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Abstract

When evaluating the skill set of immigrants from other parts of the world, Canadian employers often have to evaluate unfamiliar foreign qualifications. Unfortunately, these employers are not equal to this demanding task with the result that such qualifications are often misunderstood and undervalued. The result is widespread underemployment among foreign-trained immigrants. This study examined this important issue from the perspective of skilled emigrants from Asia and Africa currently experiencing credentialing problems (N = 181). Respondents were asked a series of questions about their foreign credentials and work experience, the difficulties they face obtaining a job that fully utilizes these qualifications, and the Canadian training they had received. The results showed that many respondents were surprised and upset that it was so difficult for them to obtain recognition of their foreign training, credentials, and work experience. Indeed, they felt that they themselves and immigrants-in-general were being discriminated against by potential Canadian employers.  Further, these skilled immigrants felt that immigrants were discriminated against because of their race, their cultural background, their accent, and their inability to speak English well.  Nevertheless, they were actively pursuing different career options including taking work for which they were overqualified, volunteering, having their qualifications assessed, and upgrading and broadening their training. Indeed, over half of the sample were willing to work in a remote rural area of Saskatchewan for three years in exchange for training which would result in their credentials being recognised and, on average,  they were prepared to pay 50% of the associated costs. The policy implications of these results will be discussed.
A paper presented at the Tenth International Metropolis conference, Toronto, October, 2005 as part of a workshop organized and chaired by Peter Grant entitled “Credentialing Problems Facing Skilled Immigrants” (see below). Correspondence concerning this paper and the workshop should be addressed to Peter R. Grant, Psychology Department, University of Saskatchewan, 9 Campus Drive, Saskatoon ,SK, S7N 5A5, Canada. E-mail: grant@sask.usask.ca
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Short Workshop Abstract

Research has shown that the foreign qualifications of recent immigrants to Canada, particularly immigrants of colour, are consistently undervalued.  This workshop will explore this multifaceted social problem by showcasing the work of social scientists from a variety of disciplines using very different analysis strategies. A senior policy advisor and an NGO representative will serve as the discussants.
The Difficulties Faced by Immigrants Facing Ongoing Credentialing Problems:

A Social Psychological Analysis


Immigrants are welcomed by Canadians for two very different reasons.  On the one hand, labour shortages and a low birth rate make it essential to recruit highly trained immigrants for economic reasons.  This objective is achieved through the points system which is designed to ensure that independent class immigrants are well educated and come to Canada with skills and experience in their chosen profession.   On the other hand, humanitarian imperatives dictate that Canadian immigration policy should support the reunification of families and the acceptance of refugees fleeing from persecution in countries controlled by repressive regimes.  The result is that, on balance,  immigrants-in-general tend to be better educated than native born Canadians, with a greater proportion having some post secondary education, even though the number of family class immigrants has increased considerably over the last decade (Grant & Oertel, 1998; Li, 2001).
Increasingly, immigrants to Canada are members of visible minorities from Asia, Africa, and Latin America with a cultural background that differs considerably from mainstream Canadian culture (Basavarajappa & Jones, 1999). The 2001 census, for example, shows that three quarters (73%) of the immigrants who came to Canada during the 1990s are members of a visible minority with the largest number coming from Asia (58.2%), particularly China (Statistics Canada, 2003). The result is that professional accreditation bodies and potential employers have had to evaluate the worth of foreign qualifications and work experience from a very different part of the world. Regrettably, these accreditation bodies and employers have not been up to this difficult task.   Specifically, a human capital approach to research investigating this issue has shown that foreign qualifications and work experience are consistently undervalued resulting in wage gaps that for recent immigrants, particularly immigrants of colour, decline much more slowly than in the past (Basavarajappa & Jones, 1999; Grant & Oertel, 1998; Li, 2000, 2001; Pendakur & Pendakur, 2000; Rajagopal, 1990). Indeed, this research indicates that the wage gap for immigrants of colour is the result of both an undervaluing of their professional credentials and discrimination, with women being especially adversely affected (Boyd, 1990; Boyd, 1999; Worswick & Beach, 1990).
A human capital approach has great value in documenting the extent of this formidable barrier to the integration of highly trained immigrants from Asia, Africa, and Latin America. It can not shed a more detailed light on the employment experiences of these immigrants as they face this barrier while adjusting to living in a very different society, however.  This is because researchers in this research tradition typically use regression analysis of census microdata files in which discrimination is inferred, given that white Canadian-born males still earn significantly more than other subsamples of  respondents defined by their nativity, visible minority status, country of origin, and gender after controlling for a variety of human capital and other variables. Noting this, Basran and Zong (1998) gave a questionnaire to 404 foreign trained professionals living in Vancouver who had immigrated from India, Taiwan, Hong Kong, and China. The results were both revealing and disturbing as they showed that these professionals had experienced considerable downward mobility after emigrating to Canada and were currently living on a relatively low income (70% under $30,000).  For example, 88%  had worked in their profession in their country of origin but only 18.8% had done so in Canada, and most had experienced difficulty in having their foreign credentials and work experience recognised. In addition, considerable numbers said that they were discriminated against by potential employers because of their skin colour (65%), national or ethnic origin (69%), or because they spoke English as a second language (79%). Interestingly, approximately three quarters of the respondents said that the government should do more to help immigrants meet Canadian accreditation standards and were willing to partially cover the costs of such government services (just over 50% were willing to negotiate a bank loan for this purpose).  As well, almost 80% of the respondents said they would support a program in which immigrants work in a rural area for some time as repayment for retraining designed to help them meet professional standards. 
Similarly Krahn, Derwing, Mulder, and Wilkinson (2000) examined the Canadian employment experiences of  525 refugees mostly from former Yugoslavia who had resettled in Alberta between 1992 and 1997.  Although many of these refugees came to Canada with a high education level and corresponding work experience, they also experienced considerable downward mobility which they attributed to credentialing problems, a lack of Canadian work experience, and inadequate language training.

Recently, Grant completed two studies in Saskatoon funded by PCERII that investigated the content and function of the Canadian identity of immigrants predominantly from Asia and Africa (Grant, 2002; Grant & McMullen, 2005).  In the first study, in-depth qualitative interviews were conducted with 25 immigrants who had become leaders within their cultural communities.  The results showed that one barrier to developing a strong Canadian identity and actively participating in Canadian society (psychological and behavioural acculturation) was racism-in-general and the lack of acceptance and the undervaluing of foreign credentials and work experience-in-particular. As well, difficulties understanding and penetrating the Canadian labour market and mastering the English language were also barriers to acculturation.  In the second study, 403 immigrants mostly from Asia and Africa completed a questionnaire which examined the same topics using a mix of established scales and new scales developed from the themes identified in Study 1. The results showed that support for multiculturalism and the development of a strong Canadian identity among these respondents was negatively associated with their perception of the extent to which discriminatory barriers prevented their integration into Canadian society.  As well, the less the respondents identified with Canada, the more they favoured their heritage culture over Canadian culture (cultural group bias). These results illustrate the negative psychological implications of underutilizing immigrants’ training, skills, and talents.  The more they feel marginalized in the Canadian labour market, the less they wish to become part of the mainstream Canadian society that has rejected them.  That is, these results suggest that the undervaluing of foreign credentials and work experience is a social injustice that is both socially undesirable because it undermines multiculturalism and economically undesirable because it squanders valuable human capital.

The research described here was built upon Grant’s earlier work as well as that of  Basran and Zong (1998) and Krahn et al. (2000) and examined immigrants’ psychological and behavioural reactions  to systemic discriminatory barriers that  prevent them from practicing their chosen vocation in Canada.

Method

Respondents
The questionnaire was completed by 181 immigrants with credentialing problems; 56.3% of whom were women. Most of the respondents (82.0%) were married and 58.6% had at least one child (range 1 to 5 children). Half of the respondents were between 30 to 39 years old, with most of the remaining respondents in their 20’s (21.8%) or 40’s (22.4%).  Twenty five percent of the respondents had become a Canadian citizen since coming to Canada.  However, most respondents were still landed immigrants (45.0%), university students (14.6%), or on a visitor’s visa (12.3%).  Seventy three percent of the respondents had lived in Canada for less than four years (median = 35 months).  Although English was not the first language of any of the respondents, 61.0% had learned English as a child and 43.0% were educated in English.


The respondents emigrated from the Far East (41.7%), South and South East Asia (10.6%), the Middle East (17.2%), and Africa (27.2%). The most common countries of origin were China (39.5%), Iran (15.8%), and Nigeria (15.1%). Only 62.4% of the respondents answered the question on religion. Of these, most said they were Christian (46.9%), Muslim (24.8%), or had no religion (18.6%).


The vast majority of respondents had a personal income of less than $30,000 a year (82.9%). Indeed, many respondents’ income was less than $10,000 (32.9%) or between $10,000 and $20,000 a year (34.2%). This provides objective evidence that these individuals were experiencing serious credentialing problems as an income of $20,000 is below the Canadian low income cutoff for a married couple with no children (Statistics Canada, 2004).

Measures


The questionnaire consisted of well established, multi-item scales developed primarily by researchers in the social identity theory tradition, and quantitative and qualitative questions designed to probe the nature and extent of the respondents’ credentialing problems as well as some demographic information. The focus of this paper is on the responses to the latter questions.
Training, credentials, and work experience from country of origin. Respondents described the credentials, training, and work experience which they had gained in their country of origin. Then they rated (on a 7-point Likert scale) how difficult it had been to have their foreign credentials, training, and work experience recognized by Canadian employers; to find a job in Canada which utilizes their foreign training; and to obtain references and proof of credentials from their country of origin. Respondents were also asked to indicate if they had their foreign credentials assessed, and to explain how such an assessment helped them find a job.           

Respondents were asked how surprised they were by their experiences with Canadian employers, and whether such experiences were more negative or positive than expected. Then they rated how fairly Canadian employers had treated them and how fairly employers treat immigrants-in-general using 5-point Likert scales. 

Work experiences in Canada. In this section, respondents were asked about their work experiences in Canada, both paid and unpaid, and the relationship of this Canadian work experience to their qualifications. Specifically, respondents described the Canadian  jobs that they had held, both those which required the use of their skills and those which did not. Respondents were also asked about the volunteer work, if any, that they have done in Canada. Finally, respondents rated the “best job” they had had since coming to Canada in terms of its relevance to their foreign training and qualifications.

Canadian education and training.  Respondents were asked a series of questions about the Canadian training and education they had received, if any, and to rate (on a 4-point Likert scale) how similar this training was to their chosen career. Then they indicated whether this additional training upgraded their qualifications, and, if so, how their qualifications were upgraded. Respondents also rated the extent to which they felt forced by unfavourable circumstances to take this training, and the extent to which they felt this training helped them find a job.  

Respondents rated how difficult (on a 5 point Likert scale) it had been for them to enrol in, pay for, and succeed in a Canadian education or training program. They were asked to describe these difficulties, and explain how they would like to see things change so that it is easier for immigrants to enrol and succeed in Canadian education or training programs. Respondents also indicated the percentage of the educational costs they would pay in order to gain credentials recognized by Canadian employers, and whether they would work in rural Saskatchewan in exchange for training that would allow them to gain credential recognized by Canadian employers. 
The Multi-Item Scales. Three scales developed in previous research (Grant & McMullen, 2005) measured the degree to which the respondents felt that immigrants face barriers to their integration into Canadian society. These scales are reliable and the descriptive statistics for the sample are given in Table 1.  The most important scale for the purposes of this talk measures the perception that immigrants are discriminated against in Canadian society. In the questionnaire, twelve items answered on 5-point Likert scales (strongly disagree to strongly agree) asked the respondents about “barriers to the integration of immigrants into the Canadian way-of-life”. An oblique factor analysis of these items resulted in two correlated factors (r = .42). The four items that load on the first factor measure discrimination in the Canadian labour market – e.g., “In Canada, immigrants face discrimination from potential employers because they do not have Canadian work experience.”. The six items that load on the second factor measure more general perceptions of discrimination against immigrants – e.g., “In Canada, immigrants face discrimination because of their race”. The Incompatible Cultures Scale, a six-item Likert scale measuring common ways in which mainstream Canadian culture is not compatible with the respondents’ heritage cultures, was also included in the questionnaire.


Because the respondents were all experiencing credentialing problems, their emotional reactions to this stressful situation was assessed.  Specifically, they indicated the degree to which they felt angry, stressed, frustrated, resentful, sad, disappointed, bad, discouraged, bitter, and hurt on 4-point scales ranging from “not at all …” to “very…” A factor analysis showed that all these emotional responses loaded on the same factor and so an “Emotional Reactions” scale was created by averaging the respondents scores across the ten items (α = 0.93).
 
Three other scales measured more positive reactions by these skilled immigrants to Canada (see Grant & McMullen, 2005). The Attitudes Toward Multiculturalism Scale is a 10 item Likert scale which describe the various benefits of multiculturalism such as cultural diversity. The respondents’ strength of identification with Canada and with their cultural group were 6-item scales adapted from a one developed by Brown and his colleagues (1986) which has been used extensively by intergroup relations researchers and which has good reliability and validity (Jackson & Smith, 1999).  These items were used in two previous studies of immigrants to measure their cultural and national identity (Grant, 2002). Respondents used the scale twice: once to rate their strength of identification with Canadians and a second time to rate their strength of identification with members of their cultural group using a 7-point response format.
Procedure
Participants were recruited over a six month period from September 2004 through February 2005 using both informal and formal networks. Three research assistants who had recently immigrated to Canada from Africa and Asia, recruited participants through their extensive community contacts. Most of the participants (N=172) were obtained using these informal networks. The formal networks consisted of local community and government agencies that provide services to immigrant populations. A fourth research assistant worked with a contact person at each agency to access potential participants. Recruitment procedures through these formal networks varied depending on the agency’s requirements. Some agencies would provide the research assistant with the contact information of potential participants; however, most often, potential participants were given information about the study and the researcher’s contact information. 
Most often, envelopes containing the questionnaire and a consent form were given to the respondents during a gathering or a meeting of a local organization.  The respondents could read through the questionnaire before agreeing to take part in the study and the research assistant’s job was to ensure that all potential respondents understood the nature of the study before signing the consent form. After signing the form, the respondents could take the questionnaire home to complete (a popular option), or they could complete it with the research assistant present at a mutually convenient time.  In either case, the research assistant was available to help the respondent with difficult questions in-person and by telephone. Research assistants were trained to use non-directive probes so that when they helped they did not influence the respondents to answers in a particular way.
Results

The Comparability of The Sample with a More General Sample of Immigrants on Key Psychological Variables
Table 1 gives the grand means and standard deviations for the multi-item scales used in this study and compares these descriptive statistics with those of a previous study which examined the national and cultural identity of a large sample (N = 403) of recent immigrants to Canada from Asia and Africa (Grant 2002; Grant & McMullen, 2005).  The first five columns of Table 1 indicate that the respondents in the present study identified moderately with Canada (M = 4.07) and very strongly with their heritage culture (M = 5.69);  t(163) = 13.52, p < .0001. On average, the respondents held positive attitudes toward multiculturalism (M = 3.99), but also believed that their heritage culture and Canadian culture were to some degree incompatible (M = 3.22).
Table 1 also shows that this sample of skilled immigrants with credentialing problems is quite similar to the more general sample of immigrants obtained in the previous study. Specifically, respondents from both studies indicated they have a strong cultural identity and very favourable attitudes toward multiculturalism.  As well, they felt that their cultural background was to some extent incompatible with Canadian culture. However, the sample of immigrants in this study who are currently experiencing credentialing problems had a much weaker national identity than the general sample of immigrants in the previous study. 
Finally, strength of the respondent’s Canadian identity was positively related to strength of cultural identity (r = 0.31, p < .001) and attitudes favouring multiculturalism (r = 0.11, p < .08), but negatively related to perceived discrimination against immigrants in the Canadian labour market (r = -0.14, p < .05).  These findings replicate those of the earlier study and demonstrate that national and cultural identity are compatible, but suggest that the emergence of a strong national identity is weakened when immigrants face discrimination. 
Training, Credentials, and Work Experience from Country of Origin
Overall, these respondents were highly educated with training and work experience in a variety of professions.  Of the 120 respondents who reported their level of education, 117 (97.5%) had completed postsecondary education in their country of origin. Undergraduate degrees had been earned by 51 (42.5%) individuals, 35 (29.2%) people had a Masters degree, and 23 (19.2%) had completed a Doctoral program. Of the remaining respondents 8 (6.7%) had completed a college diploma, 2 (1.7%) had earned a trade/vocational school certificate, and only 1 person (0.8%) had stopped at Grade 12. 

The National Occupation Classification (NOC) is a standardized Canadian employment classification system (Human Resources Development Canada, 2001). It was used in the present study to categorize the nature of each respondent’s employment prior to Canadian immigration. The NOC classifies occupations by skill type and skill level. Skill type refers to the kind of work performed and the general field of education or training. Skill level refers to the amount of education or training that is required for a particular occupation and is represented by a number ranging from 1 through 6; 1 representing a university degree and 6 representing no formal educational requirements.

Respondents’ occupations in their countries of origin categorized by NOC skill type is presented in Table 1. The table shows that respondents were working in a range of fields including health, education, the social sciences, various trades, and business. In terms of job skill (n=106), 77.4% of respondents were working at skill level 1 prior to immigrating to Canada, indicating that they were employed in jobs that required at least a university education; 17.0% of respondents were employed at skill level 2 which requires years of college, specific vocational, or on-the-job training. Thus, 94.3% of respondents were employed at high skill levels (i.e., 1 or 2) before coming to Canada. Only a small percentage of respondents (5.7%) were employed in jobs that required little specific qualifications and/or training.  Of course, this is a Canadian classification system, and may not map perfectly onto foreign qualifications.  Nevertheless, the findings clearly indicate that this sample of immigrants have a high skill level.
Work and Educational Experiences in Canada
Although most respondents were highly skilled both in terms of their training and their work experience in their country of origin, they had worked only 9 months (the median) at a job that used this skill and experience, and success at finding such a job varied widely.  Indeed 40 of the 130 respondents (30.8%) who answered this question indicated that they had never had a job that used their credentials and work experience.  The remainder had spent, on average, almost half of the time they had lived in Canada (49.5%) working at such a job. 
Respondents had worked an average of 4 months (median) in Canada at a job that does not require them to use their skills and experience. This distribution was very skewed, however, as 22.1% of the 132 respondents who answered this question said 0 months and 22.1% said more than 18 months. Of the 138 respondents who answered the question, “How many times have you had to take an unskilled job because your family needed the money since coming to Canada?”,  36% stated they have never had to take unskilled work, 21.0% indicated they had to take unskilled work once, 15.9% twice, and 27.5% three or more times since coming to Canada. Thus, experience with a variety of unskilled jobs varied widely within this sample.
Two thirds of the respondents (N = 122) described the “best job” that they had held since coming to Canada.  This job was described as permanent by 36.5% and as casual by 37.4% of these respondents, with 29.6% stating that the job was part time (< 20 hours).  Just over half of the respondents (50.9%) felt that they were overqualified for this job, with almost all the remainder indicating that they were qualified (45.7%).  Further, only half of the respondents (49.6%) felt that their training and experience was relevant or highly relevant to this job. We coded the respondents’ “best job” using the NOC skill levels (n=99), and found that less than half (40.2%) of respondents’ “best job” in Canada could be classified at level 1, with 26.8% of these “best jobs” are classified at skill level 2. Given that more than three quarters of respondents (77.4%) were working at NOC skill level 1 in their country of origin, these numbers indicate that many in this sample of highly trained immigrants had experienced downward mobility since coming to Canada.  Indeed, one third (32.9%) of the respondents’ “best jobs” in Canada are classified at a skill level 4, 5, or 6 compared to only 5.7% of the respondents who had worked at these lower skill levels prior to arriving in Canada. 
To combat this underemployment, over a quarter of the respondents (28.2%) had had their qualifications assessed by an international qualifications assessment agency and almost half (44.0%) had taken or planned to take qualifying exams so that their credentials would be recognised by Canadian employers. A good way to obtain Canadian work experience is to volunteer and one-third (58/181 or 32.0%) of the sample  indicated that they had done just that.  Of those who volunteered, two thirds had volunteered for six months or less and one third had volunteered for more than six months (range 7 to 84 months). Together these results suggest that this sample of skilled immigrants were finding it hard to obtain a Canadian job because Canadian employers were not fully recognising the value of their foreign training and experience.
On way to penetrate the Canadian labour market is by enrolling in a Canadian educational institution and 58.6% of the sample (106 of 181) had made some attempt to pursue this option.  Table 3 shows that more than three quarters of the respondents did not feel that enrolment or doing well academically in a Canadian institution would be difficult.  Rather the main difficulty, which was identified  by almost half of the respondents (47.2%), was meeting the expenses associated with taking an academic program of studies, although those considering this option were prepared to pay, on average, about half of these expenses (52.5%).  Approximately three quarters of the respondents (74.2% of 93 respondents) were using this Canadian training to obtain Canadian qualifications in the same or similar career, and this career training was often a Canadian upgrade to their foreign qualifications (65.9% of 82 respondents). Of course, upgrading your professional qualifications is usually perceived positively but, in this case, many respondents (34.3% of 105 respondents) stated that they felt forced to take this upgrade presumably because of a lack of recognition of their foreign credentials by Canadian employers. Many respondents who had taken or who were currently taking such training felt that this Canadian training would help them find a job (41.1% of 90 respondents), while a similar number (38.9%) felt that it was too soon to tell. Indeed, over half of the sample (50.9% of 114 respondents) were willing to work in a remote rural area of Saskatchewan for three years in exchange for training that resulted in Canadian employers recognising their professional credentials.
Personal Experiences with Canadian Employers and Reactions to Underemployment
Almost half of the respondents (44.2%), who were all skilled immigrants, described obtaining recognition from Canadian employers for their foreign credentials and their work experience as “impossible” or “very difficult”, with a similar percentage (50.6%) saying that it was  “impossible” or  “very difficult” to find a job in Canada which fully utilizes their foreign training and experience (Table 3). This was in spite of the fact that the majority of respondents did not experience much difficulty with obtaining certificates validating their credentials or with reference letters from former employers from their country of origin.  
Given that skilled workers in Asian and African countries are often told that Canadian employers are recruiting people with their training and experience, it is hardly unexpected to find that almost three quarters of the respondents (74.0%) were either “a little surprised”, “surprised”, or “very surprised” to find that it is so hard to find a suitable job in Canada.  Furthermore, more than half of respondents (54.0%) indicated that their experiences with Canadian employers were either “slightly more negative”, “more negative”, or “much more negative” than they expected. Indeed, one-third (33.3%) of respondents felt that, in general, they personally had been treated “unfairly” or “very unfairly” by Canadian employers.  Table 4 shows that approximately one half of the respondents frequently felt that their foreign qualifications and work experience were not valued by Canadian employers and that they had a better chance of finding a good job “back home”.  As well, about a third of the respondents frequently feared that they would have to settle for an unskilled job if they wanted to stay in Canada and doubted their ability to find a more suitable job.  Table 5 shows the gamut of emotions experienced by skilled immigrants with credentialing problems. These emotions are highly interrelated with a factor analysis showing that they all have factor loadings higher than 0.70 on one factor. This means that an immigrant facing credentialing problems is likely to experience many of these emotions at the same time.  Specifically, feelings of disappointment, sadness, hurt, and stress are mixed with feelings of frustration, bitterness, resentment, and anger with Table 5 indicating that these emotions are felt quite intensely by a sizeable proportion of the sample (40% to 70%).
Perceptions of discrimination against Immigrants by Canadian Employers and Canadians-in-General
Many respondents in this sample felt that immigrants-in-general were disadvantaged in Canadian society. For example, almost three quarters (74.0%) of the respondents indicated that, compared to other Canadians, immigrants from their country had a “slightly lower”, “lower”, or a “much lower” social status. Further, one-half (50.6%) of the respondents felt that, in general, Canadian employers treat immigrants either “unfairly” or “very unfairly” with a quarter (23.2%) indicating that Canadian employers treat immigrants “fairly” or  “very fairly”.

The respondents were asked questions regarding “the barriers that  “immigrants-in- general face as they try to learn about and  participate in the Canadian way-of-life”. Two interrelated scales (r = 0.48, p < .001) were developed from these questions. The first measures how much the respondents agree or disagree that immigrants from their cultural group are discriminated against as they try to enter the Canadian workforce because they do not have a Canadian education, credentials, or work experience. In general, the respondents agreed that this discriminatory barrier is prevalent (M = 4.07, where a score of 4 is labelled “agree”) with 88.5% of all respondents scoring above the mid point of the scale and hence agreeing, on average, that these discriminatory barriers are a problem.  The second scale measures how much respondents agree or disagree that immigrants face discrimination in Canadian society because of their race, culture, accent, poor English language skills, inferior education, and low income level. The respondents also tended to agree that this, more general, discriminatory barrier also exists (M = 3.46), although significantly less so than discriminatory employment barriers;  t(171) = 10.32, p < .0001.
Discussion
While building upon previous Canadian work (e.g., Basran & Zong, 1998; Krahn et al, 2000), this study was unique because we deliberately sampled skilled immigrants from Asia and Africa with current credentialing problems. It is not surprising, therefore, that the results are quite similar to those found previously.  Specifically, our findings document the high level of underemployment in this sample with many respondents taking casual and part time work for which they feel overqualified. These figures are quite similar to those reported by Krahn and colleagues (2000) even though their interview study  used a very different sampling strategy and a very different target population; namely a representative sample of refugees to Alberta from the former Yugoslavia. It is instructive to note that those researchers showed that it was professionally trained refugees who had  experienced the most downward mobility as they had the most trouble finding suitable work. This of course is one of our major findings even though most respondents were not having a problem obtaining certificates which authenticate their credentials, a common occurrence and cause of great stress to many refugees. Our findings also parallel those obtained in a study of professionally trained emigrants  from India, Taiwan, Hong Kong, and China living in Vancouver (Basran & Zong, 1998). Although the respondents were older and predominately male in comparison to the respondents in our study, they had had very similar difficulties obtaining recognition of their credentials and work experience from Canadian employers (79% versus 78.3% in our study), with 70% stating that their income was less than $30,000 (versus 83% of respondents in our study) even though they had lived longer in Canada and had become Canadian citizens. The fact that many of the highly trained immigrants in our sample often did volunteer work, had their credentials assessed, were interested in upgrading their credentials through a Canadian post secondary institute, and were willing to work in rural areas in order to gain recognition for their credentials suggests that they were fighting strong social forces toward downward mobility within the Canadian job market. Therefore, we recommend  the development of new policies initiatives designed to allow skilled immigrants to utilize their training and experience more quickly and more fully (see Krahn et al, 2000 for similar recommendations with regard to refugees). As Basran and Zong (1998) note such policy changes are imperative because Canada can not afford to waste such valuable human capital. 

An important and unique aspect of our study was its focus on how skilled immigrants experiencing ongoing credentialing problems react psychologically. The results summarized in Tables 4 and 5 all demonstrate how this ongoing stressful situation results in feelings of self-doubt, sadness, and distress as well as anger, bitterness, and resentment.  Clearly the actual employment opportunities available in Canada were not those that were anticipated and hoped for by the respondents when they made their decision to emigrate. We would argue, however, that the biggest negative psychological impact that credentialing problems creates is the perception that Canadian employers and professional bodies are acting in a discriminatory manner toward all immigrants. This is because results from this and a previous study (Grant & McMullen, 2005) show that the more that recent immigrants feel that immigrants-in-general face discrimination, the less they identified with their new country, Canada.  Thus, not only do employment barriers prevent integration into the Canadian workforce, but also they prevent immigrants committing themselves to their new country and developing a strong Canadian national identity. These results suggest that the fairness and transparency of new policies and procedures designed to integrate skilled immigrants into the Canadian labour market should be made crystal clear. This is because the respondents in our study were not distressed because Canadian employers did not accept their credentials immediately and without serious and prolonged scrutiny. Rather they were distressed because they do not know the path to take to overcome the credentialing problems that they faced.  Indeed, it is our view that most skilled immigrants would welcome a serious evaluation of the merits of their foreign credentials provided that such an evaluation would direct them toward a retraining path that, if followed, would allow them to practice their profession again. We recommend, therefore, that the Federal government, in collaboration with professional accreditation bodies, place priority on the development of new policies which provide highly trained immigrants with clear retraining paths to follow that will result in the accreditation of their foreign credentials and, where necessary, the upgrading of their training to Canadian standards.
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Table 1
Reliabilities and Other Descriptive Statistics for the Multi-item Scales Used in This Study and by Grant and McMullen, 2005
	This Study
	Grant & McMullen

Study 1

	_____________________________________________________________________________________

	Scale
	Items
	Range
	Means
	SD
	Alpha
	Means
	SD
	Alpha

	____________________________________________________________________________________

	Strength of Canadian 
Identification
	6
	1 to 7
	4.07

(N = 166)
	1.37
	.85
	5.04

(N = 392)
	1.28
	.88

	Strength of Cultural 

Group Identification
	6
	1 to 7
	5.69

(N = 170)
	1.18
	.83
	5.51

(N = 396)
	1.34
	.90

	Attitudes Toward 
Multiculturalism
	10
	1 to 5
	3.99

(N = 171)
	0.59
	.87
	4.02

(N = 399)
	0.57
	.89

	Cultural Incompatibility


	6
	1 to 5
	3.22

(N = 175)
	0.66
	.72
	3.12

(N = 397)
	0.73
	.78

	Perceived Discrimination

In Canadian Society
	6
	1 to 5
	3.46

(N = 172)
	0.81
	.85
	3.53

(N = 358)
	0.65
	.83

	Perceived Discrimination

In Canadian Workforce
	4
	1 to 5
	4.07

(N = 174)
	0.70
	.75
	N/A
	N/A
	N/A

	Emotional Reaction to Credentialing Problems
	10
	1 to 4
	2.60

(N = 153)
	0.72
	.93
	N/A
	N/A
	N/A

	_____________________________________________________________________________________


Note. Alpha refers to the reliability coefficient, Chronbach’s alpha. A high score indicates that the respondents strongly identified with Canada and their heritage culture, had a positive attitude toward multiculturalism, felt that Canadian and their heritage culture are incompatible, felt that immigrants face discriminatory barriers generally and when dealing with Canadian employers, and had a strong negative emotional reaction to their credentialing problems. 

Table 2
Occupations in Country of Origin Categorized by Skill Type Using the National Occupation Classification 

	Skill Type

	Examples From This Sample
	n
	%

	Natural and Applied Sciences and Related Occupations


	Chemist, Computer Systems Administrator, Electrical Engineer, Microbiologists
	39
	33.6

	Health Occupations
	Surgeon, Nurse, Pharmacist, Physiotherapist, Dentist


	32
	27.5



	Occupations in Social Science, Education, and Government Service
	Teacher, Counsellor, Community Developer, Associate Professor


	23
	19.8

	Business, Finance, Administration Occupations


	Accountant, Office clerk, Bank Teller, Auditor


	11
	9.5

	Sales and Service Occupations
	Travel and Tourism, Cooking, Waiter, Officer
	4


	3.4

	Occupations in Art, Culture, Recreation, and Sport

Trades, Transport, and Equipment Related Occupations

Management Occupations              
	Graphic Design, Designer

Construction Worker, Electrician, Operator

Admin Manager                        
	3

3

   1
	2.5

2.5

.8

	
	
	
	

	Total
	
	116
	100

	
	
	
	


Note. One participant (N=117) listed “self-employed” as their occupation in their country of origin. This response was not categorized because no NOC category exists for this occupation. This National Occupation Classification scheme was developed by Human Resources Development Canada (2001). It was retrieved October 1, 

2005 from Human Resources and Skills Development Canada.

Web site:  http://www23.hrdc-drhc.gc.ca/2001/e/generic/welcome.shtml
 Table 3
The Level of Difficulty Associated with Obtaining Recognition for Foreign Training, Credentials, and Work Experience; Copies of Credentials and Reference Letters; and Additional Canadian Training 
	
	Impossible or Very Difficult
	Difficult
	Neither
	Easy
	Very Easy or No Problems

	
	_________________________________________________________________________

	Difficulties Finding Suitable Employment in Canada


	Recognition of Foreign Training & Credentials

	44.2%
	29.1%
	13.9%
	6.7%
	6.1%

	Recognition of Foreign Work Experience

	43.8%
	34.3%
	10.7%
	3.0%
	8.3%

	Obtaining Suitable Canadian Job Employment


	50.6%
	30.0%
	11.2%
	3.5%
	4.7%



	Obtaining Reference Letters from Abroad

	15.6%
	14.5%
	17.3%
	24.9%
	27.7%

	Obtaining Copies of Foreign Credentials

	15.9%
	10.6%
	17.1%
	32.9%
	23.6%

	Difficulties Obtaining Canadian Training



	Doing Well

Academically

(n = 105)


	3.8%
	20.0%
	45.7%
	20.0%
	10.5%

	Enrolling in an

Educational Institution (n = 103)

	9.7%
	12.6%
	38.8%
	28.2%
	10.7%

	Meeting 

Educational 

Expenses (n = 106)


	15.1%
	32.1%
	37.7%
	12.3%
	2.8%

	______________________________________________________________________________________________


Table 4
Beliefs Associated with Difficulties Obtaining Recognition for Foreign Credentials and Work Experience by Canadian Employers
	
	All the Time or

Often
	Sometimes
	Rarely or
 Never

	
	__________________________________________________

	Foreign Qualifications not Valued

	45.5%
	27.9%
	26.7%

	Foreign Work Experience Not valued

	49.7%
	28.0%
	22.4%

	A Better Chance of Finding a Job “back home”

	48.2%
	25.9%
	25.9%

	Fear Having to Settle

for an Unskilled Job

	36.8%
	32.2%
	31.0%

	Doubt ability to 

Find a Canadian Job

	32.1%
	31.5%
	36.4%

	Feel a Loss of 

Self-respect

	21.5%
	28.5%
	50.0%

	Wasting My Time 

in Canada

	18.1%
	29.2%
	52.6%

	____________________________________________________________________________


Table 5
Emotions Associated with Difficulties Obtaining Recognition for Foreign Credentials and Work Experience by Canadian Employers 

	
	Yes or Very Much
	Not at all or A Little

	
	_____________________________________________________

	Disappointed


	67.7%
	32.3%

	Sad


	63.7%
	36.3%

	Bad


	62.3%
	37.7%

	Stressed


	59.4%
	40.6%

	Hurt


	53.2%
	46.8%

	Frustrated


	51.0%
	49.0%

	Angry


	48.1%
	51.9%

	Bitter


	46.7%
	53.3%

	Resentful


	41.5%
	58.5%

	


