* Co-funded by
N the European Union

EUROPEAN COMMISSION
DG EMPLOYMENT, SOCIAL AFFAIRS AND INCLUSION
Social Prerogatives and Specific Competencies Lines (SocPL)

Grant agreement no. 101102367

RECRUITATOMORROW
Encouraging employment of third-country nationals

through social dialogue

Deliverable D2.1

National Analysis Report for Slovakia



Project Contractual Details

Project title

Encouraging employment of third-country nationals through
social dialogue

Project acronym

Recruit4Tomorrow

Grant Agreement No. 101102367

Project start date 1.6.2023

Project end date 31.5.2025

Duration 24 months
Document details

Deliverable due date | 31.8.2024

Actual delivery date 30.8.2024

Prepared by

Natalia Cibikova(RUZ), Andrej Befio(RUZ), Lubica Cerna (NKOS),
Ivan Cerny (NKOS)

Dissemination level

Public

Disclaimer

Co-Funded by the European Union. This document has been produced in the context of the
Recruit4Tomorrow project. Views and opinions expressed are however those of the author(s)
only and do not necessarily reflect those of the European Union or European Commission.
Neither the European Union nor the granting authority can be held responsible for them.

Co-funded by
the European Union




Table of Contents

o Tol WA I U] Y0 4T SN 6
1. Recruit4dTomorrow - Survey report on Slovakia.......ccccoeeeeeiiiiccciiiie e, 7
1.1, Sample CharaCteriStiCs ....uuuiuiiiiiiiiiiieeee e e e e aeee s 7
1.2. Employment of foreign workers — current situation.........ccceceueeeieeceeeeecceeeee e 9
1.3. Employment of third-country (NON-EU) WOIKEerS.......ccceeeeevveeeeeiieee et 10
1.4.  The origin of third-country WOrKers........ccocueeiiiiiee e e e 12
1.5. Wages of third-CoUNTry WOIKEIS .....cccoiuveiiiiiiiic ettt evee e eiae e 13
1.6.  Advantages and barriers in employing third-country workers .........cccccoeeeevvnnennen.n. 14
1.7.  Workers’ representation in COMPANI@S........cccuvieiiciieieeiiiieee e e ectreeeeectveeeeenrreee e 19
1.8.  Gaps in supporting the employment of third-country nationals...........c.cccceeuveeennns 20
2. Recruit4Tomorrow - Analyza vysledkov dotaznikového zistovania — Slovenska republika
22
2.1.  Zakladné informacie 0 SPOIOCNOSH ...uuuiiiieiiiicciiie e e 22
2.2. Zamestnavanie zahrani¢nych pracovnikov — sic¢asna situdcia........ccccceeevveeeeennneennn. 24
2.3.  Zamestndvanie Statnych prislusnikov tretich krajin.........ccoccoeeiiiiiiiiii, 25
2.4.  Povod statnych prislusnikov tretich Krajin ........cccceeeiiiiiiiiiee e, 27
2.5.  Mzdy statnych prislusnikov tretich Krajin.......cccceeeeeeee e, 28
2.6. Vyhody a prekazky zamestndvania Statnych prislusnikov tretich krajin .................. 29
2.7.  Zastupovanie ZameStNaNCOV ......ccuuuuucieeireierieiiee e e eeee ettt ee e e e e ee e araraeeseeeeesenenneeeaees 34
2.8. Nedostatky v podpore zamestndvania Statnych prislusnikov tretich krajin............. 35
List of Tables
Table 1: Company size, classification and industry .....cccevviiiiiiiiii i e, 7
Table 2: Respondent's position inthe COMPaNY .....ccvvviiiiiiiiiiiiiiii e e e e e e aees 8
Table 3: Duration of working experience of respondentsS......ccceeivieiiiiiiiininineniiiieieenenenes 9
Table 4: Employment of fOreign WOrKerS ... . vu i et eeea e 9
Table 5: Strategy for future employment of foreign Workers......c.coveeeiiiiiiiiiiiinininenenne. 9
Table 6: Distribution of third-country workers in the workforce ......c..cooeveviviniiininnnn.e. 10
Table 7: Company vs. third-country worker educationallevels.........cccevvveiiiiiininannn... 11
Table 8: Job types of third-COUNtry WOIKEIS.....cvue it iiiiiiire e eee e eee e e enens 11
Table 9: Qualitatively comparing average gross wages of third-country workers to other
WOTKErs in the Same COMPANY ... e et eee e e e e e e e enaaens 13
Tabulka €. 1: Velkost, klasifikacia a odvetvie SpoloCnoSti....cccveieiniieiiiiiiiiiiieeeeneenen, 22
Tabulka €. 2: Pozicia respondenta v SpoloCNOSti ..oceeuieiiiiiiiiiiiiieieeeeee e e e 24
Tabulka ¢. 3: DIZKa Praxe reSPONAENTOV. ....ceeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeeaeeeeeeeeenneens 24
Tabulka €. 4: Zamestnavanie zahraniCnych pracovnikov .......ccccceeiiiiiiiiiiiiiieiiineeenenne. 24
Tabulka €. 5: Stratégia spolo¢nosti pri zamestnavani zahrani¢nych pracovnikov ......... 25
Tabulka €. 6: Rozlozenie Statnych prislusnikov tretich krajin medzi pracovnou silou .... 25

Tabulka €. 7: Priemerna vzdelanostna Uroven zamestnancov spoloc¢nosti vs.
vzdelanostna Uroven Statnych prislusnikov tretich krajin ........cc.ooiiiiiiiiiiiiiii. 26
Tabulka €. 8: Druh prace Statnych prisluSnikov tretich krajin ..........ccccoooiiiiiiiinnanin. 27



Tabulka &. 9: Kvalitativne porovnanie priemernej hrubej mzdy Statnych prislusnikov
tretich krajin s ostatnymi pracovnikmi v tej istej Spolo€nosti....cccceeveuiiiiiiiiiiiiniiinenen.. 29

List of Figures

Figure 1: Value added per worker (peryear, in EUR) in 2023 ......cc.coiiiiiiiiiiiininiiniieiinenees 8
Figure 2: Number of companies reporting start of employment for third-country

F= 1ATo ] aF=] £ o) VA /-1 | O PP PP PP PP 10
Figure 3: The origin of third-CoUNtry WOIKErS ....c.iuiniiiiiiiiiiiriii e e cee e 12
Figure 4: Origin of third-country workers from non-EU former Yugoslav Countries ....... 12
Figure 5: Distribution of average gross wages paid to third-country workers (per month,
LT =10 ] o PP PP UPPRIRE 13
Figure 6: Advantages of employing third-country workers (1 = fully disagree, 5 = fully

= o] T PR 14
Figure 7: Reasons for employing third-country workers (1 = fully disagree, 5 = fully agree)
............................................................................................................................. 15
Figure 8: Potential problems related to employing third-country workers (1 = fully
diSAgree, 5 = TULLY GBIEE) iuiriiii it ettt et e e e e e et e e ea e ae e aaaaanns 15
Figure 9: Amenities offered to third-country WOrkers.......ccveveiiniiiiiiiiiiiinneneeeeennes 16
Figure 10: Barriers in employing third-country workers (1 = fully disagree, 5 = fully agree)
............................................................................................................................. 16
Figure 11: Formal barriers that are related to legal activities (1 = fully disagree, 5 = fully
2=y £ 1) T RO P PP P PR PPNt 17
Figure 12: Consequences of obstacles that companies face when employing third-
country workers (1 = fully disagree, 5=fully @gree).....ccceuveiuiiiiiiiiiiiiiieeieeeieieeeeeenns 17
Figure 13: Evaluation of statements regarding the employment of third-country workers
(1="fully disagree, 5 =fUlly @BIEE) .....uiuiuiiniii it ee e e e e e e 18
Figure 14: Experiences with employing third-country employees (1 = fully disagree, 5 =
L1 F=d £=1=) D PP P PP PP 18
Figure 15: Workers representation in COMPani€s ...c.vveeuriiiiiiiiiiiiieiirerireeeneneneeecneeeenns 19
Figure 16: Dealing with the challenges related to third-country workers ..................... 19
Figure 17: Plans to deal with the challenges related to third-country workers.............. 20
Figure 18: Proposed changes in regulations to facilitate third-country workers

(=T 0] o100}/ 2 4 1=1 o | AP 21
Obrazok ¢. 1: Pridana hodnota na pracovnika (za rok, v EUR) v roku 2023 ................... 23
Obrazok ¢. 2: Poc¢et spolo¢nosti, ktoré zamestnavaju Statnych prislusnikov tretich krajin
podla rokov zaCiatku ich zamestNAvania ........ccuiiiiiiiii e 26
Obrazok €. 3: Pbévod statnych prislusnikov tretich Krajin .......cooieviiiiiiiiiiiiiiiiieeeenns 27
Obrazok ¢. 4: Pévod Statnych prislusnikov tretich krajin z krajin byvalej Juhoslavie ...... 28
Obrazok &. 5: Rozlozenie priemernej hrubej mzdy vyplacanej Statnym prislusnikom
tretich krajin (mesacne, VEUR) ... e e e 28
Obrazok ¢. 6: Vyhody zamestnavania Statnych prislusnikov tretich krajin (1 = uplne
nesuhlasim, 5= Uplne SUNLasSim) .....cc.iiiiiiiiii e e e e e e e 29

Obrazok ¢. 7: D6vody zamestnavania Statnych prislusnikov tretich krajin (1 = dplne
nesuhlasim, 5= Uplne SUNLasSiM) .....c.iiiiiiiii e e e e e e e 30



Obrazok ¢. 8: Potencialne problémy spojené so zamestnavanim Statnych prislusnikov

tretich krajin (1 = uplne nesuhlasim, 5 = Uplne suhlasim) .......cccoviiiiiiiiiiiiiiiiiiieenenne, 30
Obrazok ¢. 9: Sluzby ponukané statnym prislusnikom tretich krajin............................ 31
Obrazok ¢. 10: Bariéry zamestnavania Statnych prislusnikov tretich krajin (1 = dplne

nesuhlasim, 5= Uplne SUNLasSim) .....c.iiiiiiiiii e e e e e e e 31

Obrazok ¢. 11: Formalne prekazky suvisiace so zabezpecenim pravnej stranky
zamestnavania Statnych prislusnikov tretich krajin (1 = Uplne nesuhlasim, 5 = Gplne

10 a1 P2 1] 0 ) PR 32
Obrazok ¢. 12: Désledky prekazok, ktorym Celia spolo¢nosti pri zamestnavani Statnych
prislusnikov tretich krajin (1 = Uplne nesuhlasim, 5 = Uplne suhlasim)........................ 32
Obrazok ¢. 13: Hodnotenie vyrokov tykajucich sa zamestnéavania Statnych prislusnikov
tretich krajin (1 = uplne nesuhlasim, 5 = Uplne suhlasim) ......ccccooviiiiiiiiiiiiiiiiiieenenne, 33
Obrazok &. 14: Skusenosti so zamestnavanim Statnych prislusnikov tretich krajin (1 =
Uplne nesuhlasim, 5 =Uplne sUhlasim) ..o e 33
Obrazok €. 15: Zastupovanie zamesStNanCOV......iuiiiiiiniieieeieeet et ieeeee e e eaeeeneaeaaenas 34
Obrazok ¢. 16: RieSenie problémov suvisiacich so zamestnavanim statnych prislusnikov
R E=1 Lo o =] 1 Lo TN 34
Obrazok &. 17: Plany na rieSenie problémov suvisiacich so zamestnavanim Statnych
PrisluSNIKOV tretiCh Krajin ... e e ee e e e e e e e e ns 35

Obrazok ¢. 18: Navrhované zmeny predpisov na ulahéenie zamestnavania Statnych
PrisSluSNIKOV tretiCh Krajin ... e e e e ce e ee e e e e ns 36



Executive summary

The deliverable, National Analysis Report for Slovakia, presents the findings from the survey
amongst Slovakian employers regarding the employment of third-country nationals in Slovakia
which was executed as part of the WP2 in the project. In the scope of WP2, we analysed and
researched the challenges that labour market stakeholders are facing when dealing with the
matching of labour supply and demand by employment of third-country nationals.

The presented deliverable is a detailed report from the national survey results in Slovakia
which will be a basis and a starting point for further analysis and social dialogue on all levels
in WP3 where the consortia partners will prepare measures to address the labour market
needs and recommendations for policymakers. The first part of the deliverable presents the
national survey report in English and the second part (Chapter 2) presents the Slovak
translation.



1. Recruit4Tomorrow - Survey Report on Slovakia

The survey report presents insights based on descriptive statistics from a sample of Slovak
companies. Conducted between April 22 and June 30, 2024, the survey received complete or
partial responses from 148 companies regarding the employment of third-country nationals.
The report begins with a brief summary of the sample characteristics, the current state of
employing foreign and third-country workers, their origins, and their wages. The second part
delves into the advantages and barriers of employing third-country workers, their

representation, and the gaps in support for their employment.

1.1.Sample characteristics

The characteristics of the companies included in the sample are shown in Table 1.

Table 1: Company size, classification and industry

Frequency Percent
i Less than 10 10 7%
(:ember of 11-50 42 29%
! 51-250 46 31%
workers) 251-500 22 15%
(N = 146) -
More than 500 26 18%
Family-owned 39 9%
company
Domestic private
Company 64 44%
e . company
classification Domestic public
(N = 146) P 10 7%
company
MNE subsidiary 37 25%
Other 3 2%
Construction 15 10%
Hospltal.lty and 14 10%
tourism
Healthcare 3 2%
Industry Manufacturing 32 22%
N =146 Oil and gas sector 5 3%
( ) g
Automotive sector 9 6%
ICT (IT) sector 15 10%
Trade 13 9%
Other services 40 27%

Source: Own calculations based on the survey
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In 2023, the average value added per worker among companies surveyed was EUR 45,193.5!
per year. The distribution of value added per worker among the surveyed companies shows a
broad spectrum with a concentration in the middle ranges. Most of the respondents fall into
the EUR 20,001 to EUR 40,000 range (Figure 1).

Figure 1: Value added per worker (per year, in EUR) in 2023
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Source: Own calculations based on the survey

Additionally, the average gross wage reported by the companies surveyed is EUR 1,8572%3 per
month. The distribution of average gross wages among the surveyed companies shows that
three-quarters (78 %) of companies offered an average gross salary of up to EUR 2,300 per
month.

The survey included a wide range of respondents from different positions within their
respective organisations (Table 2). The characteristics of the respondents show a significant
representation from HR departments and management, in line with the focus of the survey.
57% of the respondents were male.

Table 2: Respondent's position in the company

Frequency Percent
CEO / Director / Member of the management board 34 23%
Head of HR 38 26%
HR professional 30 21%
Head of Legal Department 13 9%
Legal professional 10 7%
Other 21 14%

N=107
Source: Own calculations based on the survey

1 Std. deviation: 32.220,98, min: 10,000, max: 200,000
2 Std. deviation: 666,3, min: 100, max: 3,520.
3The average gross wage in Slovakia in 2023 was EUR 1,430.
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In addition, more than 90% of all respondents have at least 5 years of work experience, with
most having more than 15 years in their respective fields (Table 3).

Table 3: Duration of working experience of respondents

Frequency Percent
Less than 5 years 10 7%
5-15vyears 34 23%
16 - 25 years 50 34%
26 - 35 years 26 18%
More than 35 years 26 18%

N=146
Source: Own calculations based on the survey

1.2. Employment of foreign workers — current situation

The majority, namely, 77% of the companies surveyed reported that they currently employ
foreign workers (Table 4). Almost all respondents who employ foreigners (93.7%) reported
that they employ also non-EU foreign workers.

Table 4: Employment of foreign workers

Frequency Percent
Yes 113 77%
No 33 23%

N=146
Source: Own calculations based on the survey

For those companies that do not currently employ foreign workers (Table 5), their future plans
for employing foreign workers were also examined. Of these respondents, 64 % (24
respondents) plan to employ foreign workers in the future. Specifically, 13 of these 24
respondents indicated that they plan to employ third-country workers. Conversely, 32% (13
respondents) do not plan to employ foreign workers in the future.

Table 5: Strategy for future employment of foreign workers

Frequency Percent
We plan to employ foreign workers in the future 11 27%
We plan to employ third-country workers in the future 13 32%
We do not plan to employ any foreign workers in the 13 39%
future
Other 4 9%
N=41

Source: Own calculations based on the survey
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1.3. Employment of third-country (non-EU) workers

Looking at the number of non-EU workers currently employed in the companies, a quarter of
the respondents reported that less than 5 % of their workforce consisted of non-EU workers,
same reported between 6 % and 10 %. Notably, 18 % of companies have between 11% and
15% non-EU nationals in their workforce (Table 6). These companies operate in
manufacturing, ICT and other services.

Table 6: Distribution of third-country workers in the workforce

Frequency Percent
Less than 5 % of the total workforce 26 25%
6-10 % 26 25%
11-15% 19 18%
16-20 % 14 14%
More than 20 % 16 16%
Don't know exactly 2 2%

N=103
Source: Own calculations based on the survey

Figure 2 shows that while some companies have been employing third-country nationals since
1990, there has been a significant and noticeable increase in this practice in 2013* and 2017.

Figure 2: Number of companies reporting start of employment for third-country nationals by year
14
12

10

N=102
Source: Own calculations based on the survey

4The spike in employment of third-country workers in Slovakia in 2013 can be explained by two facts: 1) in
2013 several measures against the illegal employment of foreigners entered into force in Slovakia and 2)
the Shared Services Centres started to operate in Slovakia with support of the AmCham which enabled a
wider discussion about the employment of the workers from third countries. Most of these employees
came from Ukraine, South Korea and China.
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The results suggest that while the third-country workers in the surveyed companies come
from a variety of educational backgrounds, there is a significant representation of those with
secondary education. 44 % of the respondents believe that the educational structure of third-
country workers is comparable to that of the general workforce in the company. However, 33
% of respondents think that third-country workers have a lower average level of education
(Table 7). It is also worth noting that less than a third of third-country workers are women.
The age structure of third-country workers in the companies surveyed shows that the majority
are between 31 and 40 years old.

Table 7: Company vs. third-country worker educational levels

Frequency Percent
Comparable 42 44%
On average, third-country workers have lower 31 33%
education.
On average, third-country workers have higher 11 12%
education.
Difficult to answer 9 9%
N=95

Source: Own calculations based on the survey

More than 40 % of non-EU workers are employed for elementary work, slightly less for
professional and technical and service work, followed by production work (Table 8).

Table 8: Job types of third-country workers

Frequency Percent
Serv.|ce work (sales, pe.rsonal care, protective 53 24%
services, personal services, etc)
Professional and technical work (healthcare
serv!ces, Iegal and other Profe§5|onal 38 40%
services, science and engineering
professional services, etc)
Production work 34 36%
Elementary work (cleaning services,
agriculture, fishing and forestry services, food 40 42%
preparation assistance, etc.)
Managerial work 14 15%
Other 15 16%

Source: Own calculations based on the survey
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1.4.The origin of third-country workers

The survey results indicate that third-country workers predominantly come from Ukraine.
Additionally, a significant number of third-country workers are from countries of former
Yugoslavia such as Bosnia and Herzegovina, Serbia, Montenegro and North Macedonia, as well
as from the Far East (Figure 3).

Figure 3: The origin of third-country workers
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Source: Own calculations based on the survey

When asked which ex-Yugoslav countries the workers originate from, the most common
answer was Serbia (Figure 4).

Figure 4: Origin of third-country workers from non-EU former Yugoslav Countries
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50%
40%
30% 28% 28%
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Serbia Bosnia and North Macedonia Montenegro Kosovo
Herzegovina
N=32

Source: Own calculations based on the survey
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1.5. Wages of third-country workers

The average gross wage of third-country workers in the surveyed companies is EUR 1.857,4.°
The average gross wage for third-country workers is lower than the overall company average.
Figure 5 illustrates the distribution of average gross wages (per month, in EUR) paid to third-
country workers in the surveyed companies.

Figure 5: Distribution of average gross wages paid to third-country workers (per month, in EUR)
0 5 10 15 20 25 30

0-333 N 2

334-666 0

667-999 N /4
1000-1332 NN 5
1333-1665 I 27
1666-1998 I 17
1999-2331 NN
2332-2664 I 11
2665-2997 I 2
2998-3331 I S

N=83
Source: Own calculations based on the survey

Despite the numerical difference in average wages, the majority of companies consider the
wages of third-country workers to be comparable to those of their other employees (Table 9).

Table 9: Qualitatively comparing average gross wages of third-country workers to other workers in
the same company

Frequency Percent
Lower 18 20%
Comparable 59 66%
Higher 11 12%
| don't know 1 1%

N=57
Source: Own calculations based on the survey

All the companies surveyed claimed that they did not receive any subsidies for employing
third-country workers that other workers were not entitled to.

5 Std. deviation: 657,52, min: 100, max: 3,331
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1.6. Advantages and barriers in employing third-country workers

The main advantages that companies see in employing third-country nationals are the
recruitment of workers with desirable competencies, the diversity that can help the company
grow and increased workers’ efficiency in the company.

The respondents don’t perceive the stability of the workforce due to fluctuations in sales
(orders) and knowledge of the market and culture of their origin countries/regions as benefits
of employing third-country workers (Figure 6).

Figure 6: Advantages of employing third-country workers (1 = fully disagree, 5 = fully agree)

Hiring workers with desirable competencies. || EEGTzcNcNENINGEGEEEE .7
Diversity that may foster business growth. || EEGEGTGzTzTNNGININGEBEGE ;.-
Increased workers' efficiency in the company. | NNNNNNNENESN 3.

Acquiring workers who are more flexible in adapting

their working hours (shift work, night work, etc). 3.1
Costreduction | 3

Stability of the workforce due to volatility in sales
(orders).

Knowledge of the market and culture of their origin

countries/ regions. I 2.5

N=26
Source: Own calculations based on the survey

It is clear that one of the main reasons why companies decide to employ foreign workers is

because of a lack of domestic workers and to obtain workers with the appropriate
competencies (Figure 7).
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Figure 7: Reasons for employing third-country workers (1 = fully disagree, 5 = fully agree)

1 2 3 4 5

We employ foreign workers because there are no
domestic workers available.

Hiring workers with desirable competencies. [ I S

Stability of the workforce due to volatility in sales
(orders).

Increased workers' efficiency in the company. [ NI 3.7

Acquiring workers who are more flexible in adapting
their working hours (shift work, night work, etc).

Diversity that may foster business growth. | NN 3

knowledge of the market and culture of their origin
countries / regions.

I 4,2

I 3,7

KK

I 2,8
Costreduction. NG 2,6

N=87
Source: Own calculations based on the survey

Respondents consider a lack of systemic measures to support and a lack of local language
knowledge to be the biggest potential problems associated with employing third-country
workers (Figure 8).

Figure 8: Potential problems related to employing third-country workers (1 = fully disagree, 5 =
fully agree)

Lack of systemic measures to support. NN S0
Lack of local language knowledge. I .5
Recruiting and matching skills and demand for skills. NN 3,5
Unfamiliarity with the company's work culture. NN 3
Cultural differences. I 2. °
Challenges in adapting to the work environment. I 2,7
Increase in the cost of running a business. GG 2,7
Lower quality of work in comparison to native workers. I 2,5
Xenophobia and racism. NN 2.5
Problems associated with addiction (like alcohol and... I 2,3

N=117
Source: Own calculations based on the survey

Regarding the amenities, offered to third-country workers, 65 % of the respondents offer
third-country workers help with official formalities, 35 % offer third-country workers help with
opening a bank account, and 30 % offer third-country workers subsidised accommodation
(Figure 9).
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Figure 9: Amenities offered to third-country workers

0% 10% 20% 30% 40% 50% 60% 70%

Assistance in dealing with official formalities GG G5 %
No. I 37%
Assistance in opening a bank account IEEEEEEEEEEGEGGGGGGGGG 35%
Subsidised accommodation G 30%
Free transport to work GG 25%
Offering telecommunications starters | 10%
Additional insurance | 8%
Possibility of talking to a consultant/professional in... Il 5%
Tickets for trips to the homeland Wl 3%
Medical package W 3%
Prepaid cards B 1%

N=91
Source: Own calculations based on the survey

The survey results indicate that legal complexities, language and cultural barriers and the need
for assistance with legal procedures are the most significant barriers to employing third-
country workers (Figure 10). The need to find suitable accommodation and navigate health-
related procedures are less significant barriers for Slovak respondents.

Figure 10: Barriers in employing third-country workers (1 = fully disagree, 5 = fully agree)
1 2 3 4 5
Complexity of legal activities. |  NENNGTGTNGIGNGGEEEEEEEEEEEEEE ;s
Language and cultural barriers. | NERREEEEEEGGGNE 3.6
The need to assist them in legal procedures. | RRRHRNIIEBNNNE :5
The time needed to adapt to the new job. | NN NRRHDIEBBEE :.:
Lack of trust. | NN :.°
The need to assist them in health-related procedures. | NN :
The need to assist them in finding suitable housing. | N N R RN :

N=120
Source: Own calculations based on the survey

There is a high agreement about the wide range of formal barriers related to legal activities —
like complicated procedures (in general) for employing third-country workers, difficulty in
contacting administrative officers and different requirements (Figure 11). Consequently,
companies are unable to employ workers on time (Figure 12).

Page 16 of 36



Figure 11: Formal barriers that are related to legal activities (1 = fully disagree, 5 = fully agree)

1 2 3 4 5

Complicated procedures (in general) for employing N

third-country workers.

Difficulty in contacting administrative offices to submit _ 43

documents.

Different requirements from different authorities _ 43

regarding documents.

Long waiting times for obtaining visas in the country of _ 42

origin for foreigners.

Lack of specific deadines for handling official I -

documents.

Long waiting time for permits in provincial offices and I ¢

labor offices.
Insufficient information on regulations and procedures _ 4

concering employment of third-country workers.

N=72
Source: Own calculations based on the survey

Figure 12: Consequences of obstacles that companies face when employing third-country workers
(1 = fully disagree, 5 = fully agree)

Inability to employ workers on time. | NN NN /
Inability to plan business processes. | NNNGNGNINIGIININGNGEGNGNGNGENEEEEEEE :./
Financial losses of the company. | NNRNRIRRIDIDIEE : ¢
Less orders and contracts (lower sales). | NEGTNNINIIIIIIIIN :::
Loss of reputation of the company. | EENGTNNGINININININININIIEGEGEGE ;.1
Resignation from investing in the country || R NG :
No consequences | NN 2.

N=113
Source: Own calculations based on the survey

The most problematic aspect of employing third-country workers is the complicated formal
and legal conditions (Figure 13).
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Figure 13: Evaluation of statements regarding the employment of third-country workers (1 = fully
disagree, 5 = fully agree)

While hiring third-country worker, the most _ a1
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Our employment of third-country workers increases _ 36
only when we have difficulties filling vacancies with... ’
The employment of third-country workers is hindered _ 31
by language and cultural barriers !
The employment of third-country workers is hampered _ 59
by a lack of trust in the workers who comes “only for... !
In employing third-country workers, the need to "take _ a8
care them” - finding a flat, helping with contacts for... i
The employment of third-country workers is hampered
: : I - :
by the necessity to prepare them for a job

N=91
Source: Own calculations based on the survey

In general, however, the experience of employing third-country workers is mainly positive and
their language skills have been sufficient for them to do a good job (Figure 14). Companies
generally disagree that third-country workers have been difficult to integrate with other
employees.

Figure 14: Experiences with employing third-country employees (1 = fully disagree, 5 = fully agree)

1 2 3 4 5
Our experiences from employing third-country workers _ 43
are mainly positive and their language skills were... !
Third-country workers are more productive than | _ 38
expected I
Screening third-country workers requires more _ 35
resources than screening native applicants for... !
The third-country workers' knowledge about their _ 34
home countries' language and culture has been... ’
Our customers preferred contacts with native _ 33
employees rather than with third-country workers ’
The third-country workers have been hard to integrate _ 25
with other employees so that cooperation has not... ’

N=90
Source: Own calculations based on the survey
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1.7.Workers’ representation in companies

The companies surveyed first had to choose the form of workers' representation in their
company (they could choose one or more). The most common form of workers'
representation is the trade union. However, one-third of companies in the sample do not have
any form of workers' representation (Figure 15).

Figure 15: Workers representation in companies

0% 5% 10% 15% 20% 25% 30% 35% 40% 45% 50%

No workers representatives are present in our

company

Board-level workers representative _ 13%

N=118
Source: Own calculations based on the survey

More than half of the respondents who have some form of workers' representation in their
company, inform workers’ representatives about the current and prospective employment of
third-country workers (Figure 16). The situation is very similar when it comes to their future
plans (Figure 17).

Figure 16: Dealing with the challenges related to third-country workers

0% 10% 20% 30% 40% 50% 60%
We inform workers' representatives about the current
and prospective employment of third-country workers

We have not included workers' representatives in this

discussion
We consult workers' representatives about the
current and prospective employment of third-country _ 30%

workers

We include measures and other relevant issues on

the employment of third country workers in the - 10%
company collective agreements

We conclude other forms of agreement with workers'
representatives on the recruitment of third country I 1%
workers, like actions plan

N=86
Source: Own calculations based on the survey
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Figure 17: Plans to deal with the challenges related to third-country workers

0% 10% 20% 30% 40% 50% 60% 70%

We will inform workers' representatives about the
current and prospective employment of third-country
workers

59%

We will consult workers' representatives about the
current and prospective employment of third-country
workers

35%

We dont plan to indude workers' representatives in
this discussion

26%

We will include measures and other relevant issues
on the employment of third country workers in the
company collective agreements

16%

We will conclude other forms of agreement with
workers' representatives on the recruitment of third 0%
country workers

N=86
Source: Own calculations based on the survey

Moreover, more than half (46 %) of the respondents are not aware of the social partners'
discussions on employment and challenges related to third-country workers at the sectoral
and national level. 21 % of the respondents are aware of the discussions and are familiar with
the content of the discussions.

1.8.Gaps in supporting the employment of third-country nationals

The survey results indicate that companies have made efforts to implement various training
and qualification measures to support the labour market integration of third-country workers.
However, the areas with the most notable gaps include combating over-qualification and the
use of digital tools. In terms of soft skills, companies perceive considerable gaps in providing
additional language courses and communication skills. For information and counselling, the
most notable gaps are in the counselling/mentoring/coaching and career guidance.

While companies have made significant efforts in providing civic/social-cultural orientation
courses, they perceive gaps in preventing discrimination and raising awareness about
diversity.

Respondents believe that the priority for facilitating the employment of third-country
nationals should be to reduce the length of legal procedures, streamline the process for
issuing work visas and allow formal applications and documents to be submitted online
(Figure 18).
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Figure 18: Proposed changes in regulations to facilitate third-country workers employment

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

Reducing the duration of legal procedures 79%

Streamlining the process of issuing working visas

74%

Possibility to submit formal applications and
documents on-line

62%

Expanding the list of countries whose citizens can

0,
work in the bases of bilateral agreement 44%

Expanding the list of deficit professions 43%

N=117
Source: Own calculations based on the survey

Page 21 of 36



2. Recruit4Tomorrow - Analyza vysledkov dotaznikového zistovania —
Slovenska republika

Tato analyza vznikla na zéklade vysledkov dotaznikového zistovania, ktoré prebiehalo na
vzorke 148 slovenskych spolocnosti od 22. aprila do 30. juna 2024. Témou dotaznikového
zistovania bolo zamestnavanie Statnych prislusnikov tretich krajin. V Gvode analyza stru¢ne
popisuje zakladné informacie o spolocnosti, sicasny stav zamestnavania statnych prislusnikov
tretich krajin, ich pévodu a miezd. Druhd cast analyzy sa zaoberd vyhodami a prekazkami
zamestnavania Statnych prislusnikov tretich krajin, ich zastipenim a nedostatkami v podpore
ich zamestnavania.

2.1.Zakladné informacie o spolocnosti

Zakladné informacie o spolocnostiach zapojenych do dotaznikového zistovania su uvedené v
Tabulke €. 1.

Tabulka €. 10: Velkost, klasifikdcia a odvetvie spoloénosti

Frekvencia Percento
Menej ako 10 10 7%
Velkost 11-50 42 29%
(pocet pracovnikov) 51-250 46 31%
(N =146) 251-500 22 15%
Viac ako 500 26 18%
Rodinnad firma 32 22%
Domaca sukromna
obchodnid 64 44%
spolo¢nost
Klasifikacia Domaca verejna
spolocnosti obchodnd 10 7%
(N = 146) spoloénost
Dcérska spoloc¢nost
nadnarodnej 37 25%
spolo¢nosti
Iné 3 2%
Stavebnictvo 15 10%
Pohostmlstvo a 14 10%
cestovny ruch
. Zdravqtna , 3 9%
Odvetvie starostlivost
(N = 146) Vyroba 32 22%
Ropny,.plynarensky 5 39%
priemysel
Autqmobllovy 9 6%
priemysel
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IKT 15 10%
Obchod 13 9%
Iné 40 27%

Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

V roku 2023 bola priemerna pridana hodnota na jedného pracovnika v skimanych podnikoch
45,193.5 EUR® rocne. RozloZenie pridanej hodnoty na pracovnika medzi skimanymi
spolo¢nostami vykazuje Siroké spektrum s koncentraciou v strednych pasmach. Vicsina
respondentov spada do rozpatia 20 001 aZz 40 000 EUR (Obrazok ¢. 1).

Obrazok €. 19: Pridana hodnota na pracovnika (za rok, v EUR) v roku 2023
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N=111

Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Priemernd hruba mzda, ktord uvadzaju spoloénosti zapojené do prieskumu, je 1,857 EUR”2
mesacne. Z rozdelenia priemernych hrubych miezd medzi skimané spolocnosti vyplyva, Ze tri
Stvrtiny (78 %) spoloc¢nosti ponukali priemernd hrubd mzdu do 2,300 EUR mesacne.

Priemerna hruba mzda uvadzana skimanymi spolo¢nostami je 3 398,1 EUR mesacne. 82 %
spolo¢nosti ponuka priemernd hrubd mzdu do 3 000 EUR mesacne.

Dotaznikového zistovania sa zucastnilo Siroké spektrum respondentov pracujucich
na rozlicnych pozicidch v zapojenych spolocnostiach (Tabulka €. 2). Medzi respondentmi boli
vyrazne zastuUpeni zastupcovia HR oddeleni a manaZmentu, ¢o je v sulade s metodikou
dotaznikového zistovania. 57 % respondentov tvorili muzi.

6 Standardna odchylka: 32 220,98, min: 10,000, max: 200,000
7 Standardna odchylka: 666,3, min: 100, max: 3,520
8 Priemerna hruba mzda na Slovensku v roku 2023 bola 1,430 EUR.
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Tabulka €. 11: Pozicia respondenta v spolo¢nosti

Frekvencia Percento
Generaélny riaditel / riaditel / ¢len predstavenstva 34 23%
Veduci oddelenia fudskych zdrojov 38 26%
Odbornik na fudské zdroje 30 21%
Veduci pravneho oddelenia 13 9%
Odbornik v oblasti prava 10 7%
Iné 21 14%

N=107
Zdroj: Vlastny vypocet na zédklade dotaznikového prieskumu

Viac ako 90 % vSetkych respondentov malo aspon 5 rokov praxe, pricom vaésina ma viac ako
15 rokov praxe v prislusnom odbore (Tabulka €. 3).

Tabulka &. 12: Dizka praxe respondentov

Frekvencia Percento
Menej ako 5 rokov 10 7%
5-15 rokov 34 23%
16 - 25 rokov 50 34%
26 - 35 rokov 26 18%
Viac ako 35 rokov 26 18%

N=146
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

2.2.Zamestnavanie zahrani¢nych pracovnikov — stcasna situdcia

Vacsina opytanych podnikov (77 %) uviedla, Ze v sucasnosti zamestndvaju zahrani¢nych
pracovnikov (Tabulka €. 4). Takmer vsetci respondenti, ktori zamestnavaju cudzincov (93,7 %)
uviedli, Ze zamestnavaju aj zahrani¢nych pracovnikov z krajin mimo EU — §tatnych prislusnikov
tretich krajin.

Tabulka €. 13: Zamestndavanie zahrani¢nych pracovnikov

Frekvencia Percento
Ano 113 77%
Nie 33 23%

N=146
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

V pripade podnikov, ktoré v sucasnosti nezamestndvaju zahrani¢nych pracovnikov (Tabulka €.
5), boli skimané aj ich budice plany na zamestnavanie takychto pracovnikov. Z tychto
respondentov planuje v buddcnosti zamestndvat zahrani¢nych pracovnikov 64 % (24
respondentov). Konkrétne 13 z tychto 24 respondentov uviedlo, Ze planuju zamestnavat
Statnych prislusnikov tretich krajin. Naopak, 32 % (13 respondentov) neplanuje v buducnosti
zamestnavat zahrani¢nych pracovnikov.
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Tabulka ¢. 14: Stratégia spolocnosti pri zamestnavani zahrani¢nych pracovnikov

Frekvencia Percento
V buducnosti planujeme zamestnavat zahraniénych
, e 11 27%

pracovnikov (z krajin EU).
V buducnosti planujeme zamestnavat statnych

Sy , ., 13 32%
prislusnikov tretich krajin.
V buducnosti neplanujeme zamestnavat Ziadnych 13 32%
zahrani¢nych pracovnikov. °
Iné (uvedte prosim) 4 9%

N=41
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

2.3.Zamestnavanie Statnych prislusnikov tretich krajin

Pri skimani poctu pracovnikov - Statnych prislusnikov tretich krajin, ktori si v sucasnosti
zamestnani v dotazovanych spoloc¢nostiach, Stvrtina respondentov uviedla, Ze Statny
prislusnici tretich krajin tvoria menej ako 5 % ich zamestnancov, rovnaky podiel respondentov
zamestndva 6 % - 10 % statnych prislusnikov tretich krajin. 18 % spolo¢nosti zamestndva 11 %
az 15 % statnych prislusnikov tretich krajin (Tabulka €. 6). Tieto spolo¢nosti posobia primarne
v oblasti vyroby, IKT a inych sluZieb.

Tabulka €. 15: RozloZenie Statnych prislusnikov tretich krajin medzi pracovnou silou

Frekvencia Percento
menej ako 5 % 26 25%
6-10% 26 25%
11-15% 19 18%
16 - 20% 14 14%
viac ako 20% 16 16%
nepoznam presny Udaj 2 2%

N=103
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Z Obrazku €. 2 vyplyva, Ze hoci niektoré spolo¢nosti zamestnavaju statnych prislusnikov tretich
krajin uz od roku 1990, v rokoch 2013° a 2017 do3lo k vyraznému a citelnému nérastu tejto
praxe.

9 Prudky narast po¢tu zamestnancov z tretich krajin na Slovensku v roku 2013 mozno vysvetlit dvoma
skuto¢nostami: 1) v roku 2013 vstupilo na Slovensku do platnosti niekolko opatreni proti nelegdlnemu
zamestnavaniu cudzincov a 2) na Slovensku zac¢ali s podporou AmCham-u fungovat Centra zdielanych
sluzieb, ktoré umoznili SirSiu diskusiu o zamestnavani Statnych prislusnikov tretich krajin. Najviac z tychto
zamestnancov pochadzalo z Ukrajiny, Juznej Kérei a Ciny.
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Obrazok €. 20: Pocet spolocnosti, ktoré zamestnavaju Statnych prislusnikov tretich krajin podla
rokov zaciatku ich zamestnavania

14
12

10

N=102
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Vysledky dotaznikového zistovania naznacuju, Zze hoci zamestnanci — $tatni prislusnici tretich
krajin — v skimanych spolo¢nostiach maju réznu vzdelanostnu Uroven, je medzi nimi vyrazné
zastUpenie o0s0b so stredoskolskym vzdelanim. 44 % respondentov sa domnieva, Ze
vzdelanostna Struktura Statnych prislusnikov tretich krajin je porovnatelna so vzdelanostnou
Strukturou celkovej pracovnej sily v podniku. AvSak 33 % respondentov si mysli, Ze Statni
prislusnici tretich krajin maju nizSiu priemernu droven vzdelania (Tabulka ¢. 7). Za zmienku
stoji aj fakt, Zze menej ako tretinu Statnych prislusnikov tretich krajin tvoria zeny. Vekova
Struktura statnych prislusnikov tretich krajin v skimanych podnikoch ukazuje, Zze vacsina z nich
ma 31 az 40 rokov.

Tabulka €. 16: Priemerna vzdelanostna troven zamestnancov spoloc¢nosti vs. vzdelanostna Groven
statnych prislusnikov tretich krajin

Frekvencia Percento
Porovnatelna 42 44%
Statni prisludnici tretich krajin maju v priemere
i pristusn Jin majuve 31 33%
nizsie vzdelanie
Statni prisludnici tretich krajin maju v priemere
e : Jinmajive 11 12%
vyssie vzdelanie
Tazko povedat 9 9%

N=95
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Viac ako 40 % statnych prislusnikov tretich krajin je zamestnanych na pomocné prace, o nieco
menej na $pecializované, odborné a technické prace a vyrobné prace (Tabulka ¢. 8).
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Tabulka €. 17: Druh préce statnych prislusnikov tretich krajin

Frekvencia Percento
Pracav squbach, (prtfdaj, bezpecnost a 53 4%
ochrana, osobné sluzby a pod.)
Specializované, odborné a technické prace
(sluzby v zdlravotnlctve,’pravne‘ sllfzbyl, 38 40%
vedecké prace, odborné technické prace a
pod.)
Vyrobné prace 34 36%
Pomocné prace (upratovacie sluzby, sluzby v
pofnohospodarstve, rybolove a lesnictve, 40 42%
pomocné prace v kuchyni a pod.)
Riadiace a manazérske prace 14 15%
Iné 15 16%

Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

2.4.Povod statnych prislusnikov tretich krajin

Z vysledkov dotaznikového zistovania vyplyva, Ze $tatni prislusnici tretich krajin pochadzaju
prevazne z Ukrajiny. Znacny pocet pochadza aj z krajin byvalej Juhosldvie, ako su Bosna a
Hercegovina, Srbsko, Cierna Hora a Severné Maceddnsko, ako aj z dalekého vychodu (Obrazok
¢. 3).

Obrazok €. 21: Povod statnych prislusnikov tretich krajin
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N=96
Zdroj: Vlastny vypocet na zédklade dotaznikového prieskumu

V ramci krajin byvalej Juhoslavie, najviac Statnych prislusnikov tretich krajin pochadza
zo Srbska (Obrazok ¢. 4).
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Obrazok €. 22: Povod statnych prislusnikov tretich krajin z krajin byvalej Juhoslavie
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N=32
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

2.5. Mzdy statnych prislusnikov tretich krajin

Priemerna hrubda mesacnd mzda statnych prislusnikov tretich krajin v dotazovanych
spolo¢nostiach je 1 857,4 EUR. Priemerna hruba mzda pracovnikov z tretich krajin je nizsia ako
celkovy priemer spolo¢nosti. Obrazok ¢. 5 znazorfuje rozloZenie priemernej hrubej mzdy
(mesacne, v EUR) vyplacanej statnym prislusnikom tretich krajin v skimanych spolo¢nostiach.

Obrazok €. 23: RozloZenie priemernej hrubej mzdy vyplacanej Statnym prisluSnikom tretich krajin
(mesacne, v EUR)

0 5 10 15 20 25 30

0-333 I 2

334-666 0

667-999 NN /4
1000-1332 NN 5
1333-1665 I 27
1666-1998 I 17
1999-2331 IS
2332-2664 I 11
2665-2997 I 2
2998-3331 I 3

N=83
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu
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Napriek numerickému rozdielu v priemernych mzdach povazuje vacsina podnikov mzdy
statnych prislusnikov tretich krajin za porovnatelné so mzdami ostatnych zamestnancov
(Tabulka ¢. 9).

Tabulka ¢. 18: Kvalitativne porovnanie priemernej hrubej mzdy statnych prislusnikov tretich krajin s
ostatnymi pracovnikmi v tej istej spolocnosti

Frekvencia Percento
NiZsia 18 20%
Porovnatelnd 59 66%
Vyssia 11 12%
Neviem 1 1%

N=57
Zdroj: Vlastny vypocet na zédklade dotaznikového prieskumu

Ziadna z dotazovanych spolo¢nosti nedostava za zamestnavanie $tatnych prislu$nikov tretich
krajin Specidlne dotacie (nad rdmec tych, na ktoré maju narok aj bezny zamestnanci).

2.6.Vyhody a prekazky zamestnavania statnych prislusnikov tretich krajin

Hlavnymi vyhodami, ktoré spolo¢nosti vidia v zamestndvani statnych prislusnikov tretich
krajin, su nabor pracovnikov s pozadovanymi kompetenciami, rozmanitost, ktora moéze
pomdct spolocnosti rast, a vyssia efektivita pracovnikov v spolo¢nosti.

Respondenti nevnimaju stabilitu pracovnej sily v dosledku kolisania trzieb (objednavok) a
znalosti trhu a kultdry krajin/regiénov pbévodu ako benefity zamestnavania S$tatnych
prislusnikov tretich krajin (Obrazok ¢. 6).

Obrazok €. 24: Vyhody zamestnavania statnych prislusnikov tretich krajin (1 = Gplne nesuhlasim, 5
= Uplne sthlasim)

Zamestnavanie pracovnikov s poZzadovanymi
kompetenciami

Rozmanitost, ktord méze podporit rast podniku [ NG 3.4

KW

Zvysenie efektivnosti pracovnikov podniku [ NG G4

Ziskanie pracovnikov, ktori su flexibilnejsi pri
prispdsobovani svojho pracovného ¢asu (praca na

Znizenie nakladov I

Stabilita pracovnej sily v dosledku nestability predaja
(objednavok).

Znalost trhu a kultdry krajin/regiéonov ich pévodu | NN °.c

I 3,1

I S

N=26
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu
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Je zrejmé, Ze jednym z hlavnych dévodov, preco sa podniky rozhodli zamestnavat zahrani¢nych
pracovnikov, je nedostatok domacich pracovnikov a ziskanie pracovnikov s prislusnymi
kompetenciami (Obrazok €. 7).

Obrazok €. 25: Dovody zamestnavania Statnych prislusnikov tretich krajin (1 = Gplne nesuhlasim, 5
= uplne suhlasim)

Nie st k dispozicii domaci pracovnici - I 4,2

Zamestnavanie pracovnikov s poZzadovanymi
kompetenciami
Stabilita pracovnej sily v désledku nestability predaja
(objednavok)

Zvy$enie efektivnosti pracovnikov podniku [ R 3.7

Ziskanie pracovnikov, ktori su flexibilnejsi pri
prispdsobovani svojho pracovného €asu (praca na...

Rozmanitost, ktoréa méze podporit rast podniku [ NG 3

I 3.8
I 3.7

I 3,3

Znalost trhu a kultdry krajin/regionov ich povodu |GG S
Znizenie nakladov NG .6

N=87
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Za najvacsie potencidlne problémy spojené so zamestndvanim Statnych prislusnikov tretich
krajin povazuju respondenti nedostatok systémovych opatreni a nedostato¢ni znalost
uradného jazyka (Obrazok €. 8).

Obrazok €. 26: Potencialne problémy spojené so zamestndvanim Statnych prislusnikov tretich krajin
(1 = uplne nesthlasim, 5 = Gplne suhlasim)

1 2 3 4 5

Nedostatok systémovych opatreni na podporu I 3,0
Nedostatocné jazykové znalosti (Uradny jazyk) I 3,5
Néabor a zosuladenie zruénosti a dopytu po... I 3,5
Neznalost pracovnej kultury spolo¢nosti  IEEEEEEEEEEGEGEGGGGGG——— 3
Kultdrne rozdiely GGG O
Problémy s neprispésobenim sa pracovnému... I 2,7
ZvySenie nakladov na prevadzku podniku I 2,7
NiZ8ia kvalita prace v porovnani s domacimi... I 2 5
Xenofébia arasizmus GGG 2,5
Problémy spojené so zavislostami (alkohol, drogy,... I 2,3

N=117
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Page 30 of 36



Pokial ide o sluzby ponukané statnym prislusnikom tretich krajin, 65 % respondentov ponuka
pomoc pri vybavovani dradnych formalit, 35 % pomoc pri otvoreni bankového uctu a 30 %
ponuka dotované ubytovanie (Obrazok ¢. 9).

Obrazok €. 27: Sluzby pontkané Statnym prislusnikom tretich krajin

0% 10% 20% 30% 40% 50% 60% 70%

Pomoc privybavovani uradnych formalit I  65%
Nie I 37%
Pomoc pri zriadeni bankového Gctu I 35%
Dotované ubytovanie GGG 30%
Bezplatna doprava do prace I 2 5%
Ponuka telekomunika¢nych Startovacich zariadeni I 10%
Doplnkové poistenic I 8%
Moznost rozhovoru s konzultantom/odbornikom v... Il 5%

Listky na cesty dovlasti Wl 3%

Zdravotnicke balicky M 3%
Predplatené karty 1 1%

N=91
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Vysledky prieskumu naznacuju, Zze najvyznamnejsimi prekazkami pri zamestndvani Statnych
prislusnikov tretich krajin st pravna zloZitost, jazykové a kultirne bariéry a potreba pomoci pri
pravnych postupoch (Obrazok €. 10). Potreba poméct pri procesoch suvisiacich so zdravotnou
starostlivostou a hfadanim ubytovania si nmenej vyznamnymi bariérami pre slovenskych
respondentov.

Obrazok €. 28: Bariéry zamestnavania Statnych prislusnikov tretich krajin (1 = uplne nestihlasim, 5 =
uplne suhlasim)

Jazykové a kultdrne bariery | :.©

Potreba poméct pracovnikom pri pravnych
nalezitostiach

Cas potrebny na adaptéaciu na novi pracu | NN ::
Nedostatok dovery [ -

Potreba poméct pracovnikom pri postupoch
suvisiacich so zdravotnym zabezpe€enim

Potreba poméct pracovnikom pri hladani vhodného
byvania

N=120
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu
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Existuje Siroka Skala formalnych prekdzok suvisiacich so zabezpedenim pravnej stranky
zamestndvania Statnych prislusnikov tretich krajin - napriklad komplikované postupy
(vo véeobecnosti) pri ich zamestnavani, taZzkosti s kontaktovanim administrativnych
pracovnikov a rézne poziadavky (Obrazok ¢. 11). V désledku toho podniky nie su schopné
zamestnat tychto pracovnikov nacas (Obrazok ¢. 12).

Obrazok €. 29: Formalne prekaiky stvisiace so zabezpecenim pravnej stranky zamestndavania
statnych prislusnikov tretich krajin (1 = Gplne nesuthlasim, 5 = tplne sthlasim)

D By (0 e D Pl oy 3

zamestnavani Statnych prislusnikov tretich krajin

Tazkosti pri kontaktovani spravnych tradov s cielom I

predlozit dokumenty

R6zne poziadavky réznych Uradov tykajuce sa I .

dokumentov

Dlhé ¢akacie lehoty na ziskanie viz v krajine pévodu pre )

cudzincov

Chybajuce konkrétne lehoty na vybavovanie Uradnych I ¢

dokumentov

Dlhé ¢akacie lehoty na povolenia na krajskych Uradoch . ¢

a uradoch prace
Nedostato€né informacie o predpisoch a postupoch .

tykajucich sa zamestnavania Statnych prislusnikov...

N=72
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Obrazok €. 30: Dosledky prekazok, ktorym celia spolocnosti pri zamestnavani Statnych prislusnikov
tretich krajin (1 = aplne nesuhlasim, 5 = tplne suhlasim)

1 2 3 4 5
Neschopnost zamestnat pracovnikov nacas | NNNENIEIELEGEGGNGNGNGNGNNNN <
Neschopnost naplanovat obchodné procesy | NRNRNREIDNEEEE :.7
Finan¢né straty spolo¢nosti || NRRRDEEEEEE : S
Menej objednéavok a zmlav (nizsi preda)) | ENENGTGTNGIGNGNNEEEEEEEEEEE ::
Strata dobrého mena spolo¢nosti || NEGTGTNGNGIGINININEGNGNGEGEGEGE .
Ustuapenie od investovania v krajine || N NENNENENGNGNGNGEEEE :
Ziadne dosledky [N 2.1

N=113
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu
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NajproblematickejsSim aspektom zamestnavania Statnych prislusnikov tretich krajin su
komplikované formalne a pravne podmienky (Obrazok ¢. 13).

Obrazok €. 31: Hodnotenie vyrokov tykajucich sa zamestndvania statnych prislusnikov tretich krajin
(1 = uplne nesuhlasim, 5 = Gplne suhlasim)

Pri zamestnavani Statnych prislusnikov tretich krajin

nam robia najvacsie problémy komplikované... _ 41

Zamestnanost §tatnych prislusnikov tretich krajin sa

zvySuje len vtedy, ked' mame problémy s obsadenim... _ 38

Zamestnavaniu Statnych prislusnikov tretich krajin

brénia jazykové a kulturne bariéry _ 3,1

Zamestndvaniu Statnych prislusnikov tretich krajin

brani nedovera v pracovnikov, ktori prichadzaju "len..._ 2.9

Pri zamestnavani Statnych prislusnikov tretich krajin je

problematicka potreba "postarat sa o nich" - najstim...
Zamestnavaniu Statnych prislusnikov tretich krajin _ a8
brani nutnost pripravitich na pracu f

N=91
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Vo vSeobecnosti su vsak skisenosti so zamestnavanim pracovnikov z tretich krajin prevazne
pozitivne a ich jazykové znalosti si dostatoéné na to, aby mohli vykonavat svoju pracu
(Obrazok €. 14). Spoloénosti vo vSseobecnosti nesuhlasia s tym, Ze by Statny prislusnici tretich
krajin mali problémy so za¢lenenim sa medzi ostatnych zamestnancov.

Obrazok €. 32: Skusenosti so zamestnavanim Statnych prislusnikov tretich krajin (1 = Gplne
nesuhlasim, 5 = Gplne suthlasim)

Nase skusenosti so zamestnavanim statnych

prislusnikov tretich krajin su prevaZzne pozitivne aich... _ 4.3

Statni prislusnici tretich krajin st produktivnejsi, ako

som otakéval - JEU

Preverovanie Statnym prislusnikom tretich krajin si

vyzaduje viac zdrojov ako preverovanie domacich... _ 35

Znalosti Statnych prislusnikov tretich krajin o jazyku a

kulture ich domovskych krajin boli prinosom pre... _ 34

Nasi zdkaznici uprednostriovali kontakty s domacimi

zamestnancami pred kontaktmi so Statnymi... _ 3.3

Statni prislusnici tretich krajin sa tazko integrovali

medzi ostatnych zamestnancov, takze spolupréca..._ 2.5

N=90
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu
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2.7.Zastupovanie zamestnancov

NajbeznejSou formou zastupovania zamestnancov su odbory. Medzi jedna tretina
respondentov nema Ziadnu formu zastupovania zamestnancov (Obrazok ¢. 15).

Obrazok €. 33: Zastupovanie zamestnancov

0% 5% 10% 15% 20% 25% 30% 35% 40%

V na$ej spolo¢nosti nie su pritomni Ziadni

zastupcovia zamestnancov
zamestnanecka raca - | o
Zastupca zamestnancov na Urovni predstavenstva _ 13%

N=118
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Viac ako polovica dotazovanych spolocnosti, ktoré maju vo svojom podniku nejakd formu
zastupovania zamestnancov, informuje zastupcov zamestnancov o su¢asnom a budicom
zamestnavani Statnych prislusnikov tretich krajin (Obrazok ¢. 16). Situacia je velmi podobn3,
pokial ide o ich plany do buducnosti (Obrazok ¢. 17).

Obrazok ¢. 34: RieSenie problémov suvisiacich so zamestndavanim statnych prislusnikov tretich
krajin

0% 10% 20% 30% 40% 50% 60%

Informujeme zastupcov zamestnancov o si¢asnom a
perspektivnom zamestnavani §tatnych prislusnikov
tretich krajin

50%

Zastupcov zamestnancov sme do tejto diskusie

- 33%
nezapojili

Konzultujeme so zastupcami zamestnancov o
stic¢asnom a budicom zamestnavani Statnych
prislusnikov tretich krajin

30%

Do podnikovych kolektivnych zmluv zahfiiame
opatrenia a dalSie relevantné otazky tykajlce sa - 10%
zamestnavania Statnych prislusnikov tretich krajin

So zdstupcami zamestnancov uzatvarame iné formy
dohod o zamestnéavani Statnych prislusnikov tretich I 1%
krajin, ako su akéné plany

N=86
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu
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Obrazok €. 35: Plany na rieSenie problémov suvisiacich so zamestnavanim statnych prislusnikov
tretich krajin

0% 10% 20% 30% 40% 50% 60% 70%

So zastupcami zamestnancov uzatvarame iné formy

dohod o zamestnavani Statnych prislusnikov tretich _ 59%

krajin, ako su akéné plany

Budeme konzultovat so zastupcami zamestnancov o

sticCasnom a budicom zamestndvani Statnych _ 35%

prislusnikov tretich krajin

Nebudeme do tejto diskusie zapajat zastupcov _ o8%
zamestnancov °

Do podnikovych kolektivnych zmliv zahrnieme

opatrenia a dalSie relevantné otazky tykajuce sa _ 16%
zamestnavania Statnych prislusnikov tretich krajin

So zastupcami zamestnancov uzavrieme iné formy
dohdd o zamestnéavani Statnych prislusnikov tretich 0%
krajin, ako su akéné plany

N=86
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu

Takmer polovica (46 %) respondentov nema vedomost otom, Ze na Urovni socidlnych
partnerov prebieha dialdg o vyzvach v zamestndvani sStatnych prislusnikov tretich krajin
na odvetvovej a vnutrostatnej Urovni. O dialégu vie 21 % respondentov a su obozndmeni s ich
obsahom.

2.8.Nedostatky v podpore zamestnavania statnych prislusnikov tretich krajin

Z vysledkov prieskumu vyplyva, Ze spolocnosti sa snazia zavadzat rézne opatrenia v oblasti
odbornej pripravy na podporu integracie Statnych prislusnikov tretich krajin na trhu prace.
Medzi oblasti s najvyraznejsimi nedostatkami vsak patri prekvalifikovanost a vyuZivanie
digitdlnych nastrojov. Pokial ide o makké zruc€nosti, spolo¢nosti vnimaju zna¢né nedostatky v
poskytovani doplnkovych jazykovych kurzov akomunikaénych zrucnosti. V oblasti
informovania a poradenstva su najvyraznejsie nedostatky v
poradenstve/mentoringu/koucingu a kariérovom poradenstve.

Hoci spolocnosti vynakladaju znacné Usilie pri poskytovani kurzov obcianskej/socialno-
kulturnej orientacie, vnimaju nedostatky v oblasti prevencie diskriminacie a zvySovania
povedomia o kultdrnej rozmanitosti.

Respondenti sa domnievaju, Ze prioritou pre ulahcenie zamestnavania Statnych prislusnikov
tretich krajin by malo byt skratenie dizky zakonnych postupov, zjednodu$enie procesu
vydavania pracovnych viz a umoZnenie podavania formalnych Ziadosti a dokumentov online
(Obrazok ¢. 18).
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Obrazok €. 36: Navrhované zmeny predpisov na ulahcenie zamestnavania Statnych prislusnikov
tretich krajin

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%

79%

Skratenie trvania legislativnych procesov

74%

Zjednodus$enie procesu vydavania pracovnych viz

Moznost podavat formalne Ziadosti a dokumenty on-
line

62%

Rozsirenie zoznamu krajin, ktorych ob¢ania moézu

0,
pracovat na zéklade bilateralnej dohody 44%

Rozsirenie zoznamu nedostatkovych povolani 43%

N=117
Zdroj: Vlastny vypocet na zdklade dotaznikového prieskumu
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