriminatory practices or perceived discrimination offer different theoretical perspectives (Portes et 

al.1980;Aguirre et al.1989;Estrada et al.2008; Vancluysen and Van Craen2010). 

One of the early theories that examined the relationship between assimilation and discrimination is the 

assimilation theory of Gordon(1964). He argued that there are several stages of assimilation and that the last 

stages are absence of prejudice absence of discrimination and absence of value and power conflict.Gordon(1964) 

and other followers of the assimilation theory had assumed that as members of minority ethnic groups assimilate 

into the dominant group they perceive and experience lower degrees of discrimination directed against them 

from the majority. 

Another theory is advocated by Portes et al.(1980) who suggest and argue the opposite: the more ethnic 

minorities integrate the greater their perception of unequal treatment. In their study of Cuban and Mexican 

immigrants in the United States they have tested two hypotheses based on competing perspectives of the 

assimilation theory and the conflict consciousness theory and found more support for the conflict consciousness 

theory. Their findings suggest that the better immigrants understand the host-country language and the more they 

endorse its values the more skeptical they are of the realities of that society and of their actual condition within it 

(Portes et al.1980 p. 220). 

Based on the discussion on the relationship between sociocultural integration and discriminatory practices 

or perceived discrimination and two competing theoretical propositions regarding the effects of integration on 

perceptions and experiences of discrimination the following hypothesis will be tested during data analysis The 

more migrants feel attached to the host society the less discrimination they will perceive. Additionally vice versa: 

those migrants who feel less attached to the host society will be more likely to report perceived discrimination. 

The possibilities to correctly test the conflict consciousness theory is somewhat limited in this article because of 
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data availability Portes et al.(1980) in their study of Cuban and Mexican immigrants in the United States used 

data collected soon after their arrival in the United States and compared with answers 3 years afterward. The 

survey data used for the analysis do not provide such a methodology. Therefore the main focus here is on testing 

the assimilation hypothesis. 

Several studies on post-accession migration point out that EU8 migrants (EU8 the Czech Republic Estonia 

Hungary Latvia Lithuania Poland Slovakia Slovenia) are on average better educated than natives and tend to be 

employed in positions below their education levels (Clark and Drinkwater2008;Dustmann et 

al.2010;Kaczmarczyk and Tyrowicz2015). The study of the British labor market shows that EU8 migrants are 

employed mostly in basic occupations and thus earn on average considerably lower salaries than their British 

counterparts although they are better educated (Kaczmarczyk and Tyrowicz2015). In the study based on UK LFS 

data Jakubiak(2015) has found that among post-accession migrants Poles and citizens of the Baltic states are 

doing particularly badly compared not only to EU15 migrants but also to third-country nationals (e.g. Indian or 

Pakistani migrants). A study by Krystyna Iglicka on Polish post-accession migrants (2010) provide findings that 

the brain waste/over-qualification problem can be partly explained by the limited or complete lack of working 

experience of young tertiary-educated migrants from Poland. A recent study by Kaczmarczyk(2018) suggests 

that an explanation can be sought both in the lower level of skills that young tertiary-educated migrants possess 

(as compared to natives) and also to substantial wage discrimination on the British labor market between 2004 

and 2014. Thus the previous studies allow for the conclusion that EU8 migrants are facing earnings penalties and 

forced to work below formal qualification because of the lack of host-country-specific skills on arrival. The 

analysis of Dustmann et al.(2010) suggests that the labor market situation of immigrants substantially improves 

with time in the UK in terms of both wages and labor force attachment. Thus the degree of integration may rise 

with time and the acquisition of host-country-specific capital (Frattini et al.2017). However these trends should 

be analyzed in a comparative perspective taking into account both migrants‟ ethnicity/ nationality and the time 

lived in the host society. Qualitative studies of second-generation migrants indicate that even those highly skilled 

who have obtained their education in the host country and are able to form networks and integrate culturally face 

marginalization and discrimination (Verwiebe et al.2016;Yilmaz Sener2019). For example a study of Verwiebe 

et al.(2016) indicates multiple challenges for female second-generation graduates in the career-entry phase who 

experienced disadvantages due to their origins age and gender. 

Another aspect featured in this study is the effect of return intentions and attachment to the country of 

origin on perceived discrimination. In a neoclassical economic approach immigrants are „income maximizers‟ 

who have migrated in order to maximize their lifetime earnings. Return migration is therefore examined as a 

failure of planned migration because the aim of getting a bigger income has not been achieved (Todaro1969) . In 

this case perceived discrimination may have a correlation with return intentions. The disappointment related to 

perceived discrimination in the host country may foster the development of sentiments and attachment to the 

country of origin (Yilmaz Sener2019). Therefore it might be expected that those who have intentions of returning 

and have a strong attachment to the country of origin would be more likely to experience perceived 

discrimination. 

The challenge of sociocultural integration may differ in the particular contexts of the host country industry 

employers approaches to integration policies and other factors (Mulholland and Ryan2014) . Therefore the 

analysis examines not only attachment to the host country but also different background indicators migrants‟ 

economic integration indicators and their relation to perceived discrimination at work. 

Different host countries as well as different countries of origin and changing migration policies provide the 

context in which we can situate migration experiences among the highly skilled. Labor migration policies set the 

framework at the macro level for both highly skilled migrants and their employers and the gender dimension of 

these policies has been scrutinized by many scholars (Boucher and Cerna2014;Cerna2011;Kofman 

2014;Triadafilopoulus2013). As the challenge of  inter-cultural  adaptation  may  differ in the particular contexts 

of the host country perceived discrimination among highly educated women migrants is analyzed in the contexts 

of the different countries to find out if perceived discrimination is occurring in some countries more often. 

 

3. EMPIRICAL METHODOLOGY 

3.1. Research Context 

When characterizing the Latvian context the problem of a relatively small and declining population should 

be mentioned. Since 1990 the country‟s population has decreased by more than 700,000 persons as a result of 

emigration and low birth rates (CSB Latvia2020c) . Before Latvia‟s accession to the EU emigration from Latvia 

occurred at rather low rates while after EU accession in 2004 and access to the labor markets of the UK Ireland 

and Sweden emigration flows from Latvia have increased and the outflow from Latvia has almost tripled 

(Hazans2018). The economic crisis in Latvia of 2008–2009 and its economic and social consequences were the 

main reasons for the new emigration wave. 
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Table 1. Respondents (women with a tertiary education) according to host country, age, education, family status 

and time of emigration (N = 2332). 

 

 

 
 

The study on the trends drivers and policy responses in relation to brain flow in Europe between 2004 and 

2016 (ICF2018) shows that the countries sending intra-European movers are Poland Slovakia Estonia Bulgaria 

Croatia Latvia Portugal Lithuania and Romania. Higher salaries abroad are an important reason for most labor 

emigration and destination countries usually offer better working and living conditions compared to sending 

countries. The most popular destination countries among Latvians are European Union member states (the 

majority head to the UK Ireland and Germany) as well as the European Free Trade Association (EFTA) countries 

(mainly to Norway) (CSB Latvia2020a). According to the Central Statistical Bureau of Latvia, Latvian emigrants 

are generally very young, 55% being aged between 20 and 39 years in 2018, slightly more men (54%) than 

women (CSB Latvia2020b). Almost one-third of Latvian emigrants are skilled and highly skilled individuals 

(Hazans2018). However, the share of skilled and highly skilled Latvians differs by destination (from as low as 

13% in Ireland to 34% in the UK, and 21% in other EU/EFTA countries (Hazans2015). 
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The proportion of highly educated people leaving Latvia increased significantly in 2009–2011 

(Hazans2018). The analysis of statistical data on migration of the highly educated reveals that besides the high 

share of young people, there are also gender differences. 

For example, in 2016, 26% of emigrant women had a tertiary education, compared to 14% of emigrant men 

(CSB Latvia2018). Highly educated emigrants are overrepresented in Science, Mathematics, IT and Medicine, 

and in Humanities and the Arts. Over the past decade, the nature of emigration has changed from short-term 

emigration to permanent emigration of the whole family. University graduates and minorities are over-

represented among emigrants (Hazans2018). Although emigration has declined since the years of the economic 

crisis, migration surpluses in Latvia remain negative (Hazans2018). 

When looking at the gender dimension of migration studies in Latvia, one finds it has not yet been explored 

in detail in the context of Latvian migrants. Several important studies have been devoted to the labor migration 

of ageing women and the migration of grandmothers (Lulle2014 2018;Lulle and King2016). Despite the 

mentioned studies in general one can say that the issue of highly educated female migration and perceived 

discrimination has not been sufficiently examined in Latvian migration research. 

3.2. Sampling and Data Collection 

The data source used for the analysis was a quantitative survey of Latvian emigrants, organized from 

August to October 2014. The data collection method was an online Internet-based survey method, which has 

been considered an appropriate data collection method to obtain a geographically dispersed, large sample under 

strict time constraints (Sue and Ritter2012; McGhee et al.2017;McCollum et al.2017). In order to acquire more 

respondents, a diverse set of respondent recruitment channels was used: diaspora organizations, diaspora media, 

the largest social networking sites (draugiem.lv; Facebook, odnoklassniki, vkontakte), the largest online news 

portals in Latvia, and Latvian embassies abroad. A total of 14,068 Latvians living abroad participated. For the 

purposes of analysis, a subsample of highly skilled Latvian women was developed, based on the interpretation 

that a highly skilled migrant is a migrant with a tertiary education. This subsample (n = 2332) included only 

those Latvian women with a tertiary education who are first-generation emigrants from Latvia and who were 

working at the time of the survey. The representativeness of the survey was limited by the data-collection 

method and selfselection of respondents to participate in the online survey. Nevertheless, the survey had the 

widest possible geographic coverage and in total 118 countries were represented in the data set. Table1 presents 

a description of respondents according to host country, age, education, family status and time of emigration. 

It is worth highlighting that, first, 29% of respondents have children and 59% live with a partner or spouse. 

All in all, the share of mixed marriages was rather high among Latvian emigrants, especially women (Kl,ave and 

Šu¯ pule2017). In this sample of Latvian women with a tertiary education, of all respondents, 20% had an ethnic 

Latvian partner, 5% an ethnic Russian partner and 35% a partner of a different ethnicity. While 75% of 

respondents acquired their education certificate in Latvia, 25% received a degree abroad. In total, 71% of 

respondents had working experience in Latvia, but there was limited information about their professional 

experience, particularly in the field of their education. Although a lack of professional experience in home 

country could be one of the reasons leading to the over-qualification problem at host economies and self-

perceived discrimination (Coniglio and Brzozowski2018), the data availability limited the possibility to test this 

hypothesis. 

3.3. Measurement and Methods 

Binary logistic regression analyses were employed to test hypotheses on the effects of migrants‟ economic 

integration and attachment to host and home countries on perceived employment discrimination. Decisions 

regarding the variables to be included in the analysis were made on the basis of both theoretical and data-driven 

considerations. In total, three dependent variables were included in the analysis: (1) perceived unfair treatment 

when unpleasant and/or unprofitable tasks were assigned more frequently than to hostcountry nationals 

(perceived discrimination regarding work tasks); (2) perceived unfair treatment when there was pressure to take 

annual leave during the „off season‟ (perceived discrimination regarding vocations); (3) perceived unfair 

treatment when paid less than host-country nationals for similar work (perceived wage discrimination). 

Independent variables were grouped in three sets of variables, which were used to predict which individuals 

are more likely to experience perceived unfair treatment. The first set of variables consisted of background 

characteristics: age, occupational status, education in STEM areas (Science, Technology, Engineering, and 

Mathematics), host country and workplace industry (Table2). Host country variables were included in the 

analysis to reveal if living and working in particular countries predicted the odds of perceived unfair treatment of 

women with a tertiary education. Workplace industry variables were included in the analysis to reveal if a 

workplace in the particular industry predicted the odds of perceived unfair treatment of women with a tertiary 

education. All in all,  nine groups  of industries were included in the analysis. In the initial regression models 

several other variables were tested: having children, the ethnicity of partners, the ethnicity of Latvian migrants 

(ethnic Latvian, ethnic Russian, and other ethnicity), living in a city or village in a host country. The odds of 
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perceived discrimination were not affected by these variables. Therefore, they were not included in the final 

equation of the regression analyses. 

 

Table 2.  Descriptive statistics of the dependent and independent variables (N = 2332) and a summary of 

measurement  of variables. 
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The second set of predictors referred to the economic integration and variables characterizing the working 

life of Latvian women emigrants with a tertiary education. This analysis distinguished between migrants‟ 

economic integration and sociocultural integration. Economic integration in this study referred to migrants‟ 

participation in the labor market, income and qualification, while sociocultural integration pertained to feelings 

of belonging and attachment to the host country. Bearing in mind that the term “integration” is a highly contested 

concept, this paper did not participate in the complex debate on terms of “assimilation” and “integration”, but 

used the operational definition of integration as adaptation of migrants to majority society and culture (de Haas 

and Fokkema2011). Regarding the economic integration and variables characterizing working life of Latvian 

women emigrants with a tertiary education, it should be said that all respondents included in the sample were 

working at the time of the survey and in general can be regarded as integrated in the labor market. However, 

some have encountered a problem with recognition of their education certificate (11%), therefore the variable of 

having problems abroad with recognition of an education certificate was included in the analysis. Another 

problem faced by emigrants is brain waste, when emigrants have no possibility to use their qualification at their 

work. The variable used in the analysis referred to the group of emigrants who do use their qualification or 

education at their current job to any great extent (52%). More than half of Latvian women emigrants with a 

tertiary education improved their professional knowledge or language skills in courses or in-service learning 

(52%). The variable on participation in courses or in-service learning was included in the analysis to reveal if 

participation in professional and language trainings predicted the odds of perceived unfair treatment of women 

with a tertiary education. 

In some countries undocumented emigrants who work without a written contract with the employer are 

more often the subjects of discrimination therefore the variable of having a written contract with the employer 

was included in the analysis. 

The questionnaire included several questions on the income situation of emigrants before and after 

emigration. One of the variables included in the analysis referred to the group of emigrants who report that they 

are currently having financial difficulties coping with daily expenses while living in emigration (9%). Another 

variable refers to the group of emigrants who report that they have had financial difficulties coping with daily 

expenses in Latvia before emigration (68%). The variable about plans to return to Latvia also was included in 

this set of variables, to find out if intentions to return predict the likelihood of perceived unfair treatment. 

The third set of predictors captured attachment towards the host country and attachment to the country of 

origin Latvia or the home country. Here and throughout the paper the term “home country” is used to refer to the 

country of origin of Latvian emigrants. The questionnaire used in this study included several items measuring 

attachment to wards the host country and also several items measuring attachment to the home country. To 

reduce the number of variables, factor analysis was used. In total, six indicators of attachment to the host country 

were included in the factor analysis.  A similar number  of indicators was used also for the factor analysis of 

attachment to the country of origin (Table3). Factor scores of two separate factor analyses were used as variables 
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to find out if attachment towards the host country and attachment to the country of origin predict the odds of 

perceived unfair treatment. 

Table 3. Empirical measures of attachment to the host country and home country (factor loadings). 

 

 

4. RESULTS 

A total of three models of binary regression analysis of perceived discrimination at work reveal different 

indicators being significant in predicting one or another type of perceived unfair treatment at work. The variables 

in the equations of binary logistic regression analysis are presented in Table 4 (descriptive statistics of the 

dependent and independent variables are presented in Table2). In the case of binary logistic regression analysis 

of perceived discrimination regarding work tasks, the Nagelkerke R Square value is 0.185, indicating that 18.5% 

of the variance is explained by the model. In the cases of the two other dependent variables: perceived 

discrimination regarding vocations and perceived wage discrimination the Nagelkerke R Square value is 0.147 

and 0.133, respectively. Empirical findings are presented according to the three main sets of independent 

variables. 

4.1. Perceived Discrimination at Work and Background Characteristics 

The logistic regression model of perceived discrimination regarding work tasks indicates that age or living 

in the particular host country do not have any significant effect. After controlling for other factors, women who 

are working in manufacturing and energy industries are more likely to experience perceived discrimination 

regarding work tasks. The odds of perceived discrimination regarding work tasks decrease in those cases when 

women are self-employed or working in a family business (Table4). 

Different findings characterize two other logistic regression models of perceived unfair treatment. In the 

case of perceived discrimination regarding vocations, the age of the respondents had a certain influence, and 

older women were more likely to face such pressure. When looking at odds ratios of particular countries, we can 

see that those who live in the United States, Canada, Australia and New Zealand are less likely to experience 

perceived discrimination regarding vocations. The odds of pressure to take annual leave during the „off season‟ 

increase in those cases when women are working in the trade, catering and hospitality industries. 

Contrary to expectations, perceived wage discrimination has not been affected significantly by age or living 

in a particular host country. At the same time, we can see that the odds of perceived wage discrimination increase 

in particular industries. After controlling for other factors, women working in IT and telecommunications are 

more likely to experience a situation where they are paid less than host-country nationals for similar work. The 

odds of perceived wage discrimination also increase among women who work in the manufacturing and energy 

sectors, in health and social care and in the trade, catering and hospitality industries. 
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Table 4. Determinants of perceived discrimination: three logistic regression models. 

 

 
 

4.2. Perceived Discrimination at Work, Economic Integration and Professional Education 

When reporting empirical findings regarding economic integration, it should be stressed that all respondents 

included in the sample were working Latvian emigrants with a tertiary education, which means that this group 

can be characterized as integrated in the host countries‟ labor market. However, when asked about their financial 

situation, 9% of respondents reported financial difficulties coping with daily expenses. In comparison, 68% of 

respondents reported financial difficulties coping with daily expenses in Latvia before emigration. After 

controlling for other factors, women who have financial difficulties coping with daily expenses are more likely to 

experience perceived discrimination regarding work tasks. Similarly, women who have had financial difficulties 

coping with daily expenses in Latvia before emigration are also more likely to experience perceived 

discrimination regarding work tasks. 

It is believed that employees who have a written contract with employers enjoy more social security than 

those without a contract,  and that they have stronger confidence    in the legality of their employment relations 

(Halaby1986). Among surveyed Latvian emigrant women, 76% have a written contract with the employer. After 

controlling for other factors, women who have a written contract with the employer are less likely to experience 

perceived discrimination regarding work tasks. When looking deeper to answer the question of who are the 

individuals working without any written contract, it appears that the self-employed, those working in a family 

business and entrepreneurs are most likely to have no written contract. Most likely that they have encountered 

unfair treatment at the workplace before becoming self-employed. This group forms about one-third of those 

working without any written contract. Women with a tertiary education working in engineering, manufacturing 

and construction, agriculture, IT and telecommunication industries are more likely to work without a written 

contract. In total, two-thirds or 64% of those working without any written contract do not use their qualification 

or education in their current job. 

Another hypothesis tested is about the use of qualification/education in the current job and problems with 

recognition of an education certificate. Among surveyed Latvian emigrant women with a tertiary education, 52% 

use their qualification/education in their current job and 11% have had problems with recognition of an 

education certificate in the host country. After controlling for other factors, women who use their 

qualification/education in the current job are less likely to experience perceived discrimination regarding work 

tasks. By contrast, women who have had problems with recognition of an education certificate in the host 

country are more likely to experience perceived discrimination regarding work tasks. The odds of perceived 

unfair treatment regarding unpleasant tasks also increase if the woman has improved professional knowledge in 

courses or in-service learning. 

Similar effects of analyzed indicators pertain to the odds of perceived wage discrimination. After 

controlling for other factors, women who have financial difficulties coping with daily expenses and women who 
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have had financial difficulties coping with daily expenses in Latvia before emigration are more likely to 

experience perceived wage discrimination. Women who have a written contract with the employer and who use 

their qualification/education in the current job are less likely to experience perceived wage discrimination. 

Women who have had problems with recognition of an education certificate in the host country and who have 

improved professional knowledge in courses or in-service learning are more likely to experience perceived unfair 

treatment when paid less. 

Interestingly, in the case of perceived discrimination regarding vocations, only two of the mentioned 

indicators are significant: (1) has had problems abroad with recognition of an education certificate, and (2) has 

improved professional knowledge in courses or in-service learning. The odds of perceived discrimination 

regarding vocations increase in both situations. 

After controlling for other factors, women who plan to return to Latvia in the next   5 years are more likely 

to experience perceived wage discrimination. These findings suggest that return intentions have a correlation 

with perceived discrimination. This could be one of the explanations for out-migration from host countries, and 

in the context of understanding settlement or circular migration, it would be important to study this in-depth. 

4.3. Perceived Discrimination at Work and Attachment to the Host and Home Countries 

To find the factors for attachment to the host and home countries, two factor analyses were carried out. The 

factor “attachment to the host country” has an eigenvalue of 2065 and explains 34% of the variance in the six 

indicators mentioned (Table3). The factor “attachment to the home country” has an eigenvalue of 1938 and 

explains 32% of the variance among the six indicators mentioned. 

The logistic regression model of perceived unfair treatment confirms the hypothetical assumption that those 

who don‟t have a strong attachment to the host country are more likely to experience perceived discrimination. 

The beta weights presented in Table4reveal that the odds of perceived discrimination regarding work tasks 

decrease if the woman has a strong attachment to the host country. Similarly, the odds of perceived wage 

discrimination also decrease if the woman has a strong attachment to the host country. At the same time, 

attachment to the host country has no significant effect on perceived discrimination regarding vocations. 

Contrary to expectations, attachment to the home country does not have any significant effects on perceived 

discrimination. These findings confirm that attachment to the home country and attachment to the host country 

are two independent variables. 

 

5. DISCUSSION 

This study highlights the phenomenon of perceived discrimination in the workplace and the factors that 

lead to an increase or decrease in perceived discrimination in the workplace. The analysis is focused on one 

particular group highly educated Latvian women that has been neglected in previous studies on perceived 

discrimination. The quantitative analysis of this study offers several general findings. 

First, binary logistic regression analyses show that perceived discrimination at work is a complex 

phenomenon, which should not be analyzed as a single category. Perceived discrimination or unfair treatment in 

the workplace in this study was operationalized, and three items were included in the analysis: (1) perceived 

unfair treatment when unpleasant and/or unprofitable tasks were assigned more frequently than to host-country 

nationals;(2) perceived unfair treatment when the individual felt pressure to take annual leave during the „off 

season‟; (3) perceived unfair treatment when the individual was paid less than host-country nationals for similar 

work. A total of three separate binary logistic regression analyses reveal that different factors lead to an increase 

or decrease in perceived discrimination in the workplace in respect to three types of perceived discrimination. 

Second, the findings regarding the relationship between attachment to the host country and perceived 

discrimination reveal support for the assimilation theory. In total, two out of three binary logistic regression 

analyses indicate that those migrants who feel less attached to the host society will more often report perceived 

discrimination, particularly regarding work tasks and wage. Attachment to the home country does not have any 

significant effects on perceived discrimination. In the context of the studies on transnationalism among migrants 

(Levitt and Glick Schiller2004;de Haas and Fokkema2011; Waldinger2017) , these findings confirm that 

attachment to the home country and attachment to the host country are two independent variables. Strong 

attachment to the host country does not exclude the possibility of having a strong attachment to the country of 

origin. 

Third, the perception of the financial situation before emigration and at the moment of survey are related to 

perceived discrimination at work. However, the findings reveal mixed patterns in respect of different forms of 

perceived discrimination at work. Women who have financial difficulties coping with daily expenses are more 

likely to experience perceived discrimination regarding work tasks and perceived wage discrimination. 

Nevertheless, they are less likely to experience pressure to take annual leave during the „off season‟. 
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Women who have had financial difficulties coping with daily expenses before emigration also are more 

likely to experience perceived discrimination regarding work tasks and wage. Fourth, a written contract with the 

employer has a significant impact on perceived discrimination at work. Women who have a written contract with 

the employer are less likely to experience perceived discrimination regarding work tasks or wage. This confirms 

that employees who have a written contract with employers have stronger confidence in the legality of their 

employment relations, and this diminishes the likelihood of perceived discrimination in the workplace. 

Fifth, problems with the recognition of an education certificate have a significant impact on perceived 

discrimination at work, and findings support this statement regarding all three types of perceived discrimination 

analyzed. Women who have had problems with recognition of an education certificate in the host country are 

more likely to experience perceived unfair treatment. Although the right of Europeans to pursue economic 

activities in another EU country is a fundamental right enshrined in the Treaty on the Functioning of the 

European Union, there are some obstacles regarding the free movement of professionals in the EU, because each 

country may allow access to a particular profession only if the individual has a specific professional 

qualification, i.e., the qualification acquired in the particular country. The system of recognition of professional 

qualifications in the EU aims to minimize these obstacles and is governed by Directive 2005/36/EC, recently 

amended by Directive 2013/55/EU. The directive provides a modern EU system of recognition of professional 

experience and promotes automatic recognition of professional experience across the EU. The professions that 

benefit from automatic recognition based on harmonized minimum training requirements under the directive are 

nurses, midwives, doctors (basic medical training, general practitioners, and specialists), dental practitioners, 

pharmacists, architects and veterinary surgeons. Some professions such as sailors or aircraft controllers (in 

principle) do not fall under the recognition procedures of Directive 2005/36/EC and are governed by specific 

legislation. Special laws also exist for lawyers (European Commission2020). Despite the rules that the EU has 

set up to ensure that the Member States fully test how professions are regulated in terms of whether they are non-

discriminatory, subjective non-recognition of diplomas may exist as well. In the case of Latvian women migrants 

with tertiary education, 44% have an education in social sciences, business and law, and 22% in humanities and 

art. These are diplomas which are more difficult to apply in other countries if a migrant has no social and cultural 

host capital (Csedö2008;Coniglio and Brzozowski2018) and may cause a subjective perception of non-

recognition of education abroad. However, discrimination on the grounds of ethnicity or national origin may also 

play a part (Schmidtke2013). 

One of the indicators characterizing the phenomenon of brain waste abroad is the situation when a migrant 

does not use his or her qualification or education on the job. The findings of the study show that women who use 

their qualification/education in their current job are less likely to experience perceived discrimination regarding 

work tasks or perceived wage discrimination. Unfortunately,  the study does not provide answers  to the question 

of why highly educated Latvian women do not use their qualifications   or education. Due to data limitations, the 

possible answers suggested in other studies (lack of host-country-specific skills, particularly, language skills 

(Csedö2008;Coniglio and Brzozowski2018), the low level of professional skills due to lack of professional 

experience (Iglicka2010;Kaczmarczyk2018)) have not been tested. However, these answers could also shed 

more light on the phenomenon of perceived discrimination. 

Finally, it should be stressed that living in a particular host country or being a particular age do not have 

any significant effect on perceived discrimination among women with a tertiary education, but working in a 

particular industry does, especially on perceived wage discrimination. Women working in IT and 

telecommunications; the manufacturing and energy sectors; health and social care; and the trade, catering and 

hospitality industries are more likely to experience a situation where they are paid less than host-country 

nationals for similar work. 

 

6. CONCLUSIONS 

The study allows a number of policy conclusions to be drawn. First, in the context of non-discrimination 

policies stipulated and implemented by the countries and employers at the workplace, on the books these policies 

usually are consistent with obligations under the law and prohibit unlawful discrimination on the basis of race, 

color, national or ethnic origin, sex, age, disability, religion, sexual orientation or any other characteristic 

protected by applicable law. However, as stressed by Schuck(2000), “law on the books” differs  from “law in 

action” and “law in their minds”. Therefore it is not sufficient to have a non-discrimination law or for companies 

to have non-discrimination policies. It is important that employees have the possibility to voice their concerns 

and file complaints without fear of retaliation. It is also important that employees with questions or concerns 

about any type of discrimination in the workplace be encouraged to bring these issues to the attention. Particular 

attention should be paid to non-discrimination training to spot discrimination and empower individuals to report 

on instances of discrimination. It would be useful to develop information about possibilities for reporting on 

cases where discrimination has been encountered, and even creating special, anonymized reporting opportunities. 
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In the case of migrant women, another finding points to the role of a written contract with the employer in 

building stronger confidence in the legality of the employment relations. These findings suggest a 

recommendation to support activities aiming to inform employees about the benefits when having a written 

contract, which allows avoiding many misunderstandings and, consequently, perceived discrimination. 

Information is also needed about the organizations where one can complain if an employer does not want to enter 

into a contract. 

The problems with recognition of an education certificate acquired abroad is another issue that is yet to be 

solved. Although this is only a problem in some very regulated professions, for example, for medical personnel 

and attorneys, the study points out that this issue is important in the context of non-discrimination policies. In 

some cases, agreements between the host and the sending states on bilateral solutions for recognition of 

education could foster recognition of an education certificate acquired abroad and help preventing brain waste 

and discrimination in the labor market. 

Finally, in the case of migrant women, the study shows that working in a particular industry has a 

significant effect on perceived discrimination among Latvian migrant women with a tertiary education. 

Therefore, special attention should be paid to the non-discrimination policies of particular industries, where 

migrant women are paid less than host-country nationals for similar work, and these industries are IT and 

telecommunications, the manufacturing and energy sectors, health and social care and the trade, catering and 

hospitality sectors. 

When reflecting on some limitations of the study, the problem of causality should be mentioned. For 

example the findings show that those migrants who feel less attached to the host society more often report on 

perceived discrimination, and this suggests that attachment to the host country affects the perception of 

discrimination. However, the opposite may be true as well, because perceived discrimination may hamper the 

development of attachment to the host country. Another example is in regard to return-migration intentions. The 

findings reveal that women who plan to return to Latvia in the next 5 years are more likely to experience 

perceived unfair treatment when paid less than host-country nationals for similar work. However, probably the 

causality is opposite, and women who experience perceived unfair treatment when paid less are more likely to 

consider returning to the country of origin. 

In the case of this study, data availability also limits the scope of analysis. For example, the survey does not 

provide information on the actual amount of salaries of highly educated Latvian emigrant women, their 

professional experience before migration and why highly educated Latvian women do not use their qualifications 

or education. Therefore, further studies are needed to reveal other aspects that explain the perceived 

discrimination of highly educated Latvian emigrant women. A more nuanced approach is needed to understand 

how these women combine their domestic roles with paid employment. As mixed marriages are increasingly 

common among emigrant women from Latvia as well as among Polish women (Kl,ave and Šu¯ 

pule2017;Slany2018), it would be useful to scrutinize if there are any important differences in the composition 

and lifestyle of families in Latvia and abroad, and how this impacts perceived discrimination. Moreover, the 

comparison of perceived discrimination among emigrant women with a tertiary education from Latvia with 

women with a tertiary education in Latvia would provide a deeper understanding of the phenomenon. Future 

studies should also pay more attention to the relationship between highly-skilled migration, gender and migrant 

entrepreneurship. Although this analysis showed that perceived discrimination regarding work tasks decreases in 

those cases when women are self-employed or working in a family business, these findings should be replicated 

and extended in other geographical contexts. Much still remains to be explored regarding emigrant women with a 

tertiary education and perceived discrimination among them. 
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