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MAC call for evidence 
The economic and social impacts of the UK’s exit from the EU and 

aligning UK’s immigration system 
Unite the union submission 

 
 
 
Introduction 
This response is submitted by Unite the union, Britain and Ireland’s largest and most 
industrially diverse trade union with 1.42 million women and men members across 
the private, public and not for profit sectors. The union’s members work in a range of 
industries including food, manufacturing, transport, financial services, health, print, 
construction, local government, education, community sectors and we have 
extensive experience of representing migrant workers in a wide range of 
occupations. 
    
The response is drawn from a consultation with Unite officials across sectors and 
regions. It includes their direct experiences and comments which we believe are 
particularly relevant at this time of great uncertainty. 
 
  
1) EEA Migration Trends  
  
1.1 Please provide evidence on the characteristics (e.g. types of 

jobs migrants perform; skill levels, etc) of EEA migrants in 
your particular sector/local area/ region. How do these differ 
from UK workers? And from non-EEA workers?  

 
 
Unite represents the full diversity of workers including many migrant workers 
including in hotels, cleaning and catering, food and agriculture, road transport and 
logistics, manufacturing, construction, health and also migrant domestic workers. 
 
Unite believes that the government must use every tool at its disposal for an 
industrial strategy. This includes plugging the skills gap by supporting 
apprenticeships, use of public sector procurement to support industry, removing 
barriers to reshoring jobs and direct support for our strategic industries.  
 
Unite calls for safeguards that defend all workers against wage cutting and that must 
include ending the exploitation of migrant workers.  
 
These safeguards must include stronger collective bargaining rights, so any 
employer wishing to recruit labour abroad should only be able to do so if they are 
either covered by a proper trade union agreement or by sectoral collective 
bargaining.  
 
This would allow us to hold the line and guarantee a union-backed ‘rate for the job’, 
no matter a workers’ country of origin. 
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Such safeguards would end the race-to-the- bottom attacks on wages, terms and 
conditions.  
 
Unite supports all our members and will continue to support the right of EU workers 
to remain in the UK after Brexit.  
 
 
CONSTRUCTION 
 
Generally, abuses in the construction sector are widespread and not helped by the 
make-up of the sector that is beset with lengthy supply chains, fragmented sub-
contracting, and labour-only providers acting in a similar vein to gangmasters in 
other sectors like agriculture. Moreover, the prevalence of agencies and incidence of 
umbrella companies fosters a widespread culture of fear for jobs, precarious work 
and sizable levels of labour abuse.  
 
These can be around the following, but not exhaustive, areas: 
 

• Non-payment of Holiday Pay 
• Illegal deductions from wages (eg CITB Levy payments) 
• Withholding pay slips 
• Charging of money for receipt of pay slips 
• No provision of personal protective equipment (PPE)  
• Non-payment of national minimum/living wage 
• Workers being housed in unsuitable, inhumane accommodation 
• Undercutting of national wage agreements 
• Exploitation of posted workers 
• Confiscation of passports 
• Administration fees 

 
Unite has evidence of the systematic undercutting of collectively bargained wage 
rates being a feature of both major and smaller construction projects, and extending 
to those funded by the public sector. That this exploitation is often of posted and 
migrant workers is an unwelcome feature of labour abuse in the sector with workers 
often recruited abroad, brought to work in the UK with poor levels of pay, housed in 
unsuitable accommodation and, in some situations. 
 
In response to a Unite Freedom of Information request in July 2017, figures released 
by the UK Government Department of Business, Energy and Industrial Strategy 
identified that some 1,076,000 workers received payments through the HMRC 
Construction Industry Scheme. This equates to 47% of those employed in the 
construction sector being categorised as ‘self-employed’. 
 
With significant experience of the sector and the endemic misclassification of 
workers’ employment status, Employment rights should be extended to all those in 
work. There is already the legal assumption that if a person is under direction and 
control in relation to their work then that person is regarded as an employee of the 
person who is doing the direction and control, regardless of what the contractual 
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arrangements are – the problem being that enforcement and monitoring is non-
existent. Additionally, speaking out to enforce this in the construction industry can 
lead to long periods without work. For these reasons Unite calls for existing rights to 
be extended to all those in work, not only those who qualify for ‘employee’ status. 
This should include creating a legal presumption that everyone qualifies for the full 
set of employee rights, placing the onus on the employer to prove that this is not the 
case. 
 
Unite is working on progressing a strategy to help eradicate the types of precarious 
employment that we often find migrant workers exposed to in this sector. 
 
HEALTH1 
 
We raised the following in our evidence to the Health Select Committee: 
 
Many health and social care professionals currently working in the UK have come 
from other EU countries.  
 
NHS England provides figures that show a total number of all staff (part and full time) 
coming from the EU countries were just over 53,000 or 4.6 per cent of the total NHS 
workforce2. The number of EU nurses and health visitors accounted for 6 per cent of 
the total. There were also 2,500 allied health professionals from other EU countries, 
such as physiotherapists and radiographers. The NHS in Scotland, Wales and 
Northern Ireland currently do not publish the breakdown of their staff by nationality. 
Skills for Care figures also show that 80,000 of the 1.3 million workers in the adult 
social care sector come from other EU countries3. 
 
The sector has welcomed a wide diverse workforce providing a broad range of highly 
skilled & dedicated workers ranging from consultant surgeons to catering and 
cleaning staff.  
 
A survey of Unite health sector members confirmed our concerns that problems 
would occur in the NHS if EEA migration was halted. This trend has started with 
some workers returning home and the number of EEA workers arriving the UK 
starting to fall. 
 
FOOD DRINK & AGRICULTURE 
 
EXAMPLES: 
 
                                            
1 Some specific responses from Unite in health are additionally attached as an Appendix 
2 Health and Social Care Information Centre (2015). ‘NHS Hospital and Community Health 
Services (HCHS): All staff by nationality and main staff group in England as at 30 September 
2015’. HSCIC website. Available at:www.hscic.gov.uk/media/20194/All-staff-by-staff-group-
nationality-and-HEE-region---full-time-equivalents-and-headcount---Sep-
2015/xls/Staff_groups_by_nationality_and_HEE_region_FTE_and_HC_-_Sep_2015_-
_Final.xlsx.   
3 Skills for Care (2016). Nationality of the adult social care workforce 2015. Skills for Care 
website. Available at:www.skillsforcare.org.uk/NMDS-SC-intelligence/NMDS-SC/Workforce-
data-and-publications/Workforce-data-and-publications.aspx 
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In fish processing, food processing and ready meals sector there is high proportions 
of migrant labour. 
 
In a poultry processing factory in the West Midlands we have 150 EU members. 
They make up nearly one third of the workforce and work in general operative and 
semi-skilled jobs. 
 
BUSES 
 
This information has come from our Brexit Check process on passenger transport: 
 
In 2016 the number of individuals working in the bus industry in the UK was 123,000. 
The bus industry relies on a high percentage of migrant workers among its drivers 
with 1 in 4 of bus drivers being migrant workers. Around 16,000 are non-UK 
nationals (13 per cent) and 15,000 are EU nationals (12.2 per cent). 
 
TRANSPORT 
 
This information has come from our Brexit Check process on road transport: 
 
The transport sector like many others is subject to a rise in precarious employment 
through practices such as zero hours contracts and outsourcing. Migrant workers 
and agency workers are subject to unfair treatment. 
 
For example, some employers in areas such as road haulage are, in conjunction with 
agency business, avoiding giving equal treatment on pay to agency workers through 
the use of so-called ‘Swedish Derogation’ contracts. 
 
LOGISTICS 
 
Domestic road hauliers will be impacted by withdrawal from the EU because of the 
290,000 EU nationals that work in UK domestic logistics. 
 
MANUFACTURING 
 
EXAMPLES: 
 
In manufacturing EEA migrants are employed in most sectors ranging from low 
skilled to skilled to very highly skilled workers.  
 
In an Anglo European car manufacturing company where all employees have to go 
through strict national security clearance means that the opportunity for employment 
for migrants is limited. The small numbers of EU workers have tended to be 
employed in skilled or technical roles, except for one who worked as the secretary to 
senior management and is now working in HR. 
 
 
1.2 To what extent are EEA migrants seasonal; part-time; agency-

workers; temporary; short-term assignments; intra-company 
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transfers; self-employed? What information do you have on 
their skill levels? To what extent do these differ from UK 
workers and non-EEA workers?  

1.3 Are there any relevant sources of evidence, beyond the usual 
range of official statistics that would allow the MAC to get a 
more detailed view of the current patterns of EEA migration, 
especially over the last year?  

1.4 Have the patterns of EEA migration changed over time? What 
evidence do you have showing your employment of EEA 
migrants since 2000? And after the Brexit referendum? Are 
these trends different for UK workers and non-EEA workers? 

 
 
MANUFACTURING 
 
We are told that skilled workers from the EEA are looking to return to their home 
country following Brexit. There are a number of reasons for this including a greater 
degree of stability and improved pay and conditions in their home country and the 
uncertainty of staying in the UK means that a number of our members are looking to 
return to their home country on the basis of leaving now while there are vacancies at 
home.   
 
FOOD DRINK & AGRICULTURE 
 
We have noticed a greater proportion of EU workers leaving to go back to home 
countries in the last 12 months in the West Midlands, for example. In here labour 
pool has a higher proportion of Indians and Pakistanis that are replacing and 
offsetting vacancies left by EU workers. 
 
 
1.5 Have you conducted any analysis on the future trends of EEA 

migration, in particular in the absence of immigration 
controls?  

1.6 Have you made any assessment of the impact of a possible 
reduction in the availability of EEA migrants (whether 
occurring naturally or through policy) as part of your 
workforce? What impact would a reduction in EEA migration 
have on your sector/local area/region? How will your 
business/sector/area/region cope? Would the impacts be 
different if reductions in migration took place amongst non-
EEA migrants? Have you made any contingency plans?  

 
The referendum result on 23rd June sent shock waves throughout the UK, making 
the politicians and the media sit up and take notice.  
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Unite recognises that millions of workers, including many of our members voted to 
exit the EU. However, we will make sure that it is on our terms. For this reason we 
launched a ‘Brexit Check’ website to monitor the impact of Brexit and provide the 
resources our members need.  
 
 
 
ROAD HAULAGE 
 
This information has come from our Brexit Check process on road transport: 
 
Any EU operator with an international operator's licence can transport goods 
between any EU countries. The road haulage industry relies on an open EU market.  
 
So the challenges faced by Brexit are considerable. There is a significant risk to 
supply chains dealing with exports and imports if we fail to ensure that international 
road haulage moves quickly and reliably after the UK exits the EU. Even our 
domestic road hauliers will be impacted by withdrawal from the EU because of the 
290,000 EU nationals that work in UK domestic logistics. 
 
HEALTH 
 
Employers are telling us that leaving the EU creates significant potential staffing 
concerns for the NHS and social care providers. 
 
Unite is concerned that the instability caused by the Brexit vote, particularly on free 
movement rights, will only add to the current recruitment shortages faced in those 
sectors. 
 
Post Brexit the sector will face major challenges in recruiting and retaining the 
dedicated skilled workforce required to deliver high quality services.  
 
Unite believes that leaving the EU will almost certainly exacerbate staffing crises in 
the NHS and social care with detrimental impacts on service delivery.  
 
MANUFACTURING 
 
We are told that companies advertise for skilled workers on various platforms in 
Europe to fill vacancies, however since Brexit applications through these platforms 
from EU nationals have begun to peter out. 
 

  
2) Recruitment Practices, Training & Skills  

  
2.1 Please provide evidence on the methods of recruitment used 

to employ EEA migrants. Do these methods differ from those 
used to employ UK and non-EEA workers? What impact does 
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this have on UK workers? Have these methods changed 
following the Brexit referendum?  

2.2 Do recruitment practices differ by skill-type and occupation?  
 
 
 
 
HEALTH 
 
Health and care recruitment problems are not the fault of the EU but sit squarely with 
the Government and employers. Unite believes that a sustainable approach to 
workforce planning should not use migration as a substitute for training more UK-
based health workers.  
 
There is unlikely to be a significant turnaround any time soon however, given the 
debacles around junior doctor contracts, the ending of training bursaries for NHS 
students, the policy of long term pay caps on NHS staff the continued squeeze on 
NHS and local authority funding and a decade of pay restraint and attacks on other 
terms and conditions is making public sector employment increasingly less attractive 
to work in, particularly at a time of moderate but real pay increases in the private 
sector. 
 
CONSTRUCTION 
 
EXAMPLE: new Queensferry Crossing in Scotland 
 
Unite has recently produced evidence which suggests that workers have been 
engaged on the above project on poverty wages by contractor SOSIA UK (a 
company set up in 2014 in the UK with Portuguese directorship). Union officers 
found numerous Spanish and Portuguese workers employed by SOSIA to be in 
receipt of wages some £7.32 per hour, £4 per hour below the CIJC collective 
agreement rate for joiners, and also that labourers were being paid well below the 
rate.   
 
EXAMPLE: Undercutting in engineering construction sector 
 
Unite has exposed and campaigned against undercutting and exploitation of 
construction workers including, most recently, several Danish firms who are involved 
in the funding and building of major ‘energy from waste’ projects in the UK. Workers 
were being paid up to 61% below agreed industry rates, with some workers being 
paid just the minimum wage and financing their own accommodation and travel. 
 
Babcock & Wilcox Vølund, which is building an energy from waste project in 
Rotherham worth £165 million, sub-contracts large chunks of their work to Croatian 
company Duro Dakovic which pays workers as little as the minimum wage of £7.50 
an hour. The industry agreement (NAECI) has a basic rate of £16.97 an hour with an 
hourly bonus of £2.37 an hour. 
 
EXAMPLE: Labour abuse on a London site 
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A Unite health and safety rep and carpenter in the London area identified a horrific 
example from a site in London, where:  
 

• Eastern European construction workers were threatened with the sack every 
day by a bullying, intimidating foreman; 

• The foreman was receiving a cut from workers’ wages so that they could stay 
in their job; 

• Anyone questioning safety on site or refusing to pay the cut to the foreman 
would be sacked. 

 
MANUFACTURING 
 
Information that we have is that companies use internet platforms and agencies to 
employ skilled staff. 
 
EXAMPLES: 
 
In an Anglo-European car manufacturing company all employees have to go through 
strict national security clearance. Some of the workers have been employees from 
the side of our business in another EU country and we presume their access was 
covered by the checks carried out in that country. 
 
FOOD DRINK & AGRICULTURE 
 
EXAMPLES: 
 
In the West Midlands, the majority of EU workers come via agency. Some come 
directly for employment and a small proportion come via agencies in their home 
countries. 
 
In food processing in the North East, many companies use specific agencies to 
recruit EU workers who often travel distances, sharing cars, to get to their factories. 
 
2.3 What are the advantages and disadvantages of employing 

EEA workers? Have these changed following the Brexit 
referendum result?  

 
BUSES 
 
This information has come from our Brexit Check process on passenger transport: 
 
The bus sector faces a labour shortage which is likely to worsen in the coming years, 
as the average age of bus employees rises. 
 
Industries with quantifiable labour shortages in the British market – such as the bus 
industry – will need to be able to continue recruiting staff from outside the UK and to 
keep the EU staff they already employ. 
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HEALTH 
 
The NHS is already struggling to recruit and retain permanent staff and social care 
providers report similar problems as well as high turnover rates.  
 
The EU’s policy of freedom of movement and mutual recognition of professional 
qualifications and standards means that many current NHS and social care 
professionals have come from other EU countries. For example, NHS England 
figures that show that just over 53,000 of the total NHS workforce came from other 
EU countries.  
 
The debate about free movement therefore has a major impact both on current and 
potential skilled workers from across the continent that work in the NHS and student 
numbers in UK universities. 
 
2.4 To what extent has EEA and non-EEA migration affected the 

skills and training of the UK workers?  
 
 
MANUFACTURING 
 
In our experience one of the difficulties has been skills shortage through the lack of a 
skills and training strategy. This has resulted in companies seeking to employ skilled 
workers from the EU to fill vacancies. 
 
HEALTH 
 
For the reasons stated above, Unite is demanding an end to the public sector pay 
cap, protection for EU workers in the NHS and an urgent long-term workforce 
strategy that trains the workforce that the NHS needs 
 
 
2.5 How involved are universities and training providers in 

ensuring that the UK workforce has the skills needed to fill 
key roles/roles in high demand in your sector? Do you have 
plans to increase this involvement in the future?  

 
 
MANUFACTURING 
 
We have regular contact with training providers and universities and we are looking 
forward to receiving further information on skills needs from these organisations. 
 
Unite is involved in some of the sector skills councils and apprentice committees. 
Skills needs are processed through sectors such as in Chemicals, Automotive. 
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2.6 How well aware are you of current UK migration policies for 
non-EEA migrants? If new immigration policies restrict the 
numbers of low-skilled migrants who can come to work in the 
UK, which forms of migration into low-skilled work should be 
prioritised? For example, the current shortage be expanded to 
cover lower skill levels?  
 

We are aware of serious concerns in relation to potential shortages in what are 
classified as lower skilled/unskilled areas. We need a twin-track approach:  
 

• Appropriate training for workers in the UK, recognising the important role of 
Sector bodies covering training and skills such as the Food & Drink Skills 
Academy;  and 

 
• Protection of migrant workers and the sectors currently employing them 

through ensuring the relevant sector standards apply to all and that trade 
unions are fully involved. Unite is calling for sectoral collective bargaining and 
safeguarding to ensure this. 

  
 

3) Economic, Social and Fiscal Impacts  
 

3.1 What are the economic, social and fiscal costs and benefits of 
EEA migration to the UK economy? What are the impacts of 
EEA migrants on the labour market, prices, public services, 
net fiscal impacts (e.g. taxes paid by migrants; benefits they 
receive), productivity, investment, innovation and general 
competitiveness of UK industry?  

3.2 Do these differ from the impact of non-EEA migrants?  
3.3 Do these impacts differ at national, regional or local level?  
3.4 Do these impacts vary by sector and occupation?  
3.5 Do these impacts vary by skill level (high-skilled, medium-

skilled, and low-skilled workers)?  
 

Safeguards against Exploitation: Labour rights and migrant workers 
  
Unite works for all our members. Migrant workers have been contributing to the UK 
economy for many years. Many of those EU migrant workers are members of Unite. 
They have come here to make a future for themselves and contribute very substantially 
to the local economy.We also know that over the years employers have used any 
difference between one group of workers and another– men and women, agency and 
permanent, young and old, race and different ethnicities, migrant workers–as a chance 
to pay less and try to drive a wedge between them. Whether it’s between women and 
men, agency and permanent, young and old, workers of different ethnicity, or workers 
who’ve migrated to the UK, these employers use ‘divide and rule’ to run a race to the 
bottom on pay and conditions. 
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Therefore, with Brexit and the future for migrant workers, Unite’s response is very 
clear. No to divide and rule, no to a race to the bottom, yes to a rate for the job. We 
will fight for strong collective bargaining rights so that unions are free to negotiate pay 
and conditions for all workers. We believe employers should only be able to recruit from 
outside the UK only a trade union agreement or if they are covered by collective 
bargaining for their industrial sector. 
 
However, we do have experiences where divisions can cause great difficulties. For 
example, this is a response from one of our representatives: 
 

“Unfortunately, we do hear from some misinformed British workers who consider 
they are being undermined in terms of the pay that they (migrant workers) are 
prepared to work for or their poor density of union membership. However, we have 
shown that collective action and bargaining is the only answer to provide decent pay 
and conditions for all workers.” 
 
UNIONISED WORKPLACES 
 
In unionised companies workers get the proper rate for the job and indeed for very 
highly skilled workers, because of their expertise, companies will need to pay 
premium rates to attract migrant workers to the UK. 
 
Manufacturing 
EEA migrants will form the part of a workforce in manufacturing in all capacities 
including starting work at a company as an agency worker, through to being given 
permanent employment – in line with agreements reached with the companies. 
We have various arrangements with companies that are agreed at local level. For 
example, in some parts of the car industry workers can start as an agency workers 
and after an agreed period of time they get the ‘rate for the job’. Agency workers can 
apply for permanent jobs subject to interview and fill in permanent vacancies.  
In unionised plants agency workers get fair treatment, and they are also Unite 
members. 
 
Food 
West Midlands - In our unionised workplaces for example in the West Midlands, the 
majority of EU workers come via agency and are subsequently made permanent. In 
this company we have just signed a learning agreement to up-skill migrant agency 
workers with core literacy and numeracy. 
 
North East - We have seen that the signs at the gates and noticeboards are 
displayed for example, in Polish as well as English although there is increasingly an 
expectation and in some instances a pressure that workers speak English not just on 
the shop floor but even in the canteen. 
 
EXAMPLES: 
 
MIGRANT DOEMSTIC WORKERS 
 
We have been campaigning for the employment and human rights of migrant 
domestic workers. Under the terms of the government’s ‘tied visa’ scheme, which 
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was introduced in April 2012, overseas domestic workers can only leave their 
employer and find new work within a period of six months. Unite and others have 
demanded that migrant domestic workers should be recognised as workers in their 
own right, and have an enforceable right to change employer and to have full and 
effective access to their legal rights, which are incompatible with the current 
restrictive six-month limit. 
 
HOSPITALITY 
 
70% of London hospitality workers are migrant workers and among many issues of 
labour abuses and harassment we found that contracts change hand frequently and 
in the run up to a transfer the collective consultation process linked to TUPE is 
frequently ignored or bypassed. It is not uncommon for service providers and 
agencies to deduct pay for ‘training’ of up to two weeks if a room attendant leaves 
before a period of twelve weeks. This can see us lose hundreds of pounds, and if we 
question this practice we are told ‘you signed the contract’ despite this being illegal. 
Migrant women workers are hardest hit by this scam, which takes advantage of their 
lack of English language and awareness of UK employment law.  
 
Unite has been calling on all hotels operating in London to adopt the city wide 
principles, based upon the key provisions of the OECD guidelines, the Ethical 
Trading Initiative Base Code and the United Nations Global Compact  
As a trade union we have been actively meeting with employers, trade industry 
bodies, government organisations to raise the issues around lack of and the abuse 
of workers rights for migrant workers as well as the impact of UK’s exit from the EU.  
 
LOGISTICS 
 
We have seen examples of severe exploitation in relation to the global supply chain 
in logistics where workers employed on the minimum wage from the country of origin 
are working for considerable periods of time in the UK or other EU countries, where 
the minimum wage is much higher. 
 
FOOD DRINK & AGRICULTURE 
 
In West Midlands we have seen that EEA workers are generally, less informed of 
their rights or are unable to articulate their concerns. Also, in the first couple of years 
of working in the UK, they feel less comfortable to organise into a trade union leaving 
them more vulnerable to exploitation. 
 
HEALTH 
 
In social care in particular Unite and other trade unions continue to stress that the 
prevailing employment conditions are simply unacceptable, with illegal 
underpayment of the National Minimum Wage, and the endemic use of zero hours 
contracts highlighting how unscrupulous employers have used the UK’s relatively 
weak employment protections to get away with exploiting workers in the sector.  
  



 14 

APPENDIX 
 
 
EEA Migration and Brexit - October 2017 
Health sector survey - Summary of Responses 
 
 
1. Please provide evidence on the characteristics (e.g. types of jobs migrants 
perform; skill levels, etc) of EEA migrants in your particular sector/local area/ 
region. How do these differ from UK workers? And from non-EEA workers? 
 
Generally skilled worked and highly skilled work from Doctors, Biomedical Scientists and 
Pharmacists to support staff like Cleaners, Porters and Catering Staff. 
 
2. To what extent are EEA migrants seasonal; part-time; agency-workers; 
temporary; short-term assignments; intra-company transfers; self-employed? 
What information do you have on their skill levels? To what extent do these differ 
from UK workers and non-EEA workers? 
 
Mostly in Full time permanent work, though a few are engaged in bank, agency and 
seasonal work. 
 
3. Are there any relevant sources of evidence, beyond the usual range of official 
statistics that would allow the MAC to get a more detailed view of the current 
patterns of EEA migration, especially over the last year? 
 
Most members couldn’t answer this question.  But would say professional health bodies 
and regulation bodies (like the NMC and GMC) might have this organisation. 
 
4. Have the patterns of EEA migration changed over time? What evidence do you 
have showing your employment of EEA migrants since 2000? And after the Brexit 
referendum? Are these trends different for UK workers and non-EEA workers? 
 
Most respondents say that the EEA Migration has been negatively affected since the 
result of the EU referendum last year. Some say EEA migrants are leaving their roles. 
 
5. Have you conducted any analysis on the future trends of EEA migration, in 
particular in the absence of immigration controls? 
 
No responses. 
 
6. Have you made any assessment of the impact of a possible reduction in the 
availability of EEA migrants (whether occurring naturally or through policy) as 
part of your workforce? What impact would a reduction in EEA migration have on 
your sector/local area/region? How will your business/sector/area/region cope? 
Would the impacts be different if reductions in migration took place amongst non-
EEA migrants? Have you made any contingency plans? 
 
The reduction in the availability of EEA migrants will have a significant impact on health 
and social care services which are already struggling. Some respondents express a 
desire for the referendum decision to be reversed. 
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7. Please provide evidence on the methods of recruitment used to employ EEA 
migrants. Do these methods differ from those used to employ UK and non-EEA 
workers? What impact does this have on UK workers? Have these methods 
changed following the Brexit referendum? 
 
Generally the methods of recruitment have not changed. Employers are still using job 
fairs and contacting agencies in their home countries. This has not changed since June 
2016. 
 
8. Do recruitment practices differ by skill-type and occupation? 
 
No conclusive answers or definitive explanations of what is happening here. 
 
9. What are the advantages and disadvantages of employing EEA workers? Have 
these changed following the Brexit referendum result? 
 
Employing EEA workers has the advantage that there is not the red tape or bureaucracy 
involved in employing them as non-EEA workers. This has not changed since the Brexit 
referendum result. 
 
10. To what extent has EEA and non-EEA migration affected the skills and 
training of the UK workers? 
 
Here are two responses that were clear and concise: 
 
“Employers and the government do not want to invest in training when they can 
purchase workers overseas whose training has been paid for by another government. 
This desire for a cheap workforce won't change with the Brexit referendum. The 
government has not made any indication it is changing its damaging reforms to nurse 
education which have caused a significant drop in the number of UK applicants for 
positions, which will mean less nurse graduates and fewer staff to fill vacancies in the 
future.” 
 
“If we could train in this country the skill set we need and have employers buying into it 
as well, then we may have a chance if Brexit happens but this I would doubt with the 
length of apprenticeships.”  
 
11. How involved are universities and training providers in ensuring that the UK 
workforce has the skills needed to fill key roles/roles in high demand in your 
sector? Do you have plans to increase this involvement in the future? 
 
There are developments for degree level apprenticeships for Health Care scientists.  
There are not enough training places for Doctors and Nurses and the removal of Health 
Bursaries and £9k plus fees do not help. 
 
12. How well aware are you of current UK migration policies for non-EEA 
migrants? If new immigration policies restrict the numbers of low-skilled migrants 
who can come to work in the UK, which forms of migration into low-skilled work 
should be prioritised? For example, the current shortage be expanded to cover 
lower skill levels?  
 
One response: 
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“UK migration policies for non-EEA migrants are extremely damaging to the migrants 
and their families. They should be relaxed wholesale to make workers lives easier. This 
would encourage more to come and live and work in the UK, and would make low-skill 
shortages easier to resolve.” 
 
13. What are the economic, social and fiscal costs and benefits of EEA migration 
to the UK economy? What are the impacts of EEA migrants on the labour market, 
prices, public services, net fiscal impacts (e.g. taxes paid by migrants; benefits 
they receive), productivity, investment, innovation and general competitiveness of 
UK industry? 
 
Two responses: 
 
“To us the recruitment of staff will be more difficult and will affect our services the 
outcome will be a less efficient service. The economic outcome will be a loss of tax to 
the exchequer.” 
 
“I really don't see them as any different to UK workers in my profession.” 
 
14. Do these differ from the impact of non-EEA migrants? 
 
Two responses: 
 
“No, all migrants benefit the economy and society.” 
 
“Yes, they seem more in it for the longer term” 
 
15. Do these impacts differ at national, regional or local level? 
 
Most respondents were not sure, but assumed there would be some regional variation. 
 
16. Do these impacts vary by sector and occupation? 
 
Two responses: 
 
“Yes the lower skilled jobs will be more impacted due to the government’s immigration 
policies.” 
 
“I would think so, driver in Pharmacy terms is to get UK registration as that is a passport 
to work in other countries” 
 
17. Do these impacts vary by skill level (high-skilled, medium-skilled, and low-
skilled workers)? 
 
No meaningful responses. 
 


