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ABSTRACT 
The report offers an extended interpreta1on of skills mismatch within 
the capability framework. It examines the mul1faceted drivers and 
consequences of skills mismatch, priori1sing the employee's 
perspec1ve. The analysis inves1gates how ver1cal educa1onal 
mismatch is related to inclusive economic growth, iden1fies key factors 
contribu1ng to job-skill mismatches, explores the influence of 
mismatch on individuals' subjec1ve well-being at work and percep1on 
of fairness, and analyses the rela1onship between mismatch and 
par1cipa1on in job-related training. Challenging the dominant 
narra1ve that views mismatch solely as underu1lised skills, this report 
argues for a broader understanding that incorporates societal 
implica1ons, including influence on inclusive growth, well-being at 
work and percep1ons of social jus1ce. It demonstrates that skills 
aGainment and u1lisa1on extend beyond individual responsibility and 
labour market efficiency. This report synthesises findings from work 
package 5 of the Skills2Capabili1es project. 
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1. IntroducFon  
 
The current policy debate on the future of work, unfolding amid economic, poli1cal, social, and ecological 
crises, significantly shapes how we understand problems and solu1ons to skills mismatch. The COVID-19 
pandemic accelerated digital transforma1on in several sectors (Cedefop, 2023), increasing the demand 
for digital skills beyond the IT sector (Centeno et al., 2022). Consequently, skills shortages have been 
domina1ng the debates on skills mismatch (Bertoni et al., 2024). In these debates, public aGen1on tends 
to focus on its implica1ons for labour market efficiency, where mismatched workers are seen as 
underu1lising their human capital (McGuinness, 2006; OECD, 2016). The solu1ons tend to be framed in 
terms of beGer alignment between educa1on, training, and employer needs (Cedefop, 2020; ILO, 2021). 
This market-driven perspec1ve, par1cularly dominant both among policymakers and prac11oners, oXen 
assumes that the responsibility for closing the gap lies primarily with individuals adap1ng and adjus1ng 
their behaviour to the changes in labour market demands (Brown, Lauder, & Ashton, 2011; Keep, 2016). 
It oXen frames skills mismatch as an issue of underu1lised skills, where individuals are seen as failing to 
meet the expecta1ons of the labour market, resul1ng in subop1mal investments, either by the state or 
the employer, in their educa1on and training. Such perspec1ve oXen overlooks the broader ways in 
which skills and the opportunity to apply them are 1ed to ci1zenship, workplace sa1sfac1on, and work-
life balance—factors that ul1mately benefit both employers and society at large. 

By applying the capability approach (Sen, 1992; Nussbaum, 2000), this report responds to the recent 
calls to acknowledge the complex and mul1faceted nature of discrepancies in skill supply and demand, 
to avoid focusing solely on employers’ perspec1ve on skill mismatch but a wider range of measures to 
improve worker adaptability to economic change (Cedefop, 2018). It proposes an alterna1ve framework 
around skills and skills mismatch that moves beyond the neoliberal perspec1ve, which treats educa1on 
and qualifica1ons primarily as instruments for enhancing individual employability and driving economic 
growth. Instead of focusing solely on people’s resources, this approach situates individuals within their 
broader socio-economic contexts, examining how people from different social backgrounds engage with 
and benefit from their skills and educa1on (Bozalek, 2013; Walker et al., 2003). 

Both the drivers and consequences of mismatch are embedded within broader social and economic 
structures, shaping and being shaped by a network of interac1ons that goes beyond the workplace. A 
more nuanced understanding of skills mismatch recognises its implica1ons not only for economic growth 
but also for social jus1ce, individual well-being, and inclusive par1cipa1on in society. Therefore, this 
report contributes to the ongoing discussions on skills mismatch by systema1cally analysing and 
interpre1ng skills mismatch in ways that also account for wider societal dimensions. 

To achieve this, we synthesise and interpret findings from three separate but complementary working 
papers within the Skills2Capabili1es project: Working Paper 5.1 (Martma, 2024), Working Paper 5.2 
(Martma et al., 2025), and Working Paper 5.3 (Boyadjieva et al., 2024). Our analysis and interpreta1on 
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are anchored in the theore1cal framework of the capability approach, originally developed by Amartya 
Sen and further expanded by scholars such as Nussbaum and Robeyns. Building upon these insights, this 
synthesis report seeks to advance the discussion beyond the tradi1onal u1litarian interpreta1on of the 
labour market, emphasising the rela1onship between individuals’ skills, whether present or lacking, and 
their broader capabili1es. To this end, the present report is structured into six analy1cal sec1ons. Each  
analy1cal sec1on draws upon findings from the three above-men1oned working papers to address the 
following research ques1ons: 

- What is the nature and trends of skills mismatch in Europe? 
- How does ver1cal educa1onal mismatch relate to inclusive economic growth? 
- What are the key factors that influence the mismatch between jobs and skills?  
- How is skills mismatch related to par1cipa1on in job-related training? 
- How does the ver1cal educa1onal mismatch relate to percep1ons of jus1ce, and how is this 

rela1onship embedded in different economic and poli1cal contexts? 
- How does skills mismatch impact the individual's subjec1ve well-being at work? 

 

1.1 Capability Approach - capabiliFes as a window to well-being 

 

Throughout the findings, we interpret capabili1es to reflect a person's freedom and ability to lead a life 
that they value; a set of alterna1ves or opportuni1es available to them regarding what they are free to 
do and achieve (Sen, 1999: 75). A person’s capabili1es enable them to conceive of what a good life should 
entail and to engage in cri1cal reflec1on while planning their life (Nussbaum, 2000). From the 
constrained capabili1es available to individuals, they can achieve what Sen and Nussbaum call 
func&onings — specific valued ways of being and doing in which a person ac1vely chooses to engage. 
What cons1tutes a valuable func1oning may vary depending on individual circumstances, cultural 
context, and societal norms (Nussbaum, 2000: 14), yet it encompasses all essen1al human quali1es and 
rights (ibid.: 89). In this synthesis report, we have aimed to balance individual agency and a conscious 
decision-making process, in addi1on to considering external influences. There are structural constraints 
that limit the capabili1es, such as economic opportuni1es, poli1cal liber1es, basic educa1on (Sen, 1999: 
5), environmental diversi1es, varia1ons in social climate, and differences in rela1onal perspec1ves and 
distribu1on within the family (Sen, 1997: 386). 

The capability approach acknowledges the embeddedness of skills in both the individual (internal 
capabili1es) and the broader socio-economic context (external condi1ons) (Heckman and Corbin, 2016). 
Therefore, throughout this report, we aim to capture and explore some of these structural constraints 
grounded in economic and poli1cal contexts. Regarding the structural constraints, for example, we 
establish a connec1on between unjust inequality and dispari1es in the achieved func1onings. More 
specifically, sec1on 3 of this report explores the rela1onship between skills mismatch and inclusive 
economic growth, arguing that addressing skills mismatches can contribute to fairer socie1es by enabling 
individuals to lead fulfilling lives and par1cipate more fully in the economy. It draws on the capability 
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approach to highlight how overcoming income dispari1es through addressing skills mismatches can lead 
to broader social well-being and inclusion. Moreover, sec1on 5 emphasises the importance of fairness in 
opportuni1es, par1cularly in educa1on and earnings, drawing on the capability approach to argue that 
unjust inequality stems from restricted freedoms rather than outcomes alone. It highlights that perceived 
unfairness in these areas nega1vely impacts ac1ve ci1zenship, well-being, and work effort, with social 
context playing a crucial role in mi1ga1ng these effects. 

The individual socio-demographic characteris1cs and their rela1onship to skills mismatch are explored 
by mapping individual drivers of skills mismatch and well-being at work. According to the capability 
approach to skills mismatch, skills are not inherently valuable but rather serve to empower individuals 
to pursue lives aligned with their values and freedoms. For example, improving skills through job-related 
training par1cipa1on relates to workers’ “func1onings”, what they can achieve or experience (Sen, 1999: 
55). Sec1on 4 examines factors influencing skills mismatch, highligh1ng that individuals priori1sing 
career alignment tend to have beGer job matches. The capability approach suggests that ac1vely 
pursuing career development not only leads to beGer job alignment but also enhances one's capabili1es 
by con1nuously seeking opportuni1es to u1lise and refine skills, though excep1ons exist based on factors 
like age and gender. Sec1on 5 discusses job-related training, framing it within the capability approach by 
highligh1ng how access to training fosters skill development, enhances employability and prevents 
capability depriva1on. The analysis underscores how workplace characteris1cs, economic factors, and 
employer support shape workers’ training opportuni1es, ul1mately influencing their broader human 
capabili1es and workplace well-being. 

Nussbaum proposes fundamental capabili1es that are central to any human life, which can be viewed as 
an extensive list of opportuni1es for func1onings, such as being healthy; safe, using one’s senses, 
imagining, thinking, and reasoning (all informed by adequate educa1on), planning one’s life according to 
personal values (ibid.: 79-80), without lis1ng economic wealth as a capability in its own right. Similarly, 
echoing the fundamental human capabili1es, the subjec1ve well-being at work, discussed in sec1on 7 of 
this report, is considered to be more than just job sa1sfac1on or salary (Nussbaum, 2000: 12) and 
explores how skills mismatch impacts this well-being. Well-being at work is a mul1dimensional 
phenomenon that, in addi1on to individuals’ sa1sfac1on with instrumental dimensions, includes their 
autudes towards aspects that reflect intrinsic values, such as interest in their work, opportuni1es for 
con1nuous learning, acquiring digital skills, professional growth, and interpersonal rela1onships. 
Ul1mately, this report underscores that fostering individual capabili1es, addressing skills mismatches, 
and ensuring fairness in opportuni1es are not merely economic considera1ons. Instead, they are 
fundamental prerequisites for building inclusive and equitable socie1es where individuals can fully 
realise their poten1al and lead lives they value. 

By combining insights from mul1ple working papers and grounding the analysis in the capability 
approach, the remainder of this report aims to provide a comprehensive understanding of skills 
mismatch that highlights its societal dimensions and emphasises the rela1onship between individuals’ 
skills, their broader capabili1es, and the opportunity to lead lives they have reason to value. 
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1.2 Conceptualising skills mismatch: typologies and measurement 

 
Skills mismatch, as outlined by Cedefop (2010) and McGuinness et al. (2018), can take different forms, 
including overeduca1on and undereduca1on, overskilling and underskilling, horizontal mismatch, skill 
shortages, skill gaps, and skill obsolescence. Research based on data collec1on by the Program for the 
Interna1onal Assessment of Adult Competencies (PIAAC) and the European Skills and Jobs Survey (ESJS) 
indicates that both overskilling and overeduca1on are among the most prevalent forms of mismatch (IME 
2018). From the perspec1ve of the aims set for this report, a key concern in the literature is the 
assump1on that skills mismatches are inherently costly for individuals, enterprises, and socie1es 
(Cedefop, 2010; Quin1ni, 2011), leading to lower wages, reduced job sa1sfac1on, decreased firm 
produc1vity, and broader economic inefficiencies. While some of these consequences are linked to more 
classic, and not unimportant, economic arguments, our synthesis aims to complement this with a 
broader humanis1c approach to skill-related well-being at work and in society. 

Within the capability approach (Sen, 1999), development is viewed as the expansion of persons’ 
capabili1es to lead the kind of lives they value and have reason to value. If this reasoning is applied to 
skills mismatch, it could be claimed that overcoming it is not desirable for its own sake; rather, it is a 
means to avoid the depriva1on of people’s capabili1es and enable them to lead the kind of lives they 
have reason to value. The mismatches between educa1on and work addressed in this report can broadly 
be divided into educa1onal (or qualifica1on) and skills mismatches. While both educa1on (qualifica1on) 
and skill mismatches aim to iden1fy gaps between workers’ abili1es and job demands, they represent 
dis1nct concepts (Quin1ni, 2011) and are weakly correlated (Flisi et al., 2014; Green and McIntosh, 
2007). Accordingly, research on both educa1on and skill mismatches has the poten1al to complement 
each other. 

Educa1onal mismatches arise when a person’s educa1on is different from that required by the job. 
Educa1onal mismatches in terms of level, i.e. ver1cal educa1onal mismatches are the focus of sec1on 3 
(‘Skills mismatch and inclusive economic growth’), sec1on 6 (‘Skills mismatch, perceived fairness of 
educa1onal opportuni1es and remunera1on’) and sec1on 7 (‘Skills mismatch and mul1dimensionality 
of well-being at work’). Importantly, in this report, the terminology is suggested to reflect the applica1on 
of the capability approach. Usually, imbalances between level of educa1on of worker and that required 
by job are characterised as ‘overeduca1on’ (i.e. a situa1on where a worker has educa1onal qualifica1ons 
over and above those required to either perform or get their current job, or ‘undereduca1on’ (i.e. 
situa1on where a worker has insufficient educa1onal qualifica1ons rela1ve to those required to either 
perform or get their current job, see McGuinness et al., 2025 for both). In Working Paper No. 5.3, 
Boyadjieva et al. (2024) argue that the term ‘overeduca1on’ reduces the complexity of benefits from 
educa1on to the labour market because, in fact, educa1on can be used in diverse social spheres. Instead 
of ‘overeduca1on’ and ‘undereduca1on’, ver1cal educa1onal mismatch above and ver1cal educa1onal 
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mismatch below are used to explore the broader implica1ons of ver1cal educa1onal mismatch for 
individuals and socie1es. 

Educa1onal mismatches in terms of the field of study, i.e. horizontal educa1onal mismatches, occur when 
‘workers are employed in jobs that are not relevant to the skills and knowledge accumulated by them in 
formal educa1on’ (McGuinness et al., 2018; Cedefop, 2022). Links between horizontal mismatch and 
subjec1ve well-being at work are studied in sec1on 7. 

Skill mismatches, as the imbalances between workers’ skills and job requirements, are explored in 
sec1on 2 (Mismatch between employees’ skills and jobs in Europe), sec1on 4 (Drivers and barriers of 
skills mismatch) and sec1on 7 (Skills mismatch and mul1dimensionality of well-being at work). In these 
sec1ons, overskilling refers to a situa1on where a worker is deemed to have excess skills or competencies 
rela1ve to what is required to competently do their current job. Accordingly, underskilling refers to a 
situa1on where a worker's skills or competences are deficient rela1ve to what is required for their 
current job (McGuinness et al., 2025). Addi1onally, the percep1on of the extent of skills u1lisa1on as 
characteris1c of skill imbalances is used in sec1on 4. 

Approaches to measuring educa1onal and skill mismatches can be categorised into objec1ve and 
subjec1ve methods (ILO, 2018); both of these are used in the different sec1ons of this report. Among 
this dis1nc1on, the objec1ve approaches include the norma1ve method, which defines educa1onal 
requirements for specific occupa1ons or occupa1onal groups, and the sta1s1cal method (applied in 
sec1ons 3 and 6), which compares an individual’s educa1on or skills with the modal or mean level of 
educa1on and skills of workers in the same occupa1onal group. This sta1s1cal approach is also known 
as the "realised matches" method (Muñoz de Bus1llo Llorente et al., 2018; Roosmaa, Saar, and Martma, 
2023). In contrast to the norma1ve and the sta1s1cal method, the subjec1ve approach (applied in 
sec1ons 2, 4, 5 and 7) relies on self-assessment, where individuals evaluate how well their educa1on and 
skills align with the requirements of their job. Each of these approaches provides a dis1nct perspec1ve 
on understanding and quan1fying skills mismatch. The objec1ve approaches—the norma1ve and 
sta1s1cal methods—rely on externally defined standards: either by seung educa1onal requirements for 
specific occupa1ons (norma1ve) or by comparing individuals' educa1on and skills to the average levels 
within their occupa1onal group (sta1s1cal). In contrast, the subjec1ve approach captures individuals' 
own percep1ons of whether their skills and educa1on align with their job requirements, highligh1ng the 
more personal, self-assessed dimension of skills mismatch. Together, these methods offer 
complementary insights, highligh1ng the complexity of accurately measuring skills mismatch from both 
external and internal points of view. By combining insights from mul1ple working papers and grounding 
the analysis in the capability approach, the remainder of this report aims to provide a comprehensive 
understanding of skills mismatch that highlights its societal dimensions and emphasises the rela1onship 
between individuals’ skills, their broader capabili1es, and the opportunity to lead lives they have reason 
to value. 
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2. Mismatch between employees’ skills and jobs in Europe 
 

The synthesis of the results presented throughout this paper offers insight into the general trends of skills 
mismatch and capabili1es seen across Europe, drawn from a wide range of data sources. However, the 
current sec1on, in par1cular, illustrates the tenacious nature of skills mismatch across Europe, 
highligh1ng some notable country differences. The sec1on highlights a general framing for this synthesis 
report: namely, that opportuni1es are not evenly distributed but are shaped by broader socio-economic 
and ins1tu1onal contexts, oXen meaning that an individual’s access to skill development or employment 
that matches their skills is oXen constrained by factors beyond their control, such as na1onal investment 
in educa1on, labour market flexibility, and social support systems. This guiding theme is rooted 
throughout the different sec1ons of this report. Furthermore, beyond the immediate impact on 
produc1vity, skills mismatches can significantly affect workers' overall well-being and long-term career 
prospects. 

The findings analysed in this sec1on draw on Working Paper No 5.1 of the Skills2Capabili1es project1. 
Working Paper No 5.1 applies mul1level logis1c regression analysis to the data from the 2014 European 
Skills and Jobs Survey (ESJS), surveying approximately 49,000 adult full-1me employees from all 27 EU 
Member States and the UK. 

 

 
Figure 1. Skills mismatch at the start of the job as reported by the employees across countries 
Source: Skills2Capabili1es Working Paper No 5.1: 19. 

                                                        

1 For more in-depth informa1on on the data structure, variable opera1onaliza1on’s, analy1cal approaches and expanded and 
more detailed overview of the results, we highly recommend referring to Skills2Capabili1es Working Paper No 5.1 on the 
Skills2Capabili1es website. 
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The data provides a retrospec1ve perspec1ve on how employees’ self-assessment of their skills evolves 
between two 1me points. First, they were asked to assess their skills retroac1vely at the 1me of star1ng 
their job and then compare that with their self-assessment at the 1me of the survey. Based on this data, 
we see that in 2014, skills mismatch varied significantly across Europe (Figures 1 and 2). When star1ng a 
job, employees in Western European countries such as the UK, Austria, and Greece were more likely to 
be overskilled, meaning their qualifica1ons and abili1es exceeded job requirements (Figure 1). In 
contrast, workers in East European countries like Slovakia, the Czech Republic, Lithuania, and Estonia 
were more likely to be underskilled compared to their Western European counterparts, star1ng jobs with 
skill levels below those required for their posi1on. In Western Europe, overqualified individuals secure 
jobs and con1nue to enhance their skills while working. Meanwhile, in Eastern Europe, employees oXen 
begin jobs without sufficient skills but gradually acquire them over 1me. Factors such as economic 
condi1ons, labour market policies, and structural barriers could be some of the common explana1ons 
for their capability sets and influence how skills are u1lised across different countries (Robeyns, 2017; 
Sen, 1997, 1999). 

 

 
Figure 2. Skills mismatch at the time of the survey, as reported by the employees across countries 
Source: Skills2Capabili1es Working Paper No 5.1: 20. 
 
Moreover, a paGern emerges across countries, as we see that the longer one’s tenure at a job is, the 
more likely one is to be overskilled, while longer tenure at a job is associated with a lower likelihood of 
being underskilled (Figure 2). This trend illustrates that, as expected, employed individuals generally 
improve their skill levels. Several factors might explain this, including on-the-job learning and access to 
workplace or external training. The increasing prevalence of overskilling in European workplaces raises 
concerns about whether it represents real skill development or reflects limited career progression 
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opportuni1es and repe11ve job tasks. The results of Working Paper No 5.1, unfortunately, do not allow 
for more detailed country-by-country comparisons, but the East-West disparity remains a relevant 
backdrop to keep in mind when contextualising the discussion of predictors of skill mismatches that we 
cover in the next sec1ons of this report. 

The trend could be explained through supply and demand dynamics, for example, with labour markets 
not absorbing skilled workers effec1vely, related to employees being overskilled in some countries and 
underskilled in others. The 1me of the survey, 2014, however, is also significant in providing further 
context to these trends; the lingering effects of the global financial crisis may have shaped employment 
structures, job availability, and access to training opportuni1es across Europe. These results show that 
opportuni1es are not evenly distributed but are shaped by broader socio-economic and ins1tu1onal 
contexts. However, relying on the capability approach perspec1ve, we could also argue that skills 
mismatches reflect capability depriva1on2 with wider consequences for the individual (such as his/her 
well-being, ac1ve ci1zenship, fairness of net pay or educa1onal opportuni1es, etc.) than just income 
deficiency because even if workers are employed, they may not have opportuni1es to fully u1lise or 
develop their skills. At the same 1me, there is evidence that par1cipa1on in non-formal adult educa1on 
(most of which is job-related) is associated with higher levels of individual subjec1ve well-being 
(Boyadjieva and Ilieva-Trichkova, 2024). 

Although employees become less underskilled over 1me as they gain experience in their roles, this does 
not necessarily mean they have opportuni1es to move into beGer-matched jobs or posi1ons that allow 
them to fully realise their poten1al as it does not necessarily also mean that they have opportuni1es to 
transi1on into beGer-matched jobs or roles that enable them to reach their full poten1al. 

3. Skills mismatch and inclusive economic growth 
 

Within the EU, the importance of social cohesion is priori1sed at the highest level. The European 
Commission (2020) highlights the connec1on between a high-employment economy and social 
cohesion, stressing that empowering individuals through high levels of employment, inves1ng in skills, 
figh1ng poverty and modernising labour markets, training and social protec1on systems enables people 
to beGer an1cipate and manage change, thereby strengthening social cohesion. This sec1on explores 
and contextualises the rela1onships between educa1onal mismatch and inclusive economic growth. Its 
guiding assump1on stems from the well-established fact that although economic growth posi1vely 
influences the average quality of life, there s1ll remains wide income inequali1es across countries and 
different levels of within-country poverty and in order to overcome this discrepancy, economic growth 
needs to be inclusive (Wilkinson and PickeG, 2009; S1glitz, 2012). 

                                                        

2 Capability deprivation can be seen as states in which capabilities are insufficient for a person to act and ensure good quality 
of life. Thus, Sen (1999) understands poverty as deprivation in the capability to live a good life. 
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Conceptually, the idea of inclusive growth highlights that growth with equity is possible and that growth, 
inequality and poverty reduc1on are interrelated (Ranieri and Ramos, 2013). Inclusive growth requires 
achieving sustainable growth that expands economic opportuni1es and ensures broader access to these 
opportuni1es for all members of society (McKinley, 2010). The defini1on of inclusive growth has three 
components. It is: 1) strong economic growth that is also 2) inclusive and 3) sustainable. In turn, inclusion 
refers to benefit-sharing, opportunity, par1cipa1on, and empowerment (Cerra, 2022). The argument 
made in this sec1on aligns with these ideas. It is based on the understanding of inclusive growth as a 
mul1dimensional phenomenon and its defini1on as strong and sustainable economic growth that is 
accompanied by shared improvements in well-being among all social groups. 

The sec1on draws on analyses in Working Paper No 5.33 and presents findings about the rela1onships 
between ver1cal educa1onal match and ver1cal educa1onal mismatch above and below as types of skills 
mismatches and inclusiveness of economic growth at the na1onal level. Similar to the rest of this report, 
the interpreta1on of the results is grounded in the capability approach as it allows to extend beyond the 
economic and instrumental perspec1ve towards skills forma1on and to consider other roles that 
skills/educa1onal mismatch might have in society. Within the capability approach (Sen, 1999), this line 
of reasoning is viewed as the expansion of persons’ capabili1es to lead the kind of lives they value and 
have reason to value. When applied to skills and educa1onal mismatch, it could be argued that 
overcoming income and wealth dispari1es is not desirable for its own sake; rather, it is a means to avoid 
the depriva1on of people’s capabili1es and enable them to lead worthy and dignified lives and to build 
fair, inclusive and flourishing socie1es. 

 

3.1 The importance of studying the connecFon between verFcal educaFonal mismatch and 
inclusive economic growth 

 

At a theore1cal level, human capital has been viewed as a main factor for economic growth. However, 
the empirical evidence for the effect of human capital on growth in some studies is weak and 
controversial (e.g. Sunde and Vischer, 2015). This has led researchers to focus more on the balance 
between the supply and demand of level and type of skills and to argue that the mismatch between the 
supply and demand of skills influences the growth–educa1on rela1onship (e.g. A1q-ur-Rehman and 
Khan, 2021). The existence of ver1cal educa1onal mismatch – both above and below – signals that the 
acquired educa1onal level is not a correct measure of human capital because it does not take into 
account whether the individuals’ skills and knowledge associated with it are u1lised in their jobs. 
Furthermore, the differences in the benefits and produc1vity between employees who are matched and 
those who experience ver1cal skills/educa1onal mismatch (Brunello and Wruuck, 2021) represent a 
threat to equality of opportuni1es and just benefits-sharing and thus to inclusiveness of growth. This 

                                                        

3For more in-depth informa1on on the data structure, variable opera1onaliza1on’s, analy1cal approaches and expanded and 
more detailed overview of the results, we highly recommend referring to Working Paper No 5.3 on the Skills2Capabili1es 
website. 
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reasoning and the above short discussion on inclusive economic growth provide the ground for focusing 
the analyses on the rela1onship between ver1cal educa1onal mismatch and inclusive economic growth. 

 

3.2 VerFcal educaFonal mismatch and inclusive growth: empirical evidence 
 
The results discussed in this sec1on are based on correla1on analyses u1lising data from the European 
Social Survey for 2018. This par1cular survey wave was chosen because of its special rota1ng module 
devoted to jus1ce and fairness, and the fact that it was the last wave before the COVID-19 pandemic. 
This dataset provided an opportunity to include 29 European countries in the analyses. The analy1cal 
sample was restricted to those respondents aged 25–64 years who reported having paid work in the past 
7 days. 
 
The analyses are based on the following opera1onalisa1on of the different types of ver1cal educa1onal 
mismatch: 

- ver1cal mismatch – a type of skills mismatch where an individual’s level of educa1on does not 
align with the level required for their job;   

- ver1cal mismatch above – when an individual has a higher level of educa1on than needed for the 
job; 

- ver1cal mismatch below– when an individual has a lower level of educa1on than required for the 
job. 
 

In turn, ver1cal educa1onal match refers to a situa1on in which the individual’s level of educa1on 
corresponds to the level of educa1on required for the job. 
 
The results uncovered several sta1s1cally significant associa1ons between the levels of ver1cal 
educa1onal match, ver1cal mismatch above and ver1cal mismatch below in a given country, on the one 
hand, and part of the measures of inclusive economic growth, on the other. 
 
To capture the inclusiveness of economic growth, the following indicators were used: Inequality-adjusted 
HDI, the Gini coefficient of equivalised disposable income, the level of unemployment, the at-risk-of-
poverty rate by poverty threshold, the persons at risk of poverty or social exclusion, and the in-work at-
risk-of-poverty rate. Only the sta1s1cally significant correla1ons are discussed below. 
 

Figures 3 and 4 illustrate the rela1onships between the propor1on of ver1cal educa1onal match among 
the people aged 25–64 who have paid work and the at-risk-of-poverty rate by threshold and in-work at-
risk-of-poverty rate. More specifically, they show that a higher level of educa1onal match among the 
people aged 25–64 who have paid work in a given country is associated with lower at-risk-of-poverty 
values and with a lower level of in-work poverty (Figures 3 and 4). Regarding different occupa1onal 
groups, the results reveal that a higher level of ver1cal educa1onal match for the occupa1onal group of 
high-skilled blue-collar workers is associated with lower in-work at-risk-of-poverty rate, lower at-risk-of-
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poverty values and lower economic inequali1es. Working Paper No 5.3 provides evidence that the 
rela1onship between the in-work at-risk-of-poverty rate and the percentage of low-skilled blue-collar 
workers who are educa1onally matched in a given country. It shows that the higher the level of ver1cal 
educa1onal match among the low-skilled blue-collar group in a given country, the lower the level of in-
work poverty and vice versa. 
 

 

Figure 3. Scatterplot of proportion of vertical educational match against at-risk-of-poverty rate by 
threshold 
Source: Adapted from Skills2Capabili1es Working Paper No 5.3: 22. 
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Figure 4. Scatterplot of proportion of vertical education match against in-work at-risk-of-poverty rate 
Source: Adapted from Skills2Capabili1es Working Paper No 5.3: 24. 
 
As regards the ver1cal-above educa1onal mismatch, the obtained results show that the higher the 
ver1cal-above educa1onal mismatch among the popula1on aged 25–64 who have paid work, the higher 
the at-risk-of-poverty rate by the poverty threshold. In rela1on to ver1cal-below educa1onal mismatch, 
the findings reveal that the higher the level of ver1cal-below educa1onal mismatch among the 
popula1on 25–64 who have paid work in a given country, the higher the level of in-work poverty and 
vice versa. The analyses for different occupa1onal groups show that the higher the level of ver1cal-below 
educa1onal mismatch for low-skilled white-collar workers in a given country, the higher the level of in-
work poverty and vice versa. A higher level of ver1cal-below educa1onal mismatch among high-skilled 
blue-collar workers is associated with higher rates of in-work at-risk-of-poverty and unemployment. 
Addi1onally, in the analyses in Working Paper No 5.3 has revealed that a higher level of ver1cal-below 
educa1onal mismatch among low-skilled blue-collar workers in a given country is associated with a 
higher level of in-work poverty. 
 

3.3 Conclusion: encouraging verFcal educaFonal match to promote inclusive economic growth and 
to avoid capability deprivaFon 

 

The findings show that for the popula1on aged 25–64 and certain occupa1onal groups, higher levels of 
educa1onal matching are linked to lower at-risk-of-poverty and in-work poverty rates. Therefore, the 
extent of skills mismatch in a country can serve as a valuable indicator of the inclusiveness of its economic 
growth. The analyses also reveal that the associa1ons between ver1cal educa1onal mismatch and 
inclusive growth differ among occupa1onal groups. This is in line with previous research, as Roosmaa et 
al. (2023) have shown that there are substan1al differences in skills/educa1onal mismatch between 
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occupa1onal groups. The present sec1on goes further by demonstra1ng that the rela1onship between 
skills/educa1onal mismatch and inclusive growth at the societal level vary among different occupa1onal 
groups. More concretely, the results suggest that the labour market situa1on of the high-skilled blue-
collar occupa1onal group plays a crucial role in the inclusive economic growth in a given country. Thus, 
higher levels of ver1cal educa1onal match for this group are associated with lower values of income 
inequali1es, at-risk-of-poverty rates, and in-work poverty rates in the countries where they work. In 
addi1on, the higher the ver1cal-below educa1onal mismatch for this occupa1onal group is, the higher 
the levels of unemployment. It can be suggested that these results reflect the fact that the existence of 
adequate and well-qualified high-skilled blue-collar workers is an important factor in the development 
of key economic sectors, such as energy, produc1on, construc1on, agriculture, and manufacturing. 
 

S1mula1ng ver1cal educa1onal match is a way to promote inclusive economic growth. As already 
outlined (McKinley, 2010; Cerra, 2022), achieving inclusive economic growth means that all members of 
society should have the capabili1es to par1cipate in and benefit from economic ac1vity. In essence, the 
research demonstrates that skills mismatch is not just an economic inefficiency but a barrier to people's 
fundamental capabili1es, as it prevents people from developing their capability to have a decent job and 
high-quality work (see Stephens, 2023). By focusing on educa1onal match, especially for vulnerable 
groups and key occupa1onal groups, socie1es can create more equitable and inclusive opportuni1es for 
all. At the same 1me, besides the differences in country-level context of mismatches and freedoms, it is 
important to look at individual’s capabili1es to choose a well-matched job and thus to enhance their 
work-related well-being. The following sec1on looks at the individual-level drivers and barriers that 
influence whether individuals find well-matched employment or accept mismatched jobs, and how these 
factors impact skills mismatch. 
 
The year 2018 and data from the European Social Survey 2018 can serve as an important reference point 
for understanding both educa1onal mismatches and inclusive growth in the European context. This wave 
of the European Social Survey was the last in which all countries followed the same mode of data 
collec1on: face-to-face interviews. In the following rounds, due to difficul1es brought on by the COVID-
19 pandemic, switching to a self-comple1on signifies a considerable drop in response rates in some 
countries. In turn, in 2018, European socie1es were characterised by a func1oning democracy and an 
economy recovered aXer the 2008 crisis. This year can be used as a reliable basis for assessing the later 
effects of the COVID-19 crisis and the rapid development of ar1ficial intelligence on the economy, 
educa1on and labour market. Further studies based on data from the next waves of the European Social 
Survey could use the results obtained in Working Paper No 5.3 in a compara1ve perspec1ve. 

4. Key factors influencing the mismatch between jobs and skills 
 

Understanding the factors that may drive individuals to seek either well-matched employment or, 
instead, to accept mismatched jobs is central to the discussions around skills mismatch. In our approach, 
we have aimed to balance individual agency and a conscious decision-making process, in addi1on to 
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external influences. Career mo1va1on is not solely a personal trait but something that can be nurtured. 
Therefore, external factors, such as employer-provided training and professional development programs 
(explored in more detail in the next sec1on), could play a crucial role in fostering a workforce that ac1vely 
pursues career paths aligned with employees' skills. 
 

4.1 Individual-level drivers and barriers of skills mismatch 
 

To capture the employee perspec1ve on the rela1onship between their skills and the skills expected at 
their job, various individual-level characteris1cs were considered in Working Paper No 5.1, grounded in 
the data of the 2014 European Skills and Jobs Survey (ESJS)4. ESJS is a cross-na1onal survey conducted 
across 27 countries, targe1ng all adults (aged 25–64) in wage and salary employment (i.e. paid 
employees, excluding those who are self-employed or family workers). Analyses based on ESJS 2014 data 
are an invaluable empirical basis for making comparisons with the post-COVID-19 situa1on. The 
analy1cal sample for the models was 30,585 employed adults, while the sample for the job-related 
training analyses was 28,834 employed adults. In this sec1on, in line with the overarching aim of this 
synthesis report, we are interpre1ng the results of these analy1cal models through the capability 
approach. To capture how well an individual’s job aligns with their career goals and professional growth, 
the concept of career alignment and development was constructed and applied (Working Paper No 5.1, 
22-23). The analy1cal models captured its impact on skills mismatch, revealing that workers who 
priori1se career alignment are less likely to be either overskilled or underskilled, indica1ng a beGer match 
between their skills and job roles (Figure 5). This finding suggests that individuals who ac1vely seek roles 
aligned with their career aspira1ons are more likely to experience a harmonious fit between their 
competencies and job requirements, minimising inefficiencies associated with skill mismatches and 
enhancing overall job sa1sfac1on and produc1vity. This finding is expected, as individuals who ac1vely 
seek roles that align with their career aspira1ons are also more likely to secure well-matched posi1ons. 
From the capability approach perspec1ve, this suggests that employees who priori1se career 
development are engaging in a con1nuous cycle of skill enhancement. By strategically selec1ng job 
opportuni1es that align with their exper1se and long-term aspira1ons, they are not only ensuring a 
strong match between their competencies and their roles but also fostering personal and professional 
growth. This process allows them to refine exis1ng skills while acquiring new ones, thereby increasing 
their adaptability and employability over 1me. In essence, career-aligned job choices serve as a 
mechanism through which workers ac1vely shape their professional trajectories, reinforcing their ability 
to meet evolving labour market demands and further strengthening their capabili1es. However, as we 
see further in this sec1on, there are some excep1ons to this general paGern, for example, age and 
gender. 

                                                        

4 For more in-depth informa1on on the data structure, variable opera1onaliza1on’s, analy1cal approaches and expanded and 
more detailed overview of the results, we highly recommend referring to the Working Paper No 5.1 on the Skills2Capabili1es 
website. 
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Figure 5. Employee’s career alignment and development predicting skills mismatch 
Source: Skills2Capabili1es Working Paper No 5.1: 23. 
 
Another key factor explored in the Working Paper No 5.1, which may influence an employee's decision 
to accept a job they are not well-matched for, is job convenience and compensa1on. At the start of 
employment, factors such as good pay and work-life balance do not necessarily increase the likelihood 
of being overskilled (Figure 6). However, job convenience and compensa1on primarily lower the risk of 
being underskilled when star1ng a job. This suggests that employers who offer beGer compensa1on and 
working condi1ons may also be more effec1ve in ensuring that their workforce meets the minimum 
required skill levels, reducing the likelihood of employees being placed in roles where they lack the 
necessary competencies. 
 
From a capability approach perspec1ve, this has important implica1ons: when workers have access to 
jobs that appropriately match their skill levels, they are beGer posi1oned to exercise their agency in 
shaping their professional development. A job that meets basic skill requirements provides individuals 
with the stability and founda1onal competencies needed to expand their capabili1es over 1me. 
Adequate compensa1on and favourable working condi1ons contribute to employees’ ability to make 
career decisions based on growth poten1al rather than financial necessity, allowing them to invest in skill 
development, further educa1on, and long-term career planning. In this sense, ensuring that workers are 
not underskilled in their roles strengthens their ability to convert job opportuni1es into meaningful 
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career advancements, promo1ng the interplay between economic security, professional growth, and 
capability expansion. 
 
 

 
Figure 6. Employee’s views on job convenience and compensation predicting skills mismatch 
Source: Skills2Capabili1es Working Paper No 5.1: 24. 
 
From the capability approach perspec1ve, if an individual accepts a role for which they are either over- 
or underqualified due to financial security or workplace benefits, their decision is shaped by prac1cal 
necessity rather than career growth. This dis1nc1on raises further ques1ons about the quality of 
employment choices available to workers, especially in economies with high labour market rigidity or 
limited job mobility. The findings also point to the interac1on between internal and external condi1ons. 
Even if individuals have the intrinsic mo1va1on and skills to seek beGer job matches, external condi1ons, 
such as employer hiring prac1ces, industry demand for skills, and economic stability, may restrict their 
ability to convert those skills into beGer employment outcomes. This suggests that ins1tu1onal 
interven1ons, such as career development support, targeted reskilling programs, and policies that 
promote beGer job-quality matching, could play a role in shiXing workers from func1onal adapta1on 
toward capability expansion. Alterna1vely, the capability approach emphasises the freedom to choose a 
life that aligns with their personal values and meaningful pursuits. These pursuits might not be income 
or career-progression or high-income-related, but be reflected in the person’s func1onings to live a 
healthy, crea1ve, emo1onally balanced and fulfilling life (Nussbaum, 2000: 89) outside the workplace. 
This interpreta1on shiXs the focus from viewing work primarily as a means of financial gain to recognising 
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its role in fostering personal growth and well-being. It aligns with contemporary perspec1ves on the 
evolving nature of work, emphasising fulfilment, self-development, and the freedom to pursue a 
meaningful life beyond professional achievements. This broader understanding also resonates with 
recent discussions on universal income, which explore how economic security can enable individuals to 
engage in work that aligns more closely with their values and aspira1ons rather than being solely driven 
by financial necessity. 

Individuals’ opportuni1es are oXen shaped by and, in many cases, restricted by circumstances they have 
no control over, which can significantly impact their ability to secure employment that aligns with their 
professional skills. Factors such as gender and socioeconomic background can create systemic barriers 
that limit real choices. Certain demographic groups face dis1nct mismatches between their skills and 
employment opportuni1es. Three groups, in par1cular, stand out here: women are more likely to be 
underskilled, older workers (40–65) are more likely to be overskilled and less likely to be underskilled, 
and workers with lower educa1on levels are also more likely to be underskilled (Working Paper 5.1, 22). 
Echoing the approach of the previous sec1on, we reinterpret these findings through the lens of 
Nussbaum’s extension of the capability approach, arguing that these mismatches represent a depriva1on 
of human dignity for these groups. Nussbaum emphasises that access to meaningful and well-matched 
employment is not merely an economic concern but a fundamental capability that enables individuals 
to exercise agency and par1cipate in society on equal terms (Nussbaum, 2000, 2011). When women face 
skill deficits that hinder their career prospects, older workers are placed in jobs that do not u1lise their 
exper1se, and individuals with lower educa1on lack opportuni1es to develop their poten1al – in sum, 
their capabili1es are restricted in a variety of ways. They are not only economically disadvantaged but 
also denied the ability to fully engage in work that reflects their skills and aspira1ons, an essen1al 
component of human flourishing according to the capability approach. 

In addi1on, individual-level situa1onal barriers, such as family responsibili1es or financial constraints, 
are associated with a higher likelihood of workers being overskilled in their jobs (Working Paper No 5.1, 
24-25). This suggests that many individuals accept jobs that do not match their skill levels due to external 
pressures that restrict their ability to make career choices that are truly free. From the capability 
perspec1ve, these findings reinforce the idea that constraints, rather than individual preferences, shape 
employment outcomes. Situa1onal barriers such as financial pressures force many workers into 
overskilled posi1ons, meaning they accept jobs that underu1lise their qualifica1ons out of necessity 
rather than choice. For example, mothers with small children search for their skill-level employment in 
sectors with lower pay but beGer 1me flexibility. Situa1ons like these illustrate how economic and social 
constraints embed inequality into labour market outcomes, limi1ng individuals’ ability to pursue work 
that reflects their capabili1es and aspira1ons (Sen, 1999). 

However, while structural constraints undoubtedly shape employment outcomes, the capability 
approach remains relevant because it highlights the importance of expanding individuals’ real freedoms 
to pursue work that aligns with their skills and aspira1ons. Recognising these limita1ons is not merely a 
theore1cal exercise – it provides a basis for advoca1ng policies and interven1ons aimed at reducing 
structural barriers. For example, improved access to childcare services, suppor1ve employment 
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prac1ces, and financial safety nets can help mi1gate the effects of situa1onal constraints, allowing 
workers greater flexibility in shaping their careers. 

Meanwhile, for older workers, working in roles for which they are overskilled raises concerns about 
poten1al career stagna1on. Their inability to move into more challenging or fulfilling posi1ons suggests 
that their capabili1es are being diminished over 1me, either due to a lack of opportuni1es for career 
progression or because structural barriers fail to recognise their exper1se. The laGer points toward 
paGerns of ageism, where the labour market systema1cally undervalues older workers' contribu1ons, 
reducing their access to meaningful work despite their experience and skills. Yet, from a capability 
perspec1ve, addressing these barriers is central to ensuring that all individuals, regardless of age or socio-
economic background, have the freedom to develop and apply their skills in ways that are meaningful to 
them. The capability approach does not dismiss structural limita1ons but rather emphasises the need to 
counteract them through interven1ons that expand individuals’ opportuni1es. By shiXing the focus from 
mere economic survival to enabling meaningful par1cipa1on in the workforce, the capability framework 
serves as a guide for policies that foster a more equitable labour market. 
 

4.2 Structural drivers and constraints of skills mismatch 
 

To further examine the impact of structural drivers and constraints, the analysis results interpreted here 
also captured in their models how labour market constraints influence the mismatch between 
employees' skills and their job posi1ons (Working Paper No 5.1, 25-26). Employees who perceive limited 
job opportuni1es are more likely to accept roles below their skill level at the start of their employment. 
However, this does not influence the likelihood of employees securing jobs that require more skills than 
they actually possess. A similar paGern emerges concerning high unemployment (ibid.: 27). When 
unemployment is high at the 1me of hiring, employees are more likely to be overqualified for their 
posi1ons but not underqualified. Higher public spending on ac1ve labour market policies (ALMPs) 
appears to reduce the likelihood of employees being underskilled when star1ng a new posi1on. However, 
it does not seem to impact the likelihood of employees entering roles for which they are overqualified 
(ibid.: 28). Public policies do seem to help with being underskilled for one’s posi1on, for example, by 
expanding training opportuni1es. Their failure to reduce situa1ons where employees remain overskilled 
at their posi1ons suggests that simply having more training is not enough to expand workers’ real job 
choices. Moreover, if people accept mismatched jobs due to labour market constraints, their choices are 
not reflec1ve of real freedom but of necessity. 

Framing these findings within the capability approach (Sen, 1999; Nussbaum, 2000), labour market 
constraints can limit individuals’ freedoms, namely, their ability to convert skills into meaningful 
employment opportuni1es that align with their capabili1es and aspira1ons. The results deriving from 
Working Paper No 5.1 highlight that workers facing limited job opportuni1es oXen seGle for posi1ons 
below their skill level, while high unemployment further exacerbates skill mismatches by increasing the 
likelihood of being overskilled for one’s posi1on rather than improving situa1ons where one is 
underskilled for their job. As expected, public investment in ac1ve labour market policies helps mi1ga1ng 
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underskilling by expanding access to training and development. However, its limited influence on being 
overskilled suggests that enhancing human capital alone does not necessarily translate directly into 
beGer job matches. This highlights a gap between formal qualifica1ons and real opportuni1es, 
reinforcing the idea that mismatches are not merely a reflec1on of individual choices but of structural 
constraints. Moreover, from a capability perspec1ve, if individuals are forced into mismatched jobs due 
to labour market condi1ons, their employment choices are shaped by necessity rather than genuine 
agency (Robeyns, 2005). To effec1vely address skill mismatches, it is essen1al not only to tackle structural 
barriers but also to invest in skill development and implement policies that enhance individuals’ real 
freedoms to pursue work that aligns with their abili1es and aspira1ons. 
 

4.3 Job change as a soluFon to skills mismatch 
 

The unique research design applied in Working Paper No 5.1 also allowed us to gauge the different factors 
that might become relevant regarding skills mismatch when an employee changes jobs, either by 
changing employers or moving from one posi1on to another under the same employer. The data used in 
the original empirical analysis, 2014 European Skills and Jobs Survey (ESJS)5, asked respondents to assess 
and compare their skill match at three dis1nct points in 1me: during their previous job, at the start of 
their current job and in the current job role at the 1me of the survey (Cedefop, 2018). The central 
noteworthy takeaway from these findings is that many employees remained overskilled either aXer 
changing employers or aXer changing their job posi1on with the same employer. In both cases, there is 
a rela1vely high chance of either becoming overskilled or remaining overskilled (ibid.: 29). When we look 
at the individual-level characteris1cs, we see that women and workers aged 40-65 are more likely to 
remain in mismatched posi1ons (ibid.: 33, Table 5). The impact of these individual-level characteris1cs 
highlights how changing one's work role with the same employer has not so far been a straigh{orward 
solu1on to the problem of skills mismatch. If workers switch jobs but remain mismatched, it is evident 
that mobility alone does not expand capabili1es — the availability of well-matched jobs is the real issue. 
Furthermore, the age factor needs to be considered, as more experienced, hence older employees have 
limited opportuni1es to fully u1lise their skills and experience. 
 
When we look at the same analysis results (ibid.) from the perspec1ve of employers, we see that 
employers most likely to have mismatched employees are those in low-skilled white-collar and blue-
collar sectors, as well as firms with larger workforces and limited job evolu1on opportuni1es. Compared 
to high-skilled white-collar workers, low-skilled employees in both white- and blue-collar roles are more 
likely to remain overskilled and struggle to transi1on into beGer-matched posi1ons. This suggests that 
firms relying on lower-skilled labour may have a harder 1me op1mising skill u1lisa1on. Addi1onally, 
sectoral differences play a role, with industries such as agriculture, forestry, fishing, wholesale trade, and 

                                                        

5 For more in-depth informa1on on the data structure, variable opera1onaliza1on’s, analy1cal approaches and expanded and 
more detailed overview of the results, we highly recommend referring to the Working Paper No 5.1 on the Skills2Capabili1es 
website. 
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food services experiencing higher rates of skill mismatches. These industries may lack structured career 
progression or skill development pathways, making it difficult for employees to align their skills with job 
demands over 1me. Moreover, the service sector seems to have much shorter job tenures and accept 
more job changes, in other words, job-hopping. Firm size also influences skill mismatches; mid-sized and 
large companies (50–499 employees) show lower mobility from underskilled to matched roles, while 
very large firms (500+ employees) are more likely to retain overskilled workers. This paGern indicates 
that in larger organisa1ons, rigid job structures and slower career advancement may contribute to 
persistent skill mismatches. Furthermore, companies that fail to provide frequent learning opportuni1es, 
task variety, or role evolu1on tend to have higher mismatches (ibid.: 35, Table 6), as stagnant job roles 
lead to overskilled workers who are not adequately challenged or u1lised. Overall, in the results we rely 
on here, we witness how employers in industries with low-skill demands, limited career mobility, and 
rigid job structures are most suscep1ble to skill mismatches among their workforce. 
 

4.4 Conclusion: drivers of skills mismatch 
 

The empirical findings synthesised and interpreted here highlight the idea that job-skill mismatches 
should not just be seen as market inefficiencies but also as a form of capability depriva1on. While some 
workers accept mismatches strategically, many are forced into them due to constraints, which can be 
economic, demographic, or ins1tu1onal. Policies as poten1al pathways to solu1ons, however, should 
focus on expanding real choices for workers, ensuring that skill development leads also to career 
opportuni1es rather than just training for training’s sake. 

There are three main takeaways from this sec1on to highlight. First, being overskilled is not only a labour 
market inefficiency, but it also reflects a lack of real choices on the employee level. Second, career 
alignment is expected to also expand capabili1es, while situa1onal constraints reduce them. Lastly, job 
mobility does not automa1cally resolve mismatches unless workers have real opportuni1es for 
progression. Job-related educa1on and training could be one way to overcome skill mismatch, but such 
opportuni1es are not available to all employees to the same extent. The next sec1on takes a closer look 
at who gets to learn. 
 

5. ParFcipaFon in job-related educaFon and training 
 

Lifelong learning is vital for Europe’s economic compe11veness, par1cularly in the backdrop of a rapidly 
ageing popula1on and the impact of accelerated digital transforma1ons in the labour market. Moreover, 
from the capability approach perspec1ve, lifelong learning is as significant as job-related learning 
because it fosters the overall flourishing of individuals and provides workers with a sense of being full 
members of society. Not being able to upgrade one’s skills might lead to capability depriva1on and the 
inability to live a life where one’s basic human needs are met, perhaps due to unemployment, lack of 
livelihood or opportuni1es to contribute to society meaningfully. Par1cipa1ng in educa1on and training, 
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however, can lead to beGer skill match (Buchtemann and Soloff, 2003) and having full capabili1es to 
par1cipate in their workplace, the labour market and society. Acemoglu and Pischke (1999) argue that 
both firms and employees benefit from general and job-specific training, as new technologies make 
training essen1al. 
 

5.1 Job-related training as an opportunity for beYer matching skills? 
 

In this sec1on, we zoom in on par1cipa1on in job-related training and frame it as an essen1al element 
for achieving a fulfilling working life, which is a crucial component of a fulfilling life. This sec1on is based 
on the analysis results from Working Paper No 5.2. It u1lises individual-level data from the second wave 
of the Cedefop (2021) Second European Skills and Jobs Survey (ESJS)6. It is per1nent to note that the 
survey was conducted during the COVID-19 pandemic, which may have influenced both par1cipa1on in 
job-related training. 

It is well established that the characteris1cs of the workplace and the job, as well as the societal and 
economic context, influence the likelihood of par1cipa1ng in training and educa1on (Rubenson and 
Desjardins, 2009; Nilsson and Rubenson, 2014). The skills that workers already have and what is required 
from them to do their work determine how much access to training they might have. Exploring the 
workers’ self-assessment of their skill use, their sense of insecurity in the labour market, and the types 
of employers who are more likely to provide training to their employees allows to make some important 
generalisa1ons about who gets to improve their work-related skills. Unfortunately, due to the 
characteris1cs of the ESJS dataset, it is not possible to dis1nguish if par1cipa1ng in workplace training is 
a mandatory requirement of the employer, and to what extent workers willingly par1cipate in workplace 
training or to what extent employers are financially suppor1ng or demanding workers’ par1cipa1on in 
job-related training. Nevertheless, the data helps to think about skill development as an aspect that 
might be significantly related to human capabili1es and well-being at work. Following the capability 
approach, the capability to par1cipate in adult educa1on can be seen as a person’s freedom to be 
involved in the type of job-related educa1on or training that they have a reason to value, considering 
both constraining and enabling factors that might affect the freedom to par1cipate in such educa1on 
and training (Boyadjieva and Ilieva-Trichkova, 2021: 123-124). From the capability approach, 
par1cipa1on in job-related training is influenced by the characteris1cs of the job and the workplace, but 
simultaneously func1ons as a reflec1on of what people value being or doing. With such an image of work 
in mind, we assume that workers might generally be interested in par1cipa1ng in work-related training, 
which allows them to develop their capability of making more crea1ve and informed decisions at work 
and rela1ng to their colleagues as fellow humans, as well as beGer posi1oning themselves in the labour 
market. 

                                                        

6 For more in-depth informa1on on the data structure, variable opera1onaliza1on’s, analy1cal approaches and expanded and 
more detailed overview of the results, we highly recommend referring to Working Paper No 5.2 on the Skills2Capabili1es 
website. 
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5.2 Skills uFlisaFon, job complexity, and workplace dynamics and their relaFonship to job-related 
educaFon and training 

 

Some types of jobs are much more likely to be linked with access, possibili1es, enforcement or employee 
mo1va1on to par1cipate in job-related training. Workers’ job characteris1cs, and thus learning 
opportuni1es, vary, and those who may need training the most oXen have the least access to it. For 
example, Schindler et al. (2011) state that jobs involving complex tasks that demand specific skills are 
scarce in the labour market. Consequently, employees hired for these roles oXen lack the necessary skills 
and must undergo addi1onal training to bridge the gap. Conversely, rou1ne jobs and those likely to be 
automated are associated with less training, poten1ally leading to unemployment (Working Paper No 
5.2, Görlitz and Tamm, 2016; Kleinert and Wölfel, 2018; OECD, 2019). Results from Working Paper No 5.2 
showed how skills u1lisa1on at the main job, job complexity and the extent of changes in the workplace 
are all linked to employees’ training par1cipa1on. In terms of skills u1lisa1on, understood as the extent 
to which workers hold skills needed to perform their job (Warhurst and Luchinskaya, 2018; Rafferty, 
2020), the analysis found that workers who ac1vely apply their knowledge and skills in their jobs are 
more likely to engage in job-related training than those who do not u1lise their current knowledge and 
skills at all or u1lise them only to a small extent, in their main job. However, no significant difference in 
par1cipa1on rates was observed between workers who u1lise their skills moderately and those who do 
so to a great extent. Higher skills u1lisa1on suggests that individuals who use their skills at work may 
have the capability to par1cipate more meaningfully in training. They may be more inclined to recognise 
the relevance of training to their exis1ng skills and its poten1al to further enhance their capabili1es. 
Meanwhile, workers with a lower likelihood of par1cipa1on in workplace-related training could be 
viewed as having a diminished ability to u1lise their exis1ng skills. As a result, they were either not 
offered job-related training or did not require it due to the nature of their work. This can be linked to 
capability depriva1on in terms of using their exis1ng skills as well as acquiring new ones. Alterna1vely, 
they may have opted not to par1cipate in the training because they did not value such opportuni1es in 
their working life (ibid.: 19). 

When considering job complexity, the analysis showed that a more complex job meant a greater 
likelihood of par1cipa1ng in training, highligh1ng the strong connec1on between job complexity and 
training par1cipa1on (Figure 7). Therefore, workers in complex roles are more likely to have par1cipated 
in training, which, in turn, helps them develop the capabili1es they value when performing their du1es 
in the workplace. Complex jobs oXen pose challenges that require con1nuous skill development and 
adapta1on, par1cularly in technology-driven fields where work environments are more prone to change 
(Bresnahan et al., 2002). Employees who demonstrate the ability to leverage their exis1ng skill sets 
effec1vely are more likely to both desire and be afforded by their employers the opportuni1es for further 
development and advancement through training. The previous showed that companies that fail to 
provide frequent learning opportuni1es, task variety, or role evolu1on tend to have higher mismatches 
(ibid.: 35), as stagnant job roles lead to overskilled workers who are not adequately challenged or u1lised. 
Both findings highlight the cri1cal role of ongoing learning and development in preven1ng skills 
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mismatches: complex jobs drive worker par1cipa1on in training, while companies that neglect learning 
opportuni1es create environments where workers become overskilled for their stagnant roles. 

 
 

 
Figure 7. Predicted probabilities of job-related training participation at different levels of job complexity 
Source: Working Paper 5.2: 20. 
 

Working Paper No 5.2 also explored the impact of workplace changes on training par1cipa1on. Workers 
in more dynamic environments — where management prac1ces, working methods, digital technologies, 
products or services, or loca1ons have changed in the past 12 months — par1cipated in training more 
than those in workplaces with fewer changes (Figure 8). On the one hand, this indicates that dynamic 
workplace environments, characterised by change, might offer more training opportuni1es, allowing 
workers in such seungs to develop skills and ac1vely engage in training. Employees, on the other hand, 
might perceive such training as beneficial for their learning and growth. Relying on these data sources, 
however, it is challenging to determine the extent to which these workplace changes were due to the 
COVID-19 pandemic. The exis1ng literature confirms that COVID-19 influenced working prac1ces, 
loca1ons, and technologies (Sahut and Lissillour, 2023; Kesküla, 2023). We can only note that employees 
in workplaces that underwent fast changes (possibly due to COVID-19) also had the opportunity to 
par1cipate in more job-related training courses. 
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Figure 8. Predicted probabilities of job-related training participation at different levels of workplace 
changes 
Source: Working Paper No 5.2: 21. 

 

5.3 Employees’ perceived skills obsolescence and job loss risk, and its connecFon to training 
parFcipaFon 

 

Besides the meso-level of the workplace and job characteris1cs, training par1cipa1on is also related to 
the trends in larger global and na1onal labour markets. In the context of rapid digitalisa1on and 
technological changes, Working Paper No. 5.2. also explored the rela1onship between employees’ 
perceived skill obsolescence and its rela1onship to training par1cipa1on. In general, skills obsolescence 
occurs when a worker’s skills become obsolete due to ageing, which depreciates certain manual skills or 
through technological or economic change, which renders certain skills unnecessary, or through the 
underu1lisa1on of skills (McGuinness et al., 2025: 318). Employees who believe new digital technologies 
in their company require them to acquire knowledge or skills they currently lack are more likely to engage 
in training (Figure 9). This could mean that they recognise that their old digital skill might become 
outdated. Conversely, workers who feel their exis1ng skills are sufficient are the least likely to par1cipate 
in job-related educa1on (Working Paper 5.2:22). This may suggest that employees are concerned about 
their current skills becoming obsolete, which mo1vates their par1cipa1on in training. Alterna1vely, it 
could indicate that employees recognise the fast technological changes occurring and believe they 
possess the capabili1es to engage in training when necessary, making a conscious choice to exercise their 
capabili1es and learn and develop in their workplace. Therefore, their par1cipa1on in training may 
reflect both a proac1ve response to changing job requirements and a desire to broaden their 
competencies. The analysis of well-being at work presented below shows that subjec1ve well-being at 
work is posi1vely correlated with the need for new digital skills. This finding suggests that job-related 
training in digital skills will not nega1vely affect employees’ well-being at work. 



 

 

 

 

28 

Co-funded by the 
European Union 

 

 
Figure 9. Predicted probabilities of job-related training participation at different levels of perceived skill 
obsolescence 
Source: Working Paper 5.2: 20. 
 

Job security concerns did not significantly impact employee training par1cipa1on (ibid.: 23). Workers’ 
percep1ons about the risk of losing their jobs within the next twelve months did not result in different 
levels of training par1cipa1on, sugges1ng that job insecurity may not be a significant mo1vator for 
training par1cipa1on. When interpre1ng these findings, we must consider that 2021 was a period of 
heightened uncertainty and economic instability for many, regardless of their specific job circumstances. 
The pandemic intensified feelings of vulnerability and poten1al job loss, even in sectors that seemed 
stable (Wu, 2023; Blustein, 2020). Here, it is important to keep in mind that the analysis looked at training 
in the previous 12 months and people’s fear of job loss in the next 12 months - par1cipa1on in training 
during the preceding COVID-19 year, 2020, and fear of job loss were not significantly related. Because 
training happened before the assessment of job loss fear, we cannot defini1vely say that fear of job loss 
caused or prevented training par1cipa1on. Broader economic trends and pandemic-related disrup1ons 
could have significantly influenced both past training decisions and future job loss fears independently 
of each other. 

 

5.4 Workplace characterisFcs shaping opportuniFes for skills development 
 

The capability approach aligns with the assump1on that, in general, people seek jobs and workplaces 
where they can learn and grow. Keeping this in mind, differences in training par1cipa1on based on 
employee characteris1cs were examined (ibid., p. 25). Employer characteris1cs can be seen as enabling 
certain capabili1es or, conversely, leading to capability depriva1on.  
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The main differences were based on firm size and the sector in which they were employed. Employees 
in small firms (1–10 employees) have a significantly lower likelihood of par1cipa1ng in job-related 
training compared to their counterparts in larger firms. For employees in larger firms (11–49, 50–249, 
and 250+ employees), the predicted probabili1es of par1cipa1on are higher and do not differ markedly 
from one another (ibid.: 25). These findings align with previous research indica1ng that larger firms 
typically provide more training opportuni1es due to their designated training budgets and more 
formalised training structures (OECD, 2012). 

Employees of different sectors also exhibited differences in training par1cipa1on. Employees in 
professional, scien1fic, and technical ac1vi1es, administra1ve and support services, public 
administra1on, defence, educa1on, human health and social work ac1vi1es, and other service ac1vi1es 
exhibit the highest likelihood of par1cipa1ng in training programmes. This sector has a significant 
number of complex jobs compared to other sectors. This finding aligns with previous research indica1ng 
that these sectors oXen benefit from well-developed training infrastructures and state-funded 
programmes (Roosmaa, 2021), as well as possible requirements to upgrade their skills regularly. While 
this sector stands out as having the highest likelihood of par1cipa1on, the par1cipa1on rates in other 
sectors do not differ significantly. The previous sec1on (sec1on 4) showed the highest skills mismatch in 
industries such as agriculture, forestry, fishing, wholesale trade, and food services. In that sec1on, we 
suggested that industries may lack structured career progression or skill development pathways, making 
it difficult for employees to align their skills with job demands over 1me. Furthermore, employers in 
industries with low skill demands, limited career mobility, and rigid job structures are most suscep1ble 
to skill mismatches among their workforce. This is linked to the insights from this sec1on, where we see 
that jobs with less complexity and change, and sectors with less well-developed training infrastructure, 
also have employees who are less likely to par1cipate in training. 

Employees in the non-profit sector exhibit the highest predicted likelihood of par1cipa1ng in training, 
closely followed by those in the public sector, which indicates that training opportuni1es are readily 
available and encouraged in these fields. Meanwhile, employees in the private sector show a lower 
likelihood of engaging in training, as there is typically a greater reliance on on-the-job learning. When 
considering employer type, these results suggest a poten1al capability depriva1on for employees in 
smaller firms. They may have fewer opportuni1es to develop their skills and expand their capabili1es 
through training. This disparity in training par1cipa1on can influence the func1onings employees are 
able to achieve, including career advancement, improved job performance, and increased employability. 
The capability approach underscores the importance of providing individuals with opportuni1es to 
develop their capabili1es, and one op1on for this is job-related training. For policymakers, these findings 
emphasise the need to address the dispari1es in training opportuni1es across different firm sizes and 
sectors. 

Overall, the results show that differences in training par1cipa1on by employer type are rather modest 
compared to those associated with the nature of specific jobs. Simultaneously, the findings imply that 
differences in employee training par1cipa1on across employers are only par1ally explained by 
differences in the nature of specific jobs within those employer types. Furthermore, we can suggest that, 
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in addi1on to the varia1on within employer types regarding the nature of specific jobs (especially their 
complexity), employers vary in the training they offer to employees performing par1cular job tasks. 
Consequently, the resul1ng rates of employee training par1cipa1on reflect both job-specific training 
demands and employers' strategies to address those demands. 

When examining the results, it is crucial to consider that the study took place in 2021 and that ques1ons 
regarding training referred back to the previous year, 2020, when the pandemic created unusual 
circumstances across the world and poten1al in-person training cancella1ons. Nevertheless, it appears 
that individuals who were ac1vely using their skills at work and who held more complex jobs par1cipated 
in more training than those who did not self-assess their skill u1lisa1on, job complexity, and dynamics 
as high. The capability approach helps us to iden1fy inequali1es in people’s capability regarding 
workplace-based training, as those whose jobs did not necessitate these quali1es were probably less 
likely to be offered training in the first place. Furthermore, perhaps they were also the first to have their 
work-related educa1on and training cancelled when the pandemic struck. 

 

5.5 Conclusion: learning as the achievement of one's capabiliFes 
 

The capability approach allows us to frame job-related training as an important aspect of a fulfilling 
working life and interpret it as an individual's capacity to act and aGain what they value. This, in turn, is 
linked to other aspects covered in this report, such as reduced skill mismatch and improved well-being 
at work. Workplace characteris1cs, such as job complexity, skill u1lisa1on, and employer type, influence 
workers’ likelihood of par1cipa1ng in training. Par1cipa1on in job-related training could be seen as a 
"func1oning" for the capability to par1cipate in such training (see Boyadjieva and Ilieva-Trichkova, 2021; 
Ilieva-Trichkova and Boyadjieva, 2024). It reflects what people value and their agency, but also highlights 
good-quality employers who are able or willing to provide such condi1ons to employees. Several factors 
influence whether someone par1cipates in training. Those who ac1vely use their skills are more likely to 
par1cipate, and more complex jobs are associated with a higher likelihood of receiving training. In a 
complex job, both the employer and employee are likely to be more focused on training: as the employer 
invests in the employee’s skills and the employee can improve their capabili1es as execu1ng their 
complex job beGer or more efficiently, gaining the instrumental benefits such as a higher pay, but also 
perhaps leaving more 1me for crea1ve endeavours outside the workplace. Workers in dynamic 
workplaces tend to par1cipate in more job-related training. Employees who recognise a need for new 
digital skills are more likely to par1cipate in training. Larger firms, certain sectors (such as professional 
and scien1fic, and public sectors), and not-for-profit organisa1ons are more likely to provide training. 
Employees in smaller firms may experience "capability depriva1on" due to fewer training opportuni1es, 
which can hinder their career advancement and well-being. This highlights the importance of equitable 
access to training and development opportuni1es, which directly leads us to a broader considera1on of 
fairness within the capability approach framework, par1cularly as it relates to educa1onal opportuni1es. 
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6. Skills mismatch, perceived fairness of educaFonal opportuniFes and 
remuneraFon 

 

In this sec1on, we interpret the findings from Working Paper No. 5.37, which focuses on subjec1ve 
percep1ons of jus1ce, par1cularly concerning one of the aspects of jus1ce: the fairness one (Boyadjieva 
and Ilieva-Trichkova 2017). These findings allow us to highlight two key individual-level indicators of life 
achievement: educa1onal aGainment and net salary. It inves1gated whether individual-level differences 
exist in these assessments based on the degree of skills/educa1onal mismatch. Furthermore, it also 
explored if the economic and poli1cal contexts can moderate the rela1onship between perceived jus1ce 
in educa1onal opportuni1es and net pay, and the skills/educa1onal mismatch via mul1level regression 
analyses. 

The results for this sec1on were drawn from the analysis of data from the European Social Survey for 
2018. This par1cular survey wave was chosen for the analysis because of its special rota1ng module 
devoted to jus1ce and fairness, and covered 29 European countries. The analy1cal sample was restricted 
to the respondents aged 25–64 years who reported having paid work in the last 7 days. The ques1ons 
about the fairness of earnings and subjec1ve assessments of the fairness of educa1onal opportuni1es 
served as dependent variables in the analyses. The main independent variable, which was used at the 
individual level, is ver1cal educa1onal mismatch (which was calculated via the realised matches 
approach). In order to study the social embeddedness of the rela1onship between subjec1ve 
assessments of the fairness of educa1onal opportuni1es and fairness of earnings and ver1cal mismatch 
(above and below), two important indicators of economic and poli1cal contexts were selected as 
independent variables in the analyses at the country level: GDP per capita and Democracy index. Cross-
level interac1on terms between GDP per capita, democracy index, and ver1cal educa1onal mismatch 
were also tested. 

 

6.1 Fairness percepFons 

The freedoms and opportuni1es that people have when choosing a life that they have reason to value 
are at the heart of the capability approach (Sen, 1992). However, as Sen (1992: 148) puts it: “[i]f the 
social arrangements are such that a responsible adult is given no less freedom (in terms of set 
comparisons) than others, but he s1ll wastes the opportuni1es and ends worse off than others, it is 
possible to argue that no unjust inequality may be involved”. Following this argumenta1on, social 
opportuni1es have a crucial role in expanding the realm of human agency and freedom, both as an end 
in itself and as a means of further expansion of freedom and those opportuni1es that are strongly 

                                                        

7For more in-depth informa1on on the data structure, variable opera1onaliza1on’s, analy1cal approaches and expanded and 
more detailed overview of the results, we highly recommend referring to Working Paper No 5.3 on the Skills2Capabili1es 
website. 
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influenced by social circumstances and public policy should be a maGer of concern (Drèze and Sen, 2002). 
Moreover, any theory of jus1ce has to be sensi1ve to both the fairness of the processes involved and to 
the equity and efficiency of the substan1ve opportuni1es that people can enjoy (Sen, 2009). The vital 
importance of the fairness of educa1onal opportuni1es, in par1cular, reflects the fact that educa1onal 
inequali1es are among the most important determinants of economic dispari1es and differences in 
individual civic par1cipa1on. There are two important characteris1cs of educa1onal inequali1es: they 
are strongly influenced by people’s social background, and they are cumula1ve (e.g., Rubenson, 1998; Di 
Prete & Eirich, 2006). That is why the issue of the legi1macy of educa1onal inequali1es becomes 
indispensable for any study of educa1on. However, the legi1macy of inequali1es in educa1on is not self-
evident. 

Higher perceived unfairness of educa1onal opportuni1es is associated with lower levels of ac1ve 
ci1zenship, and the link between the percep1on of fairness of educa1onal opportuni1es and ac1ve 
ci1zenship is socially embedded. However, the nega1ve associa1on between perceived unfairness of 
educa1onal opportuni1es and ac1ve ci1zenship is mi1gated when people are living in high-trust socie1es 
and in countries which are more economically and democra1cally developed (Boyadjieva, Ilieva-
Trichkova & Todorov, 2024). Meanwhile, the significance of fair earnings distribu1on stems from the fact 
that income inequali1es are among the most important determinants of dispari1es and differences in 
people’s quality of life and unfair perceived earnings inequality is also associated with a lack of work 
effort and of ac1ve poli1cal par1cipa1on (D’Ambrosio et al., 2018). Individuals’ percep1ons of the 
fairness of their pay have important implica1ons for individuals and society as percep1ons of injus1ce 
are linked to several nega1ve outcomes, such as diminished well-being, poor health, increased stress, 
and depressive symptoms, as well as nega1ve effects in the workplace domain (Moya and Adriaans, 
2024). 

 

6.2 Skills mismatch and perceived fairness of educaFonal opportuniFes and remuneraFon 
 

The results show that at the individual level, being ver1cally above or below educa1onally mismatched, 
compared to employees who believe their skills match their jobs, predicts lower levels of perceived 
fairness of educa1onal opportuni1es and net pay. However, when the independent variables at the 
individual level were considered in the models, the influence of both types of mismatches (ver1cal-above 
and ver1cal-below) on the percep1ons of fairness of educa1onal opportuni1es disappeared. In the case 
of perceived fairness of net pay, the findings indicated that employees who are ver1cally-below 
mismatched compared to those whose skills match their job requirements, perceive their net pay to be 
fairer. For both percep1ons of educa1onal opportuni1es and net pay, findings provided evidence that a 
lower status of the occupa1onal group predicts lower levels of both perceived fairness of net pay and 
educa1onal opportuni1es. A higher level of aGained educa1on, however, predicts a higher perceived 
fairness of net pay and of educa1onal opportuni1es. Moreover, having at least one parent who has 
higher educa1on (used as a measure for high social background) also predicts higher levels of perceived 
fairness of net pay and educa1onal opportuni1es. The analyses, however, did not find evidence of a 
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rela1onship between age and either of the two fairness percep1ons; however, it did reveal that women, 
compared to men, have lower levels of perceived fairness for both net pay and educa1onal 
opportuni1es. It is also very important to emphasise that the analyses revealed that the social 
environment does have a modera1ng role on the rela1onship between ver1cal educa1onal mismatch 
and subjec1ve assessments of educa1onal opportuni1es, albeit not in the same direc1on for all cases of 
mismatch. 

In the case of ver1cal-below educa1onal mismatch, the country’s level of economic development 
(measured with GDP per capita) has a posi1ve modera1ng influence on the perceived fairness of 
educa1onal opportuni1es. Higher levels of economic and democra1c development in a country predict 
higher percep1ons of the fairness of educa1onal opportuni1es on the individual level. However, in the 
case of ver1cally-above mismatched employees, living in a country with higher values of the GDP and 
democracy index is associated with lower assessments on perceived fairness of educa1onal 
opportuni1es. A plausible explana1on for these results could be related to the fact that, as a rule, more 
democra1c and economically developed countries favour the development of more cri1cally-oriented 
individual autudes, along with rewarding those individuals with higher expecta1ons and aspira1ons (e.g. 
Heyne, 2016). At the same 1me, no evidence was found for the modera1ng influence of the levels of 
GDP and democracy index on the rela1onship between the fairness of net pay and the different types of 
educa1onal mismatch. 

 

6.3 Conclusion: skills mismatch and percepFons of fairness 
 

Using data from the rota1ng module ‘Jus1ce and fairness’ of the European Social Survey for 2018 via 
mul1level regression models, this sec1on has analysed the rela1onships between ver1cal educa1onal 
mismatch (in its two forms – above and below) and social jus1ce measured with the individuals’ 
percep1ons about fairness of educa1onal opportuni1es and earnings and if these rela1onships are 
moderated by different aspects of the context where people live. More specifically, two important 
aspects of the context, economic and poli1cal ones, were considered, and they were measured with GDP 
per capita and the Democracy Index. 

It has highlighted the social embeddedness of the influence of the ver1cal educa1onal mismatch in both 
of its types (above and below) on individual percep1ons of social jus1ce as captured by individual-level 
assessments of fairness percep1ons of educa1onal opportuni1es and earnings. It reiterated the 
modera1ng influence of economic and democra1c context on the rela1onship between the fairness of 
educa1onal opportuni1es and the type of ver1cal educa1onal mismatch, but not in the case of the 
fairness of net pay. 
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7. Skills mismatch and mulFdimensionality of well-being at work 
 

This sec1on presents results from Working Paper No 5.2 where the rela1onship between skills mismatch 
has been explored using micro-data from the second wave of the Cedefop European Skills and Jobs 
Survey, carried out in 20218. This survey was chosen because it contains the newest data on skills and 
jobs available and informs the ongoing policy debate about the impact of digitalisa1on on the future of 
jobs and the changing nature of work. Further, it informed the heightened concerns about the long-term 
effect of the COVID-19 crisis on EU digital skill needs and new forms of digital and distance learning. Last 
but not least, this survey allowed applying a more sophis1cated understanding of subjec1ve well-being 
at work and allowed the development of a composite index to beGer capture its mul1dimensionality. 
The analy1cal sample included employed adults aged 25-64 years nested within 27 European countries. 

 

7.1 SubjecFve well-being at work 
 

Well-being is one of the central concepts in the capability approach (Nussbaum, 2011; Sen, 1999). Sen 
(1999) argues that the understanding of well-being should focus on what people can be and can do, 
rather than simply on what they have. He also stresses the importance of the quality aspect of life in all 
its dimensions — family, health, employment, educa1on, leisure, etc. According to Sen (1992), there are 
two aspects of well-being: freedom and achievement. Whereas well-being freedom is ‘one’s freedom to 
achieve those things that are cons1tu1ve of one’s well-being’ and ‘is best reflected by a person’s 
capability set’ (Sen, 1992: 57), well-being achievements refer to the concept of func1oning, i.e. what 
people are actually choosing to do within the range of their possible capabili1es. In order to fully evaluate 
well-being from the capability approach perspec1ve, it is important to acknowledge the full range of 
elements that people value, such as their sense of purpose or the fulfilment of their goals (S1glitz, Sen, 
and Fitoussi, 2010) and take into considera1on some objec1ve informa1on such as the real opportuni1es 
that people have. 

The focus in this sec1on is on the subjec1ve well-being in one specific and very important domain of life 
– work. As a rule, subjec1ve well-being at work is related to and measured with job sa1sfac1on and job 
distress as simple dimensions (Mavromaras et al., 2012; McGuinness and Byrne, 2015; Urbanaviciute, 
Massoudi, and De WiGe, 2024). Many studies show that overeduca1on results in lower job and life 
sa1sfac1on (see, e.g., Verhaest and Omey, 2006; Peiró et al., 2010; Diem, 2015; Piper, 2015; Congregado 
et al., 2016). Some authors report more nuanced findings, arguing that this is only the case when 
overeduca1on is also accompanied by being overskilled (see, e.g., Green and Zhu, 2010; Sloane and 
Mavromaras, 2020). According to Mavromaras et al. (2012) and McGuinness and Byrne (2015), 

                                                        

8 For more in-depth informa1on on the data structure, variable opera1onaliza1on’s, analy1cal approaches and expanded 
and more detailed overview of the results, we highly recommend referring to Working Paper No 5.2 on the 
Skills2Capabili1es website. 



 

 

 

 

35 

Co-funded by the 
European Union 

overeduca1on is only associated with lower job sa1sfac1on for females. Fleming and Kler (2014) further 
specify that “this effect is par1cularly strong for females without children at home” (McGuinness et al., 
2018: 12). 

Basing our understanding of subjec1ve well-being at work on the capability approach requires taking 
into account both its instrumental and intrinsic dimensions. Subjec1ve well-being at work refers to the 
overall subjec1ve state of an individual in rela1on to different aspects of the work environment. It is 
argued that from the capability perspec1ve and having in mind the specificity of the contemporary highly 
dynamic and rapidly digitalised socie1es, subjec1ve well-being at work should be defined as a 
mul1dimensional phenomenon, which – in addi1on to individuals’ sa1sfac1on with some instrumental 
dimensions, such as level of payment, working condi1ons, etc. – includes their autudes to dimensions 
that capture intrinsic values: interest in the work, possibili1es for con1nuous learning, acquiring of digital 
skills and professional growth, interpersonal rela1ons. 

Taking into account the previous literature on skills mismatch, as well as previous work on well-being and 
job sa1sfac1on within the capability approach (e.g. Boyadjieva and Ilieva-Trichkova, 2024; Leßmann and 
Bonvin, 2011), the present study explored the link between skills mismatch and subjec1ve well-being at 
work while adop1ng a more sophis1cated understanding of the complexity of subjec1ve well-being at 
work and by paying aGen1on to the modera1ng influence of sociodemographic characteris1cs on this 
associa1on. More specifically, 10 items were used from the ESJS 2021 ques1onnaire which allowed 
applying this more sophis1cated understanding of subjec1ve well-being at work and which allowed the 
development of a composite index which beGer capture its mul1dimensionality: digital or computer 
technologies you use, job security, promo1on/career prospects, pay and benefits, working condi1ons, 
interest in the work itself, work-life balance, training provided, rela1ons with supervisor or manager, and 
rela1ons with colleagues. 

 

7.2 Skills mismatch and its links with subjecFve well-being at work 
 

To capture the variety of skills mismatches, five different forms of mismatch were included as 
independent variables in the analyses: level of educa1on required for the job, educa1on completed 
compared to educa1on required by the job, horizontal mismatch, level of skills u1lisa1on, and skills 
obsolescence. 

Various individual socio-demographic characteris1cs were also controlled for gender, age, level of 
educa1on, occupa1onal group, and place of living. Individual-level interac1on effects between gender, 
age, and occupa1onal group and each of the five types of mismatch were also tested. Applying mul1level 
linear modelling, the analyses revealed that each of the types of skills mismatch studied – required 
educa1on, ver1cal educa1on mismatch, horizontal educa1on mismatch, skills u1lisa1on and skills 
obsolescence – maGers for subjec1ve well-being at work. More specifically, it was found that higher 
levels of required educa1on for a job are associated with higher subjec1ve well-being at work. Those 
employed in jobs requiring the same or lower level of educa1on than they possess report significantly 
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higher subjec1ve well-being at work than those in jobs demanding more educa1on than they have. 
Having a job that requires skills and educa1on different from what a person studied is associated with 
lower subjec1ve well-being at work. People whose jobs did not require a specific field of study also had 
lower well-being at work compared to those whose jobs matched their field of study. The analyses also 
show that the fewer people use their skills at work, the lower their subjec1ve well-being at work. Those 
who reported moderate use of their skills had lower well-being at work than those who used them 
extensively. The difference was even greater for those who reported liGle to no skill u1lisa1on. 
Addi1onally, a lower perceived need for new digital or computer technology skills in the workplace was 
associated with lower subjec1ve well-being at work. 

Skills mismatch should always be studied as a mul1dimensional phenomenon, and its different types 
must be examined separately, both generally and specifically in rela1on to subjec1ve well-being at work. 
The results indicate that when all types of skill mismatches are considered together, most s1ll show a 
significant impact, albeit with smaller effects. Only two groups do not demonstrate a significant 
difference compared to the reference group: those with the same educa1on level as their job requires, 
and those who do not an1cipate needing new digital skills in their current role. This suggests that all 
types of mismatch contribute to undermining well-being at work. In other words, it is unrealis1c to 
expect that diminishing the impact of one type of inequality will be sufficient to improve the overall 
situa1on regarding other aspects of well-being. 

Considering the modera1ng effect of sociodemographic characteris1cs such as age, gender and 
occupa1onal group, the study revealed that across sociodemographic groups, underu1lisa1on of skills 
and educa1on have different implica1ons in terms of their work-related subjec1ve well-being. Thus, 
older individuals experienced lower subjec1ve well-being in jobs demanding higher educa1on levels but 
reported higher subjec1ve well-being when their educa1on was lower than the job required. 
Addi1onally, older individuals who perceived a low need for new digital or computer technology skills 
reported higher subjec1ve well-being. 

The study provides evidence that, on average, women reported lower subjec1ve well-being at work, but 
it was higher than that of men in cases where the job required skills from a different field or did not 
require a specific field at all. Addi1onally, women reported higher subjec1ve well-being at work when 
they felt they were only moderately or minimally u1lising their skills and when they perceived a low need 
for new digital or computer technology skills in their work. 

When a job required a high level of educa1on (ISCED 5-8), individuals in mid-level occupa1ons (ISCO 4-
6) reported higher subjec1ve well-being than those in lower-skilled occupa1ons (ISCO 7-9). Similarly, 
those in high-level occupa1ons (ISCO 1-3) experienced higher well-being at work compared to those in 
lower-skilled occupa1ons when the job required medium or high levels of educa1on. The analysis further 
shows that although adults with ISCO 1–3 occupa1ons have significantly higher levels of subjec1ve well-
being at work than that reported by adults who are employed in ISCO 7–9 occupa1ons when they are 
employed in jobs which require the same or lower levels of educa1on by their job the difference in 
subjec1ve well-being at work between these two extreme occupa1onal groups become smaller. It was 
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also observed that when employees in ISCO 1–3 categories use their skills at work to a small extent or 
not at all, their level of subjec1ve well-being at work is significantly lower. 

It is very important to underline that the findings show that various types/forms of mismatch influence 
subjec1ve well-being at work differently. Thus, for example, horizontal mismatch (understood as a 
discrepancy between the field of an individual’s educa1on and that required in the job) and the lower 
level of reported skills u1lisa1on at work are associated with lower levels of subjec1ve well-being at 
work. In case of educa1onal mismatch, adults employed in jobs where the same or lower level of 
educa1on than what they completed is required for the job, reported significantly higher levels of 
subjec1ve well-being at work than those who are employed in jobs where a higher level of educa1on 
than theirs is required. Regarding skills obsolescence, the analysis shows that higher assessments that 
new digital technologies require new knowledge and skills posi1vely influence subjec1ve well-being at 
work. This creates an op1mis1c expecta1on that employees will be ready to par1cipate in retraining, as 
this will not be at the price of lower subjec1ve well-being at work. In turn, employers can mo1vate 
employees to be involved in training to acquire new skills, highligh1ng that this will also enhance their 
subjec1ve well-being at work (economic benefits, but interest in the work and career opportuni1es as 
well). Based on these results, the present study argues that skills mismatch should always be studied as 
a mul1dimensional phenomenon and that its different types have to be examined in general but also 
specifically in rela1on to subjec1ve well-being at work. 

The findings also provide evidence that individual characteris1cs moderate the effect of skills mismatch 
on subjec1ve well-being at work differently, which should be considered in both analyses and 
policymaking. Thus, for instance, the results demonstrate that horizontal mismatch maGers less for 
females’ subjec1ve well-being at work, as they show a higher level of subjec1ve well-being at work than 
males if they report a form of horizontal mismatch. A plausible explana1on could be that, because of 
their greater family responsibili1es, women might be more inclined to accept a job that does not 
correspond to their field of study if it met other criteria (e.g. close to home or a more convenient working 
1me). The analysis also shows that higher educa1on graduates are more sensi1ve when they experience 
a horizontal mismatch. If they report that their job does not require any specific field, their level of 
subjec1ve well-being at work is lower in comparison to that of adults with secondary educa1on and who 
report that their job does not require a specific field. A possible explana1on is that because graduates 
invest more resources (not just economic) in obtaining their degrees than people with a lower level of 
educa1on, they value the opportunity to work in line with their speciality more. 

 

7.3 Conclusion: understanding the broader effects of skills mismatch 
 

This sec1on has drawn on the heuris1c poten1al of the capability approach to find an understanding of 
skills mismatch, which goes beyond its focus on produc1vity and individual economic benefits. Thus, this 
sec1on views skills/educa1onal mismatch as imbalances between individuals’ skills/educa1on and the 
skills/educa1on required in the labour market, leading to capability depriva1on with wider consequences 
at the individual and societal level than reduced economic benefits alone. 
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More specifically, within this sec1on, the subjec1ve well-being at work has been considered as a 
mul1dimensional phenomenon which refers to different dimensions of work, both instrumental (income 
benefits, working condi1ons, security, work-life balance) and intrinsic (interest in the work, opportuni1es 
for personal growth, social rela1ons). This understanding goes beyond the widespread focus on 
instrumental and economic effects of skills mismatch and affirms the importance of subjec1ve well-being 
and values for their own sake for people’s flourishing. It is also in line with S1glitz, Sen, and Fitoussi's 
(2010: 65) thesis that ‘the subjec1ve dimensions of quality of life encompass several aspects.’ Applying 
this understanding to the second wave of the Cedefop European Skills and Jobs Survey revealed that 
each type of skills mismatch studied – required educa1on, ver1cal educa1on mismatch, horizontal 
educa1on mismatch, skills u1lisa1on and skills obsolescence – maGers for subjec1ve well-being at work. 
Our findings demonstrate that various types/forms of mismatch, such as the five that we studied, 
influence subjec1ve well-being at work in different ways. At the same 1me, individual characteris1cs 
moderate the effect of skills mismatch on subjec1ve well-being at work differently, which should be 
considered in both analyses and policymaking. 

 

8. Studying skills mismatch through the capability approach: limitaFons, 
discussion and conclusions 

8.1 LimitaFons and further outlook 
  

The work on WP5, “Drivers and effects of skills mismatch” within the Skills2Capabili1es project, has come 
across several data-related limita1ons. These limita1ons have been acknowledged, and they are 
considered promising direc1ons for future research. 

Firstly, for some of the analyses, it was not possible to use the most recent data, due to: a) the lack of 
recent data which would allow applying the theore1cal understanding of the main concepts (e.g. the 
ques1ons of fairness of educa1onal opportuni1es and net pay were only available in the rota1ng module 
on ‘Jus1ce and Fairness’ in the ninth round of the European Social Survey carried in 2018); and b) the 
constraints related to using data from interna1onal surveys before spring 2025 (as in the case of the 
second wave of the Cedefop European Skills and Jobs Survey from 2021). 

Secondly, there have been changes in the methodology of the interna1onal surveys. Although it was 
intended to use cross-na1onal data from repeated large-scale surveys, implying they will be 
comparability over 1me, some of the ques1ons have been changed over 1me: e.g. in the Cedefop 
European Skills and Jobs Survey ques1ons of skills mismatches (including the one on skills obsolescence) 
have been changed between both waves (2014 and 2021). 

Thirdly, in some of the analyses, objec1ve measures of skills/educa1onal mismatches were used, 
whereas in others, subjec1ve ones. Although it has been acknowledged that measurement maGers, 
there are some studies which show that despite the different measures used, the influence of the 
skills/educa1onal mismatches on labour market outcomes seems to be quite consistent regardless of the 
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method employed (Muñoz de Bus1llo Llorente et al., 2018). Given the mul1dimensional nature of the 
phenomena, it is also important in future studies to consider other types of mismatch, such as skills 
shortages, skills gap or skills obsolescence, and their effects on job-related training and inclusive 
economic growth and social jus1ce. 

Fourthly, the analyses presented allow for a discussion about the associa1ons between variables, but 
they do not imply causality, as there was no longitudinal data available or data on skills/educa1onal 
mismatch with experimental design. Nevertheless, although associa1ons do not reveal causality, they 
indicate the existence of a rela1onship between the studied variables. Thus, some of the results were 
not sufficiently explained, and it is a maGer for further research if there are more longitudinal datasets 
available which include ques1ons on skill mismatch, its poten1al drivers and effects related not only to 
economic benefits but to all aspects of life/well-being. 

Last but not least, it is worth emphasising that the analyses in Working Papers No’s 5.1, 5.2 and 5.3. relied 
on secondary cross-na1onal data. Although secondary data analysis has considerable advantages as a 
research strategy, the ques1onnaires have not been designed specifically using the framework of the 
capability approach. In this regard, there is a need to explore further efforts to improve the indicators 
used and to find addi1onal ones in order to beGer opera1onalise the full analy1cal poten1al of the 
capability approach for studying skills mismatch, its drivers and effects. 

 

8.2 Skills mismatch: economic factors and employment pracFces as external condiFons 
 

This report responds to the recent calls to acknowledge the complex and mul1faceted nature of 
discrepancies in skill supply and demand, to avoid focusing solely on employer difficul1es in finding the 
right skills and to focus on a wide range of measures to secure beneficial produc1vity outcomes and 
higher worker adaptability to economic change (Cedefop, 2018) by applica1on of the capability 
approach. 

Within the capability framework, people’s well-being is becoming the central concern, and their 
capabili1es are used as the yards1ck for evalua1ng broader social prosperity, progress and the 
effec1veness of social arrangements as well as for assessing the well-being of a single individual at any 
point in 1me (Robeyns, 2017). Therefore, this report consistently applied a humanis1c and capability-
oriented theore1cal framework (Sen, 1999) to summarise the key findings of the analyses presented in 
preceding working papers. It highlighted how the drivers and consequences of skills mismatch at both 
individual and societal levels could be understood and what the possible resul1ng implica1ons are. 

This report allows us to conclude that overall ver1cal educa1onal match among adults who are in paid 
work in a given country does contribute to the inclusive economic growth and thus expands people’s 
capabili1es in the respec1ve country. Moreover, lack of inclusive economic growth is also related to the 
educa1onal mismatches of certain occupa1onal groups, sugges1ng important poli1cal implica1ons: 
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encouraging ver1cal educa1onal match is one way to promote inclusive economic growth, and inclusive 
economic growth creates a suppor1ve environment where capability depriva1on is less likely. 

In line with previous research, this report also showed that economic condi1ons (measured by the 
unemployment rate) and state policies (i.e. measures of ac1ve labour market policy - ALMP) tend to 
create condi1ons for skills mismatch to occur. The 1ming of the 1st ESJS survey, one of the sources of 
analysed data, had implica1ons for the results, as the revealed high mismatch rates reflect the post-crisis 
situa1on, i.e., the stark decline in job availability (Cedefop, 2018). Regarding the start of the job, the 
findings revealed that high unemployment creates precondi1ons for being overskilled, while ALMP plays 
an effec1ve role in addressing skill shortages. These results refer to the posi1ve effect of the labour 
market policies, especially training courses for the unemployed (see also Cedefop, 2017). 

Previous research has demonstrated that firms can significantly contribute to mi1ga1ng the skills 
mismatch by providing formal and informal training opportuni1es, by enabling career mobility (i.e. intra-
job mobility) and by crea1ng and designing jobs that can make the most of workers’ skills (i.e. by 
increasing skills u1lisa1on) (Cedefop, 2018). When translated to the language of the capability approach, 
it means that employers have a role in capability promo1on. This report also reflects this issue. The 
analysis revealed the value of career advancement in preven1ng skills mismatches. Conversely, due to a 
lack of job tasks evolu1on, remaining in the same role confers the risk of transi1oning from the matched 
to the overskilled category. Overall, the results imply that a lack of job evolu1on or skill development 
opportuni1es tends to lead to skills mismatches. Moreover, par1cipa1on in formal training is also 
condi1oned by the nature of specific jobs. The more complex the job, the more changes in job tasks are 
demanded and the higher the probability of par1cipa1on in training. Importantly, the results also 
indicate that in addi1on to the specifics of the job, the characteris1cs of the employer (firm size, sector 
and sector type) maGer as well, although to a lesser extent, sugges1ng their importance for developing 
capabili1es. 

This report centres on educa1on and job-related training as one of the capabili1es—an individual's 
poten1al for beings and doings, expressed broadly. To understand how this internal capability, 
encompassing physical and mental condi1ons, such as skills (Nussbaum, 2011), takes shape, the 
capability approach emphasises the need to examine external condi1ons. These include the wider socio-
economic environment, such as economic condi1ons, such as welfare state policies, and social norms, as 
well as employers’ prac1ces, like job design and training provision. Nussbaum (2011) argues for such a 
combined approach to capability, asser1ng that the exercise of a func1oning becomes possible only 
when internal capabili1es are coupled with the necessary external condi1ons (see also sec1on 1.4). 

  

8.3 CapabiliFes, individual choice and skills mismatch 

This report also highlighted the role of individual choice in skills mismatch, acknowledging that choice is 
one of the core concepts of the capability approach and that choices that people make, given their 
capability set, are always constrained by available opportuni1es: by people’s past, their individual 
resources, as well as societal processes (including preference forma1on mechanisms) influence choices 
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driven (Robeyns, 2017). This highlights the comprehensive nature of the capability approach: “[w]e must 
ask which sets of capabili1es are open to us, that is: can you simultaneously provide for your family and 
properly care for and supervise your children? Or are you rather forced to make some hard, perhaps 
even tragic, choices between two func1onings which are both central and valuable?” (Robeyns, 2017: 
52). We witnessed that individual resources and earlier experience of job search in interac1on with 
societal influences (i.e. percep1on of labour market constraints) incline certain categories of poten1al 
workers towards the decision to take a job that does not match their skills. The concept of ‘job 
convenience and compensa1on’ paired with the concept of ‘situa1onal barriers’ allowed to take into 
account how two func1onings - ‘family’ and ‘work’- might influence the decision. Work as the ‘pull’ factor 
and largely presen1ng ‘employers' interest in the worker’, i.e. in case of workers’ strong bargaining power, 
while family as the ‘push’ factor towards taking a job that results in skills mismatch, i.e. when workers’ 
weak bargaining power. 

Individual resources of career alignment and development are associated with lower both the risk of 
being overskilled and underskilled, i.e. all in all, contribu1ng to the search for a job to which a person’s 
skills are well-matched. However, star1ng a job underskilled is coupled with the risk of complying with 
poor work compensa1on and a lack of work-life balance provisions. The percep1on of labour market 
constraints, coupled with the necessity to balance family and work obliga1ons, contributed to being 
overskilled. Overall, we may conclude that not only individual resources and social influences (percep1on 
of labour market opportuni1es) but also choices made with regard to another (family) capability from 
the whole person’s capability set all maGer when choosing whether to enter a mismatched job. 

The rela1onship between skills mismatch and subjec1ve well-being at work was also unpacked in this 
report. Following the logic of the capability approach, subjec1ve well-being at work was understood and 
measured as a mul1dimensional phenomenon. Empirical analysis of the associa1on between different 
types of skills mismatch and subjec1ve well-being at work revealed a consistent paGern across all these 
mismatch types: underu1lisa1on of skills and knowledge contributes to lower subjec1ve well-being at 
work. Importantly, the presented results indicated that all types of mismatch contribute to the 
percep1on of well-being at work, however, in different ways. 

Given policy-makers’ and researchers’ concerns about reshaping work in a human-centric way, where 
people collaborate with (and are not replaced by) technology (European Commission, 2021; Lacity and 
Willcocks, 2018; Aleksander, 2017), these results have important policy implica1ons. To achieve a more 
human-centric approach to work, all aspects of skills mismatch should be addressed, as diminishing the 
impact of one type hardly improves the overall situa1on in the inequality of in well-being. The results of 
this analysis also indicated that individual characteris1cs moderate the influence of skill mismatch on 
subjec1ve well-being at work differently. In capability approach terminology, there are good reasons to 
suggest that both the conversion of resources available for individuals as well as the ways they make 
decisions (and perceived opportuni1es) vary across respec1ve groups of popula1ons. Accordingly, 
further evidence is needed to tailor policies that are effec1ve for each respec1ve group. This is a 
challenging task, par1cularly given the adap1ve character of preferences: the capability approach 
requires research to focus not only on subjec1ve well-being as connected to actual behaviour but also 
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consider objec1ve condi1ons (real opportuni1es) for choices and the extent to which individuals’ choices 
might be truly free. 

This synthesis report also explored the connec1on between skills mismatch in the form of ver1cal 
educa1onal mismatch and the legi1ma1on of educa1onal and economic inequali1es. Based on 
assump1ons driven by the capability approach, we would think of respec1ve percep1ons as a kind of 
feedback loop in genera1ng the well-being of persons. Being internalised, these percep1ons might shiX 
public opinion in certain direc1ons and, in turn, influence the percep1on of available op1ons and 
interpreta1ons of personal experiences. Percep1ons of fairness of opportuni1es might influence the 
choice between op1ons that are perceived as real (i.e. adapta1on of preferences) and which might have 
real implica1ons for a person’s well-being. But the associa1on between skills mismatch and legi1ma1on 
of educa1onal and economic inequali1es is found to be rather weak, revealing itself only in a well-known 
paGern of legi1ma1on of inequali1es by already advantaged social groups. Moreover, the modera1ng 
influence of economic and democra1c context on the examined associa1ons is uneven – it is significant 
in the case of fairness of educa1onal opportuni1es but not in the case of fairness of net pay. In sum, 
these results suggest a low risk of the abovemen1oned feedback loop effect occurring. 

Overall, the central message conveyed by this report is in line with the sugges1on of Cedefop’s report 
(2018: 15): ‘[p]olicy-makers would benefit from adop1ng a different mindset in rela1on to mi1ga1ng 
discrepancies in skill supply and demand in their economies’. This report both complements Cedefop’s 
messages (e.g., about the important role of employers in con1nuing skill development, about the 
dynamic character of skills mismatch, etc), but also serves as a warning that the issue of skill matching is 
s1ll important and needs to be addressed in ways that would contribute to the goal of enabling people’s 
well-being. 
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