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Executive Summary 
 
 

Introduction 
 
Over the past two decades, the European Commission has supported a wide range of 
studies focused on gender and migration. A recent review of these studies (European 
Commission, DG Research, 2008) demonstrates the broad scope of thematic 
coverage. However, analysis of this review and an on-going European Commission 
funded dissemination project designed to synthesise the findings of EU-funded 
research on gender and migration (known by the acronym GEMMA)1 both reveal an 
almost complete neglect of the phenomenon of intra-EU mobility.  The focus of most 
research in the field of gender and migration has been on the situation and 
experiences of ‘irregular’ migrants, the ‘forced’ migrations of asylum seekers and 
refugees and the challenges that third country nationals face in terms of labour 
market integration and family reunification. 
 
This report focuses explicitly on the gender dimensions of labour mobility within the 
European Union (mobile EU workers). The concept of ‘worker’, for the purposes of 
this report, embraces not only employed citizens but also those ‘economically active’ 
people moving in search of work, those training for employment and family members 
who accompany an employed partner but who are not themselves employed at the 
point of entry.  
 
Distinguishing the Legal Context of Intra-EU Mobility 
 
Perhaps the most important factor distinguishing the context within which EU and 
third country nationals are moving within the European Union concerns their legal 
and social rights. In 2004, the Community legislature adopted Council Directive 
2004/38 on the right of citizens of the Union and their family members to move and 
reside freely within the territory of the Member States2. This repealed and replaced 
much of the secondary legislation in the area as well as consolidating aspects of the 
case law of the European Court of Justice (Barnard, 2007; Spaventa, 2007). Citizens 
of the European Union enjoy a general right to move freely within the territory of the 
EU and can enter, reside and seek employment (on the basis of non-discrimination) 
in any Member State. Since the 1950’s the European Union has actively encouraged 
this form of geographical mobility of its own nationals and has progressively 
extended the rights attached to free movement to include important social and 
welfare rights in order to ‘facilitate’ labour mobility and promote European 
citizenship. In that respect, EU nationals have highly privileged mobility and 
citizenship rights and many of the issues facing third country nationals do not impact 
on this group. 
The removal of any formal conditions restricting mobility within the EU has generally 
served to remove most direct and indirect forms of gender discrimination. Many non 
EU countries apply stringent rules to define the concept of work and worker which 

                                                 
1 www.gemmaproject.eu 
2 [2004] OJ L1 58/77.   
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fail to capture and take account of the rather different roles that women play in 
labour markets and families. 
 
The concept of ‘worker’ in European law has progressively evolved to protect those 
economically active people in more marginal forms of work, such as part-time or 
temporary work, many of whom will be women.  It also provides access to social 
security benefits (again on the basis of non-discrimination) for those EU nationals 
who become unemployed after a period of work in the host Member State and 
provides rights for citizens to enter a Member State in search of work. These 
developments offer important protection to women who are more likely to be in less 
secure work, to take up part-time work and to have breaks in employment. 
 
In addition, recognition that workers are members of families and that facilitating the 
mobility of workers demands attention to the needs of family members has led to the 
evolution of important employment and social rights for the partners and dependants 
of  mobile EU workers irrespective of nationality3. This provides protection, 
particularly post-move, to accompanying partners and single parents and those 
people struggling to achieve an acceptable work-life balance in a mobility context. 
The majority of people in these groups will be women. 
 
Recent years have witnessed increasing attention to family and children’s rights at 
European level. The progressive transfer of law-making competence to the EU 
institutions has had significant implications for family justice across the Member 
States. Council Regulation on jurisdiction, applicable law, recognition and 
enforcement of decisions and cooperation in matters relating to maintenance 
obligations is a case in point4. The extension of competence and active legal 
intervention in this field offers important protection to those mobile EU women who 
experience relationship breakdown and often bear the burden of the financial 
consequences of this. 
 
Despite the progressive extension of the personal and material scope of rights for 
mobile EU nationals and their families, some legal problems remain. These include 
concerns over the concept of ‘spouse’ in European law. Directive 2004/38 on 
Citizens’ Free Movement Rights5 continues to privilege legal marriage as the basis of 
derived social entitlement. The status of partners in cohabiting or same-sex 
relationships remains contingent upon national law. This leaves many people with 
inferior rights and vulnerable to the consequences of relationship breakdown. Whilst 
women of EU nationality will retain a right of residence, it is not clear that this will 
trigger access to the full benefits of European citizenship (namely social security 
rights) for unmarried partners. Whilst such rights can be accessed by securing paid 
employment, this poses particular problems for women with childcare 
responsibilities. Partners of third country nationality face particular problems should 
the qualifying personal relationship breakdown.  
 
The latest rounds of EU enlargement introduced the concept of ‘transitional 
arrangements’ enabling those Member States that wished to, to restrict the full 
entitlement of citizens of the new Member States for a certain period of time. This 

                                                 
3 The partner or dependent family member of the qualifying mobile EU worker can be a third country 
national. 
4 [2009] OJ L7  1/79. 
5 Directive 2004/38/EC of the European Parliament and of the Council of 29 April 2004 on the right of 
citizens of the Union and their family members to move and reside freely within the territory of the 
Member States, OJ L 158 77–123. 
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has generated a more contingent employment and social status for mobile nationals 
from these countries, sometimes described in terms of ‘second class citizenship’. 
Once again, non-working partners are most likely to be affected. 
 
It is also important to remember that a broad equality of rights does not translate 
into equal provision when it comes to levels of benefits and support. EU citizenship 
rights  are based on the non-discrimination principle (EU nationals should be treated 
exactly the same as nationals). What this means in practice is that the actual social 
entitlement will vary depending on the characteristics of the host state’s social 
security and welfare system. The level of welfare support (including family and child 
care benefits for example) thus depends on the selection of host country. Access to 
the full range of social benefits is of particular importance to women many of whom 
rely on this kind of support to enable them to enter and remain in paid employment. 
 
Formal mobility and employment rights unfortunately do not guarantee effective 
implementation. The extent to which mobile employees are able to enjoy the full  
protection they are entitled to remains dependent to a large extent on the labour 
market and the practices of employers. This situation leads to significant differences 
in the experiences of mobile EU nationals depending on their skills and the 
employment sectors they are seeking to enter. Highly skilled workers entering large 
public organisations (such as universities for example) are likely to achieve at least a 
formal level of employment and social protection.  
 
Those highly skilled people moving within large companies, as corporate transferees, 
will often achieve an even higher level of social ‘protection’ provided by their 
employers to ‘compensate’6 them and their families and encourage within and 
between company mobility.  
 
Recent years have witnessed increasing awareness of the difficulties that other 
groups of mobile EU workers face attempting to access less skilled and more 
precarious positions in employment sectors such as hotel and catering, seasonal 
agricultural work and food processing. Employment practices in these sectors are 
often more opaque and increasingly involve the use of ‘intermediaries’ and forms of 
‘tied’ employment. In these sectors, the distinction between EU and third country 
nationals begins to break down at least in terms of the lived experiences of migrants 
who remain highly vulnerable to the demands of their employers. Employees from 
the newer Member States often fall into this category. 
 
Conceptualising and Measuring Intra-EU Mobilities 
 
Mobility in the intra-EU context is becoming an increasingly complex phenomenon. 
‘Settlement migration’ is only a small and declining component of overall mobility as 
short-term moves, shuttle moves and forms of ‘partial’, incomplete’ or ‘complex’ 
forms of mobility increase in prevalence. 
 
Intra-EU mobility also needs to be seen as an on-going process. The forms of 
mobility described above are not exclusive and individuals may shift from short to 
longer stays or vice versa over time. International moves may also be inter-leaved 
with forms of internal (within-country) mobility. Mobility decisions are constantly 
under review. These new forms of movement fundamentally challenge traditional 

                                                 
6 Large companies use the language of ‘compensation’ to refer to policies designed to facilitate mobility (cf 
ORC, 2008). 
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legal, policy and statistical approaches which continue to conceptualise (and 
measure) mobility according to either legal residence or employment in the host 
state. 
 
Obtaining accurate and reliable data on intra-EU flows and the characteristics of 
mobile EU workers is difficult. These problems will increase as mobility becomes 
more fluid and complex. It is likely that existing data sources and methods of 
collection will become increasingly out of touch with contemporary mobility as the 
emergence of these new forms of movement are inherently unquantifiable. 
 
Specific problems surround gender with many countries still not collecting sufficient 
data by gender. In addition, analysis of gender dynamics demands more than 
disaggregating data by gender. It requires that researchers capture detailed 
information concerning labour market behaviour, household composition and other 
behaviours (including time use for example).  
 
 

The Study 
 
This report focuses on the experiences of mobile EU workers and considers the 
extent to which forms of intra-EU mobility are gendered. The focus on gender 
addresses several linked concerns. Firstly, whether migration motivations are 
themselves gendered: do men and women show different attitudes towards mobility? 
Secondly, whether the barriers to mobility are gendered: does mobility present 
different challenges for men and women? and thirdly, whether the outcomes of these 
processes are gendered particularly in terms of employment and career progression. 
 
Attempting to answer these questions raises a number of methodological challenges.  
Firstly, as noted above, very little research has focused on the experiences of mobile 
EU nationals as a group although some sector specific studies do exist. The European 
Commission’s report on gender equality (2008b:3) stresses the need to go beyond 
quantitative and towards more qualitative measures of equality in order to 
understand the processes involved and their impact. The lack of detailed qualitative 
research on the relationship between gender and intra-EU mobility restricts the 
achievement of this objective. For the purposes of this study, the team have relied 
on the few, quite focused, studies that do exist. 
 
The second issue concerns the actual forms of mobility that are taking place within 
the EU and the extent to which mechanisms exist to ‘capture’ these processes 
statistically.  
 
Finally, it is important to note that the scope of the study did not extend to the 
development of any new empirical work. As such, the report presents an overview 
highlighting key issues arising from the work reviewed. In practical terms, the study 
involved: 
 
1 Analysis of available aggregate data at European level obtained from Eurostat. 
2 The selection of four national case studies in France, Poland, Portugal and the UK 

to permit a more in-depth focus. 
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3 Secondary analysis of a series of qualitative research projects focusing on specific 
aspects in intra-EU mobility7.  

4 Review of recent available research. 
 
 

Mapping Intra-EU Mobilities8 
 
The data that exist indicate low levels of overall intra-EU mobility with the 
overwhelming majority of people expressing no interest in moving. Those who do 
intend to move are generally younger (under 35), better educated, students or the 
unemployed.  
 
Independent, single and younger people show a greater propensity for mobility. The 
median age for mobile EU workers is around 30 years. Females are just as mobile as 
men, overall, in young adulthood.  Many of the people in this age bracket will be 
moving as ‘students’. Although Labour Force Survey data on population stocks 
indicate a population of mainly married mobile EU workers empirical evidence from 
interviews with mobile women shows that, at the point of initial mobility, the 
overwhelming majority of women were single. 
 
These current trends indicate both that younger people are more mobile but also that 
the proportion of the EU population that has experienced mobility will increase as 
this cohort of young people begins to age. 
 
According to Labour Force Survey data, the gender balance of intra-EU migration 
reflects the proportion of males and females in the overall workforce. Just over half 
of mobile intra-EU workers (55 per cent) are male. Although rates of female 
participation in the labour market are generally increasing at national level, activity 
levels of female mobile EU workers are particularly low suggesting that mobility 
‘restricts’ women’s labour market participation.  
 
Intra-EU employment mobility is increasingly linked to the knowledge economy and 
involves greater numbers of skilled and highly skilled people. Many more women in 
Europe are achieving higher level qualifications and embarking on international 
careers which demand high levels of mobility.  
 
Labour markets and employment patterns are changing in some areas and mobility 
patterns reflect these processes. Whereas many mobile EU nationals prior to recent 
EU enlargements have worked in more highly skilled sectors, citizens from the new 
Member States show rather different patterns. They are more likely to be employed 
in sectors that are typified by low-skilled, low-pay and vulnerable working conditions 
such as agriculture, hospitality, construction and domestic work. These sectors also 
show very high levels of gender segregation with women clustering in some areas 
and men in others. 
 
 

                                                 
7 The project team re-analysed qualitative findings from a number of studies including: Ackers, 2003; 
Ackers, 2005; Ackers and Stalford, 2004; Ackers and Gill, 2008; Currie, 2008; Scott, 2006; Ackers and 
Oliver, 2009; Masselot, 2009. Where quotes are used from these studies, the author’s name is given as a 
reference. 
8 This material is covered in Chapter 2 of the study 
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National Diversity9 
 
The national case studies illustrate the importance of understanding the diversity of 
national contexts. Of the four countries examined, the UK and France receive much 
higher proportions of mobile EU workers.  
 
The gender composition of the population of mobile EU workers in the host countries 
varies enormously depending on nationality. In France, for example, there are 
roughly equivalent numbers of male and female Dutch citizens. However, flows from 
Romania, Poland and Germany indicate a highly feminised situation with nearly 
double the number of women. Italian flows, on the other hand, are more male 
oriented.   
 
There are far fewer mobile EU workers in Portugal but the data indicate high levels of 
feminisation amongst Polish, Bulgarian, Spanish and French nationals and relatively 
more masculine flows from Italy. UK data indicate quite balanced flows from 
countries such as Slovakia, highly feminised flows from France and Germany and 
more masculinised flows from Poland and Italy. 
 
The marked ‘imbalances’ identified in relation to certain flows suggest two things. 
Firstly that it is misleading to conclude that women, as a group, are less mobile than 
men and, secondly, that the levels and gender characteristics of the population of 
mobile EU workers reflect high levels of labour market segmentation.  
 
 

Mobility and Life-Course10 
 
Moving for educational purposes forms a critical component of employment and 
career planning for an increasing proportion of young people in the EU. 
Undergraduate student mobility in the EU is important for this study for two reasons. 
Firstly, because it is one of the key growth areas in intra-Community mobility and, 
secondly, because mobility in this sector is relatively well documented and provides a 
unique opportunity to ‘track’ changes over the life course.  
 
Detailed analysis of student flows illustrates the relative feminisation of mobility at 
this early life-course/career stage. Female undergraduates are relatively more likely 
to exercise mobility during their studies than their male peers. Tracking mobility at 
postgraduate and doctoral level is possible due to the availability of data in this 
specific sector. The trends identified illustrate the progressive decline in the 
representation of women in mobility flows with age/career stage. However, even at 
doctoral level (when people are typically aged between 22 and 30) women are nearly 
as mobile as their male peers (comprising 46 per cent of flows). 
 
Evidence of mobility in the next stage of the life-course and career path indicates a 
marked decline in feminisation. Although this may reflect the specific features of 
research careers, qualitative research evidence suggests that the marked decline in 
female representation is partially explained by the increasing reluctance of women in 
particular (but not exclusively)  to engage in on-going mobility at this stage in the 

                                                 
9 This material is covered in Chapter 3 of the study 
10 This material is covered in Chapter 4 of the study 
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life-course.  We can predict that this challenge will shape the attitudes and 
experience of a much wider cohort of potentially mobile EU nationals. 
 
 

Partnering, Mobility and Employment11 
 
Partnering has a powerful but not always predictable impact on career and migration 
decision-making and these issues are gendered. Having a partner influences 
decisions about whether to move at all or to move again (including return), where to 
move to (location) and for how long to stay. Important factors include the partner’s 
nationality (or country of origin), their employment status and the presence of 
children. 
 
To the extent that the presence of partners impedes the ability to move (or move 
again), this will impact on employment and career progression. Equally, where one 
partner is required to give up their employment in order to accompany another 
mobile employee, the situation may cause de-skilling, under-employment, 
unemployment or, ultimately, career exit. The prevalence of these situations raises 
concerns both for individuals but also for the achievement of the commitment at 
European level to the promotion of economic growth, full employment and the 
knowledge economy. 
 
The concept of ‘tied migration’ has been coined by researchers to describe situations 
in which one partner (and usually the woman – sometimes referred to as the ‘trailing 
spouse’) is placed under pressure to re-locate in order to accompany a partner. 
Studies continue to demonstrate that, irrespective of women’s improved labour 
market position and educational attainment, women’s employment, wages and hours 
of work continue to suffer as a result of partner-determined moves. 
 
Women predominantly remain the ‘followers’ in mobile couples. The increased 
employment success and financial status of highly skilled women has not resulted in 
an increased tendency of men to ‘follow’ their female partners. 
 
 
Managing Partnering and Mobility: Internal Mobility and Split-Living 
 
International moves are often associated with high levels of pre- and post-migration 
internal (within-country) mobility. In some employment sectors, this reflects the 
growth in employment insecurity and in others, the highly specialist nature of their 
positions. These escalating levels of mobility both between and within countries 
increases the pressure on couples. 
 
Many mobile couples reconcile the pressures on their work and personal lives 
through the mechanism of ‘living apart together’ or ‘split living’. In some cases, they 
will continue to live in different countries at least until they both secure adequate and 
satisfactory employment. Separation becomes an unfortunate ‘fact of life’ for many 
mobile couples. Although younger people may be prepared to tolerate separation for 
a certain amount of time, the pressure to make repeated moves is often cited as a 
reason for changing career paths (often to the detriment of their careers and human 

                                                 
11 This material is covered in Chapter 5 of the study 
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resource capacity). Repeated and on-going mobility has been shown to increase 
relationship breakdown and separation rates. 
 
Language and ‘Trailing’ Careers 
 
Many ‘trailing partners’ (mostly women) rely on their language skills as a means of 
accessing labour markets in the host country. Language skills have become the new 
‘ubiquitous career’ enabling women to re-integrate in the host country workforce but 
often in very different, lower status (and less well remunerated) positions. In other 
situations, language requirements, especially at the highly specialist end, themselves 
generate de-skilling. In cases where mobile EU workers are unable to access 
employment in their field due to inadequate language skills or the need for further 
training.   
 
 

Sectoral Diversity: The Empirical Case Studies12 
 
The study presents a series of case studies looking at different types of employment 
which provide the opportunity for more in-depth analysis of some employment 
sectors. 
 
Dual Career Situations 
 
The first empirical case study presents recent research evidence on the growth of 
dual career couples and the challenges that dual career situations present in a 
mobility context. Dual career situations present serious and complex challenges for 
the individuals concerned attempting to reconcile the demands of careers with 
personal lives. Little research exists at a European level on this issue. However 
detailed research has been undertaken in a specific area of employment, namely 
mobile science careers. The case study focuses on this research which indicates a 
very high incidence of dual and same career partnering. At least half of all scientists 
have partners who are also currently working in science and facing similar challenges 
and opportunities in terms of mobility and career.  
 
Women were significantly more likely than men to be in relationships in which the 
other partner is also a scientist (in the same career). Dual (and same) career 
partnering generally has a dampening effect on career-related mobility. The challenge 
of attempting to manage two careers simultaneously impacts on location behaviour 
and increases the relative attractiveness of employment clusters in global cities. 
Locating in these areas plays a critical role in supporting the employment security 
and career progression of many mobile women. 
 
Corporate Transfers 
 
The second empirical case study examines another area of highly skilled employment 
which contrasts significantly with the research career cohort. Recent research has 
identified a rapid growth in mobility within international companies and corporations 
reflecting the growth in ‘international careers’. There is very little research in this 
area in general and none that focuses specifically on the gendered dimension. 

                                                 
12 This material is covered in Chapter 6 of the study 
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However, this form of mobility appears to be very highly gendered and, indeed, 
almost the preserve of male employees. Having said that, mobility in this sector is 
far more supported with employers providing extensive ‘compensation’ packages for 
spouses and children. In most cases, these are aimed at ensuring effective social 
integration although attention is beginning to be paid to the needs of partners and 
the ‘dual career’ issue. 
 
The study also draws attention to the growth in forms of very short term ‘business 
travel’ that is replacing and/or complementing other forms of mobility. There is very 
little research in this area focusing on gendered outcomes. Nevertheless the authors 
believe this is an important area of growth in intra-EU flows that may have highly 
gendered consequences (to the extent that women are less able to engage in these 
forms of on-going international mobility). 
 
Unskilled Agency Work post-Enlargement 
 
The final empirical case study considers the growth in organised schemes responsible 
for recruiting mobile workers into insecure and unskilled agency work. This kind of 
employment has grown in recent years in response to enlargement. Work in many of 
these sectors is highly segregated with some areas employing mainly male workers 
and others, female. However, where such forms of employment have grown and 
include the provision of accommodation as part of the ‘package’, it is clear that 
serious barriers exist for those people with partners and children.   
 
 

Care, Mobility and Work-Life Balance13 
 
The presence of family responsibilities (children and dependent relatives) continues 
to have an important impact on decision-making both in terms of initial outward and 
subsequent moves (including returns). Negotiating these family responsibilities in a 
mobility context impacts on employment opportunity and outcomes. 
 
Maternity and Parental Leave 
 
European law and policy has played a significant role in improving maternity and 
parental leave provision in the Member States. However, marked national and 
institutional diversity remains. Of particular concern in the current context are 
disparate approaches to remuneration (financial compensation) and the continued 
importance of qualifying periods (which often make full entitlement conditional upon 
a continuous period of employment with the same employer). 
 
These problems affect all mobile women moving within or between countries; they 
discourage employment mobility and leave mobile women vulnerable to pregnancy. 
In some contexts, these concerns dampen the career-related mobility of mothers. 
Another ‘approach’ to managing mobility and family life is for mobile women to 
decide not to have children at all or delay having children.  
 
 
 

                                                 
13 This material is covered in Chapter 7 of the study 
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Moving and Caring for Children 
 
Caring responsibilities for children generally dampen mobility, effectively ‘locking 
people into spaces’ either in the home or receiving country. Contemplating mobility 
when children are present raises concerns around healthcare, housing, education and 
other social welfare needs. In practice, mobile EU workers are often unaware of their 
rights, of the intricacies of national welfare systems and the practice of accessing 
these prior to their move. This is not necessarily because information does not exist: 
it rather reflects priorities at the point of the decision to move. The initial decision is 
often overridden by other priorities, such as employment integration, or the decision 
is taken prior to the formation of partnerships or family formation.  
 
Mobile EU workers continue to face serious problems in negotiating welfare systems 
and their citizenship entitlement in the host state. Their mobility status and the 
dislocation from informal and familial sources of support, which in many if not most 
European welfare systems continue to provide the back-bone of care, imply a greater 
dependency on formal provision (statutory welfare).  
 
One critical factor shaping the mobility of people with young children concerns the 
ability to access and pay for basic health and social welfare and childcare. Whilst 
childcare is a general concern for all parents, the culture of long and unpredictable 
working hours in some occupations, coupled with on-going work-related travel (often 
abroad) and lack of family and community support make this a particularly difficult 
problem for some mobile EU workers. 
 
Mobility and Children’s Education 
 
Concerns around children’s education and moving children between disparate 
curricula and cultural contexts in some cases dampen mobility. In many other cases, 
education is a key motivating factor shaping the timing and location of moves. This is 
especially the case with older children when parents are often motivated by a desire 
to maximise their children’s educational and linguistic capital. Having older (that is, 
teenage) children in the family appears to increase the propensity to remain for a 
longer period (for educational purposes) and restricts return. 
 
An important component of many corporate re-location packages concerns provision 
of educational support often in the form of heavily subsidised private or international 
schooling. This kind of support eases mobility of this group of employees. Other 
groups of employees do not have access to this kind of support and will, in most 
cases, be unable to afford these forms of ‘elite’ provision. 
 
Mobility and Transnational Family Breakdown  
 
Family breakdown is an increasingly prevalent ‘fact of life’ affecting around 40 per 
cent of marriages. This has important implications for mobility and post-mobility 
experiences, especially for women. Mobility may increase the propensity for family 
breakdown. When relationships in mobile families do breakdown, the problems are 
highly complex and may precipitate further mobility. The dissolution of relationships 
across national boundaries has serious consequences in terms of child contact and 
financial support. Partners who are third country nationals or economically 
‘dependent’ and children are at particular risk. 
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Chapter 1 
 

Introduction 
 
 

1.1 Capturing Diverse Forms of Mobility in the European Union 
 
Until the 1980s, migration was often conceptualised as a discrete and usually 
permanent activity resulting in ‘settlement’. Over the past decade (Ackers and Gill, 
2008; Piracha and Vickerman, 2002; Wallace, 2002), the spatial and temporal 
complexity of mobility has been increasingly recognised. There has been a trend 
towards multiple short term moves between a growing number of locations, rather 
than permanent migration, and researchers have begun to refer to a ‘mobility 
continuum’. In part this reflects the reduced cost and increased frequency of 
transnational travel (Williams and Baláž, 2008).  Okoloski concludes that ‘settlement 
migration’ now forms a ‘tiny part of all movements’ within the EU (2000:329).  
 
The concept of ‘partial’ or ‘incomplete’ migration captures the complexity and fluidity 
of many forms of intra European mobility which may involve multiple employment; 
people holding more than one employment position and/or multiple residency; 
people owning or renting property in more than one location (Golynker, 2006; Ackers 
and Gill, 2008). Favel describes East European migrants as ‘regional free movers not 
immigrants  [engaging] in temporary circular and transnational mobility, governed 
by the ebb and flow of economic demand’ (2008: 703). 
 
Among the highly skilled, it is frequently argued that shorter assignments and 
business visits are now tending to replace longer-term moves (Salt and Ford, 1993; 
Meyer, 2001; Beaverstock, 2004). This is reflected in a growing interest in forms of 
mobility that sit at the short-term/shuttle end of the mobility/migration continuum. 
Tani (2008) points out that the distinction between ‘migration’, ‘temporary migration’ 
and ‘visits’ is increasingly unclear. In legal terms, they may fit the model of ‘cross-
border’ or sometimes frontier mobility as travel opportunities and costs reduce any 
meaningful significance of ‘borders’. Many employment sectors have become 
increasingly transnational (Meyer, 2001). The need to exchange ideas or work 
collaboratively does not necessarily imply permanent migration but can involve a 
number of levels of mobility from participating in meetings over several days to 
longer periods of ‘settlement’. A recently commissioned study of intra-EU labour 
mobility in science lends support to this idea: 
 

‘New forms of labour mobility are taking shape. Mobility can be international, 
trans-national, cross-border or within national borders, cross-sectoral and 
increasingly virtual. It can be motivated by employers and by individuals. 
Periods of mobility can last for a few months or a few years’ (Cox, 2008:18). 
 

This ‘temporaryness’ to contemporary population mobility, must also be understood 
in relation to more general personal and professional insecurity (Ackers and Oliver, 
2007). In many sectors, careers are becoming less stable and less linear. Temporary 
forms of employment are growing, employers are increasingly recruiting at a global 
level and family formations are diversifying and fragmenting. To paraphrase the 
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prominent sociologist Bauman (1997), with mobility and freedom comes (time-
affected) insecurity and anxiety.   
The gender dynamics of these changes in mobility patterns at intra-EU level remain 
largely unexplored save for a few studies focused on specific employment sectors. 
 

1.2 Distinguishing the Legal Context of Intra-EU Mobility 
 
Perhaps the most important factor distinguishing the context within which EU 
nationals and third country nationals are moving within the European Union concerns 
their legal and social rights. In 2004, the Community legislature adopted Directive 
2004/38 on the right of citizens of the Union and their family members to move and 
reside freely within the territory of the Member States14. This repealed and replaced 
much of the secondary legislation in the area, as well as consolidating aspects of the 
case law of the European Court of Justice (Barnard, 2007; Spaventa, 2007). Citizens 
of the European Union enjoy a general right to move freely within the territory of the 
EU and can enter, reside and seek employment (on the basis of non-discrimination) 
in any Member State. Since the 1950’s, the European Union has actively encouraged 
this form of geographical mobility of its own nationals and has progressively 
extended the rights attached to free movement to include important social and 
welfare rights in order to ‘facilitate’ labour mobility and promote European 
Citizenship. In that respect, EU nationals have highly privileged mobility and 
citizenship rights and many of the issues facing third country nationals do not impact 
on this group. 
 
The concept of ‘worker’ in European law has progressively evolved to protect those 
economically active people in more marginal forms of work such as part-time or 
temporary employment. Many of these will be women. It also provides access to 
social security benefits (again on the basis of non-discrimination) for those EU 
nationals who become unemployed after a period of work in the host Member State 
and provides rights for citizens to enter a Member State in search of work. 
 
In addition, recognition that workers are members of families and that facilitating the 
mobility of workers demands attention to the needs of family members has led to the 
evolution of important employment and social rights for the partners and dependants 
of  mobile EU workers irrespective of their nationality15. This provides important 
protection, particularly post-move, to accompanying partners and single parents and 
those people struggling to achieve an acceptable work-life balance in a mobility 
context. 
 
The children of mobile EU workers have full access to public educational provision on 
the basis of the non-discrimination principle. Recent years have witnessed increasing 
attention being paid to family and children’s rights at European level. The 
progressive transfer of law-making competence to the EU institutions has had 
significant implications for family justice across the Member States. Council 
Regulation 4/2009 on Child Maintenance in cases of cross-national family breakdown 
is a case in point. All of these initiatives support the mobility of women. 
 

                                                 
14 [2004] OJ L158/77.   
15 The partner or dependent family member of the qualifying mobile EU worker can be a third country 
national. 
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Despite the progressive extension of the personal and material scope of rights for 
mobile EU nationals and their families, some legal problems remain. These include 
concerns over the concept of ‘spouse’ in European law. Directive 2004/38 on 
Citizens’ Free Movement Rights continues to privilege legal marriage as the basis of 
derived social entitlement. The status of partners in cohabiting or same-sex 
relationships remains contingent upon national law. This leaves many people with 
inferior rights and vulnerable to the consequences of relationship breakdown. 
Partners of third country nationality face particular problems should the qualifying 
relationship break down. 
 
Furthermore, the latest rounds of EU enlargement introduced the concept of 
‘transitional arrangements’ enabling those older Member States that wished to, to 
restrict the full entitlement of citizens of the new Member States for a certain period 
of time. This has generated a more contingent employment and social status for 
mobile nationals from these countries, sometimes described in terms of ‘second class 
citizenship’. 
 
It is also important to remember that a broad equality of rights does not translate 
into equal provision when it comes to levels of benefits and support. EU Citizenship 
rights  are based on the non-discrimination principle. What this means in practice is 
that the specific social entitlement will vary depending on the characteristics of the 
host state social security and welfare system. The level of welfare support thus 
depends on the selection of host country. 
 
Formal mobility and employment rights unfortunately do not guarantee effective 
implementation. The extent to which mobile employees are able to enjoy the full  
protection they are entitled to remains dependent to a large extent on the labour 
market and the practices of employers. This situation leads to significant differences 
in the experiences of mobile EU nationals depending on their skills and the 
employment sectors they are seeking to enter. Highly skilled workers entering large 
public organisations (such as universities for example) are likely to achieve at least a 
formal level of employment and social protection.  
Those highly skilled people moving within large companies, as corporate transferees, 
will often achieve an even higher level of social ‘protection’ provided by their 
employers to ‘compensate’16 them and their families and encourage mobility.  
 
Recent years have witnessed increasing awareness of the difficulties that other 
groups of mobile EU workers face attempting to access less highly skilled and more 
precarious employment positions in employment sectors such as hotel and catering, 
seasonal agricultural work and food processing. Employment practices in these 
sectors are often more opaque and increasingly involve the use of ‘intermediaries’ 
and forms of ‘tied’ employment. In these sectors, the distinction between EU and 
third country nationals begins to break down at least in terms of the lived 
experiences of migrants who remain highly vulnerable to the demands of their 
employers. Employees from the newer Member States often fall into this category. 
 
 
 

                                                 
16 Large companies use the language of ‘compensation’ to refer to policies designed to facilitate mobility 
(ORC, 2008). 
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1.3  Defining Labour Mobility 
 
The ‘global’ and ‘local’ gender dynamics of mobility must be understood in relation to 
different groups of mobile EU workers. Most obviously one can distinguish between 
those in skilled professions and those in low skilled occupations. Having the freedom 
to move is very different to wanting to move; it is important to distinguish between 
the degree of power that different types of migrants have; and identify the extent to 
which the resource they possess (money, linguistic skills, qualifications, social 
networks, etc) allow them to ‘play’, or lead to them being ‘played by’, the economic 
systems underpinning individual mobility. Another important distinction is thus 
between those who choose mobility per se, and those who do not choose mobility as 
such, but are mobile for career reasons, in order to increase their income, or to 
overcome constraints at home. 
 
Many forms of mobility are identified in the report including mobile seasonal workers 
employed on (or below) the national minimum wage, qualified people who choose to 
experience life in another country and skilled professionals on international career-
paths. These different groups of mobile workers are in very different positions when 
it comes to negotiating the gendered implications of mobility. Issues such as 
childcare, maternity rights, schooling and other welfare entitlements (private or 
public) are all affected by the resources a person has as a result of his or her 
income, wealth and capital. Similarly, mobile EU workers are in different positions in 
terms of their ability to buy-in domestic help; to find suitable family accommodation 
and return home to see friends and family. Such differences in turn shape the 
integration process (which is itself gender-specific).  
 
Distinctions emerge when examining these groups in detail. For example many of 
those employed in low skilled jobs are well qualified, and in many cases over-
qualified, at least in the early stages after their move. This is true mainly of those 
moving from poorer to richer countries, and within the context of intra-EU mobility, 
mainly those moving from new Member States, who are more likely to move to 
increase their income rather than to improve their quality of life. Such groups often 
experience precarious and insecure working conditions. They are largely unaware of 
their welfare rights and struggle to get into the welfare system at all. This applies to 
both men and women experiencing low pay, poor health and safety conditions and 
few rights, although there were differences in the type of employment and nature of 
the risks to which men and women are exposed.  
 
Many of the highly skilled move to follow an international career path, rather than 
‘choosing’ mobility as such. People moving within multinational firms and 
organisations are often supported by a ‘corporate package’ which involves high pay, 
paid schooling and other ‘compensatory’ benefits. The research identified marked 
gender differences in the highly skilled, the vast majority of corporate transferees 
being men. Many of these men have ‘trailing wives’, although there was evidence 
that this was beginning to change and that women are less willing to follow male 
partners. Higher numbers of women are themselves following international careers 
(although still far less than men).  
 
Researchers following an international career also tend to move because of an 
‘expectation of mobility’ in their career rather than for the sake of mobility. They are 
often on short-term contracts and in some cases struggle to secure a permanent 
position. There is also a strong regional dimension, with labour markets in 
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employment-rich regions offering far greater opportunities. Discriminatory or 
‘opaque’ recruitment and progression systems constitute a major driver of mobility in 
the EU attracting people to seek employment in areas associated with more 
meritocratic and transparent recruitment systems (Ackers and Gill, 2008; Cox, 2008; 
Pelizon, 2002; Slantcheva, 2003). 
 
Another group of highly skilled people choose to be mobile to experience life and 
culture in another country. Scott (2006) argues that migration (although only 
applying still to a minority of people) has become a normal middle-class activity 
rather than confined to a economic elite. He points out that migration literature has 
tended to consider ‘polar extremes’, corporate managers at one end of the scale and 
cleaners or irregular workers at the other end. The reality is much more complex and 
encompasses both these groups at the ends of the scale but also a large group that 
chooses to be mobile and encompasses a variety of occupations with varying skilled 
levels, such as waiters, office workers and language teachers.  
 

1.4  A Note on Terminology 
 
As academic researchers, the authors are used to using the term ‘migration’ to 
describe a whole variety of forms of movement (such as those described above) 
irrespective of nationality status and length of residence. However, the research 
team are acutely aware that non-specialists and many groups of European ‘migrants’ 
do not consider themselves to be migrants in the traditional sense and indeed often 
reject this terminology. Mobility is a more appropriate term to use in many cases. 
Where possible, the study uses the concept of ‘mobility’ and refers to the target 
population as mobile EU workers. However, when referring to statistical material, 
academic research and legal documents the study has adhered to the language used 
in those contexts, which continues in many cases to identify this group as ‘migrants’. 
 

1.5  The Structure of the Study 
  
The study is structured as follows. Chapter 2 provides an overview of available data 
on intra-European mobility. Chapter 3 focuses on the four case study countries 
providing a rationale for their selection and presenting material on migration and 
mobility in each national context. The material presented in Chapters 2 and 3 
demonstrates the relative ‘youthfulness’ of the population of mobile EU workers and 
the high levels of mobility amongst more qualified people. Chapter 4 considers the 
presence of women within flows of young mobile European citizens drawing on 
available data on undergraduate mobility to illustrate the case. The focus on this 
group enables us to ‘track’ mobility over time and examine the effect that life-course 
has on mobility patterns and employment trajectories. Having identified the critical 
importance of life-course, subsequent chapters consider in more detail the impact of 
partnering, parenting and care in shaping the mobility of women and men and the 
potential (gendered) labour market outcomes. 
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Chapter 2 
 

Overview of Intra-European Statistics on Mobility 
 

2.1 Introduction: The Limitations of Available Data 

 
This chapter provides an overview of available statistical information on gender and 
mobility in the EU. The task of describing in statistical terms the gender dimension of 
intra-EU mobility is considerable not, only because of the usual challenges associated 
with measuring the movement of persons between and within countries, but also 
because of the additional challenge of understanding how gender plays a role in this 
movement.  
 
There are well-known difficulties in gathering reliable data on migration (Portes, 
1997:817). Research by Geddes and Niessen (2005) has noted the poor 
comparability of existing European migration statistics. Eurostat itself recognises 
problems of meeting expectations regarding European-level data and negotiating 
trade-offs between different dimensions of statistical quality – particularly timeliness 
and accuracy (Franchet and Grünewald, 2002). A recent study supported by the 
European Commission’s Sixth Framework Research Programme (known by the 
acronym PROMINSTAT17) focuses on improving the comparability of quantitative 
research in the field of migration in Europe. The PROMINSTAT study acknowledges 
the serious problems of conceptual equivalence (measuring the same things) and 
also of variation in statistical methods across Member States which contributes to the 
limitations of existing data18. 
 
Given the removal of many barriers to movement within the EU and the growth in 
short term and forms of ‘partial’ migrations (discussed above), it is likely that many 
figures from the LFS represent a significant under-estimation – especially considering 
the increases in highly skilled mobility and the difficulty in capturing levels of 
seasonal or informal work and significant levels of irregularity and non or semi-
compliance with immigration regulations (Ruhs and Anderson, 2006).  
 
These weaknesses are compounded by inadequate attention to gender in data 
collection processes. While there has been significant progress, this remains an 
ongoing task and one demanding further attention. The 2007 Global Forum on 
Gender Statistics concluded that the ‘collaborative effort that was largely responsible 
for the early advances in gender statistics has slackened and must be renewed’19. 
 
There is an expanding base of knowledge on some forms of (more traditional) 
mobility in the EU thanks to a range of primary sources including Eurostat, the EU 
Labour Force Survey (LFS)20, Eurobarometer (particularly 64.1 and 67.1) and 

                                                 
17 http://www.prominstat.eu 
18 The central concern of the study is with third country nationals. 
19 Opening remarks, Paul Cheung, Director, United Nations Statistics Division  
http://unstats.un.org/unsd/demographic/meetings/wshops/Gender_Statistics_10Dec07_Rome/default.htm 
20 The authors would like to thank officers at Eurostat for their prompt and efficient support. 
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secondary sources such as work carried out by the European Foundation for the 
Improvement of Living and Working Conditions (Eurofound). In addition, the 
question of mobility is increasingly incorporated in more general analysis of EU 
labour market development (e.g. in the annual ‘Employment in Europe’ report), 
reflecting the parallel political initiatives on mobility such as the EU Mobility Action 
Plans (2002 and 2007) and the European ‘Year of Mobility’ (2006). 
 

2.2 Attitudes Towards Mobility 
 
The total numbers of mobile EU citizens are relatively low when compared with state-
to-state mobility in the US. The 2006 Special Eurobarometer survey on mobility 
(64.1) found that while 21 per cent of the EU population say they have lived in 
another region (in the same country), only 4 per cent has ever lived in another EU 
country. This is far lower than in the US where up to 32 per cent of the population 
has lived in another state (Eurofound, 2006)21. 
Intra-EU mobility (categorised by the OECD as ‘free movement’) is becoming more 
important in the context of overall immigration flows for the receiving states but this 
varies widely across the EU. In Austria, Belgium, Denmark and Germany, for 
example, this type of movement makes up nearly half of all permanent-type 
migration, while for others it is much less important (OECD, 2008). 
 
Figure 1: Mobility Rates in The EU 
 

 
Source: Eurofound, 2007 
 
Attitudes towards mobility are generally positive in the EU. When asked what they 
thought about mobility, very few Europeans said that geographic mobility was a bad 
thing (12 per cent), but most (nearly 70 per cent) said that they had no intention to 
move (EB 64.1; 2005).   
 

                                                 
21 LFS data does not cover forms of internal (within country) mobility. 
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EU LFS data from 2007 suggests that the gender balance of intra-EU mobility reflects 
the proportion of males and females in the overall workforces, or active populations 
in the EU-10 and EU-15 – around 55 per cent male and 45 per cent female 
(European Commission, 2008: 131).   
 
The proportion of women amongst mobile workers from EU-2 countries is higher 
(nearly 50-50) when compared with the workforces in those countries, perhaps 
reflecting the large numbers from these countries working in Southern European 
countries in domestic work. The gender imbalance in flows is higher for intra-EU 
mobility than it is for third country migrants (Figure 2): 
 
Figure 2: Gender Ratios of EU/non-EU migrants 
 

 
Source: Eurostat, 2006 
 
The Special Eurobarometer (EB) 67.1 (2007) found significant differences between 
the reasons given for moving by older (EU-15) and newer (EU-12) Member State 
citizens. Those from older Member States were more interested in experiencing 
better quality of life while those from the newer Member States were more heavily 
influenced by the prospect of increased income. However, differences narrowed when 
asked about the factors which would discourage movement: the most common 
response for both groups was about losing contact with family and friends.  
 

2.3 Uneven Flows at National Level 
 
Aggregated data mask significant variations across the EU. Expectations, intentions 
and actual experiences of geographical mobility vary greatly by country and within 
groups of countries. Short distance (within town/city/region) and long distance 
(outside region/within EU) mobility is generally higher in the Nordic countries and the 
UK (higher than the US average, for example) and lowest in the southern European 
countries and new Member States (Eurofound, 2006: 29).  
 
Yet among the new Member States, for example, Latvia, Poland and Estonia show 
greater short and long-distance mobility than Slovakia or Hungary (Eurofound, 2006: 
29)22. Among those who joined the EU in 2004, individuals say they are more likely 
to move to another EU State than another region or city in their own country. 
                                                 
22 The Eurobarometer questionnaire used the categories of ‘within town/city’, within region’ and ‘outside 
region’ but did not specify them further - their precise meaning is left to the respondent and so should be 
treated as potentially ambiguous.  
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Figure 3 presents the Eurobarometer findings on mobility intentions. In ‘high 
mobility’ countries, a higher percentage of citizens have firm intentions of moving. 
Figures are for people intending to move to another EU country in the next five 
years. The graph shows that three times more people in the ‘high mobility’ new 
Member States (Estonia, Latvia, Lithuania and Poland) say they are likely to move 
country in the next 5 years when compared with the ‘low mobility’ new Member 
States (Czech Republic, Hungary, Slovakia and Slovenia). For the old (EU-15) 
Member States, the variation is not so large. Just under 5 per cent of people in those 
designated as ‘high mobility’ (Denmark, Finland, Ireland and Sweden) say they will 
move in the next 5 years, compared with around 2.5 per cent for citizens in the other 
EU-15 countries. 
 
Figure 3: High and Low Mobility Member States 

 
 Source:  Eurofound (2006)23 

According to the most recent available data (European Commission, 2008), levels of 
intra-EU migration have been lifted somewhat by the recent enlargements in 2004 
(EU-10) and 2007 (EU-2). However, this trend might have peaked as early as 2006 
(European Commission, 2008:118). Between 2003 and 2007, EU-10 and EU-2 
citizens in EU-15 states more than doubled - to 2 million and 1.6 million respectively. 
Despite this rise, stocks of other EU-15 citizens in EU-15 states represent a higher 
proportion of the population (1.7 per cent) than EU-10 (0.5 per cent) or EU-2 (0.4 
per cent) citizens (Figure 4): 
 
 
 
 
 
 
 
 

                                                 
23 Cyprus and Malta are not included. 
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Figure 4: Other EU Nationals Resident in EU-15 
 

 
Source: EU LFS, 2007 
 
 

2.4 The Demographic Characteristics of Mobile Intra-EU 
Workers 
 
The 2005 Eurobarometer survey (64.1) found that those who do intend to move are 
more likely to be men than women, younger (under 35), better educated or 
unemployed. Evidence on intra-EU mobility indicates that people at an earlier stage 
in the ‘life course’ show a greater propensity for mobility.  
 
The same survey found that nearly as many people aged 25-34 have already been 
mobile between regions in the EU when compared with those aged 35-44 and 45-54. 
For mobility between EU countries, the percentage of those aged 35-44 who have 
already experienced mobility (5 per cent) is higher than those who are over 65 (4 
per cent). This suggests that there is a generational ‘mobility boom’ in the EU, where 
an overall increase in mobility is being fuelled by the younger age groups. As this 
more mobile group ages over time, a much higher percentage of EU nationals will 
eventually experience mobility. 
 
Recent work in the new Member States reflects serious concerns at the potential 
outflows of young people (Ackers and Gill, 2008). Kreiger’s analysis of migration 
intentions in the new Member States, for example, predicts a ‘youth drain of nearly 
10 per cent in the next five years for Bulgaria and Romania as well as .. an 
increasing feminisation of migration’ (2004:7). Single people show the highest 
interest in forms of international mobility (Figure 5): 
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Figure 5: Future Mobility Intentions by Demographic Variables 
 

 
Source:  Eurobarometer 64.1, 2005 

Attitudes towards migration are thought to be influenced by marital status and ideas 
about different gender roles (Jürges, 2005). Recent LFS data on marital status 
suggest that the ‘stocks’ of mobile EU workers are quite similar to host nationals in 
terms of marital status. There are proportionately fewer mobile EU workers who are 
widowed but otherwise in percentage terms the distribution is nearly identical (Figure 
6):  
  



33 

Figure 6 : Marital Status by Nationality Grouping 
 

Source: EU LFS, 2007. 
 
The problem with this data is it tells us very little about marital status at the point of 
the initial move as it is based on stocks (EU nationals resident in other Member 
States). Ackers’ research suggests that these aggregate statistics, ‘create the 
misleading impression of a migration dominated by married women and thus, by 
implications, of same-nationality couples nicely reinforcing the male breadwinning 
model’ (1998:157). Her work with mobile EU women challenged this characterisation, 
finding that the ‘overwhelming majority’ of women interviewed migrated as single 
women and subsequently married in the host state: 
 
Table 1 : The Marital Status of EU Migrant Women at the Point of Migration and at the 
Time of Interview 
 
Marital Status On Initial Migration At Interview 
Single 222 61 
Married 90 206 
Cohabiting 18 38 
Separated 2 10 
Divorced 8 17 
Widowed 1 9 
Source: Ackers, 1998:157 
 
In addition to evidence that younger people show a greater propensity to be mobile, 
those that enjoy higher educational levels are substantially more likely to move 
within the EU. According to Eurobarometer data (2005), more than 40 per cent of 
those that have been mobile in the EU have either already attained a high level of 

1: Other EU‐27 nationals by gender and marital status  2: Nationals by gender and marital status 



34 

education or are still studying (and will achieve a higher level)24. Although these two 
categories are rather distinct,taken together they fall into the broad classification 
often described as ‘knowledge workers’ and are likely to view mobility as an integral 
part of their career-building profile: 
 
Figure 7: Percentage of Respondents that have been Mobile by Educational Level 
 

 
Source: Eurobarometer 64.1, 2005. 
 
 
The LFS records the highest level of education or training successfully completed. 
There are three main levels: ‘low’ (lower secondary education), ‘medium’ (upper 
secondary education), and ‘high’ (third, or university-level education). Mobile EU 
workers have the greatest proportion with the highest education level compared to 
nationals and non-EU nationals. 
 

                                                 
24 These are the categories used by the Eurobarometer survey. 
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Figure 8 : Highest Educational Level by Nationality Grouping  
 

 
Source: EU LFS, 2007 
 
 

2.5 The Employment Characteristics of Mobile Intra-EU Workers 
 
Part-Time Employment 
 
The broad interpretation of the concept of worker in Community law to cover part-
time work has been noted above. This secures the extension of full citizenship rights 
to part-time, on-call and casual workers providing important protection to female 
migrants, in particular, as they are considerably more likely to work on a part-time 
basis25. Data from the 2007 EU LFS show that female mobile EU workers are far 
more likely to be working part-time than their male counterparts. They are also more 
likely to be working part-time than female nationals and female non-EU migrants 
(Figure 9): 
 

                                                 
25 Particularly when they have partners and family responsibilities. 
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Figure 9 : Part-Time Work by Gender and Nationality Grouping 
 

 
Source: EU LFS, 2007 
 
By embracing a wide range of economic activities and not privileging full-time work, 
the concept of migrant worker under Community law embodies the principle of 
gender equality. The protection of part-time and low paid workers extends to 
situations in which the wages earned are lower than the national subsistence level 
and regardless of whether the worker needs to supplement their income with public 
funds26. Those mobile EU nationals who are employed on a part-time basis in the 
host state will therefore be entitled to equal treatment (with nationals) in social 
security protection in the selected location. What this equates to in practice depends 
on the level of provision in that location and may be very low. The impact of part-
time working on career progression is an area of course that falls outside the 
competency of European law. It can reasonably be predicted that the pressure on 
mobile women to work part-time in the host state will compromise their employment 
progression (and pay scales). 
 
Employment Sector 
 
Data from the European Labour Force Survey (2007) indicate a strong ‘clustering’ of 
nationality groups in different employment sectors. Citizens from EU-2 and EU-10 
Member States are more likely to be employed in sectors that are typified by low-
skilled, low-pay, vulnerable working conditions such as agriculture, hotels and retail 
work, construction and domestic work. Figure 10 provides an overview of the types 
of occupations that different groups of EU workers are engaged in: 
 

                                                 
26 Case 139/85 Kempf [1986] ECR 1741  
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Figure 10: Employment Sectors of Different Groups of Mobile EU Workers 
 

 
Source: EU LFS, 2007 
 
These patterns are likely to have gendered implications. Certain industries and 
sectors are well understood as being ‘gendered’ in the sense that there is a 
significantly higher level of one or other gender in the labour market. This 
observation is illustrated by the data on occupations27 broken down by gender 
(Figure 11) and by different groups (nationals, EU mobile and non-EU mobile). For 
some of these, there appears to be little difference in the percentage of men and 
women employed between the different national groupings. These are particularly 
the mid to high-skilled occupations (e.g. technicians and associated professionals, 
legislators, senior officials and managers).  
 
However, for most sectors where there is already marked gender segregation among 
nationals, this effect tends to be magnified for ‘other-EU citizens’. For example, those 
working as clerks are very segregated by gender – for nationals, most of those that 
work in this category are female (69.5 per cent for nationals), and this is also a trend 
which appears to be reflected for other-EU citizens. Craft and related trades workers 
are again segregated by gender – this time, it is mostly men that work in this 

                                                 
27 The definitions are from the International Standard Classification of Occupations (ISCO) from the ILO, 
which is widely used at national and European levels (and of course by Eurostat) 
http://www.ilo.org/public/english/bureau/stat/isco/index.htm 
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occupation (89 per cent of nationals and similar proportions for other-EU and non-EU 
workers). Divergence between the gender balance of nationals and that of other-EU 
workers can be seen in the case of elementary occupations. Here, there is a fairly 
even spread between males and females for nationals (just over 50 per cent 
women), but for other-EU citizens there is a much higher proportion of women (68.5 
per cent). A good example where the preponderance of males is magnified for other-
EU workers is with those working as skilled agricultural and fishery workers. While 
this occupational grouping is segregated for nationals (mostly men - 61.4 per cent), 
it is significantly more segregated for other-EU citizens (73.2 per cent) and non-EU 
citizens (84.5 per cent). 
 
Figure 11: Occupations for Nationals, Other-EU and Non-EU by Gender 
 

 
Source: EU LFS, 2007. 
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National level data on recent (A8) migration to the UK obtained from the Worker 
Registration Scheme (WRS)28 provide interesting additional information on post-
enlargement flows indicating a gendered regional effect29. The data show how very 
recent inflows of mobile EU workers have been gendered in terms of labour market 
experience. This is not only in occupational and sectoral terms, but also 
geographically, due to the regional specialisation of labour markets. Figure 12 shows 
the different occupations by region: 
 
Figure 12:  Percentage of A8 Female Workers by UK Regions 
 

 
Source: WRS, 2009 
 
Although London and the South East remain dominant receiving locations, the 
growing significance of other regions and, in particular more rural areas (and 
agricultural occupations) is evident. 
Evidence that the post-enlargement increase in intra-EU mobility peaked in 
2006/2007 is backed up by the most recent WRS data (24 February 2009), which 
show that, by the end of 2008, work applications from the eight new Member States 
had fallen to their lowest level since they joined the European Union in 2004.  
 
This cohort of workers continues to exhibit specific characteristics – they are 
predominantly young, male, and with no dependents, although some of these trends 
have changed slightly over time. In 2008, 78 per cent of registered workers were 
aged between 18 and 34, compared to 80 per cent in 2007 and 82 per cent in 
200630. The proportion of those registered as having dependents is generally very 
low – around 7 per cent, although this increased slightly to around 9 per cent in 
2007. The male to female ratio for those who applied to the WRS between May 2004 
and December 2008 is 53:47, but in the last quarter of 2008, the ratio had shifted to 
49:51 - the first quarter that women applicants have outnumbered men (in the third 
quarter of 2008, the ratio was 50:50). 
 

                                                 
28A8 countries are Poland, Lithuania, Estonia, Latvia, Slovenia, Slovakia, Hungary and the Czech Republic. 
29 This information was not available in the case study countries and is presented here as an example. 
30 http://www.bia.homeoffice.gov.uk/sitecontent/newsarticles/immandasylumstats 
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2.6 Conclusions 
 
This review of the latest available EU statistics on gender and mobility shows that 
while levels of mobility in the EU are relatively low overall interesting gender 
dimensions are evident and patterns are changing over time and with new waves of 
EU enlargement. These dynamic patterns are strongly gendered in certain aspects, 
particularly in terms of labour market outcomes for recently mobile workers. This is 
evident in the levels of occupational segregation. Broadly speaking, these are higher 
skilled sectors and occupations for EU-15 working in other countries (the larger 
group of mobile EU workers), and lower skilled for EU-10 and EU-2 citizens (a 
smaller group but making up the majority of recently mobile EU workers). 
These asymmetries and the specific situations in which mobile EU workers find 
themselves demand more detailed analysis. The unequal experience of mobility in 
the EU has implications for policy initiatives on gender equality, which has been 
mainstreamed in the EU policy process, and other ‘qualitative’ labour market policies 
such as the debate on ‘flexicurity’. This is especially important considering that these 
findings chime with other research into some post-enlargement mobility which 
indicates that many EU citizens have been exposed to vulnerable working conditions 
(Geddes et al, 2007) where competitive pressures can lead to deteriorating 
employment conditions or ‘regressive flexibility’ (Stenning et al, 2006). The following 
chapter moves on to look in a little more detail at four national situations. 
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Chapter 3 
 

The National Case Studies 
 
 

3.1 Introduction 
 
The study includes work by research partners (national experts) in four case study 
countries (France, Poland, Portugal and the UK). The case studies were designed to 
support a more in-depth comparative analysis of statistical data and research review. 
They also highlight the importance of understanding national context to mobility and 
labour market processes. Chapter 3 considers gender and mobility in the four case 
studies (France, Poland, Portugal and the UK) by using national and international 
data-sets. It outlines the scale of flows from other EU countries, the main 
employment sectors that EU migrants move into and the gender balance of these.  
 

3.2 The Case Study Countries 
 
The four case studies offer interesting contrasts in terms of migration histories, 
welfare systems and political contexts (Hall and Soskice 2001: Goldthorpe, 1984). 
Esping-Anderson’s classic typology describes the UK as ‘liberal’ country. France, on 
the other hand, is often put together with other ‘continental’ systems; and Portugal 
represents the group of ‘Southern European’ countries with more ‘rudimentary’ 
welfare systems (Esping-Anderson, 1990). Difficulties in capturing different varieties 
of capitalism have been further complicated by the political and economic changes 
that have taken place in the Central and Eastern European countries after the fall of 
the Soviet Union (McMenamin, 2004; Arcanjo, 2006). As a result Poland, for 
example, is often labelled as ‘post-communist’ or ‘transitional’, but this might tell us 
little considering the dynamic and heterogeneous development of Central and 
Eastern European countries in the last 20 years.  
 
The UK and France are often referred to as ‘older’ countries of immigration, as they 
have experienced significant in-migration and are key receiving countries in the EU 
context (Freeman, 1995). Recent comparative data from EU LFS (Eurostat) and an 
OECD report (2008) place the UK as the most important receiving country for 
migrants with around 577,000 people arriving to live in the UK for at least a year in 
2007. However, this should be seen in the context of significant outflows - 340,000 
people emigrated in 2007, leaving a net population gain of 237,000. A high 
proportion of these are EU citizens (mainly Polish). In the last two phases of EU 
enlargement, Member States have been given the option of employing transition 
measures which restrict for a given period of time, full access to labour markets in 
the host state. The UK took the decision (for the second time) not to extend access 
to the labour market for EU-2 nationals. Instead they were offered limited access via 
low-skilled schemes (particularly the Seasonal Agricultural Workers Scheme – 
SAWS). This decision was one of the first specifically informed by the new Migration 
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Advisory Committee (MAC) which was set up to tailor immigration policy more 
closely to labour market needs.  
 
From a gender policy perspective, France has perhaps the strongest track record in 
terms of progressive social and employment policies to support women in the labour 
market. The UK has developed more policies in recent years to promote flexible 
working and ‘work-life balance’, partially in response to the position of women in the 
labour market, but also as a tool to address skills shortages. 
 
Portugal is often placed with other Southern European countries (Spain, Italy, 
Greece, Malta and Cyprus), which have switched from countries of emigration to 
countries where immigration is increasingly significant. Portugal experienced a sharp 
increase in inward migration in 2006/7, with many migrants coming from Eastern 
Europe, and often through family reunion. Despite rises in immigration, the stocks of 
foreign nationals remain fairly static, but that is partly due to the high numbers of 
naturalisations as a result of the introduction of more liberal regulations since 2006. 
There is also evidence of circular migration with Eastern European migrants as labour 
market demand falls off.  
The so-called ‘Southern European model’ of immigration (King, 2000) appears to 
follow three phases: large-scale emigration between the 1950s and early 1970s, 
followed by return migration in the 1970s and then increasing unregulated 
immigration beginning in the 1980s and continuing to grow through the 1990s and 
early 2000s. Immigration in this model is known to be linked with specific labour 
markets which are gendered, for example domestic and care work, where the 
majority of immigrants who fill the jobs are women (King and Thomson, 2008:269).  
 
Poland represents an interesting case, as it is currently in a phase characterised by 
significant emigration (OECD 2008), while also undergoing what Schimmelfennig and 
Sedelmeier (2005) refer to as ‘Europeanisation’31. Poland has been one of the main 
sending countries in the recent wave of post-enlargement European mobility, 
particularly to the UK and Ireland. In comparison to the pre-accession period (1999-
2003), post-enlargement emigration (2004-2006) is dominated by men with their 
share of total emigration rising from 57 per cent to 64.7 per cent (Grabowska-
Lusińska and Okólski, 2008:61). In terms of inflows, there is only a very small 
number of foreign residents in Poland (0.14 per cent of the population), and these 
are mainly German, Ukrainian or Russian. 
 
 

3.3 Migratory Flows in the Case Study Countries 
 
In terms of past mobility experiences in the selected countries, data from the special 
Eurobarometer on the subject (Figure 13) show that the populations of the UK and 
France tend to have higher within town/region mobility and much higher levels of 
cross-regional mobility than Poland or Portugal. 
  
 
 

                                                 
31 Radaelli defines Europeanisation as “The construction, diffusion and institutionalization of formal and 
informal rules, procedures, policy paradigms, styles, ‘ways of doing things’ and shared beliefs and norms 
which are first defined and consolidated in the EU policy process and then incorporated in the logic of 
domestic (national and sub-national) discourse, political structures and public policies” (2000: 4)  
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Figure 13: Past Mobility by Destination and  Country (per cent) 
 

 
Source:  Eurobarometer 64.1, 2005 

 

3.4 Reasons for Migration 
 
It is important to note that total inflows of both EU and third country migrants are 
generally dominated by family reunification rather than labour migration, although 
this varies significantly by country.  
Figure 14 presents the data on migrant inflows by category for France, Portugal and 
the UK (Poland is not comparable due to the low levels of inflows). According to 
OECD (2008), family-based migration would appear to be less important for the UK 
(around 31 per cent of those that arrived in 2006 were through family reunion), 
when compared with Portugal (over 62 per cent) and France (59 per cent). Arrivals 
via free movement (ie: intra-EU workers) accounts for just under a quarter of the 
total for the UK, while for France and Portugal it makes up less than 20 per cent 
(OECD, 2008:35): 
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Figure 14: Types of Migrant Inflows in France, Portugal and the UK (per cent ) 
 

 
Source:  OECD, 2008 
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3.5 Migration Flows to the Case Study Countries by Country of 
Origin 
Figures 15-17 present Eurostat LFS data to show the change in the numbers of 
other-EU citizens in the case study countries by nationality group. They show 
increases for EU-2 and EU-10 nationals, particularly for the UK, but also for France 
and Portugal to a lesser degree. 
There has been a significant increase in the numbers of EU-2 nationals moving to all 
three of the receiving countries in the study sample (UK, France, and Portugal). 
Flows to Poland are too small to be significant. The UK emerges as the country 
receiving most EU-2 nationals as a proportion of total population, but the rate of 
increase is largest for Portugal, which saw a three-fold increase in citizens from these 
countries between 2006 and 2007 (Figure 15): 
 
Figure 15:  EU-2 Nationals in France, Poland, Portugal and the UK 
 

 
Source: EU LFS, 2007 
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For EU-10 nationals, the UK is the only country in the sample which has experienced 
a significant increase over the 5-year period. Portugal and Poland registered 
insignificant totals, and the proportion of EU-10 nationals out of the total population 
in France has remained somewhat static (Figure 16): 
 
Figure 16:  EU-10 Nationals in France, Poland, Portugal and the UK 
 

 
Source: EU LFS, 2007 
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The figures for EU-15 nationals over the 5 year period show a stable situation, with 
flows relatively static in the four countries, apart from a slight dip for France and a 
slight increase for the UK. Poland registers a small number of EU-15 nationals in 
2005, which were mainly German citizens. It should be noted that although inflows 
or outflows appear to be less significant, the overall proportion of the population 
from these countries is significantly higher than for EU-2 or EU-10 nationals (Figure 
17): 
 
Figure 17: EU-15 Nationals in France, Poland, Portugal and the UK 
 

 
Source: EU LFS, 2007 
 

3.6 The Gender Balance of Mobile European Citizens in the Case 
Study Countries 
 
Analysis of Eurostat (LFS, 2007), broken down by gender, show the balance of male 
and female EU nationals living and working in the case study countries. The study 
presents the ten most numerous nationalities for each case. As outlined earlier, 
stocks of other EU citizens are far higher in the labour markets of France and the UK 
than in Portugal or Poland. For these last two countries, the numbers are close to the 
level where Eurostat normally publishes a warning as to their reliability 32. 
 

                                                 
32 For further information on the reliability of Eurostat figures: 
http://circa.europa.eu/irc/dsis/employment/info/data/eu_lfs/LFS_MAIN/Related_documents/reliab_quarter
ly.htm 



48 

France 
 
Figure 18: France -  Top 10 Other-EU Nationalities33  
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Source: EU LFS, 2007 
 
The Portuguese emerge as by far the most important national grouping in relation to 
other-EU nationals resident in France. There has been a long history of Portuguese 
migration to France – more than 60 per cent of Portuguese emigrants in the 1970s 
(when outflows were at their peak) chose France as their destination. The gender 
balance (slightly more men than women) reflects a maturation of Portuguese 
immigration so that it incorporates mainly settled families, rather than (single) males 
arriving for work purposes (Pereira and Tavares, 2000), as is possibly the case with 
Italians. The gender composition of the population of mobile EU workers varies 
enormously. In France, there are roughly equivalent numbers of male and female 
Dutch citizens. Flows from Romania, Poland and Germany suggest a highly feminised 
situation with nearly double the number of women. Italian flows, on the other hand, 
are more male-oriented.  
 

                                                 
33 Turkey was included in the 2007 Labour Force Survey as one of the ‘top-10 other EU nationalities’ but is 
excluded here leaving 9. The same applies to the UK (Figure 21). 
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Poland 
 
Figure 19: Poland -  Top 10 Other-EU Nationalities  
 

 
 
Source: EU LFS 2007 
 
The numbers are relatively small compared to the numbers of EU nationals resident 
in France, and in many cases data indicating the gender balance is not available. The 
majority of foreign residents in Poland come from Germany, and more than half of 
these are male. Men also form a large majority of UK foreign residents in Poland, the 
second most important nationality group. However, in the case of French nationals, 
women form a large majority. 
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Portugal 
 
Figure 20: Portugal - Top 10 Other-EU Nationalities  
 

 
Source: EU LFS, 2007 
 
The highest number of other-EU nationals (nearly 14,000) resident in Portugal is 
from Romania. The gender balance is quite close, with slightly more men than 
women. For French and Spanish nationals there are disproportionately more women 
than men. As is the case for Poland, numbers are relatively small. 
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The UK 
 
Figure 21: UK - Top 10 Other-EU Nationalities  
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Source: EU LFS, 2007 
 
Other-EU citizens resident in the UK are dominated by the Polish and Irish, which 
dwarf the numbers from other EU countries. Irish migration to the UK should be 
considered in an historical context – the ease of movement between the two 
countries provides little incentive to naturalise, meaning that many of these nationals 
(or indeed their ancestors) might have been resident in the UK for a long period34. 
One would therefore expect the gender balance to broadly reflect the situation for 
nationals. 
Polish immigration is different in that it is much more recent, and is more heavily 
dominated by migration for the purposes of work. The majority of Poles in the UK are 
working in male-dominated sectors, such as crafts/trades, agriculture/fisheries and 
plant and machinery operators. Flows from France, Germany, Lithuania and Ireland 
are more feminised and those from Italy more masculinised, but these imbalances 
are not large. 
 
The marked national ‘imbalances’ in the gender of flows in some cases (such as for 
Poles, for example) suggest two things. Firstly that it is misleading to conclude that 
women, as a group, are less mobile than men and, secondly, that the levels and 
gender characteristics of the population of mobile EU workers reflect high levels of 
labour market segmentation. 
 

3.7 Occupations of Mobile EU Workers 
 
Data from Eurostat allow us to look at the occupations35 of other EU citizens by 
gender in different countries. This section selects occupations where Polish, French, 
Portuguese or UK nationals are represented in the case study countries, in order 

                                                 
34 The ‘ease of movement’ refers to the ‘Common Travel Area’ which is a passport-free zone that 
comprises the islands of Ireland, Great Britain, the Isle of Man and the Channel Islands.  
35 Eurostat utilises the international standard classification of occupations (ISCO-88) 
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(where possible) to compare ‘older’ Member State nationals (EU-15), with newer 
Member State nationals (EU-2 or EU-10). The numbers of other-EU nationals working 
in Poland were too small to be included in this analysis as a host country, but Polish 
workers comprise a significant group of  mobile workers in the UK.  
 
These selected cases are intended to be illustrative and indicative rather than 
representative of intra-EU mobility in general (and should be treated with caution in 
some cases where the numbers fall below 1000). However, the comparisons of 
occupations of other-EU nationals allow for some observations regarding the 
potential gendering of occupational niches with intra-EU mobility. The selected 
national case studies are as follows: 

• French and Polish workers in the UK 
• French and Romanian workers in Portugal 
• Portuguese and UK workers in France 

 
French and Polish workers in the UK 
 
Polish citizens are the largest national group of other-EU workers in the UK with 
official numbers well over 300,000. However, there are also a relatively high number 
of French workers in the UK (over 100,000 workers). The LFS data for the UK show 
an imbalance in terms of disproportionately high numbers of Polish workers in certain 
sectors compared to French nationals that, while lower in number overall, are more 
evenly spread between occupations. For Polish workers certain occupations are of 
particular significance (‘craft and related trades’, ‘elementary occupations’ and 
‘plant/machine operators’). 
 
Despite the large differences in terms of the numbers working in lower skilled 
sectors, there is a comparatively small difference in terms of the gender balance for 
these when French and Polish workers are compared. For example in ‘crafts and 
related trades’, there are far higher numbers of Polish workers, but for both 
nationalities there is a much higher proportion of males than females. This is 
reversed in mid-skilled office-based occupations such as ‘clerks’ where there are a 
higher proportion of females for both French and Polish workers (Table 2): 
 

Table 2 : UK - Occupations for French and Polish workers 

Occupation French Polish 

  Males Females Males Females 
Clerks 2,033 9,481 3,510 8,522 
Craft and related trades workers 1,041  : 44,788 1,184 
Elementary occupations 3,066 3,624 70,776 37,654 
Legislators, senior officials and managers 7,688 10,095 2,104 1,659 
Plant and machine operators and 
assemblers 3,393 1,246 44,922 18,504 
Professionals 7,011 9,849 6,699 7,328 
Service workers and shop and market sales 
workers 5,238 6,145 15,066 31,999 
Technicians and associate professionals 5,498 4,796 5,131 5,121 

Source: EU LFS, 2007 
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French and Romanian Workers in Portugal 
 
As discussed above, there are fewer other-EU nationals working in the Portuguese 
labour market when compared with the UK or France. Romanian and French workers 
were selected across three occupational groupings where both nationalities register 
some numbers. According to the LFS (2007), these are the top two nationalities of 
other-EU citizens in the Portuguese labour market with around 14,000 Romanians 
and 10,000 French.  
 
Considering the small numbers in each occupational category (particularly when the 
figures are less than 1000), these figures should be treated with some caution. That 
said, the data show that the gender imbalance appears to be similar in some sectors 
and magnified in others. With ‘plant and machine operators and assemblers’, for 
example, there are more than double the number of men compared with women for 
both French and Romanian workers. For ‘craft and related trades workers’, however, 
this imbalance (of men over women) is magnified in the case of Romanian workers. 
In contrast to these, the situation in ‘elementary occupations’ is reversed for the two 
nationalities: for French workers there are more men working in these types of 
occupations, whereas for Romanian workers there are more women (Table 3): 
 

Table 3: Portugal - Occupations for French and Romanian workers 

Occupation French Romanian 

  Males Females Males Females 
Craft and related trades workers 838 337 4,370 102 
Elementary occupations 536 338 1,055 3,204 
Plant and machine operators and 
assemblers 195 72 10,348 372 

Source: EU LFS, 2007 
 
 
 
Portuguese and UK Workers in France 
 
While both Portuguese and UK citizens are among the top nationalities present in the 
French labour market, there are considerably more Portuguese (over 450,000) than 
UK workers (over 120,000). These Portuguese citizens are concentrated in low-
skilled and semi-skilled sectors, particularly craft and related trades workers, where 
there is a predominance of male workers, and elementary occupations, where 
women form the vast majority. By contrast, the much smaller numbers of UK citizens 
working in France tend to occupy skilled and highly skilled positions to a far greater 
extent. The most important sectors for British working in France are; legislators, 
senior officials and managers, followed by technicians and associate professionals, 
and professionals. These are all sectors in which men are in the majority. 
 
However, in less qualified sectors, the gender imbalance of British workers is not as 
evident as for the Portuguese. For example in elementary occupations and service, 
shop and market sales workers, there are smaller and more gender-balanced 
numbers of British workers than of Portuguese. This was also the case for French 
compared with Poles working in the UK, where these same sectors (elementary 
occupations, service, shop and market workers) were less gender-segregated for 
French than for the Poles. According to the French census survey, Portuguese women 
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are more active in the labour market than the French average, contrary to other 
female immigrants groups, including British. They are however concentrated in 
elementary occupations, which is evident when they are compared to British women 
working in France (Table 4): 
 
 
Table 4: France – British and Portuguese Workers by Occupation 

Occupation Portuguese British 

  Males Females Males Females 
Clerks 1,438 11,843  : 931 
Craft and related trades workers 89,334 1,558 4,498  : 
Elementary occupations 20,122 89,738 1,076 1,525 
Legislators, senior officials and managers 11,165 4,138 6,429 1,245 
Plant and machine operators and 
assemblers 23,317 2,423 1,167  : 
Professionals 5,872 597 3,301 1,889 
Service workers and shop and market sales 
workers : 23,138 981 1,509 
Skilled agricultural and fishery workers 5,272 5,038 2,175  : 
Technicians and associate professionals 6,057 2,078 3,686 2,335 

Source: EU LFS, 2007 
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3.8  Conclusions 
 
Each of the four countries reveal a unique and distinctive situation which illustrates 
the diversity of mobility in the EU. In terms of who is moving where in Europe, 
evidence indicates strong national groupings in receiving countries, with one or two 
nationalities generally dominating intra-EU movement: Polish and Irish in the UK, 
Portuguese in France, Romanians in Portugal and (although on a much smaller scale) 
Germans in Poland. These reflect historical movements, in particular Irish migration 
to the UK, which is centuries-old, but also the close ties between Poland and 
Germany. The high numbers of Portuguese in France dates back to earlier movement 
from Southern to Northern Europe, particularly in the 1960s and 1970s, while the 
Polish in the UK and Romanians in Portugal represent the most recent wave of (East-
West) intra-EU movement. 
 
In terms of gender, the picture reflects a great deal of diversity with some national 
flows far more gendered than others. In France, for example, the more ‘traditional’ 
flows from Portugal and Italy (which are also the more numerous) are more male-
dominated. Recent flows from Romania and Poland, on the other hand, are far more 
feminised. In Portugal, the flows of Romanians and Italians are more masculinised 
whereas flows of French and Spanish are more feminised. Finally, in the UK the 
dominant Polish flows include more males than females whilst more ‘traditional’ flows 
from Ireland, France and Germany are more feminised. 
 
The data presented in this chapter provide an overview of stocks of mobile EU 
nationals in the case study countries and to show how this relates to occupational 
sector. The following chapter moves on to look in more detail, using other sources of 
quantitative and qualitative data, the characteristics of mobile EU workers and, in 
particular, the relationship between life-course and mobility. 
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Chapter 4 
 

Mobility and Life Course: The Case of Students 
 

4.1 Introduction 

 
The study had two key objectives: to understand the gender, mobility and 
employment in the context of internal (intra-EU mobility). Previous chapters have 
assessed the evidence on flows, the gender dimensions of these and the links with 
employment sectors. The findings presented in Chapter 2 illustrated two key 
characteristics of flows of labour (as opposed to family reunification) mobility: the 
predominance of younger age groups and of skilled and highly qualified people. For 
many mobile intra-EU employees, it is more appropriate to use the language of 
career rather than ‘work’ to fully comprehend patterns and motivations. The effect of 
very recent post-enlargement moves was also noted to illustrate the marked 
differences in employment sector and the relationship this has with gender. The 
study has also noted on several occasions the serious lack of firm data on the new 
and more complex and ephemeral forms of mobility that are of growing significance 
in an intra-EU context and elude current forms of aggregate data collection. 
With these limitations in mind, the following chapters focus on more specific groups 
of mobile intra-EU workers where more detailed research has been undertaken, 
using different methods and data sources to illustrate the relationship between 
gender and mobility in the EU. This chapter considers the relationship between 
gender and mobility during the early stages of the life-course to assess whether men 
and women show a different propensity to move at this stage. Using findings 
collected over a number of comparative projects, focusing on mobility in academic 
labour markets provides an opportunity to really see the impact that life course (and 
career stage) has on migration motivations and the propensity to move and the 
consequences of this for the career progression. 
 
Chapter 2 noted the prevalence of people who have either attained a high level of 
education, or are still studying in intra-EU flows. Moving for educational purposes 
forms a critical component of employment and career planning for an increasing 
proportion of young people in the EU. The following section focuses on 
undergraduate student mobility for two reasons, firstly, because it is one of the key 
growth areas in intra-Community mobility and secondly, because mobility in this 
sector is relatively well documented and provides a unique opportunity to ‘track’ 
changes over the life course (and with age). As such, it gives us an opportunity to 
study mobility flows at younger age groups in more detail.  
 

4.2 Student Mobility 
 
Figures on intra-EU mobility at undergraduate level show evidence of a degree of 
feminisation. A recent impact assessment of the ERASMUS scheme, for example, 
found that 60 per cent of respondents (n=15,000) were female and over 60 per cent 
were aged between 21 and 23 (Otero and McCoshan, 2006). The authors noted that,  
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this gender gap, to some extent, reflected higher female participation rates in higher 
education but suggested that the difference' exceeds the average difference for 
OECD countries and may suggest a gender gap in terms of participation in the 
ERASMUS programme’ (p.4). 
 
As an undergraduate programme, one would expect many of the ERASMUS 
participants to be young, single and childless. The impact assessment found that the 
large majority of students were single (93%) and 99% had no dependent children. 
The authors indicate that this figure is much higher than general figures for higher 
education students which suggest that around 3.6% of all students have children 
(Otero and McCoshan, 2006:4). An earlier study by Teichler and Maiworm identified 
the existence of partners and children as barriers to student mobility (although it did 
not refer specifically to gender): ‘the data suggest that students who live with a 
partner, as well as those who have children, rarely opt for a study period abroad’ 
(1997: 41). 
 
Recent work on wider forms of intra-EU undergraduate mobility lends further support 
to the notion that these flows are highly feminised, ‘female students are found to be 
more likely to study abroad (within or outside ERASMUS) than male students’ (Di 
Pietro and Page, 2008: 395). 
 
Central and Eastern Europe are currently experiencing large scale outflows at 
undergraduate level. Haug and Diehl’s (2004) analysis of figures from the German 
State Ministry of Education shows a tenfold increase in the number of Bulgarian 
undergraduates in Germany in the period from 1993-2002, with 2771 registrations in 
2002 alone, suggesting a marked increase in flows of undergraduate mobility from 
the new Member States. Okolski suggests that the greater migration potential 
amongst Polish students is, ‘due to age, being prone to risk, language and cultural 
skills’ (2006: 53). Okoloski goes on to cite survey findings of migration intentions 
which suggest that some 70 per cent of university students in the top ten institutions 
in Poland were keen to get a job in another EU state. Moving as a student often 
forms part of a planned strategy for subsequent emigration and ‘staying-on’ 
practices (Ackers and Gill, 2008). Lungescu suggest that these forms of mobility are 
gendered describing a ‘typical’ migrant from central Europe as a ‘young single 
graduate or student, often a woman’ (2004:1).  
 
The evidence given above illustrates the relative feminisation of one of the most 
important flows of intra-EU workers (or people about to enter the labour market). 
Female students and graduates generally show a higher propensity to move than 
their male peers.  
Available data on post-graduate flows enable us to track at least a cohort of this 
group (those continuing in education) over time and into the next phase of the life-
course when young people will be in their mid twenties (or older in some countries). 
 

4.3 Postgraduate Mobility 
 
Research generally indicates a high level of feminisation of graduate level mobility 
followed by a gradual decline. Jallade and Gordon’s study of mobility at post-graduate 
level indicates a decline in the level of feminisation: ‘Women are usually under-
represented in the flows of postgraduate students going to EU countries: they 
represent 46 per cent in the nine countries where statistics are available’ (1997: 62).  
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In some countries, it is possible to access more accurate and up-to-date data on this 
‘transition’. The UK provides particularly good data on this stage due to the highly 
structured nature of post-graduate programmes and associated education monitoring 
systems. Data obtained from the UK Higher Education Statistics Agency (HESA, 2008) 
illustrate the gradual decline in female mobility from undergraduate through 
postgraduate to doctoral level amongst the ‘other European’ category36: 
 
Table 5: Degree Obtained by Level and Gender, ‘Other Europeans’ in the UK (2006/7) 
 

 First Degree ‘Other Higher 
Degree’ 

Doctorate 

Number of 
females 

7435 (52%) 6230 (49.5%) 850 (45.9%) 

Total 14320 12,455 1850 
 
Source: HESA, 2008 

 
 

4.4 Post-doctoral and Senior Academic Mobility 
 
The Marie Curie Fellowship scheme, funded from the EU budget, provides an 
interesting opportunity to assess gender and mobility at doctoral and post-doctoral 
level effectively capturing the next stage in the life course (early 30’s) and more 
advanced levels of career development and aspiration.  
Marie Curie Fellowships are one of the most important opportunities for European 
researchers who wish to spend some time in a European country other than their 
own. In the period 1994-2002, almost 12,000 researchers benefited from one of 
these mobility fellowships. A survey of this population illustrates the decline in 
planned mobility with age and especially during that part of the life-course 
associated with partnership and family formation (Figure 22): 
 

                                                 
36 Equivalent data was not available in the case study countries. 
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Figure 22 : Marie Curie Fellows’ Plans for International Mobility by Age Group 
 

 
Source: Van de sande, Ackers et al, 2005. 
 
People in the youngest cohort (aged 22-29) showed the greatest interest in moving 
abroad. This gradually declines with age reaching lowest levels for the cohort aged 
35-39 after which it begins to increase once again.  
Figures obtained as part of an earlier evaluation of the representation of women in 
the scheme (Ackers, 2003) suggest that these demographic trends are gendered - 
with a decline in female participation from 39 per cent (at doctoral level) to 33 per 
cent at post-doctoral level (Figure 23): 
 
Figure 23: Applicants to the Marie Curie Fellowship Scheme by Category and Gender  
 

 
Source: Ackers, 2003 
 
Whilst 40 per cent of applicants to this mobility scheme are women at doctoral level, 
the proportion falls off at post-doctoral level. Interviews conducted with male and 
female participants in the Marie Curie Scheme exposed the specific role that mobility 
played in this process. Many women began to look to alternative careers that made 
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less demands on them in terms of mobility when they were beginning to form firm 
relationships and contemplate starting a family (Ackers, 2003). 
 
Evaluation of the Alexander Von Humboldt fellowship scheme (Jöns, 2007) and 
postdoctoral mobility in Poland indicate significantly lower levels of female mobility at 
this stage in the life course/career (Siemieńska, 2007). Recent work by Cox (2008), 
again on researcher mobility, further illustrates the relationship between mobility and 
age. Sixty per cent of respondents aged 24 or under expressed an interest in being 
mobile in the future compared to 45 per cent of 25-30 year olds and a low of 22 per 
cent of those in the 41 or over group. The findings also indicated a higher interest in 
mobility amongst women than men: 41 per cent of women expressed an interest in 
being mobile in the future compared to 32 per cent of men (Cox, 2008: 32).  
 

4.5 Conclusion 
 
This chapter has focused on a particular group of highly educated mobile intra-EU 
citizens. Using available data, it has provided a unique opportunity to demonstrate 
the role that gender plays in shaping attitudes towards mobility over the early stages 
of the life-course. Women, particularly when they are young and single, appear to 
have as great or greater propensity to move as their male peers. As careers develop 
and the life course evolves, the proportion of women declines. 
Research in this area has drawn attention to the role that partnering has on the 
mobility behaviour of male and female EU nationals and the impact that this can 
have on employment opportunity and career progression.   
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Chapter 5 
 

Partnering, Mobility and Employment 
 

5.1 Introduction 
 
This chapter shows how partnering can have a powerful, but not always predictable, 
impact on career and migration decision-making and how these issues are gendered 
(Ackers and Gill, 2008). Having a partner affects the way people think about moving 
in a number of respects: it influences decisions about whether to move at all or to 
move again (including return), where to move to (location) and for how long to stay. 
The presence of a partner might in some circumstances dampen the willingness to 
move or stay abroad for long periods. In other cases, it might increase the incentive 
to remain and not return. Important factors include gender, the nationality or 
country of origin of the partner, their employment status and the presence of 
children. 
 
Chapter 1 noted the important distinctions that shape the experiences of mobile EU 
nationals in comparison to third country migrants who enjoy far more restrictive 
rights both in terms of employment and citizenship. It also noted the dearth of 
research on this group of more ‘privileged’ mobile workers. Chapter 2 provided 
available evidence on the marital status of mobile EU workers suggesting that, 
although the stocks of EU nationals resident in the EU show a high prevalence of 
married women, research on the characteristics of flows indicates the dominance of 
single women. 
 
This chapter outlines the legal provisions before moving on to discuss the available 
literature on gender, partnering and employment. Much of this research has been 
done in a US context or on within-country mobility with very little research to date 
on the actual experiences of mobile EU workers (with the exception of Ackers, 1998; 
2008). The existing research is highly significant to the current study, however, as it 
is dealing in the main with the mobility of educated and professional couples. 
 

5.2 Partnering, Mobility and EU Law 
 
The rationale for developments in European law and policy can be traced back to the 
principle of ‘facilitating mobility’ of economic actors (workers) within the EU. 
Increasingly however, the law has developed awareness of the fact that European 
citizens do not make career or mobility decisions in a vacuum but are influenced by 
the needs of their partners and families. The European legal framework and the 
implications of enlargement of the EU are therefore crucial to understanding how 
issues around partnering shape mobility.  
 
Directive 2004/38 (the Citizen’s Free Movement Rights Directive) has extended the 
definition of partner and family member. However, it continues to privilege legal 
marriage as the basis of entitlement. Marriage to an EU national provides for an 
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automatic and absolute right of entry across the EU37. This is of particular value to 
partners of third country nationality. Partners who are EU nationals have an 
automatic right of entry although their rights in the host state will depend on their 
personal situation and employment status. 

In contrast, the capacity of unmarried partners to qualify as a family member under 
the free movement provisions depends, for those without a registered partnership, 
on the discretion of the Member State which is entitled to examine the relationship in 
detail. For those with a registered partnership, the right of reunification is dependent 
on the policy of the individual Member State and will, therefore, differ across the EU. 
In the UK, for example, the Civil Partnership Act 2004 allows only same-sex couples 
to register their partnerships. A migrant worker in the UK is automatically entitled to 
be joined by a same-sex partner with whom a registered partnership has been 
conducted. The status of a heterosexual couple in the same situation, however, is 
not as straightforward as national law does not allow for the possibility of registration 
of opposite-sex partnerships. The couple would have to rely on Article 3 of the 
Directive to enforce a right to reunification38. The residence and citizenship status39 
of people co-habiting in heterosexual partnerships and same-sex couples in 
registered partnerships remain contingent upon the national law in the host state 
treating such partnerships as equivalent to marriage (Currie, 2008; Bell, 1999: 
2002; Masselot, 2005; Roberts and Sakslin, 2009; Toner, 2004).  

Legal provisions extend free movement and citizenship rights to partners and family 
irrespective of nationality and including third country nationals. A recent report40 on 
the application of Directive 2004/38, however, found that national transposition does 
not match the level of protection envisaged by the Directive and highlighted 
persistent violations of the law on the right of entry and residence of third country 
national family members. The residency entitlement of third-country national 
spouses has been the focus of a recent ECJ decision. The Metock41 judgement 
significantly increased the legal status of third-country national individuals enabling 
them (theoretically) to enter a Member State without lawful residence status, 
subsequently marry an EU migrant and enjoy full citizenship rights. There has been 
much opposition to this decision at national level.  

                                                 
37 Case 267/83 Diatta v Land Berlin [1985] ECR 567 
38 Article 3(2) states that Member States shall also facilitate the entry and residence of the partner with 
whom the Union citizen has a ‘durable relationship’. Interestingly, the host Member State is able to 
undertake an extensive examination of the Union citizen’s personal circumstances when assessing the 
durability of the relationship and must justify any denial of entry or residence. Therefore, Article 3(2) does 
not grant an automatic right of residence to unmarried partners in the same way that Article 2(2) does to, 
inter alia, spouses. It merely encourages the Member States to examine the position of such individuals on 
the basis of their own national legislation. 
39  The citizenship status is of utmost importance as it shapes the entitlement to welfare and educational 
benefits of non-working partners. 
40 European Commission, Report to the European Parliament and the Council on the application of 
Directive 2004/38, COM(2008) 840/3.  
41 Case C-127/08 (judgment of 25 July 2008) 
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5.3 Mobility, Life Course and Partnering 
 
There may be various factors at play reducing the mobility of women from the age of 
30 (a trend noted in Chapter 4). One important factor concerns the life-course and 
the increasing influence of personal relationships and family. Haug, writing in the 
context of East-West moves, found marked gender differences in migration intentions 
by age group with younger cohorts displaying similar intentions but a marked over-
representation of men emerging amongst the 30-49 age group when about two thirds 
of potential migrants are male. She postulates that his might be because ‘women are 
losing or postponing their emigration due to family reasons’ (2004:16).   
 
The Impact of Partnering on Mobility 
 
Notwithstanding their legal rights, as noted above, single people generally find it 
easier to move in response to career or personal objectives than people with 
partners.  When asked to identify perceived ‘difficulties’ they had experienced in 
relation to their own mobility, around 50 per cent of respondents in Cox’s study 
referred to ‘personal relationships’ (2008:37). The research literature has tended to 
focus on two dimensions of the mobility/partnering dynamic.  
Firstly, the extent to which partnering restricts mobility and, secondly, the extent to 
which mobility impacts on employment status, particularly for the female partner 
(usually the ‘wife’). The presence of partners and associated dual career situations 
present serious and complex challenges for individuals who may be attempting to 
negotiate not only their careers but also their personal lives. These situations may 
generate obstacles to future mobility resulting in decisions that potentially limit the 
career progression of at least one if not both of the individuals concerned. In some 
cases, this situation may cause de-skilling, under-employment, unemployment and, 
ultimately, career exit. The prevalence of these situations raises questions not only 
at the individual level but also at the structural level, in terms of the quality and 
supply of human resources. 
 
Partners with Mixed Nationality  
 
The influence of international or mixed nationality partnering on migration processes 
has also received attention in recent studies. Scott, for example, highlights the 
significance of the ‘mixed-nationality partner’ in shaping middle class migration in 
the European context. He found that ‘a significant number of British were living in 
Paris to cement mixed-nationality relationships.  Mixed nationality migrants were the 
most committed to Paris and the most integrated/assimilated and the least 
transnational in their everyday lives’ (2006: 1114/5). 
 
Of course, the category of ‘mixed nationality’ couples could encompass situations in 
which both partners were mobile; in such cases, one might anticipate a more 
‘transnational’, perhaps even nomadic response. In Scott’s study, this group were 
evidently female ‘joiners’ or family reunification migrants (and predominantly EU 
nationals).  Scott further adds that ‘a large majority of these mixed-relationship 
migrants were female, with women apparently more ready to move overseas and 
compromise their own social networks and professional and cultural identities than 
men’ (p.1121).  
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5.4 ‘Tied’ Migration and ‘Trailing Wives’: The Impact on Wives’ 
Careers 
 
The research on mobility and partnering has used the concept of ‘tied’ migration or 
‘trailing’ wives to describe the extent to which marriage effects mobility and career 
(and vice versa) and the gendered consequences of this. To the extent that the issue 
of ‘tied migration’ - and the impact that partnering has on migration decisions - has 
been explored, research has focused primarily on inter-regional moves within the UK 
and the US and not on international or intra-EU moves.  
 
A review of the literature identifies growing interest (at inter-regional level) on ‘the 
impact of family and dual career situations…on the propensity of the ‘leader’ to move 
and the employment status of the ‘trailing spouse’ (Clark and Withers, 2002: 925). 
Most of this work focuses on the extent to which the migration of the head of 
household (typically the male breadwinning partner) dislocates the employment 
situation of the ‘wife’ and concludes that women are generally less mobile than men 
and that, when women do move, their mobility is ‘tied’ to that of their male partners. 
Some authors have identified the importance of gender-based labour-market 
segmentation in ‘setting the stage for the female role as the trailing wife’ (Cooke, 
2003: 339). Echoing the work of Bonney and Love (1991), Cooke suggests that:  

 
‘Many women enter into such careers as nursing and primary education in 
anticipation of their future gender roles as mothers who need flexible work 
hours and as trailing wives who need to have a job that is in demand in any 
locality’ (2003: 339)42 .   

 
The pattern identified above would seem to indicate a scenario in which the male 
partner has achieved a fairly established career and the female partner assumed a 
secondary labour market position prior to the initial migration or even prior to 
marriage (so the balance is already tipped to privilege the established and 
economically stronger career). This work raises important questions about the 
processes leading up to this imbalance (prior to the mobility episode) and the 
interaction of life-course with career decision-making, in particular the importance of 
identifying the critical juncture in the life-course when the status of the respective 
partners becomes differentiated and one career assumes priority.  
Clark and Withers’ work is interesting in this respect as it distinguishes between those 
dual career situations in which female partners were not engaged in the labour 
market prior to the (partner-induced) move, and those in which women were already 
actively engaged in paid employment. Their findings suggest that the ‘disruptive 
effect’ of migration was considerably less for the former group and indeed, ‘many of 
these women benefit from family migration’ subsequently securing employment in the 
host country (2002:923). The second group of employed women experienced 
‘significant temporary participation changes [but] within five months were working 
again’ (p.942). The impact of moving on career trajectories and progression as 
opposed to labour market participation and remuneration is not clear from this 
research, but their emphasis on the ‘dynamic nature of wives’ labour-force 
attachment’ would seem to be a key factor mitigating the effects of partner-
determined moves. 

                                                 
42 In a European context, at least, this argument evidently does not hold in any event as these careers, 
particularly teaching and nursing, prove especially difficult for migrant women to enter (see Ackers, 1998). 
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Ackers’ work with mobile EU women identified the resilience and entrepreneurialism 
of migrant women many of whom responded to the challenges of partnered moves 
(or, as was often the case, post-move partnering) by setting-up their own 
businesses, working flexibly or moving into entirely new career areas (1998).  
 
In addition to the concerns around the impact of partner-determined moves on the 
labour market participation of ‘tied movers’, research has considered the extent to 
which the growth in dual career situations impedes household mobility. Green (1996), 
who again focuses on inter-regional moves, usefully distinguishes between dual-
earner households (where both partners are employed) and dual-career households 
(where both partners are striving to progress in careers) and the challenges the latter 
present to existing household migration theory: 

 
‘Theories which are appropriate for traditional male breadwinner/female 
homemaker or ‘dual-earner’ households with a conventional division of labour  
(where the man’s career/job would be expected to take precedence over the 
woman’s job, if she had one) need to embrace the increase in female labour 
force participation and penetration into managerial and professional jobs’ 
(1996:642).  
 

These increases in the participation rates of women in highly skilled labour markets 
might be predicted to reduce their willingness to dislocate themselves from their 
employment in order to ‘follow’ male partners. Clarke and Withers (2002: 925), 
reporting on research confirming the ‘reluctance of dual-earner families to move for 
better employment opportunities particularly on the part of women’, refer to the ‘tied-
stayer’ concept to capture situations in which the higher skills’ levels of female 
partners might have a ‘dampening effect’ on dual career mobility. Bruegel’s concludes 
that the higher skill levels of female partners have little dampening effect on the male 
partner’s mobility, appears to contradict this perspective: 

 
‘The nature of a woman’s job does not appear to have the ‘expected’ effect on 
migration rates ... migration for job reasons was particularly high for 
households in which both partners work as managers … the occupational level 
of the wife does not appear to alter her desire or ability to limit job migration 
for her husband’s career’ (1996:249). 
 

Women in dual career ‘manager’ couples appear to ‘give way’ to the careers of their 
partners in much the same way as women in traditional dual-earner households. 
Snaith similarly illustrates the tenacity of the ‘tied mover’ pattern: 

 
‘In the majority of cases within dual career households moves due to the 
demands of a husband’s occupation take clear precedence over moves for a 
wife’s career. Furthermore, these moves are highly likely to have a 
detrimental impact upon the career of his partner’ (1990:155-156). 
 

Her findings underline the ‘contingent nature of much female mobility’ (p.156). Whilst 
over half of those women who moved either prior to marriage or remained single 
reported making moves primarily motivated by their own careers, the figure for 
partnered women fell to only 5 per cent of post-marriage moves when the demands 
of the husband’s job took precedence. Furthermore, moves motivated by the 
demands of the husband’s career resulted in a significant shift in the contribution to 
household income with the wives’ contribution falling in 36 per cent of cases (p.163). 
This not only reduces the woman’s immediate financial autonomy but increases the 
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likelihood of placing greater investment in the husband’s trajectory in the medium 
term.  
 
Tipping the balance in this way may trigger a ‘multiplier effect’ as subsequent career 
and migration decisions further entrench this situation and the economic logic that 
drives it. Green (1996), once again in the specific context of inter-regional mobility, 
distinguished between the ‘leader’ and ‘follower’ in dual career households and found 
that of the 30 households in her sample, 19 cases involved a male ‘leader’ compared 
to only five instances of female ‘leaders’. She concludes that ‘women [in dual career 
households] are more likely to be involved in dependent moves than men’ 
(1996:642). Her findings emphasise the impact of income differentials in this 
process: ‘as regards migration decisions, the ‘leader’ is most likely to be the 
individual with: (1) the more highly paid career; and/or (2) the more locationally 
constrained career’ (1996: 653). That said, her conclusion that ‘the location and 
mobility decisions of dual career households are just one example of the art of 
compromise in practice in a changing world’ (p.655) is surprising and fails entirely to 
acknowledge the gendered nature and consequences of these decision-making 
processes.  
 
Whilst economics constitutes a critical factor shaping these processes, the language 
of compromise and inference of consensus neglects the influence of power in 
household decision-making. Bruegel refers to the tendency of migration research to 
presume consensual decision-making in migrant households with inherent conflicts of 
interest ‘largely escaping social science concerns’ (1996: 235). The ‘trailing wife’, she 
argues, has been taken to be either a ‘declining breed’ or, as Bonney and Love 
contend (1991: 245), generally unproblematic on the grounds that male career 
mobility is an issue only for a small minority of ‘career women’. Rejecting these 
arguments, Bruegel suggests that ‘mobility requirements associated with career 
development are a continuing element in the differentiation of ‘men’s work from 
women’s’ (1996:235). Moreover, she suggests that whilst ‘overt conflict may be 
contained by wives suppressing any individual aspirations [the ‘art of compromise’]…a 
number of longer term trends might aggravate potential stresses [such as] the rising 
qualifications and labour market aspirations of married women’ (1996: 237)43. 
 
Very recent work by Boyle, Cooke et al on the influence of family migration on 
women concludes that: ‘studies continue to demonstrate that women’s employment, 
wages and hours of work do still suffer from family migration’ (2009: 12).  Citing 
their own previous research, they argue that the improved educational standards and 
labour market position of women has not increased the propensity of male employees 
to ‘trail’ female partners: 

 ‘
Indeed, it is now much more likely (although still less common) that the 
woman will have a more prestigious and financially more rewarding job than 
her partner and one might therefore expect more households to move on 
behalf of the woman’s, rather than the man’s, job; the trailing spouse could be 
a man. In fact, this seems to remain a relatively uncommon practice even 
when the female partner has a higher-ranking occupation than the male 
partner’ (Boyle, Cooke et al, 1999).   

 

                                                 
43 This research presents an interesting analysis of migration in the context of power relations within the 
household. 
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Such cases were seen rarely in the qualitative analysis conducted in the course of this 
study. Two illustrative examples are presented below. The first example illustrates 
the importance of seeing mobility as an on-going process. The respondent moved, in 
the first instance, for her professional development even though it meant living apart 
from her partner. Several years later she sees things rather differently and decides to 
return to live with him even though this implies leaving her chosen career and 
‘accepting’ a degree of de-skilling: 
‘I came on my own – it' a bit sad. Yes, I think [I will return]. One important point for 
me is to be with my partner and of course, as well, to try to find an interesting 
position but I think it will be difficult to get both. I am ready to make a compromise’ 
[cited in Ackers, 2005].  
 
In the second case, a male respondent explains how his wife has stayed in the UK for 
professional reasons, so they live apart. He goes on to state that financial 
imperatives would tend to suggest that in future his wife will follow him rather than 
the other way around: 
‘I probably wouldn’t follow my wife, I think in terms of earnings potential it probably 
wouldn’t be worth our while following her in the same way that it is financially worth 
while following my career…I think in the future we will probably go abroad again 
[cited in Scott, 2006]. 
 

5.5 Managing Mobility and Dual Careers: The Role of Language 
 
Language skills often play a role in shaping mobility and post-mobility employment, 
especially in dual career situations. The acquisition of language skills is often cited as 
one of the reason why particularly young people move. On the other hand, utilisation 
of language as a means of entering labour markets is also a strategy frequently 
employed by ‘trailing partners’ (and mainly women). In many respects, language 
skills have become the new ‘ubiquitous career’ enabling women to re-integrate in the 
workforce of the host country but often in a very different and lower status position 
utilising their language skills.  
Many women rely on language skills to obtain work in another country. Ackers’ 
research with mobile women found that ‘… women find it easier to ‘sell’ their 
language skills in local labour markets rather than their professional qualifications’ 
(1998: 220). In many cases, women were able to find positions as bilingual 
secretaries or language teachers or were working in call centres, translation work 
and tourism. The following example is quite typical: 
‘I’d been a school teacher, I thought well what else can I do? Aaah I can speak 
French, and the bi-lingual secretarial course was the best thing I could come up with’ 
[cited in Scott, 2006]. 
 
The same study found that the, often more limited, linguistic skills of male partners 
frequently shaped the location of moves encouraging female partners in international 
couples to move to live in their partner’s home country (Ackers, 1998). 
 

5.6 ‘Split-Living’, Separation and Long Distance Commuting 
 
Previous sections have highlighted the dampening effect that partnering has, in 
certain circumstances, on mobility (either at the initial stages preventing mobility at 
all or shaping future moves and returns). Research has also identified examples of 
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situations in which on-going mobility, or seeking to progress in mobility-dependent 
careers, might impact on relationships. 
In practice, many couples reconcile the pressures on their work and personal lives 
through the mechanism of ‘living apart together’ or, what Okolski terms, ‘split 
living’ (2001)44.  In some cases they will continue to live in different countries at 
least until they both secure adequate and satisfactory employment. Separation 
becomes an unfortunate ‘fact of life’ for many skilled migrant couples (Ackers, 
2003). Although many younger people are prepared to tolerate separation for a 
certain amount of time, the pressure to make repeated moves was often cited as a 
reason for changing career paths (often to the detriment of their careers and 
human resource capacity): 
‘I discussed it with my boyfriend, because I think that two years of living 
separately, like we have been doing... That's enough, that's really enough. At the 
start, it has been a very impressive experience to stay here, alone, but still now the 
private life is not very easy: with the partner away for a long time. We have had 
many problems’ [cited in Ackers, 2003]. 
 
In other situations, what appears on the face of it to represent a dual migration (to 
the extent that both partners have relocated to the same country) in practice 
involves forms of internal commuting and ‘weekend marriages’ (a term coined by 
one of the respondents). Hardill (2002) gives an example of a couple who, thanks 
to their independent work status as IT specialists and a lot of planning, manage to 
spend 60 per cent of their time together in various locations in spite of living apart. 
Certainly living apart together is more manageable for employees enjoying flexible 
time of work arrangements than for those have to be present everyday in the office 
in the fixed hours. 
The research underlines the importance of understanding the fluid and evolutionary 
nature of migration decision-making rather than conceptualising it as a ‘one-time 
event’ (Baldassar and Baldock, 2002: 64). As King indicates, ‘internal migration is 
often sequenced or interleaved with international migration’ (2002:92).  
 
In other cases mobility makes it difficult for individuals to form and maintain 
personal relationships. It is important to remember that not all single people are 
‘young’. Where high levels of professional mobility have been evident amongst 
women, these women are often single and childless but not necessarily ‘young’. 
Ivanka, one of the Bulgarian respondents in a recent study (Ackers and Gill, 2008) 
was 48 at the time of interview. Ivanka had moved repeatedly always to highly 
prestigious institutions (a process she referred to as ‘centre hopping’). As a result, 
she had been highly mobile spending a year in Germany followed by 7 years in 
Canada and 14 years in the UK. However, Ivanka was single and expressed concerns 
that her commitment to her career and the mobility it implies had made it difficult to 
develop relationships and ‘settle down’: 
‘It’s very difficult .. to maintain friendship. In some countries it’s actually more 
difficult to make acquaintances but wherever you move for me my top priority has 
always been my work so it’s difficult. To dedicate all your attention and time. You’re 
so focused and the only thing that matters is your work so obviously there are some 
penalties you have to pay’ [cited in Ackers and Gill, 2008]. 
 
Mobility may make it hard to form relationships and it may increase the propensity 
for relationship breakdown. The first comprehensive study linking family migration 
and relationship breakdown, which the authors term ‘union dissolution’, confirmed 

                                                 
44 See Chapter 6 for further discussion. 
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that moving twice or more had a significant effect on separation rates (Boyle, Kulu et 
al, 2008). A more recent study using data from Russia (Muszynska and Kulu, 2007) 
broadly confirmed these results. Work by Boyle, Cooke et al demonstrates the 
impact of repeated moving on union dissolution. They conclude that ‘Controlling for 
these other variables, we find that moving three or more times remained 
significantly associated with union dissolution’ (2009). 
 

5.7 Conclusion 
 
This section has discussed the impact that partnering has on mobility and the 
gendered outcomes associated with this. The summary of legal development showed 
that the law has increasingly emphasized citizens as opposed to workers. The 
definition of family has been extended to include partners (including same-sex 
partners) who are not married to the migrant, although they do not benefit from the 
same status as spouses. However, the fact that many aspects of migration control 
rest at the national level creates a fragmented picture, for example in terms of 
entitlements for mobile workers with unmarried partners and in same-sex 
partnerships. The enlargements in 2004 and 2007 have also added a further layer of 
complexity with different transitional arrangements in place for citizens of the new 
Member States. 
 
The discussion on the impact of mobility on the careers of female partners has shown 
that male careers have generally been prioritised, and that women frequently make 
compromises to their own career in order to follow a man’s career. In recent years, 
this has been changing and women are increasingly accessing highly skilled careers, 
which has a tendency to reduce the willingness of dual career couples to move 
abroad. When they do, it is still largely the man’s career which is prioritised; a couple 
is unlikely to follow a woman’s career. Where women have chosen to follow an 
international career which requires frequent relocation, this frequently has a negative 
impact on their personal relationships. Separation was shown to be a result of 
repeated moves in many cases. Mixed nationality partnerships are both a cause and 
effect of mobility and women are more likely to move to the country of their partner 
than vice versa.  
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Chapter 6 
 

Partnering and Mobility: Case Studies 
 

6.1 Introduction 
 
Existing research underlines the critical importance of employment context to an 
understanding of mobility and career decision-making (Salt, 1997; Kofman, 2000). 
The following section builds on the material presented in the previous chapter and 
presents three ‘case studies’ reflecting the diverse contexts and experiences of 
mobile EU workers. The first considers the experiences of the group of highly 
educated ‘knowledge workers’ already discussed in Chapter 4, namely mobile 
scientists and academics, and engages directly with the literature outlined in Chapter 
5 on partnering and career. Using recent in-depth research in this area and in the EU 
context, it examines the complex issue of dual or ‘same’ career mobility and the 
gender dynamics of these processes. 
 
Although the focus on one area of employment is quite specific, the growing 
importance of highly skilled mobility in the EU would indicate that important lessons 
can be learnt from this work which can be applied to other areas of highly skilled 
employment and international careers.  
 
The second area examined has received far less detailed attention in research terms 
and virtually none in an EU context, namely mobility in the context of corporate 
transfers (moving with your employment rather than between jobs). The issue has 
emerged as one of growing significance in a number of recent studies and is an area 
that demands far more attention in the context of the development of international 
careers in the corporate sector and the mobility implications of these. This case study 
includes a short section highlighting the issue of business travel. Once again there is 
little, if any, research on the gender dynamics and implications of this growing form 
of mobility. The growing significance of business travel to progression in international 
careers is, however, clear and the area is identified here as one requiring more 
detailed research. 
 
The study has gone to great lengths to distinguish intra-EU mobility from the 
mobility experience of third country nationals. However, mobility patterns and 
employment practices in very recent years, following the latest phase of EU 
enlargement have generated new kinds of experiences which, in important respects, 
have more in common with the experiences of third country nationals than of the 
previous intra-EU employees, at least in the past decade. These trends were 
identified in Chapter 2, which showed the kinds of employment EU-2 migrants were 
moving into and the dominance of unskilled employment and work in areas such as 
seasonal service-sector working and agricultural employment. The specific situation 
of some of these workers reflects not only the lower level of skill but also the 
employment and recruitment practices that characterise these areas of work and the 
role that agencies play in encouraging forms of ‘forced’ or bonded labour. This is as 
yet little detailed research on these areas of employment, particularly the experience 
of EU-2 migrants although work in this area is increasing.  
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6.2 Managing Mobility in Dual Science Career Couples 
 
The work underpinning this case study has informed a recent Universities UK 
research report on researcher mobility (Universities UK, 2009). Although the case 
study is firmly grounded in this specific employment context, recent trends in 
European labour markets suggest that the pressure to attain international experience 
is beginning to shape career trajectories in many other employment sectors. 
Common trends may be identified:  
 

• Science careers are highly and increasingly internationalised and place a 
career premium on the ‘expectation of mobility’. Barriers to mobility will have 
a significant impact on career entry and progression (Ackers, 2003; 2005a; 
2008). 

• In common with many skilled sectors, employment opportunities are 
‘locationally constrained’ (Dickson, 2003) and highly concentrated in urban 
areas (global cities). 

• Forms of mobility are very diverse and tend to ‘inter-leave’ combining longer 
and short stays and international and within-country moves over the life 
course. 

• Finally, it is an employment sector which has raised serious concerns in terms 
of the representation and progression of women. 

 
The Impact of Dual Career Situations on Mobility and Occupational Progression  
 
‘Women are as likely to move if they are footloose and fancy free. … They all head 
off if they are single and without attachments. If not, they don’t go. Guys do though, 
unless their wives have got jobs – that’s a new phenomenon’  [mobile female 
researcher cited in Ackers, 2003]. 
 
Dual career situations present serious and complex challenges for the individuals 
concerned attempting to negotiate both their careers and their personal lives. 
Chapter 4 (which focused on the mobility of ‘young’ people) has shown how mobile 
young women are particularly at undergraduate level. Kidd and Green identify the 
critical dampening effect that marriage has on mobility in the science sector and, 
ultimately, on career progression (and financial outcomes): 

 
‘Perhaps the strongest negative effect of marriage on scientific attainment is 
the constraint on mobility that it imposes. Since scientific promotions and pay 
increases are often tied to a change in employment, women’s limited 
geographic mobility may, in part, account for gender differences in career 
attainments’ (2006: 8). 

 
Scientists show a strong tendency not only to have partners who are also pursuing a 
career, but to have partners who are pursing the same career as a scientist – 
referred to as ‘dual science couples.’ Dual science career situations present serious 
and complex challenges for the individuals concerned attempting to negotiate not 
only their careers (and the mobility that is so important to progression) but also their 
personal lives. In some cases they result in de-skilling, under and unemployment 
and ultimately career exit. The prevalence of these situations raises questions not 
only at the individual/personal level but in terms of the quality and supply of human 
resources in the European Union.  
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Capturing the Prevalence of Dual Science Career Situations 
 
‘I had a Professor who used to say that ‘when there is a man and a woman, and they 
marry together, Science gains a researcher, the man, but loses another one, the 
woman’ [mobile woman cited in Ackers, 2003]. 
 
Assessing the prevalence of dual science career situations is not straightforward. The 
object here is to give some broad indications rather than to measure the 
phenomenon in a statistical sense. In all of the studies referred to below the 
overwhelming majority of couples had a partner who was also in highly skilled 
employment (or seeking it). Seventy-five per cent of the MOBEX respondents45, for 
example, were in dual career relationships. If single people are excluded, this figure 
rises to 93 per cent (Ackers, 2004). Table 6 focuses on those couples whose partner 
is not only actively engaged in a career but also pursuing the same career: 
 
Table 6: The Prevalence of ‘Dual Science Career’ Relationships in Seven Studies 
  
Project Dual Science 

Couples as 
Proportion  
of Total 
Sample 

Dual Science 
Couples as 
Proportion of 
Partnered 
Scientists 

Partnered 
Males with 
Science 
Partners 

Partnered 
Females with 
Science 
Partners 

MOBISC 
N=248 

56% 70% 64% 79% 

MOBEX 
N=52 

56% 69% 63% 78% 

MOBEX2 
N=87 

45% 52% 43% 61% 

TMR 
N=159 

- 53% - 70% 

IMPAFEL 
N=2913 

-  50% - - 

McNeil and 
Sher (1999) 

- - 17% 68% 

Ruschikowski 
(2003) 

- - - 86% 

Source: Figures derived from Ackers and Gill, 2008. 
 
The evidence presented above indicates a very high incidence of dual and ‘dual 
science’ career partnering with at least half of all scientists having partners who were 
also working in science and facing similar challenges and opportunities in terms of 
mobility and career.  As the last two columns in Table 6 indicate, women were 
significantly more likely than men to be in these situations. Dual career partnering 
generally has a dampening effect on career-related mobility. This effect is 
increasingly marked with age and as personal responsibilities emerge over the life-
course. Baroness Greenfield shows how age differentials and incremental differences 
in career progression or seniority can have long term effects: 
                                                 
45 The MOBEX studies were financed by the Economic and Social Research Council (ESRC), project 
reference L14425004. They focused on Italian, Polish and Bulgarian researchers in Germany and the UK 
and a sample of returnees. 
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 ‘
The tendency for women to have a partner who is older (and hence likely to 
be more advanced in their career) and from the same or similar discipline 
means a woman is more likely to follow her partner to a new location, to the 
detriment of her career’ (2002:49).  

 
Greenfield’s point about discipline is of interest here and is certainly backed up by 
McNeil and Sher’s work on a single discipline (physics) which shows the highest 
discrepancies between men and women in the table above. This study points to the 
very specific situation that can occur in certain areas of employment, where we are 
not so much talking about dual careers as same careers in which both partners face 
similar challenges in terms of the pressure to be mobile. Physics is a discipline 
associated with very high levels of mobility. The authors conclude: 

 ‘
The challenge of the dual job search can have a significant effect on a 
physicist’s career. The frustration of unemployment and underemployment can 
also cause some to leave physics altogether, representing a net loss to the 
profession. As these employment problems are more acute for women, lack of 
attention to dual-career issues can hamper efforts to increase the 
representation of qualified women in physics’ (1999:1). 

 
Where scientists in same career couples accompany or ‘follow’ the other in partner-
determined moves they are likely to suffer career detriment, under and 
unemployment and de-skilling. Women are more likely than men to become ‘tied–
movers’ or ‘trailing wives’ irrespective of skill level. The comments of the following 
respondent are quite typical: 
‘It requires a lot of mobility and it is still hard for a man to follow a woman. In our 
(European) mentality it is still the woman that follows a man. You have to be 
available to do a postdoctorate in Germany and two years later a postdoctorate in 
Italy and finally do an exam in France. This kind of mobility for the way our society 
is structured is more difficult for women than for men’ [cited in Ackers, 2003]. 
 
The challenge of attempting to manage two careers simultaneously increases the 
relative attractiveness of employment clusters in global cities (sometimes known as 
‘escalator regions’). This was certainly evident in the work with Italian, Polish and 
Bulgarian scientists which illustrated the relative attractiveness of large cities in the 
UK, for example, in terms of enabling them both to progress in highly skilled careers 
(Millard, 2005; Ackers and Gill, 2008). Similar patterns are evident in the US as Kulis 
and Sicotte indicate: 

 ‘
Women faculty are more likely than their male counterparts to reside in 
doctoral production centres, areas with large clusters of colleges and large 
cities. … Locales with many colleges appear to present somewhat better career 
prospects for women’ (2002:1). 

 
Dual career situations influence location decisions both in terms of outward moves 
and return. Where both partners manage to secure proximate and acceptable 
employment in the host country, the prospects of return or onward migration 
decline. This is the case for both bi-national and same national couples and, to some 
extent, reflects the difficulties of reconciling two highly specialised careers in 
geographical proximity. The more limited scientific density in some Member States 
(such as Italy, Bulgaria and Poland for example) significantly reduces the potential of 
accessing secure and effective positions for two partners. The dual career situation 
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has marked implications for countries and regions with less developed and attractive 
labour markets and may contribute to the ‘brain drain’ problem as weaker locations 
will often lose two skilled employees (Ackers and Gill, 2008; Ackers, 2009). 
 
Whilst academic science careers place enormous pressure on people to move in order 
to access the best opportunities and achieve career progression, this group of highly 
skilled employees are moving with little, if any, corporate support. It is rare for them 
to receive assistance with accommodation or support for partners in terms of finding 
employment and more general social integration for families.  
 
Recent work on highly skilled mobility has tended to focus on a rather different group 
of employees in trans-national corporations highlighting the importance of industry-
driven flows and the ‘lubrication’ provided by companies and relocation agencies in 
these circumstances (Iredale, 2001; Baláž and Williams, 2004). Scientists in the 
academic sector do not generally enjoy the ‘ease of migration’ provided via these 
‘organisational channels’ (Peixoto, 2001:1030). The following section contrasts the 
experience of individual ‘free movers’ (people exercising their own decision to move 
and moving with little if any corporate support) as described above with a rather 
different and increasingly important group of employees who move within or with 
companies. This group is often referred to as corporate transferees.  
 

6.3 Corporate Transferees: Facilitated Mobility and Gendered 
Outcomes 
 
In many respects, corporate transferees and their partners are experiencing a form 
of carefully facilitated mobility and, to the extent that their employers are effectively 
insuring them from the social consequences of mobility, are moving in a kind of 
‘citizenship bubble’ insulated from legal rules that shape access to social rights in 
both national welfare systems and under European citizenship46. The experiences of 
mobile workers and their partners and families in these situations are quite different 
but nonetheless gendered in many ways. 
 
The ‘traditional’ male breadwinner model (with a trailing spouse) is in evidence in 
this wider corporate group (Price Waterhouse Cooper, 2006; ORC, 2008, Zandvliet, 
2007). Many surveys show that the vast majority of corporate transferees are men. 
A survey of work-life balance in this sector was undertaken in 2007 by the ORC 
(Organisation Resources Counsellors, an international organisation focused on global 
human resource issues). The survey was sent to selected ORC client companies to be 
distributed to their expatriate populations. It received 452 responses from 
international assignees. 
 
Eighty two per cent of survey respondents were male, 70 per cent were aged 30-49 
and 75 per cent were married. It remains extremely rare (as Boyle et al noted 
above) for a man to ‘follow’ a woman’s international career. According to a recent 
survey of nine multinational companies, the overwhelming majority (84 per cent) of 
corporate transferees were men (Price Waterhouse Cooper, 2006). The highly 
gendered character of this sector is also reflected in a Work Permits survey of 
expatriate spouses and partners (including 120 nationalities working in 117 host 

                                                 
46 In other words, the employers play a much greater role in shaping the welfare status of both workers 
and their families in these contexts. 



78 

countries) which found that the vast majority of accompanying partners (85 per 
cent) were women (Work Permits, 2008).  
  
Although the ORC survey reports a steady increase in the proportion of female 
expatriate employees from 5 per cent in the early 1990s to 16.5 per cent in 2005, it 
also reports a recent decline to 13 per cent in 2008 which they attribute to the 
economic downturn (ORC, 2008). The survey also considered the characteristics of 
movers: only 50 per cent of female respondents were married, compared with 75 per 
cent of the total population. Women also had fewer children (0.6 on average 
compared to 1.3 for the total population). The picture of corporate transferees that 
emerges is highly gendered; the ‘typical’ transferee is a male in mid-career in most 
cases married and with a small number of children. Women, on the other hand, are 
far fewer in number, more likely to be younger, single and have fewer children. This 
picture was broadly typical of the people interviewed in a recent study (Ackers and 
Oliver, 2009). 
 
A number of surveys are beginning to evaluate the types of measures used to 
support expatriates and their families. The ORC Work-life Balance of expatriates 
survey states that ‘Home country flexible work arrangements, if applied abroad, may 
come under increased pressure in a high-productivity, cost-conscious and time-
pressured expatriate environment … work-life initiatives for the internationally mobile 
population can potentially provide an important coping mechanism as expatriates try 
to juggle the demands of their business and family lives.’ (ORC, 2007:1). The survey 
drew attention to the long working hours among this group of employees, the fact 
that ‘international assignments disrupt family life and cause stress among wives and 
children’ and ‘female expatriates have higher levels of work stress than males’. 
 
Policy interventions on the part of companies to support these employees include a 
range of measures, such as tax-free salaries, payment of school fees, help with 
finding accommodation and a range of informal social support measures. Most were 
oriented to helping families with practical problems and easing their integration, 
based on this traditional model of male transferees with accompanying wife and 
children. However, there were some signs that this traditional model is beginning to 
change as companies address the issue of dual careers. Women are beginning to 
show signs of being less willing to ‘follow’ their husband’s career (Zandvliet, 2007: 
Permits Foundation 2008) and some women are themselves following international 
careers with multinationals and international organisations (Groenewald, 2008). Lack 
of employment prospects for partners has been shown to adversely affect the 
international mobility of highly skilled employees (Nivalainen, 2002; ORC, 2008; 
Zandvliet, 2007).  
 
The need to support dual career couples in international assignments is increasingly 
being recognised. A recent US survey by GMAC (Global Relocation Services) 
indicated that still only a minority of companies (17 per cent) help spouses/partners 
with the job search process abroad (GMAC, 2006). However, according to Zandvliet, 
recent years have seen an increase in the number of companies with formal dual 
career policies (2007). He found that many companies offer advice on work permits, 
language training and social/cultural training to spouses. A standard welcome 
package was often available, which provided housing, administrative support and 
financial assistance. Somewhat less help was available with providing support in job 
search. According to the ORC survey (2008), the main areas of spousal assistance 
were: language training (71.3 per cent), cultural orientation (52.1 per cent) and 



79 

work permit advice (41.9 per cent). The next most important areas were related to 
work seeking and retraining. 
 

6.4 Business Travel 
 
Chapter 1 referred to the growth of more complex forms of mobility in the European 
context and, in particular, the increasing importance of short stays. It is frequently 
argued that shorter assignments and business visits are now tending to replace 
longer-term moves, particularly for the highly skilled (Salt and Ford, 1993; Meyer, 
2001; Beaverstock, 2004; Tani, 2008). The globalisation of business and the need 
for knowledge transfer is supported by a combination of frequent air travel and 
electronic communications. There is a growing research interest in forms of short 
term / shuttle mobility that have led researchers to question the traditional 
distinction between ‘migration’ and ‘visits’. In legal terms, they may fit the model of 
‘cross-border’ or sometimes frontier mobility, as travel opportunities and costs 
reduce any meaningful significance of ‘borders’. 
 
The implication of this for employees, and particularly those with partners and 
families, has as yet not been addressed. This is a key area which demands more 
attention. Whilst the need to permanently migrate may have reduced, demands are 
placed upon individuals to be available to travel frequently or migrate for short 
assignments. Moving with a company to take up a position in another Member State 
will often imply on-going forms of business travel. The ability to engage in these 
forms of mobility is often critical to career access and progression. 
 
Recent research on gender, mobility and career (Ackers, 2007:2008) identified 
significant concerns about the ability of men and women (but women in particular) 
with families to fulfill the cultural expectations that employers place on many skilled 
employees to engage in this kind of activity. Many mobile researchers and business 
people interviewed spoke of the importance of travel to their work and progression. 
This dimension of work is also often hard to predict and manage, particularly for 
people with families: 
 
‘I wanted to change job if possible because I travel a lot - I get a couple of planes a 
week. Also because travel gets delayed and you come back at midnight or you have 
to wake up at 4 o’clock. You have to be flexible. I could get a phone call now telling 
me tomorrow I’ve to go to Dundee, they could tell me no, you have to go to Moscow 
instead, something like that. If I tell him I cannot travel because my husband is 
away so I am the only one with the child he says okay no problem and I will not be 
paid for it but you know…’ [mobile researcher cited in Ackers, 2009].  
 
It is clear from the interviews that this aspect of work is perhaps the most difficult to 
combine with family and other responsibilities. Whilst it is rarely ‘compulsory’ as 
such, it is critical to progression and the pressures to engage in on-going work-
related travel is an important facet of science careers restricting progression and 
exacerbating retention problems. The problems may be even greater in business 
where work travel may be compulsory. Women with families are likely to face even 
greater problems combining travel with families. Research in the Polish context found 
that shorter trips are also less common among senior female researchers than 
among the male ones (Majcher, 2007:40). 
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6.5 Managing Relationships in the Unskilled Sector 
 
Many low skilled workers arrange low level employment in advance mainly through 
employment agencies, and in some cases move as part of large scale employment 
schemes involving agricultural workers, factory operatives, care workers and bus 
drivers. Both men and women are known to move within the scope of these 
schemes, with differences in occupations. The occupations are generally highly 
segregated by gender and are characterised by younger workers moving as sole 
economic actors in a way that is then reinforced by the way that mobile workers are 
channelled into these jobs by organised schemes, employment agencies and informal 
networks.  
 
A good example of such an organised scheme is the UK Seasonal Agricultural 
Workers Scheme (SAWS), which is specifically designed to attract younger workers, 
who are not otherwise entitled to work in the UK, to the agricultural sector during the 
period of highest demand for cheap labour. In recent years, this scheme has been 
reserved for nationals of Bulgaria and Romania (elsewhere referred to as EU-2 
citizens). Accommodation and travel are often provided, but there is generally no 
provision for partners or families.  
 
Analysis of occupational data from the Labour Force Survey and from the Worker 
Registration Scheme (Chapter 2) showed how mobile EU workers in general, and in 
the UK in specific, are distributed by gender. Men are more likely to be working in 
agriculture, as plant and machine operators and in crafts and related trades, whereas 
women are more likely to work in elementary occupations, as service workers or 
shop and market sales workers.  
 
Qualitative work by Currie (2008) included interviews with skilled and unskilled Polish 
workers in the UK through employment agencies. The interviews with the 
employment agencies indicated the level of gender segregation in this form of work: 
 
‘I think you could say it is a mixture depending on the profession because if you take 
into consideration drivers, they are only men so we have a lot of men drivers. Care 
assistants, we have a lot of men and a lot of women, although employers mainly 
want to employ women care assistants but there are also possibilities for men. Of 
course chefs are also mostly men’ [cited in Currie, 2008]. 

  
‘When you are recruiting people to work in factories it doesn’t matter how old they 
are.  Usually they are young people about 25 or 30. Sometimes it happens that they 
are 45.  When you recruit for specialists they are usually more than 40. I would say 
that we have both men and women abut maybe slightly more me’ [cited in Currie, 
2008]. 
  
Polish workers in the UK who moved into these employment sectors were usually 
housed in accommodation shared with other workers, based on the assumption that 
they move alone, and if they had a family, they may move them over at a later date. 
All the bus drivers interviewed were men, who were housed in shared 
accommodation. Some had families, which they either left behind in Poland or moved 
with them after finding family accommodation. The assumption is that they are 
single or moving alone, at least initially, and probably that they are all men. The 
following quotes taken from interviews with employees of employment agencies in 
Poland are illustrative: 
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‘They go on their own and this is what the employers, maybe not require, but they 
can’t take their family when they go because the employer provides accommodation 
only for them for the candidate, or if it is a group of maybe 5 drivers then the 
employer rents them a house but it is only for them there is no space for a wife and 
kids. It’s possible I think after a few months if they decide to bring their family then 
they can try to rent something on their own. It’s ok but not straight away’ [cited in 
Currie, 2008]. 

  
‘Mostly they go alone. Well it depends what type of contract. Very highly skilled 
people usually get a longer contract and their job conditions are very good so they 
can take family. Less skilled people on short contracts, 99 per cent go alone’ [cited in 
Currie, 2008]. 

  
Although this somewhat more secure way of finding employment in the country of 
origin through a scheme for groups of workers is an option for women to some 
extent, there is an expectation that they will be single and not have family. Some 
men interviewed had left families behind, but no women.  
Many moving within schemes are young and single, and those with families are 
expected to move alone initially since they frequently have short contracts and are 
offered shared housing with other workers for single people. They are accessed by 
both men and women, with some differences in occupations, but clearly they are 
expected to move alone, and if they have a family, it is unlikely they would be able 
to move with them (at least initially). This is likely to exclude most married women 
with children. 
 
Women from the new Member States are likely to face even greater difficulties than 
men in accessing regular employment, often taking positions in the informal sector 
and domestic employment (in families). One particular aspect of the climate that has 
emerged in the UK since 2004 and appears to operate in a gender-specific way is the 
popularity of organised migration schemes amongst employers.  It has become 
common for employers with significant staff shortages to look towards the Central 
and Eastern European countries for recruits. Such schemes generally involve an 
employer making contact with a partner of some kind, usually an employment 
agency, in Poland (or another EU-8 Member State) and the subsequent recruitment 
of a group of migrants. These are clearly of real benefit to migrants in assisting them 
in overcoming some of the hurdles associated with moving to a new country, 
language and housing in particular. In addition, they often avoid ‘occupational 
skidding’ (Morawska and Spohn 1997: 36) by enabling the migrant to find the same 
employment in the UK as they occupied in the home state.  
  
It seems, however, that these schemes may be operating in a gender-specific way 
that excludes many migrant women from such beneficial assistance. This is 
undoubtedly related to the fact that many of the sectors in need of labour are 
associated with ‘men’s work’, and so any associated training inevitably favours men 
also (Morokvasic 2004: 13; Kofman 2000: 50). The reduced opportunity to access 
such formal schemes is likely to increase the chances of a woman looking towards 
more casualised work in the informal sector, perhaps carrying out cleaning and 
domestic work. The lack of regulation by a formal agency or official employer and the 
absence of any official employment contract can leave migrant women in a 
particularly vulnerable situation. Women who take up casualised employment find 
themselves in a more isolated set-up with few formal support networks to turn to 
should problems arise in the host society. The reasons for the apparent lack of more 
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formal recruitment schemes in areas such as domestic work and cleaning are not 
entirely clear.  One suggestion is that such schemes do exist but that they target 
non-EU as opposed to EU migrants.  Additionally, there are sectors which recruit 
through more informal migrant networks, creating less demand for formally 
organised schemes. 
  
In any event, there is a point to be made here that stretches further than the 
existence of organised schemes per se.  A number of more general factors contribute 
to the obstacles faced by women migrants in accessing formal employment. For 
example, the well-documented implications of family and domestic responsibilities for 
women’s working life and employment prospects also holds relevance in the mobility 
context (Ackers and Stalford, 2007).  The cultural context within which the migration 
is situated is also clearly important; entrenched views on what are ‘appropriate’ jobs 
for women infiltrate the migration process perpetuating a demand for ‘female’ labour 
in the most vulnerable sectors. 

  
Particularly precarious employment situated in the informal economy is that which 
operates largely in the private sphere and is, consequently, hidden from any rigorous 
public scrutiny. Such employment includes work in domestic contexts and, of much 
greater concern, sex work. These two areas of ‘employment’ are dominated by 
women, and migrant women in particular (Anderson, 2000). 
 

6.6 Conclusions 
 
The case studies presented in this chapter illustrate the challenges that partnered 
mobile EU workers and women in particular face. The tensions resulting from dual 
careers are most evident in the highly skilled professions, where the numbers of 
women have been rising. Despite this, women are still in the minority in highly 
skilled international careers in science and in business. It is still the male career 
which tends to take precedence, but increasingly, there is recognition of the need to 
support dual careers within the context of mobility. 
 
The corporate sector is beginning to recognise and respond to the need for support 
for partners of highly skilled professionals accepting foreign assignments, which is 
starting to be met with dual career policies. Science labour markets tend to be based 
on networks and moving to prestigious institutes for post-docs or other short-term 
posts, with little or no support for families.  
 
Employment in unskilled sectors such as seasonal, services and agricultural work 
also present serious challenges to mobile workers and especially those moving since 
the last phase of EU enlargement. These groups of workers are not exercising ‘free 
movement’ rights as individuals as such. Their mobility is constrained by the specific 
practice of employment and recruitment agencies which shape not only their 
employment experience but also constrain their personal and family circumstances. 



83 

Chapter 7 
 

Mobility, Care and Work-Life Balance 
 

 

7.1 Introduction 
 
‘I have my family here, and I have to take care of them. And I somehow think that 
it's not so possible to be abroad and be a good mother and a good wife. I'm very 
happy, but if I was a person without a family, yes, I would go abroad again’ [mobile 
employee cited in Ackers, 2005a]. 
 
Scott emphasises the relationship between mobility and family and the compromises 
that have to be made when weighing up the career benefits associated with mobility 
and family commitments, suggesting that ‘there is then a work-life balance that 
matches the acquisition of mobility capital against familial priorities’ (2006: 113). 
Although the role of partners has been recognised for some time in migration 
research, attention to the influence of children has emerged more slowly. Cooke 
argues that research has generally ‘failed to consider carefully how reproductive, 
labour market and migration decisions are connected’ (2001: 419). Kofman further 
explains that the neglect of family-related migration reflects the ‘emphasis in 
migration studies on the individual, a heavily economic focus and an association with 
female migration based on the dichotomy of male producer and female reproducer. 
Family-related migration is treated as a secondary form of migration subordinate to 
and divorced from labour markets’ (2004: 243). The presence of family 
responsibilities (to children and elderly relatives) has an important impact on 
decision-making both in terms of initial outward moves and subsequent moves 
(including returns): 
‘Of course it would be good for me to get a job in this business. But if I had to leave 
my family to go there, I would prefer to stay. I could find another job’ [cited in 
Scott, 2006]. 
 
This section discusses some of the issues arising from previous and current research. 
It seeks to advance the understanding of the influence that the presence of children 
has on mobility and employment. Four key concerns emerge: 

• The relationship between mobility and maternity rights 
• The challenges of organising childcare (and accessing basic health and social 

welfare services)  in a mobility context 
• The influence of children’s educational opportunity on decision-making 
• The effect of children’s social integration on subsequent mobility 

 

7.2 Mobility and Maternity /Parental Leave 
 
The previous section considered the relationship between mobility and partnering. 
Mobility also has an impact on decisions around family formation and parenting. 
Although European law provides an important source of basic (minimum) legal rights 
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in relation to maternity and parental leave, implementation at national and 
institutional level (individual employers) continue to generate a diversity of 
entitlements (Caracciolo di Torella and Masselot, 2001). Moving between employers 
both within country or between countries has a significant effect on accrued 
maternity and parental rights (those built up over a period of employment) in terms 
of the value of the rights and also entitlement to them. These rights are usually 
conditional upon a certain qualifying and often continuous period of employment with 
the same employer and/or country. This qualifying period determines entitlement to 
maternity leave and the financial value attached to it. Where parental leave is 
provided on an unpaid basis, women may not be able to afford to take up this right. 
In situations where one parent in a couple can afford to take time-off without pay in 
order to care for babies, ‘rational’ household decision-making will tend to encourage 
the lower paid partner (and usually the woman) to take the time off. This has a 
multiplier effect privileging the career of the higher earner and entrenching the 
stereotype of women as primary carer. This situation leads to the kind of trailing 
spouse situation observed above and is detrimental to the career progression of 
women. 
 
The effect of mobility on maternity rights is not only an issue in the context of 
international mobility, although this will have the greatest impact on entitlement to 
basic (statutory) maternity rights. Moving between employers may also have a 
seriously detrimental effect on entitlement to occupational (employer-provided or 
employer-enhanced schemes) in many countries. 
 
The level of national variation in specific approaches to maternity leave makes it 
difficult to generalise for the EU. Where schemes are provided primarily at national 
level, there may be fewer problems than in situations where responsibility for 
provision is shared between the State and employers. Pregnant women in the UK, for 
example, derive a basis entitlement to statutory maternity rights (provided and 
funded by the State rather than employers). In many cases this is supplemented by 
occupational rights (provided by employers). Where women fail to meet minimum 
eligibility requirements, in terms of continuous service, they may only qualify for 
statutory rights and not enhanced occupational benefits. 
 
A growing share of workers, especially in low skilled jobs and services are temporary 
workers or sign other types of contracts which are not covered by these provisions. 
The growth in these forms of temporary and casual employment is also in evidence 
in the UK where recently mobile, low skilled, EU workers are more intensely present 
in particular sectors characterised by vulnerable working conditions. Those working 
in lower skilled sectors, such as temporary agency workers, are known to have low 
awareness of employment rights, including holiday pay and maternity leave. 
Research carried out for the UK Commission on Vulnerable Employment (CoVE, 
2008) found that 71 per cent of organisations giving advice to mobile workers 
(Citizens Advice Bureaux and Law Centres) reported dealing with 
maternity/paternity/parental rights and flexible working problems every week 
(Pollert et al, 2008).  
 
The combination of these complex social rights (in relation to maternity) with 
concerns around childcare and perhaps some of the more emotive and personal 
responses47 to mobility and family life have two broad consequences. In some 

                                                 
47 Ferro’s (2006:182) work identifies the importance of “affective ties” which “can actually curb plans…and 
also because one’s migratory plan might not match that of partners or family”. 
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contexts they dampen the career-related mobility of mothers. Respondents in the 
studies talked of either not pursuing career options that inferred repeated moves 
(which extend into the child bearing stages of the life-course). Another ‘approach’ to 
managing mobility and family life is to decide not to have children at all or delay 
having children (Ackers, 2003). 
 
The challenges that many mobile employees and especially women face in 
attempting to achieve an acceptable work-life balance may result in ‘decisions’ to 
either postpone,  reduce the number of, or decide against having children at all. 
Teresa is a case in point. She had been living in the UK for nearly ten years. Her 
Polish partner also lived in the UK but their jobs were in different locations so they 
lived apart visiting each other at weekends, a pattern previously described in 
Chapter 4. During the interview she suggested that this situation had encouraged her 
to delay motherhood: 
 ‘I think I would want children and I’m kind of pushing it later and later…I feel 
conscious quite a bit because there is a limit to pushing it later and later’ [cited in 
Ackers and Gill, 2008]. 

 
7.3 Moving and Caring for Children 
 
Williams et al suggest that human mobility is ‘temporally and spatially ‘stickier’ than 
most other forms of mobility’; that migrants become ‘locked into’ particular places or 
develop ‘place attachments’ which restrain movement (2004:38). Caring 
responsibilities generally appear to dampen mobility, effectively locking people into 
spaces either in the home or receiving country. Rangelova and Vladimirova’s analysis 
of data on the mobility of Bulgarians found that ‘78 per cent of respondents who do 
not wish to migrate cite ties with their family and friends as a reason strong enough 
to deter them from leaving’ (2004:15). 
 
Contemplating mobility when children are present raises concerns around healthcare, 
housing and education. In practice migrants are often unaware of their rights, of the 
intricacies of national welfare systems and the practice of accessing these prior to 
their move. This is not necessarily because information does not exist: it rather 
reflects priorities at the point of the migration decision. The initial decision is often 
overridden by other priorities, such as employment integration, or the decision is 
taken prior to the formation of partnerships or family formation.  
 
However, many migrants face serious problems in negotiating welfare systems and 
their citizenship entitlement in the host state. Their mobility status and the 
dislocation from informal and familial sources of support, which in many, if not most, 
European welfare systems continue to provide the back-bone of care, implies a 
greater dependency on formal provision (statutory welfare). One critical factor 
shaping the mobility of people with young children concerns the ability to access and 
pay for basic health and social welfare (and child care). 
 
Mobile employees and their family members who are exercising a right to reside in 
another Member State for more than three months are entitled to equal treatment 
under Article 24(1) of Directive 2004/38. Further, migrant workers are entitled to 
equal treatment with nationals in respect of social advantages pursuant to Article 
7(2) of Regulation 1612/68 (Council Regulation on the Freedom of Movement for 
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Workers within the Community)48.  The European Court of Justice has given the 
notion of social advantages an extremely wide remit and, as a result, it has come to 
be understood as referring to almost any form of social welfare available to the 
state’s own nationals49. Thus, access to a variety of welfare and social services, 
including childcare, is premised on the basis of ‘national treatment’.  
 
Access to child care is often of paramount concern to mobile families. This is 
particularly true of dual-earner couples when a woman’s continuing participation in 
the labour market, post childbirth, is often dependent on the availability and 
affordability of child care facilities. However, the availability and cost of child care 
provision differ across the Member States. As Stalford points out: 

 
‘While migrants enjoy equality of access to state-provided childcare under the 
free movement provisions, the extent to which they can actually take 
advantage of formal childcare depends first and foremost on the actual 
existence of a reliable system of public childcare’ (2005: 307).          

 
From this perspective, the notion of national treatment may not be an effective basis 
on which mobile citizens can access services such as child care.  Not only is there 
significant variability in the types, and cost, of the available child care but it can also 
be questioned whether many migrants are aware of either the application of the non-
discrimination principle in this area, or the actual way in which child care provision is 
organised and accessed in the host Member State.  
 
There was some evidence that mobile employees, particularly those working in low 
status occupations, are either not aware of their rights or did not assert entitlement 
as envisaged by the legal provisions. For example, one married Polish couple had 
spent time in Edinburgh in the months following Poland’s accession to the EU with 
their one year old son. The husband worked as a kitchen porter and later a waiter 
but his wife did not take up paid employment in the UK as she cared for the baby. 
Although the family would have been entitled to claim work-related benefits, on the 
basis of the non-discrimination principle, they were not aware of ancillary benefits 
such as Child Tax Credit until later on when they had decided to return to Poland. 
The woman explained the impact of this: 
 
‘We went to an office and we were asking about everything. We thought he was very 
nice and he told us things but he didn’t tell us about tax credits. This is a big regret 
for us because if we’d had tax credits we could have sent our son to a nursery and I 
could have gone to work, but I had to stay at home with him. It was the end of our 
visit when we found out about it’ [cited in Currie, 2008]. 
 
Had they been aware of the right to equal treatment as regards wider social 
advantages, this would have enabled the woman to exercise her own right to work in 
the UK. This, in turn, would have added to the financial security of the family unit 
and elevated her own status to the more secure and individuated one of worker. 
Work with migrants from the new Member States suggests that a lack of accessible 
information, combined with administrative obstacles, together restricts this group of 
mobile employees’ access to welfare entitlement despite their formal entitlement 
(Currie, 2008). 

                                                 
48 [OJ Sp.Ed. 1968, No.L257/2,p.475] 
49 Case 207/78 Ministère Public v Even [1979] ECR 2019.   
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Mobile parents (and mothers in particular) are less likely to be embedded in the 
kinds of social networks that deliver a significant proportion of the care and support 
that enables women to reconcile work and family life. Recent work with Bulgarian 
and Polish researchers (Ackers and Gill, 2008) suggested that those highly skilled 
employees remaining in Bulgaria and Poland were there because of family 
responsibilities. Svetlana’s comment is quite typical: 
‘The people who stayed [in Bulgaria], it was mainly through family considerations’ 
[cited in Ackers and Gill, 2008]. 
 
In other cases, caring influenced length of stay or location decisions. When asked 
why he had only spent short (that is, less than 3 month long) stints abroad, Boris, a 
senior Bulgarian scientist replied, 
It was impossible for me [to go for longer periods]. Now it’s possible because my 
sons are married. I was free to be mobile but not to emigrate [cited in Ackers and 
Gill, 2008] 
 
Gamlen points to the impact of family on return moves suggesting that caring 
responsibilities often precipitate returns, at least temporarily: 

 
‘Returns…are frequently motivated by non-economic factors such as 
childrearing and care for the elderly…and might be called ‘breather periods’ in 
which the migrant takes advantage of free public assistance with child 
rearing, healthcare or retirement in their home country’ (2005:16). 

 
Research by Ackers and Stalford (2007) revealed cases where concerns around 
childcare and the problems of accessing and financing support had a marked effect 
on mobility and location decisions. In most countries, childcare is not free and costs 
vary markedly between Member States. In addition, the number of places is often 
tightly restricted and parents are expected to put their names down for places often 
before a child is even born. An individual that arrives in a host Member State might 
find that the price of childcare is prohibitive or that there are simply no spaces 
available and long waiting lists often with conditions attached perhaps privileging 
single parent families or specific employees. The issue of childcare is by no means 
only of significance to low income employees.  
 
The UK stands out as a country where childcare costs are particularly high. A report 
by the UK’s Daycare Trust estimates that parents in the UK pay on average 70 per 
cent towards the costs of childcare compared to 30 per cent in the rest of Europe 
where childcare is more heavily subsidised. The typical cost of a full-time nursery 
place for a child under two is £159 a week (around 188€) in England (rising to 
typically 235€ a week in London) - around 9,500€ per year. These costs present a 
serious challenge to even mid-high earning families. Whilst this is a general concern 
for all workers, the culture of long and unpredictable working hours in some 
occupations, coupled with on-going work-related travel (often abroad), make this a 
particularly difficult problem for some mobile employees (Ackers, 2007). 
 
Polish workers in the UK, although predominantly arriving without dependents in the 
first instance, later learn about their social rights as parents. In 2007, 55 000 Polish 
parents received allowances for their children from foreign social systems (50 per 
cent from the UK and Ireland), while in 2005 it was only for 12 000 children (the 
majority from Germany). The combination of higher salaries and better child support 
encourages mobile Polish workers to have children and also to remain in the host 
country: 



88 

 ‘Here people are not afraid to have children. In Poland with a child we would 
still be dependent financially on our parents’ (Iglicka 2008: 23, translated by 
W. Kloc-Nowak). 

Bringing in close family members or family formation in the receiving country are a 
factor reducing the readiness to return: ‘I already have my most important family 
here, the once close family in Poland has become the distant one’ (Iglicka 2008: 123, 
translated by W. Kloc-Nowak) 
 
Some mobile EU employees ‘manage’ the demands of mobile careers by leaving 
children with parents in the home country and, on occasion, bringing parents over to 
care for their grandchildren. This ‘solution’ is more problematic for non-EU nationals 
who have more restrictive legal rights (Ackers and Dwyer, 2002). In such cases, 
parents and children often have to cope with living apart for periods.  
 
Marie, a Hungarian migrant, explains how her mobility has been shaped by family 
circumstances resulting in long-term separation from both her child and her partner. 
Although she moved in the first instance to the US with her partner and child, his 
inability to secure a work permit precipitated a return and subsequent move to the 
UK where Marie took up a three-year position. Unable to find suitable employment, 
her husband returned home leaving Marie with their two year-old daughter. Marie 
endeavoured to manage but ultimately the demands of her position, which involved 
extended and unpredictable working hours and regular travel within and outside of 
the UK, meant that this was not sustainable. The daughter therefore returned home 
to be cared for by her father and grandparents. Ultimately Marie’s situation shows 
that the childcare ‘problem’ is not reducible to finances although undoubtedly more 
money and more flexible provision might help. In practice, the majority of working 
mothers manage the demands of their employment through relying on a combination 
of parental, spousal, paid and informal support which mobile people in Marie’s 
situation have limited access to.   
 
The consequences of these forms of parental separation are unclear. Rangelova and 
Vladimirova suggest that family separation might have ‘long-term implications for 
individual families and the social fabric’ (society) as it distorts the ‘inter-generational 
equilibrium’ and results in many children growing up away from one or both of their 
parents (2004: 28). 
 

7.4 Children’s Education and Parental Mobility 
 
Dickmann et al suggest that, when making decisions about mobility, ‘two of the five 
most important factors for individuals were family-related including willingness of the 
spouse to move and children’s educational needs’ (2006: 18). Velev similarly argues 
that one of the chief reasons for the brain drain from Eastern Europe to the West lies 
in parents’ desire to ‘obtain a better future for one’s children by moving [them] 
abroad’ (2002:4). Education has emerged as a key dimension of the European 
migration policy agenda. The children of mobile EU employees have full access to 
public educational provision on the basis of non-discrimination (Ackers and Stalford, 
2004; Cullen, 2003; Barnard, 2007). Community law via Regulation 1612/68 
(Council Regulation on the Freedom of Movement for Workers within the 
Community)50 has provided valuable educational rights to the children of mobile 

                                                 
50 [OJ Sp.Ed. 1968, No.L257/2,p.475] 
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workers. The inclusive way in which education has been interpreted, to include even 
pre-school provision for example, would seem to have supported the labour market 
integration of mobile parents and mothers in particular.  
 
Many of the respondents in a recent study on Polish and Bulgarian mobility (Ackers 
and Gill, 2008) positively valued the prospects of moving with their children and the 
educational opportunities this might generate for them. Concerned about the 
economic and political situation at home and recognising the prestige attached to 
some foreign education systems (reputational capital) and language skills, they often 
placed a premium on mobility for their children and this increased the incentives to 
move. The weight attached to these educational opportunities is clearly linked to the 
specific context within which people are contemplating moves.  
 
The study included a number of cases which illustrate the influence that concerns 
around children’s education had on migration processes. In each of the cases 
presented below the decision to make an initial outward move had already been 
made, presumably taking into account the presence of children at that point in time. 
What is interesting is the subsequent influence of their children’s educational 
circumstances on on-going mobility. 
Andrey’s first period of mobility had occurred many years beforehand when his two 
children were much younger. At this time, he had reconciled the needs of his then 
young children and his own career through the relatively common practice of 
repeated short stays. This enabled his family to remain in Bulgaria - affording them 
some stability - whilst allowing him to augment his salary and develop his career 
through regular short stays. The decision to return to the UK for a longer period was 
influenced by concerns about his seventeen year old daughter’s education: 
‘I wanted my daughter to have the opportunity to receive a good education in an 
English college so we decided that it would be good to apply for this position and to 
have one of the daughters with me’ [cited in Ackers and Gill, 2008]. 
 
Asked whether he might consider a more permanent move in the future, he replies: 
‘No, I had never considered it mostly for personal reasons because of the family and 
my wife is a teacher in biology but she doesn’t speak English at all and she is now in 
Bulgaria so I’m here with one of my daughters and my wife and the other daughter 
are in Bulgaria. Also my parents live there so I never considered going for a long 
period abroad’ [cited in Ackers and Gill, 2008]. 
 
Andrey’s mobility has been shaped by the needs of his partner and the presence of 
children in his family and illustrates the importance not only of his life-course but 
also his children’s. When his children were young and at school, he “preferred” to 
make a series of shuttle moves in order to maintain the stability of the family unit. 
Later on, the perceived benefits to the older daughter of spending time studying in 
the UK precipitated a longer stay of two years or more. This implied an extended 
period of separation from his partner and younger child and also from his own 
parents. He anticipated returning after the two year period, presumably with his 
older daughter, although of course other events might intervene to modify this 
situation. 
Irina was in a similar situation. She came to the UK eight years earlier to work and 
fully intended to return however her children’s integration in the host education 
system prevented her planned return: 
‘When we thought we would go back to Bulgaria, it was the kids who were happy 
here and really wanted us to stay’ (cited in Ackers and Gill, 2008). 
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Although moving with very young children is often not viewed by parents as a major 
problem for the children at the time, respondents often became reluctant to move 
again or return home until their children had completed their education, often to 
degree level. Having older (that is, teenage) children in the family appears to 
increase the propensity to remain for a longer period and restricts return (Ackers and 
Stalford, 2004). This confirms Bailey and colleagues’ (2004) findings that older 
children often act as a constraint on migration, particularly in relation to long-
distance moves. The study findings suggest that the strongest effect might be on 
return decisions. 
 

7.5 Children and Mobility in the Corporate Sector 
 
It is interesting to contrast these kinds of situations (where individual employees 
move for work on their own initiative) with the situation of families who move with 
large international companies. For many years, large companies have recognised the 
importance of assisting families of their employees in order to lubricate mobility. An 
important component of many corporate packages concerns provision of educational 
support often in the form of private or international schooling. One respondent in 
Paris for example suggests that around 80 per cent of corporate transferees in the 
company her partner works for received an educational subsidy for their children (in 
other words it is an integral part of the relocation package): 
‘I would say the majority, yes it’s probably greater than eighty per cent get some 
sort of subsidy from their company’ [cited in Scott, 2006]. 
 
In an interesting example which illustrates the relationship between internal and 
international forms of mobility, another respondent in the same study, compares her 
most recent international move with previous within-country moves suggesting that 
the level of corporate support (for the former) made her international moves easier 
to manage than previous internal moves: 
‘It was much easier [going to France] than moving around in England. My husband 
worked for IBM so, ‘I’ve been moved’. I’d gone from Nottingham to Leeds to 
Harrogate to the South of England, and every time you’re moving to a community 
where you’re new and everybody else is established and there’s no reason for them 
to get to know you, so you don’t know where the shops are, you don’t know where 
the schools are, you don’t know your neighbours. When you move to France and it’s 
a company move, when you register your children with the school automatically they 
will give your name to somebody in the area who will phone you within two days of 
being here to say, ‘are you ok? Do you need anything, do you know where the shops 
are? I expected it to be a difficult move but it was the easiest move I’ve made in my 
life, because you have a support system’ [cited in Scott, 2006]. 
 
A study on the impact of migration on children in EU migrant families (Ackers and 
Stalford, 2004) involved 180 interviews with children and their parents. Twenty-five 
per cent of these children were attending or had attended an international school and 
26 per cent had attended or were attending private foreign schools. Just over half of 
the children then were in schools outside of the public sector that are geared 
primarily for migrant children. This group of children generally have parents who 
work in the corporate sector and receive high levels of re-location educational 
subsidy: 
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‘Since attendance at international schools is generally expensive, it attracts 
mainly high-income families. In many cases, the parent’s employer met all of 
the children’s educational costs’ (Ackers and Stalford, 2004: 231).  

 
Families who were financially able to often chose this type of private international 
schooling as a means of reconciling their own career-related mobility with the 
perceived needs of their children. International schools often follow an accepted 
curriculum (the international baccalaureate or the English system for example) 
reducing the problems of moving between diverse national curricula and often teach 
in English (or the mother tongue of the state sponsored school).  The international 
atmosphere is also thought to be more conducive to integration although in practice 
these schools experience a remarkable turnover in children. The following parent 
explains why they have chosen an international school for their children: 
‘Since we were planning to go back to England, when he was 4 [and living in 
Germany]  we moved him to a small British school. In Israel he went to the 
American International school. [In Portugal] we chose this school because he needed 
an international school and obviously they needed the English’ [cited in Ackers and 
Stalford, 2004]. 
 
Many other children in this study had spent time at boarding schools in their home 
country often financed by their employers. Of course, this ‘option’ is also highly 
expensive and not open to most mobile employees. The scope of this study did not 
permit a comparative analysis but, as an example, a typical private boarding school 
in the UK charges fees of around 8000€ per term (or around 24,000€ a year). This 
figure is clearly well beyond the financial reach of even most highly skilled employees 
unless their position is heavily subsidised by their employer.  
 
The study has already identified the situation facing mobile EU employees in 
‘managed employment’ operated by agencies and employment schemes. Mobile EU 
employees moving in this kind of employment will find it extremely difficult to bring 
their children with them. Osipowič (2007) did a study to identify the patterns of 
household composition among Polish migrants in the UK (based on analysis of  
British Labour Force Survey Data). The study found that over 60 per cent of Polish 
migrants in the UK lived in households shared by two or more unrelated ‘family units’ 
(single persons, couples or families with children). Only 4.4 per cent of Poles lived 
alone (although this was much more common amongst women – 8.2 per cent). 
Although short term and seasonal migrants are not captured by the LFS, the author 
suggests that they too tend to concentrate in households with multiple family units in 
order to reduce living costs.  
 
The phenomenon of households formed by single unrelated people is one of the 
crucial characteristics of social life of Polish migrants in the UK (Grabowska-Lusińska, 
Okólski, 2008:122). Whilst such housing patterns may be acceptable for young and 
single migrants, the situation certainly doesn't encourage people to either start a 
family or bring in partners and children from Poland. Another barrier to migrating 
with family members are the long working hours (on average 42 hours per week) by 
which Polish migrants compensate their relatively low hourly rates (Grabowska-
Lusińska and Okólski, 2008:111). The authors also found that 40 per cent of Polish 
women in Italy were employed in households, as carers and cleaners. These types of 
work demanded long working hours with domestic workers, especially those caring 
for elderly people, ‘living-in’. This situation made it difficult for Polish workers to 
bring their children or partners to Italy (p.95). 
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Although the corporate transferees referred to above are in a much more favourable 
position, it is interesting to note that the ORC survey also reported very high working 
hours amongst this group which can be expected to cause problems in terms of 
childcare (ORC, 2007:7). 
 

7.6 Transnational Family Breakdown and Mobility 
 
Family breakdown is an increasingly prevalent ‘fact of life’ with important 
implications for mobility and post-mobility experiences, and especially for women. 
Mobility may increase the propensity for family breakdown for those reasons (Boyle 
et al, 2009) and, when mobile families do breakdown, the problems are highly 
complex. Equally, separation may precipitate mobility. The French woman in the 
following example had accompanied her husband to New Zealand. But the divorce, 
coupled with his lack of contact with the child encouraged her to contemplate a 
subsequent move: 
‘I’m best to leave New Zealand and because of the lack of contact my son’s had with 
his father,  the reasons for being here are not that strong anymore’ [cited in 
Masselot, 2009]. 
 
The level of international parenting evident within intra-European flows adds further 
complication to the resolution of these situations. A brief statistical overview 
illustrates the prevalence of divorce at EU level. According to Eurostat (2007), 
approximately 2.2 million marriages and 875,000 divorces are concluded every year 
across the EU and divorce is on the increase across all EU Member States. The 
Eurostat report estimated that, on average 4 out of 10 marriages in the EU result in 
divorce (2007: 67). Statistics do not exist for the breakdown rate of cohabiting 
relationships (which are not yet systematically recorded). It is difficult to determine 
what proportion of that figure involves international couples. Despite the lack of 
coherent data, there are some plausible assessments as to the incidence of 
international divorce. The European Policy Evaluation Consortium estimated in April 
2006 that: 

  
‘…350,000 (16 per cent) of the 2.2 million marriages are ‘international’ and 
that around 170,000 of the 875,000 divorces (20 per cent) are between 
international couples. The larger EU countries account for a high proportion of 
international marriages and divorces. The composition of marriages, in terms 
of the countries of origin of the spouses, varies markedly between Member 
States. Very often international marriages involve third country nationals’ 
(EPOC, 2006:6)51. 

 
The dissolution of these relationships across national boundaries has serious 
consequences for both partners and children both in terms of contact with children 
and also maintenance and financial support (Ackers and Stalford, 2004). Partners 
who are third country nationals or economically ‘dependent’ and children are at 
particular risk. Parental separation can bring economic hardship, for custodial 
parents and children, raising questions as to how child maintenance agreements can 
be enforced particularly across countries where legal and administrative divergence 
may present barriers to effective enforcement and facilitate evasion. Recent years 
                                                 
51 This report also provides a details analysis of the most common nationality combinations of international 
marriages across different Member States. The report is based on statistics collated during the 2000-2003 
period and accounts for only 14 of the 27 Member States.  
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have witnessed increasing attention to these issues at European level. The surge of 
EU activity in recent years in this area can be explained on the basis that, as 
Commissioner Gradin responsible for Justice and Home Affairs, stated: 

 
‘The free movement of persons is an objective which today has largely 
become a reality. More and more citizens are marrying citizens from other 
Member States…Matrimonial and custody disputes are both often heart-
rendering for all those concerned. It is therefore particularly important that 
these disputes can be resolved without being complicated by procedural 
difficulties’ [cited in Ackers and Stalford, 2004:177]. 

 
The transfer of law-making competence to the EU institutions in relation to cross-
national civil and commercial matters following the Treaty of Amsterdam has had 
significant implications for family justice across the Member States. Recent work on 
children and migration (Ackers and Stalford, 2004; Stalford et al, 2009) identified a 
number of cases concerning cross-border family breakdown and parental abduction. 
The following case is referred to here as it illustrates the kind of day-to-day financial 
maintenance issues that prove difficult for non-working parents (and women in 
particular)52. 
 
Anne was an English woman who had married her Dutch partner and lived with him 
in the Netherlands. At that time, she worked full-time as a qualified nurse until they 
had two daughters and she then worked part-time. When the girls were aged 2 and 
6, the husband left the marriage and moved in with a new partner. On leaving, he 
paid her no maintenance and she could not afford to pay for the house she was 
renting. He began divorce proceedings six weeks after leaving. Unable to support the 
children and pay the rent on her part-time salary, she moved back to the UK into a 
small privately rented flat near her parents, who then supported her financially. As a 
single parent in the UK, she has found it impossible to return to work given the poor 
salaries and difficult hours in nursing compared to Holland. After a year or so, the 
father made contact with her and wanted her to send the girls to stay with him 
during the holidays. He agreed to pay her £250 a month provided she complied with 
this. At the time of the interview, she was seeking a divorce in the UK on the 
grounds that her Dutch divorce was not recognised in England. 
 

7.7 Mobility and Dependent (Ascendant) Relatives 
 
Mobile men and women also have relationships with parents and older kin both in 
their home country and often spread across international space (Ackers and Dwyer, 
2002).  The caring needs of elderly ascendant relatives have an important impact on 
the mobility of both men and women. The availability (proximity) and gender of 
siblings plays an important role in shaping the impact of elderly dependents on 
migration decisions (Baldassar, Baldock and Wilding, 2007). Where a sole sibling is 
male, the pressure on his mobility is high. In other situations, where female siblings 
are present (even when they live at some distance), the onus is on them to provide 
care in the first instance or to organise care provision (Ackers, 1998: Ackers and 
Dwyer, 2002). These processes are highly gendered and, in general, affect the 
decisions of women to a greater extent than men. Although citizenship rights do 

                                                 
52 A new Regulation on Maintenance was recently adopted (Council Regulation (EC) No 4/2009 of 
18 December 2008 on jurisdiction, applicable law, recognition and enforcement of decisions and 
cooperation in matters relating to maintenance obligations OJ L 7, 10.1.2009, p. 1–79). 
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exist in these situations, giving ascendant and dependant relatives the right to join 
their children in the host state, for example, they do little to alleviate the pressure on 
migrants faced with caring obligations towards elderly and disabled dependents. 
Baldassar et al refer to the importance of understanding ‘cultural constructions’ of 
care in these circumstances. Their research noted a powerful cultural expectation 
that care would be provided by their children (2007: 209).  
 
European citizenship and free movement rights deliver concrete social entitlement 
through their engagement with national welfare systems. The continued, and in 
some cases increasing levels of welfare diversity within the European Union (post-
enlargement)  shapes both the quality and quantity of provision and cultural 
attitudes towards its use. These pressures appear to have a more profound, 
practical, impact on mobile women.  
 

7.8 Conclusions 
 
The presence of children and other caring responsibilities has an important effect 
both on mobility and on employment. Whilst many mobile employees do take the 
decision to move with their children, especially when they are very young, in many 
other cases the presence of children impedes on-going mobility and return moves. 
The costs and practicalities of arranging effective childcare and concerns around 
children’s education play a critical role. Mobility may also reduce fertility or delay the 
decision to have children. Whilst practical provision of welfare services is a key issue, 
this needs to be placed in the wider context of ‘work-life balance’ and, in particular 
the effect of long and/or anti-social working hours (Hadj-Ayed and Masselot, 2004). 
Policies promoting mobility rarely go hand in hand with policies promoting work-life 
balance presenting serious challenges to mobile men and women (Ackers, 2009). 
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Chapter 8 
 

Conclusions 

 

8.1 Mobility: A Difficult Concept To Define And Measure 
 
One of the key issues raised in Chapter 2 concerns the limitations of existing data on 
intra-EU mobility, and particularly on flows. In many respects these problems are 
going to increase in the future as data based on residency and employment fails to 
capture the emerging and increasingly complex forms of mobility. The progressive 
removal of many legal barriers to movement within the EU (which implies less formal 
‘recording’ of cross-border mobility and employment) coupled with the growth in 
short term and forms of ‘partial’ migrations is likely to reduce the effectiveness of 
traditional sources (such as the Labour Force Survey) to estimate increases in highly 
skilled mobility or the growth in seasonal or informal work. 
 
The data that exist indicates low levels of overall intra-EU mobility with the 
overwhelming majority of people expressing no interest in moving. Those who do 
intend to move are more likely to be men than women, younger (under 35), better 
educated, students or the unemployed. LFS data show that the gender balance of 
intra-EU migration reflects the proportion of males and females in the overall 
workforces: just over half of ‘migrants’ (55 per cent) are male. Although rates of 
female participation in the labour market are generally increasing at national level, 
activity levels of female mobile EU employees are particularly low suggesting that 
mobility ‘restricts’ labour market participation.  
 
Although statistics on population stocks indicate a population of mainly married 
mobile EU employees, this data is contrasted with empirical evidence from interviews 
with mobile EU employees to show that, at the point of initial mobility, the 
overwhelming majority of women are actually single. 
 
Occupational and sectoral data broken down by gender and nationality seem to 
indicate that gender differences are greater for mobile EU workers and a strong ‘de-
skilling’ effect particularly for recent EU movers. Citizens from EU-2 and EU-10 
Member States are more likely to be employed in sectors that are typified by low-
skilled, low-pay, vulnerable working conditions such as agriculture, hospitality, 
construction and domestic work. These sectors also show high levels of gender 
segregation with women clustering in some areas and men in others. 
 

8.2 Convergent and Divergent Patterns: France, Poland, 
Portugal and the UK 
 
The four case studies illustrate the importance of understanding the diversity of 
national contexts. Out of the countries examined, the UK and France receive much 
higher proportions of mobile EU workers. The gender composition of the population 
of mobile EU nationals in the host countries varies enormously. In France, for 
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example, there are roughly equivalent numbers of male and female Dutch citizens. 
However, flows from Romania, Poland and Germany are highly feminised situation 
with nearly double the number of women. Turkish and Italian flows, on the other 
hand, are more male oriented.  There are far fewer mobile EU employees in Portugal. 
High levels of feminisation are evident amongst Polish, Bulgarian, Spanish and 
French nationals and relatively more masculine flows from Italy. Finally, in the UK 
one can observe quite balanced flows from countries such as Slovakia, highly 
feminised flows from France and Germany and more masculinised flows from Poland 
and Italy. These marked ‘imbalances’ suggest two things: firstly that it is misleading 
to conclude that women, as a group, are less mobile than men and, secondly, that 
the levels and gender characteristics of the population of mobile EU employees 
reflect high levels of labour market segmentation. 
 

8.3 The Importance of a Life-Course Approach 
 
The results presented in Chapter 4 emphasise the relationship between age (life-
course) and mobility and a far higher propensity for mobility at younger age groups. 
This suggests both that younger people are more mobile but also that the proportion 
of the EU population that has experienced mobility will increase as this cohort of 
young people age.   
 
Detailed analysis of student flows and which relatively reliable illustrates the relative 
feminisation of mobility at this early life-course/career stage. Female undergraduates 
are relatively more likely to exercise mobility during their studies than their male 
peers. Tracking mobility at postgraduate and doctoral level is possible due to the 
availability of data in this specific sector and shows the progressive decline in the 
representation of women in mobility flows with age /career stage. However, even at 
doctoral level, women are nearly as mobile as their male peers (comprising 46 per 
cent of flows). 
 
Evidence of mobility in the next stage of this career path indicates a marked decline 
in feminisation. Although this may reflect the specific features of research careers, 
evidence suggests that the marked decline in female representation is partially 
explained by increasing reluctance to engage in on-going mobility at this stage in the 
life-course.  
 
Chapter 5 examines the relationship between life-course and mobility in more detail, 
focusing on the impact of partnering. Cox’s study (2008) found that partnering had a 
more significant effect on attitudes to mobility than the presence of children. 
Although developments in European law and policy have progressively expanded the 
concept of ‘partner’ facilitating mobility, the legal situation has failed to keep pace 
with changes in contemporary partnering and continues to afford inferior entitlement 
to cohabiting and, in some cases, same-sex partnerships. Analysis of the research 
evidence suggests that partnering has a dampening effect on mobility and restricts 
progression in international careers. Although women are beginning to be 
represented in higher skilled sectors of employment, this appears to either restrict 
the mobility of couples or, where they do move, compromise the careers of the 
female ‘trailing’ partner. The most recent research on the influence of family 
migration on women concludes that women’s employment, wages and hours of work 
continue to suffer from family migration.  
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Women predominantly remain ‘the followers’ in mobile couples. The increased 
employment success and financial status of highly skilled women has not resulted in 
an increased tendency of men to ‘follow’ their female partners. 
Research also shows a direct relationship between repeated mobility and levels of 
relationship /marriage breakdown. 
 

8.4 Experiencing Mobility: Mobile dual-science couples, 
Corporate Transferees and Seasonal Workers  
 
The first case study shows how research careers have been long associated with very 
high levels of international mobility and demonstrates the very high levels of ‘same 
career’ or ‘dual science career’ partnering and the gendered consequences of this in 
terms of the effects on the career progression of women.  
 
The second case study examines another area of highly skilled employment which 
contrasts significantly with the research career cohort. Recent research has identified 
a rapid growth in mobility within international companies and corporations reflecting 
the growth in ‘international careers’. However, this form of mobility appears to be 
very highly gendered and, indeed, almost the preserve of male employees. Having 
said that, mobility in this sector is far more supported with employers providing 
extensive ‘compensation’ packages for spouses and children. In most cases, these 
are aimed at ensuring effective social integration, although attention is beginning to 
be paid to the needs of partners and the ‘dual career’ issue. 
 
Chapter 6 also refers to the growth in forms of very short term ‘business travel’ that 
is in some cases replacing and/or complementing other forms of mobility. There is 
very little research in this area and none focusing on gendered outcomes. 
Nevertheless this is an important area of growth in intra-EU flows that may be highly 
gendered consequences (to the extent that women are less able to engage in these 
forms of on-going international mobility). 
 
The final case study considers the growth in organised schemes responsible for 
recruiting mobile workers into insecure, unskilled agency work. This kind of 
employment has grown in recent years in response to enlargement. As noted above, 
work in many of these sectors is highly segregated with some areas employing 
mainly male workers and others, female. However, where such forms of employment 
have grown and include the provision of accommodation as part of the ‘package’ it is 
clear that serious barriers exist for those people with partners and children.   
 

8.5 Building and Supporting Families on the Move 
 
The final chapter considered the impact that the presence of children has on mobility 
of parents and mothers in particular. The presence of children and other caring 
responsibilities has an important effect both on mobility and on post-mobility 
employment. Whilst many mobile EU employees do take the decision to move with 
their children, especially when they are very young, in many other cases the 
presence of children impedes on-going mobility and return moves.  
 
The costs and practicalities of arranging effective childcare and concerns around 
children’s education play a critical role. Mobility may also reduce fertility or delay the 
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decision to have children. Whilst practical provision of welfare services is a key issue, 
this needs to be placed in the wider context of ‘work-life balance’ and, in particular, 
the effect of long and/or anti-social working hours. Policies promoting mobility rarely 
go hand in hand with policies promoting work-life balance presenting serious 
challenges to mobile men and women (Ackers, 2009). 
 

8.6 Mobility As A ‘Policy Issue’ 
 
The study has identified important progress to facilitate mobility and support migrant 
families at European level. This is reflected in the progressive interpretation and 
evolution of free movement and citizenship rights, increasingly embracing the 
concept of the Mobile European Citizen as someone who is not only a worker but also 
a member of a family and, increasingly, a citizen in their own right. 
 
The study underlines the importance of evidence-based, responsive and reflexive law 
and policy making firmly grounded in the experiences and practices of European 
migrants. Policy needs to keep pace with changes in contemporary mobilities. The 
growth in short term and cyclical movements, in ‘partial’, ‘incomplete’ and complex 
forms of mobility continues to challenge the ways in which researchers define, 
evaluate and measure intra-European population flows. Where definitions (and 
statistical approaches to the measurement of mobility) are based on residency or 
employment in the host state, they are likely to capture an increasingly narrow range 
of mobilities. 
 
European law and policy need also to be aware of changes in contemporary families, 
in partnering behaviour and family formation. Social evidence indicates a growth in 
cohabitation and same sex partnering, for example, and a rise in the proportion of 
international partnerships and levels of transnational family breakdown. 
 
Progress is also evident in the development of gender equality law and policy 
extending important employment rights to men and women. The report has 
identified concerns around maternity leave and childcare. It has also demonstrated 
some concerns around migration and working hours including the prevalence of part-
time work amongst EU migrant women but also the culture of long working hours in 
many sectors of employment popular with migrants.  
 
Recent years have seen the growth of a major policy debate at European level 
around the reconciliation of work and family life or, more recently, ‘work-life 
balance’.  
 
The research would suggest that a major policy tension lies between the promotion 
of mobility, on the one hand, and the promotion of measures to support work-life-
balance, on the other. Achieving work life balance in a mobility context is extremely 
difficult. In practice most working mothers achieve this through heavy reliance on 
informal support (familial and friends), voluntary (NGO) provision and statutory 
support (maternity and parental leave rights and childcare provision). Mobility poses 
serious challenges in this respect. These are complex issues for the EU to challenge – 
not least given the importance of subsidiarity in the social field and the persisting 
and possibly increasing degrees of diversity in social welfare systems. Challenging 
them is essential, however, in order to achieve genuine moves in the direction of 
(substantive) gender equality. 
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