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Executive summary

The deliverable, National Analysis Report for Bulgaria, presents the findings from the survey
amongst Bulgarian employers regarding the employment of third-country nationals in
Bulgaria 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 Bulgaria
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 Bulgarian
translation.
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1. Recruit4Tomorrow - Report on the survey conducted in Bulgaria

In recent years, Bulgaria has faced a labour shortage and challenges for companies in finding
suitable personnel. The roots of the workforce crisis in the country can be traced back to the
transition from a planned to a market economy, the decline of industrial production and the
subsequent emigration. The demographic crisis in Bulgaria and all of Europe led to a significant
reduction in the working-age population. Another key driver of change in the labour market
was the pandemic and the resulting transformation of the workplace, changes in wages and
difficulties in reconciling personal and professional life.

The factors mentioned prompted the need to address the labour shortage by hiring workers
from third countries. It’s important to note that this approach involves overcoming certain
stereotypes and prejudices that employers have developed over the years. Despite that,
evidence shows that employers are increasingly turning to this alternative. The purpose of the
present survey was to identify the obstacles and challenges in recruiting third-country
workers.

The study was conducted through an online survey in the period 22 April — 30 June 2024 and
included 102 Bulgarian companies that gave full or partial answers to questions related to the
employment of third-country nationals. The first part of the report presents a brief summary
of the characteristics of the participating companies, the current state of employment of
workers from abroad and third countries, their origins and their salaries. The second part
examines the advantages and obstacles to the recruitment of third-country workers, their
representation and gaps in supporting their employment.

1.1. Characteristics of companies

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

Table 1: Company size, classification and industry

Frequency Percent
. Less than 10 13 13%
Size
(number of 11-50 32 33%
workers) 51-250 29 30%
251-500 13 13%
(N =98)
More than 500 11 11%
Family-owned 10 12%
company
Company Domestic private 54 63%
classification company
(N = 86) Domestic public 6 7%
company
MNE subsidiary 4 5%
Other 12 14%
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Construction 19 20%
Hospitality and 12 13%
tourism
Healthcare 4 4%
Industry Manufacturing 7 7%
(N =96) Oil and gas sector 0 0%
Automotive sector 2 2%
ICT (IT) sector 33 34%
Trade 2 2%
Other services 17 18%

Source: Own calculations based on the survey

The average value added per worker in Bulgaria in 2023 is EUR 46,525.6, according to the
survey data. The values vary in a very wide range, but the majority of respondents who
answered this question indicate values of up to EUR 40,000 (Figure 1).

In addition, the average gross salary reported by the companies surveyed was EUR 1824,7 per
month which is almost 80% higher if compared to the average gross salary in Bulgaria in 2023
(around EUR 1,022.58). The highest average salaries were recorded in the city of Sofia, where
the average gross monthly salary reached 2,722 BGN (around EUR 1,391.74)*.

Figure 1: Value added per worker (per year, in EUR) in 2023
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N=39
Source: Own calculations based on the survey

The survey involved representatives of companies occupying different positions, with two-
thirds of them being representatives of management teams, followed by professionals in
human resource offices (Table 2). Most of the respondents are men.

! Bulgaria: Statistics institute announces average annual salaries in 2023 — The Sofia Globe
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Table 2: Respondent's position in the company

Frequency Percent
CEO / Director / Member of the management board | 24 27%
Head of HR 11 12%
HR professional 12 13%
Head of Legal Department 1 1%
Legal professional 0 0%
Other 42 47%

N=90
Source: Own calculations based on the survey

In addition, all respondents have at least 5 years of professional experience, and most of them
have more than 15 years in their respective fields (Table 3).

Table 3: Duration of working experience of respondents

Frequency Percent
Less than 5 years 8 9%
5-15 years 39 42%
16 - 25 years 30 33%
26 - 35 years 14 15%
More than 35 years 1 1%

N=92
Source: Own calculations based on the survey

1.2. Employment of foreign workers — current situation

The majority, namely 84% of the companies surveyed, report that they are currently
employing foreign workers (Table 4). Half of the respondents report that they employ foreign
workers from non-EU countries.

Table 4: Employment of foreign workers

Frequency Percent
Yes 81 84%
No 15 16%

N=96
Source: Own calculations based on the survey

The survey also examined the attitudes of those companies that currently do not employ
foreign workers (Table 5), including questions about their future plans to employ foreign
workers. Of these respondents, 90% (21 respondents) plan to hire foreign workers in the
future. Specifically, more than half of respondents indicated that they plan to hire workers
from third countries. Only 10% (2 respondents) do not plan to hire foreign workers in the
future.
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Table 5: Strategy for hiring foreign workers in the future

Frequency Percent

We plan to employ foreign workers in the future (from

. 8 38%
EU countries)
We plan to employ third-country workers in the future | 11 52%
We do not plan to employ any foreign workers in the ) 10%
future

N=21

Source: Own calculations based on the survey

1.3.Employment of third-country (non-EU) workers

The results in terms of the number of third-country workers currently employed in companies
are interesting. A quarter of respondents report that less than 5% of their workforce is made
up of third-country workers, and a fifth report that their share is between 6% and 10%.
Notably, 25% of companies have more than 20% non-EU nationals in their workforce (Table
6). These companies operate in construction, manufacturing, and other services.

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

Frequency Percent
Less than 5% of the total workforce 13 24%
6-10% 11 20%
11-15% 7 13%
16-20% 13 24%
More than 20% 9 17%
Don't know exactly 1 2%

N=54
Source: Own calculations based on the survey

Comparing the level of education of workers from third countries, we can say that although
there is a great diversity in results, the main share of them have secondary and higher
education. Respondents consider that the educational structure of workers from third
countries is comparable to that of the total workforce in the company (67%). However, 22%
of them consider that workers from third countries have a lower level of education (Table 7).
The age structure of third-country workers in the companies surveyed shows that the
majority of them are between 31 and 40 years old.
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Table 7: Level of education of the company's workers compared to those from third countries

Frequency Percent
Comparable 34 67%
On average, third-country workers have lower 11 22%
education.
On average, third-country workers have higher 1 2%
education.
Difficult to answer 4 8%

N=51
Source: Own calculations based on the survey

Non-EU workers are mainly employed for service work (11%) and elementary work (14%),
followed by those in manufacturing and professional and technical activities (Table 8). As for
some of the other types of work that non-EU workers perform the respondents reported
construction, programming, social work, cooking, IT etc.

Table 8: Types of work of third-country workers

Frequency Percent

Service work (sales, personal care, protective | 7 11%

services, personal services, etc)

Professional and technical work (healthcare 6 10%

services, legal and other professional

services, science and engineering

professional services, etc)

Production work 8 13%

Elementary work (cleaning services, 9 14%

agriculture, fishing and forestry services, food

preparation assistance, etc.)

Managerial work 3 5%

Other 29 47%
N=62

Source: Own calculations based on the survey

1.4.The origin of workers from third countries

The companies surveyed indicate that in Bulgaria workers from third countries come mainly
from Ukraine and Turkey. A significant number of third-country workers are from countries in
the Far East such as Nepal and Thailand, as well as from Central Asia (Figure 2).
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Figure 2: Origin of workers from third countries

60%
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etc) Thailand)
N=52

Source: Own calculations based on the survey

1.5. Wages of third-country workers

According to the results obtained, the average gross wage of third-country workers in the
companies surveyed was EUR 1505.4. Comparing this result with the data obtained on the
average wage in the same companies, we can say that the average gross wage of workers from
third countries is lower. Figure 3 illustrates the distribution of average gross wages (per
month, in euro) paid to third-country workers in the companies surveyed.

Figure 3: Distribution of average gross wages paid to third-country workers (per month, in EUR)

More than 4500 mEEEE 3%
4001-4500 0%
3501-4000 0%
3001-3500 mEEE—— 6%
2501-3000 mmm 3%
2001-2500 S 1%
1501-2000 N 2 0%
1001-1500 meee————— 1%
501-1000 . 46%
Less than 500 = 0%

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

Source: Own calculations based on the survey

Regardless of the difference in average wages, the majority of companies consider that the
wages of third-country workers are comparable to those of their other employees (Table 9).
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Table 9: Qualitatively comparing average gross wages of third-country workers to other workers in
the same company

Frequency Percent
Lower 6 12%
Comparable 43 86%
Higher 1 2%
I don't know 0 0

N=50
Source: Own calculations based on the survey

Only one of the surveyed companies stated that they received subsidies for hiring workers
from third countries to which other workers were not entitled. The subsidy received was from
the National Programme for Employment and Training of Refugees, which was run by the
Employment agency in the scope of a one-time programme activity of the United Nations High
Commissioner for Refugees which allowed funding of start-ups. This programme funded
refugees only and is not active anymore.

1.6.Advantages and barriers to hiring workers from third countries

The main advantages that companies see in hiring third-country nationals are the acquisition
of workers who are more flexible in adapting their working hours (shift work, night work, etc.),
possess the desired competencies, stability of the workforce due to the volatility of sales
(orders) and knowledge of the market and the culture of their countries/regions of origin.
They do not consider cost reduction to be an advantage when hiring workers from third
countries (Figure 4).

Figure 4: Advantages of employing third-country workers (1 = fully disagree, 5 = fully agree)

1 1,5 2 2,5 3 3,5 4 4,5 5

Acquiring workers who are more flexible in adapting their I :

working hours (shift work, night work etc.)

Hiring workers with desirable competencies. | NNNENEREuENNEGGNNNNNNNNNN 3o
Stability of the workforce due to volatility in sales N :

(orders).

Knowledge of the market and culture of their origin I :
countries/ regions. !
Increased workers efficiency in the company. | NG 3,4
Diversity that may foster business growth. | ENENRNRNNRNREEEEEEEN :./

Cost reduction. [N

N=15
Source: Own calculations based on the survey
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In any case, one of the main reasons why companies decide to employ foreign workers is hiring
workers with desirable competencies, knowledge of the market and the culture of their origin
countries, diversity and lack of domestic workers (Figure 5).

Figure 5: Reasons for employing third-country workers (1 = fully disagree, 5 = fully agree)
1 1,5 2 2,5 3 35 4 45 5

Hiring workers with desirable competencies. [ NNNNEENEEEEEEENEENNNNNNNN 3 S

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

Diversity that may foster business growth. | NI : 4

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

Increased workers' efficiency in the company. [ NNINININGGEGEGEGNGNN 32

Acquiring workers who are more flexible in adapting their
working hours (shift work, night work, etc).
Stability of the workforce due to volatility in sales
(orders).

I 3,4

I 3,4

I 3
I 28
Cost reduction. NN 2,7

N=46
Source: Own calculations based on the survey

The main problems that respondents believe make it difficult to employ workers from third
countries in Bulgaria are: lack of knowledge of the local language, lack of knowledge of the
company's work culture and recruitment and combination of in-demand and actual skills.
(figure 6).

Figure 6: Potential problems related to employing third-country workers (1 = fully disagree, 5 =
fully agree)

Lack of local language knowledge. IIIIIIINIEINNNGNGGNGNGNNGNGNGNNNNNNGNNGGEG 3,6
Unfamiliarity with the company's work culture. NN 3,2
Recruiting and matching skills and demand for skills. I 3,2
Challenges in adapting to the work environment. NN 3,1
Increase in the cost of running a business. IIIIEENEGGGGGGGGE 3,1
Lack of systemic measures to support. I 3
Cultural differences. GGG 3
Lower quality of work in comparison to native workers. NN 2 3
Xenophobia and racism. NN 6
Problems associated with addiction (like alcohol and... I 2,6

N=82
Source: Own calculations based on the survey
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One-third of Bulgarian companies do not offer facilities to hired workers from third countries,
the same number provide assistance in opening a bank account and 19% provide assistance
in settling official formalities (Figure 7).

Figure 7: Amenities offered to third-country workers

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

No. I 33%
Assistance in opening a bank account NN  33%
Assistance in dealing with official formalities IEEEEEEEEEEEEEEEGEG—————— 1%
Tickets for trips to the homeland GGG 1%
Subsidised accommodation GGG  19%
Additional insurance GGG 15%
Free transport to work I 10%
Medical package I 10%
Offering telecommunications starters I 3%
Prepaid cards I 6%

Possibility of talking to a consultant/professional in... I 2%

N=48
Source: Own calculations based on the survey

The main difficulties that Bulgarian companies face in hiring workers from third countries are
language and cultural barriers, the need to provide assistance in finding suitable housing and
the implementation of legal procedures. The time needed to adapt, legal difficulties and the
need for assistance in performing health procedures are also significant challenges. The lack
of trust turns out to be a less significant barrier (Figure 8).

Figure 8: Barriers in employing third-country workers (1 = fully disagree, 5 = fully agree)
1 1,5 2 2,5 3 3,5 4 4,5 5
Language and cultural barriers. | AR :.7

The need to assist them in finding suitable housing. | N NNNRRR : -

The need to assist them in legal procedures. | EGTczcNGEINNGITGNGEGEGEE : -
The time needed to adapt to the new job. | EGTGTNGINININGEGEGEGEGEGEGE ./
Complexity of legal activities. |  [ITGEGNGNNNEEEEEEEEEE :
The need to assist them in health-related procedures. | NN : ./

Lack of trust. | NN ::

N=76
Source: Own calculations based on the survey
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Regarding the difficulties encountered by Bulgarian companies in hiring workers from third
countries, obtaining visas, permits and difficulties in contacting administrative offices stand
out, which extend the deadline for settling the formalities of the procedures (Figure 9).

Figure 9: Formal barriers that are related to legal activities (1 = fully disagree, 5 = fully agree)

1 1,5 2 2,5 3 3,5 4 4,5 5

Long waiting times for obtaining visas in the country of N -

origin for foreigners.

Difficulty in contacting administrative offices to submit I -

documents.

Long waiting time for permits in provincial offices and I

labour offices.

insufficient information on regulations and procedures I o

concerning the employment of third-country workers.

Different requirements from different authorities I : o

regarding documents.

Complicated procedures (in general) for employing third- I

country workers.

Lack of specific deadlines for handling official documents. | N R R : <

N=30
Source: Own calculations based on the survey

As a result of the above-mentioned extended procedures, companies mostly agree that the
obstacles companies face when employing third-country workers have no consequences,
followed by the opinion that it causes the inability to employ workers on time. In general,
respondents disagree that obstacles caused resignation from investing in the country or loss
of the company’s reputation. (Figure 10).

Figure 10: Consequences of obstacles that companies face when employing third-country workers
(1 = fully disagree, 5 = fully agree)

1 1,5 2 2,5 3 3,5 4 4,5 5
No consequences. | ::
Inability to employ workers on time. | NN NN :°
Inability to plan business processes. | RN N NI .5
Less orders and contracts (lower sales). | R RIREE : <
Financial losses of the company. | NI .-

Loss of reputation of the company. | R REN .2
Resignation from investing in the country. | N N RN .

N=70
Source: Own calculations based on the survey
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Companies in Bulgaria consider language and cultural barriers to be a major problem when
hiring third-country workers (Figure 11). Statements that employment of third-country
workers increases only when they have problems filling vacancies with natives, that they have
to take care of them and that the employment is hampered by the necessity to prepare them
for a job received reached a high level of support.

Figure 11: Evaluation of statements regarding the employment of third-country workers (1 = fully

disagree, 5 = fully agree)

The employment of third-country workers is hindered by
language and cultural barriers

Our employment of third-country workers increases only
when we have difficulties filling vacancies with natives

In employing third-country workers, the need to "take
care them” - finding a flat, helping with contacts for...

The employment of third-country workers is hampered by
the necessity to prepare them for a job

While hiring third-country worker, the most troublesome
are the complicated formal and legal conditions

The employment of third-country workers is hampered by

a lack of trust in the workers who comes “only for a...

N=46
Source: Own calculations based on the survey
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&

In general, customers of Bulgarian companies prefer that the goods and services offered to
them are not made by third-country workers, although the employers' experience is mostly
positive and the language skills of third-country workers are sufficient to do their job well
(Figure 12). Another interesting fact is that Bulgarian companies do not consider that workers
from third countries were difficult to integrate with other employees.
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Figure 12: Experiences with employing third-country employees (1 = fully disagree, 5 = fully agree)

1 1,5 2 2,5 3 3,5 4 4,5 5

Our customers preferred contacts with native employees _ 37

rather than with third-country workers

Our experiences from employing third-country workers — 35

are mainly positive and their language skills were...

The third-country workers' knowledge about their home — 35

countries' language and culture has been beneficial for..

Screening third-country workers requires more resources _ 34
,

than screening native applicants for similar job

Third-country workers are more productive than | _ 33

expected

The third-country workers have been hard to integrate _ 32

with other employees so that cooperation has not...
N=43

Source: Own calculations based on the survey

1.7.Workers’ representation in companies

The survey included questions about workers' representation in the decision-making process
and the intention to include topics related to third-country workers in the stakeholders’
discussion. The surveyed companies are dominated by a lack of workers' representation, with
less than a fifth of them having a trade union (Figure 13).

Figure 13: Workers’ representation in companies

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

No workers representatives are present in our company _ 71%
Trade union _ 18%

Board-level workers representative . 4%

Works council 0%

N=28
Source: Own calculations based on the survey

Three-quarters of companies that have some form of worker representation did not include
these representatives in the discussion of challenges related to third-country workers (Figure
14). The same applies to their future plans (Figure 15).
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Figure 14: Dealing with the challenges related to third-country workers

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

We have not included workers' representatives in this _ 76%
discussion ?

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

We consult workers' representatives about the current - 10%
and prospective employment of third-country workers ?

We include measures and other relevant issues on the
employment of third country workers in the company - 7%
collective agreements

We conclude other forms of agreement with workers'
representatives on the recruitment of third country - 7%
workers, like actions plan

N=29
Source: Own calculations based on the survey

Figure 15: Plans to deal with the challenges related to third-country workers

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

We dont plan to indude workers' representatives in this _ 77%
discussion ?

We will inform workers' representatives about the
current and prospective employment of third-country - 10%
workers

We will consult workers' representatives about the
current and prospective employment of third-country - 10%
workers

We will conclude other forms of agreement with
workers' representatives on the recruitment of third I 3%
country workers

We will include measures and other relevant issues on
the employment of third country workers in the 0%
company collective agreements

N=31
Source: Own calculations based on the survey

The survey shows that the majority (72%) of companies are not aware of the social partners'
discussions on employment and challenges related to third-country workers at the sectoral
and national level. A small proportion of them (16%) are familiar with the discussions but do
not know what it is about.
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1.8.Gaps in supporting the employment of third-country nationals

The shortage of workers makes it difficult for companies to operate, which is why they are
making significant efforts to implement various training and qualification measures to support
the integration into the labour market of workers from third countries. Respondents identified
the fight against overskilling as areas with the most significant gaps, the use of digital tools
and the recognition of qualifications/skills assessment. The language barrier is proving to be
a significant barrier to the integration of third-country workers, with respondents noting
significant gaps in the provision of additional language courses, computer literacy and
communication skills. The main gaps that respondents point out in terms of information and
consulting are career development, increasing knowledge about the labour market and IT
programs/applications.

Bulgarian companies consider that, despite their efforts, there are significant gaps in terms of
preventing discrimination, raising awareness of diversity in the workplace and providing
civic/social and cultural orientation courses.

The main priorities for facilitating the employment of third-country nationals, according to the
surveyed companies from Bulgaria, should be: providing the opportunity to submit formal
applications and documents online, streamlining the process of issuing work visas and
expanding the list of countries whose nationals can work under a bilateral agreement (Figure
16).

Figure 16: Proposed changes in regulations to facilitate third-country workers employment

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

Possibility to submit formal applications and documents _ 71%
on-line ?
Streamlining the process of issuing working visas _ 66%
Expanding the list of countries whose citizens can work
in the bases of bilateral agreement
Reducing the duration of legal procedures _ 40%
Expanding the list of deficit professions ||| | | || N 32

N=35
Source: Own calculations based on the survey
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2. Recruit4Tomorrow - [loknag 3a npoyusaHe, npoBeaeHo B bvarapua

Mpe3 nocnenHuTe roguHm B bbarapuma ce HabagaBa HeAOCTUT Ha PAabOTHA pPbKa U TPYAHOCTH
3a HabaBAHe Ha noaxoAsALl, MepcoHan oT NpeAnpUATUETo. HavyanoTo Ha KpM3aTa C NepcoHana
B CTpaHaTa MOXe A3 Ce TbPCU MHOTO Ha3az B roguMHuMTe C Npexoda OT NJaHoBa KbM NasapHa
MKOHOMWKA, CMaga Ha WHAYCTPMANHOTO NPOM3BOACTBO M MOCAeABafaTa emurpaums.
Oemorpadckata Kpmsa B bbarapma u yana EBpona goseae A0 3HAUMTENHO HaManeHUE Ha
HacefieHMeTo B TpyAocnocobHa Bb3pacT. Apyr KaoyoB GaKkTop 3a NPoMsAHa Ha nasapa Ha
Tpyaa 6elwe naHAemMMATa M HaCTbNUAUTE B pPe3yATaT OT TOBa TpaHchopmaLma Ha paboTHOTO
MACTO, MNPOMEHW B 3anialWaHeTo M TPYAHOCTU TMPU CbBMECTABAHETO Ha JIMYEH W
npodecnoHaneH K1BOT.

MocouyeHnTe GaKTOPM HANOKMXa TbPCEHETO Ha pelleHMe Ha Nnpobaema c paboTHaTa pbKa yupes
HaemaHe Ha PaboTHMLM OT TPeTu CTPaHU. TyK e peaHo Aa YNOMEHEM, Ye TOBa e CBbP3aHo C
npeofonABaHe Ha HAKOM CTEepeoTUnM W npeapasCbAbly, HACAOEHWM C rOAMHU OT
pabotogaTtenute. PakTUTe NOKA3BaT, Ye BbMPEKM TOBA, BCE NO-YECTO, TE CE HACO4YBAT KbM Tasu
anTepHatuBa. Llenta Ha HacToAWwoTO Npoy4ysaHe belwe Aa ce MAEHTUPUULMPAT NPEYKUTe U
npeaunsBuKaTe/icTBaTa NPU HaemaHe PaboTHULM OT TPETU CTPAHMU.

Mpoy4yBaHeTO e NPOBEAEHO Ype3 OHNAMH aHKeTa B nepuoga 22 anpua — 30 toHn 2024 rogmHa
n BKAtoYBa 102 6bArapcKkM NpeanpuaTma, KOUTO ca AaNW MbAHU UAW YAaCTUYHWM OTTOBOPM Ha
BBMPOCK, CBbP3aHM C HAEMAHETO Ha FPaXKAaHN Ha TpPeTu cTpaHu. B mbpeaTta YacT Ha goKnaga
€ NpefCcTaBeHO KpaTKoO 060bLeHME Ha XapaKTepPUCTUKMTE Ha y4vyacTBasiMTe MpeanpuaTus,
TEKYLLOTO CbCTOAHWE NPM HaeMaHe Ha PabOTHULM OT YyKOMHA U TPETU CTPaHWU, TEXHUSA
npousxo4 W 3aniatute M. BTopaTa 4acT pasriexga npeaMmcTBata U NpeyvkuTe npes
HaeMaHeTo Ha PabOoTHULM OT TPETU AbPKABU, TAXHOTO NPEnCTaBUTENCTBO U NPOMNYCKUTE B
nogKpena Ha TAXHaTa 3aeToCT.

2.1. XapaKTepucTuKa Ha npeanpuaATUATa

XapaKTepuUCTUKUTE Ha NpeanpuaATUATa, BKIIOYEHU B MPOYyYBaHETO, ca NOKa3aHu B Tabauua 1.

Ta6auua 1: Paamep Ha npeanpuaTMeTo, Knacupukauma n otTpacbn

YecroTa MpoueHT
Mo-manko ot 10 13 13%
Pasmep 11-50 32 33%
(6poit paboTHULM) 51-250 29 30%
(N =98) 251-500 13 13%
MNoseye o1 500 11 11%
10 12%
Knacudpukauusa Ha CemeliHa dupma
dupmurte
(N = 86) MecTHO YyacTHO 54 63%
npegnpuAatTue
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MecTHo ny6anyHo 6 7%

npeanpuAaTne

ObuwepHo 4 5%

OPY*KecTBO Ha

MYNTUHALMOHANHA

KOMMaHuA

Opyro 12 14%

Ctpoutencraso 19 20%

XoTennepcrso u 12 13%

TYpPU3bM

3apaseonasBaHe 4 1%

MpounssoacTeo 7 7%
MpomuwneHoct MNeTponeH 1 rasos 0 0%
(N =96) CeKTop

ABTOMObWIEH 2 2%

CeKkTop

Cektop Ha UKT (UT) | 33 34%

Toprosus 2 2%

Opyrn ycnyrn 17 18%

M3ToUYHUK: COBCTBEHM M3UMCNAEHMA B3 OCHOBA Ha npoy4yBaHeTo

CpegHaTa gobaBeHa CTOMHOCT Ha paboTHUK B Bbarapus npes 2023 r. e 46 525,6 eBpo, coyaT
OaHHUTe oT nscneasaHeTo. CTOMHOCTUTE BapMpaT B MHOTO LUMPOK AMana3oH, HO No-roaamaTta
YyacT OT PecnoHAEeHTUTE, OTFTOBOPU/IM Ha TO3M BbNPOC, Noco4yBaT cToiHocTM Ao 40 000 EUR

(purypa 1).

OcBeH ToBa cpeaHaTa bpyTHa 3anaaTta, NOcoYeHa OT aHKeTUpaHuUTe npeanpuatua, e 1824,7
€BPO Ha MeceL, KoeTo e ¢ noyTn 80% No-BMCOKO B CPaBHEHME CbC cpegHaTa bpyTHa 3anaaTa
B bbarapusa npes 2023 r. (okono 1 022,58 esBpo). Hain-Bucokute cpeaHu 3annaTu ca
peructpupanu B rpag Codus, KbaeTo cpeaHaTa bpyTHa meceyHa 3annaTta goctura 2 722 ne.
(okono EUR 1,391.74)2.

2 Bulgaria: Statistics institute announces average annual salaries in 2023 — The Sofia Globe
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durypa 1: flo6aBeHa CTOMHOCT Ha paboTHUK (roauwiHo, B eBpo) npes 2023 .
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N=39
MN3ToYHUK: COBCTBEHM M3YMCEHUA B3 OCHOBA Ha NpoyyYBaHETO

B npoyyBaHeTO ca BKAOYEHW MpeAcTaBUTEAM Ha MPeanpuATUA, 3aemally  PasiudyHK
ONBXHOCTU, KaTo ABe TPeTM OT TAX Ca NpeAcTaBMTeNIM Ha YNpPaBAeHCKU eKUNU, caeaBaHun oT
npodecnoHanncTu B OTAENM 3a YoBewWwKM pecypcu (Tabanua 2). MoBeyeTo OT aHKETUPaHUTE
ca MbXe.

Ta6bauua 2: NMo3unuma Ha pecnoHAEeHTUTE B NPeanpUATMETO

YecroTa MpoueHT

MN3nbaHuTeneH anpektop / AupekTtop / YneH Ha 24 27%
YnpasutenHua cbeeT

PbKoBOAMTEN YOBELLKN pecypcu 11 12%
Crneunannct no YoBeLLKN pecypcu 12 13%
PbKkoBOoAMTEN Ha NpaBeH OTAeN 1 1%
Kpwuct 0 0%
Opyro 42 47%

N=90

MN3TOoYHUK: COBCTBEHM U3YMCEHUA B3 OCHOBA Ha NpPoyyYBaHETO

OcBeH TOBa BCUYKM PECNOHAEHTW MMaT HaW-Manko 5 roauHu npodecuoHaneH onut, a
noBevyeTo OT TAX MMAT noseye oT 15 rogmMHu B CboTBETHUTE CU 0bnacTu (Tabaunua 3).
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Ta6auua 3: NpoABbAKUTENHOCT HA TPYAO0BUA CTAXK Ha PECNOHAEHTUTE

YecroTa MpoueHT
Mo-ManKo oT 5 roanHM 8 9%
5-15roannu 39 42%
16 - 25 rognHu 30 33%
26 - 35 rognHu 14 15%
MNoseye ot 35 rognHu 1 1%

N=92
M3TOYHMK: COBCTBEHM M3YNCEHMA B3 OCHOBA Ha NPOYYBaHETO

2.2.32eT0CT Ha YyXKAEeCTPaHHU PAaboTHULM — TeKyLa CUTyauma

MHO3MHCTBOTO, @ UMEHHO 84% OT aHKeTUpaHUTE NpeanpuaTUa, CbobLLaBaT, Y& B MOMEHTA
HaemMart vyKAecTpaHHU paboTHMum (Tabnauua 4). MonoBMHaTa OT aHKETMPaAHUTE CbObLLABaT,
ye Haemart YyKAecTpaHHM paboTHUUM OT AbprKaBu U3BbH EC.

Tabnuua 4: 3aeTocT Ha YyXKAecTpaHHU paboTHULMU

YecroTa MpoueHT
Ja 81 84%
He 15 16%

N=96
M3TOYHMK: COBCTBEHM M3YNCIEHMA B3 OCHOBA Ha NMPOYYBaHeTO

MpoyyBaHeTO CbLLO Taka M3cneaBa HarnacuTe Ha oOHe3Wn NpPeanpUaTUA, KOMTO NMOHACTOALLEM
He HaemaT YyXKaecTpaHHU paboTHuuM (Tabaunua 5), BKAKOYMTENHO BbMNPOCK 33 6baelmnTe um
NNaHOBe 3a HaemMaHe Ha YyXKAecTpaHHW paboTHuMum. OT Te3n pecnoHaeHTn 90% (21
pecrnoHAeHTN) NnaHupaT Aa HaemaT YyxAaecTpaHHU paboTHMUM B 6baewe. MNo-KOHKpPeTHO,
noseye OT MNOJIOBUHATA OT PECNOHAEHTUTE Ca NOCOYM/IN, Ye NAaHUPaT Aa HaemaT paboTHMLM
OT TpeTu Abpxkasu. Camo 10% (2 pecnoHAeHTU) He NAaHUpaT Aa HaemaT YyXKAeCTPaHHU
paboTHMuM B 6baeLLe.

Tabauua 5: CTpaterns 3a HaemaHe Ha YyXXAecTpaHHU paboTHMUM B 6baelle

YecroTa MpoueHT
MnaHnpame ga Haemem YyKaecTpaHHM paboTHUUM B

8 38%
6baeue (ot cTpaHu oT EC)
MnaHupame ga Haemem paboTHULM OT TPETU 11 52%
ObpXasu B bbaeule
He nnaHupame ga Haemame YyKAECTPaAHHMU

2 10%
paboTHMUM B 6baelle

N=21
M3TouHMK: CoBCTBEHM M3UMCAEHMA B3 OCHOBA Ha MPOy4YBaHeTo
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2.3.3aeToCT Ha paboTHULM OT TPeTU AbpKasu (M3BbH EC)

Pe3syntatuTe no oTHoWeHMe Ha 6poA Ha PaboTHULMUTE OT TPETU AbPXKABM, KOUTO B MOMEHTA
paboTAaT B NpeAnpuATUATA, Ca MHTepecHU. EaHa 4eTBbPT OT aHKeTUpPaHUTe CbobLLaBaT, Yye no-
Masiko oT 5 % oT paboTHaTa MM cMAa Ce CbCTOM OT PAabOTHULM OT TPETU AbPIKABM, A e4Ha NeTa
CbobLWaBaT, Ye TEXHUAT aan e mexay 6 % u 10 %. MNo-cneumanHo, 25 % ot npegnpuATMATa
nmart noseye oT 20 % rpaxkaaHu Ha AbprKasu M3BbH EC B paboTHaTa cv cuna (Tabaunua 6). Tesn
npeanpuaTMA paboTAT B CTPOUTE/ICTBOTO, NMPOU3BOACTBOTO U APYIM YCAYTN.

Ta6bauua 6: PasnpegeneHue Ha paboTHULUTE OT TPETU AbprKaeu B paboTHaTa cuna Ha
u3cnepnBaHuUTe NpeanpUATUA

YecroTa MpoueHT
Mo-manko ot 5 % oT obwata paboTHa cuna 13 24%
6-10% 11 20%
11-15% 7 13%
16-20% 13 24%
MNoseye o1 20% 9 17%
He 3Ham To4HO 1 2%

N=54
N3TouHMK: CoBCTBEHM M3UMCAIEHMA B3 OCHOBA Ha MPOyYBaHeTo

CpaBHABaliKM HMBOTO Ha 06pa3oBaHMe Ha PabOTHULUTE OT TPETU CTPAHU, MOXKEM [a KaXKem,
ye BbMNPEKM Ye NMa FoIAMO pasHOobpasme B pe3yaTaTUTe, OCHOBHUAT 4A OT TAX MMAT CPeaHO
M Bucwe obpasoBaHMe. PecnoHAeHTUTe cuyuTaT, 4Ye obpasoBaTesHaTa CTPYKTypa Ha
paboTHMUNTE OT TPETM [AbpKaBM € CpaBHMMa C Ta3suM Ha obuwata paboTtHa cuna B
npeanpuatmeto (67 %). 22 % ot Tax obauye cumTaT, Ye paboTHULUTE OT TPETU AbP)KaBU UMAT
No-HUCKO HMBO Ha obpasoBaHue (Tabnmua 7). Bb3pacToBaTa CTPYyKTypa Ha paboTHUUUTE OT
TPETU CTPaHU B M3C/efBaHUTE NPeanpuATMA NOKAsBa, Ye NOo-ronsmaTa 4YacT OT TAX ca Ha
Bb3pacT mexay 31 n 40 roanHu.

Tabaunua 7: HuBo Ha o6pasoBaHue Ha paboTHULMUTE HA NPeaNPUATUETO B CPaBHEHUE C Te3U OT
TPEeTU AbpKaBu

YecroTa MpoueHT

CpaBHMMO 34 67%
CpefHo paboTHULMTE OT TPETU AbpKaBu Mmat no- | 11 22%
HUCKO 0bpasoBaHMe.

CpefHo paboTHUUMTE OT TPETU AbPKABM UMAT 1 2%
BuCLIe obpa3oBaHMe.

TpyoHO e aa ce oTroBopwm 4 8%

N=51

MN3TOYHUK: COBCTBEHM U3UYMC/IEHNA Bb3 OCHOBA Ha npoy4ysaHeTo
PaboTHMunTe 13BBbH EC ca 3aeTu rnaBHo 3a paboTa B chepata Ha ycnyrute (11 %) m obwa

pabota (14 %), cneaBaHM OT Te3n B MPOU3BOACTBOTO U NpodecuoHaNHUTE U TEXHUYECKUTE
aenHoctn (Tabnuua 8). Lo ce oTHaca A0 HAKOM OT Apyrute BMAOBe paboTa, KOATO
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paboTHuumMTe un3BbH EC wm3BbPWBAT, pecnoH4eHTMTe CcboblwasaT 3a CTPOMTENCTBO,
nporpamupaHe, coumnanHa paboTa, roteeHe, MHGOPMaLMOHHM TEXHONOTUM U 4.

Tabauua 8: Bugose pabota Ha paboTHULUTE OT TPETU AbPIKABU

YecroTa MpoueHT
Pabota B ycnyrute (npogaxou, nMyHa 7 11%
XWUTMEHA, 3aLLUTHWN YCAYTU, IMYHWU YCAYTU U
Ap)
MpodecnoHanHa u TexHU4ecKa paboTa 6 10%
(3apaBHM ycnyru, npaBHU U 4PYTU
npodecnoHaNHM YyCAYTU, HaYYHU U
WHXXeHepPHU NpodecnoHanHu ycayrm n gp.)
MpousBoacTeeHa paboTa 8 13%
Obua paboTa (NnouncTBaHe, cencko 9 14%
CTONaHCTBO, PUBOIOBHU U FTOPCKU YCAYTH,
NMOMOLL, 33 NPUTOTBAHE HA XpPaHa u Ap.)
YnpasneHcka paboTa 3 5%
[Opyro 29 47%

N=62
N3TouHMK: CoBCTBEHM M3UMCAEHMA B3 OCHOBa Ha MPOy4YBaHeTo

2.4.Mpowusxop, Ha paboTHULUTE OT TPETU AbPIKABU

AHKeTMpaHUTe NpeanpuATMA NOCo4YBaT, Ye B bbarapua paboTHMLM OT TpeTu CTpaHu uasaT
npeanmHo oT YKpanHa v Typumsa. 3HauynTeneH 6poit paboTHMUM OT TPEeTU AbPKasu ca oT
CTpaHu oT [laneyHma U3ToK Kato Henan u TaitnaHa, Kakto U oT LleHTpanHa Asus (durypa 2).

durypa 2: NMpousxog Ha paboTHULUTE OT TPETU AbPKaBU

60%

0,
50% 48%

40%
31%
30% 25%
19%
20% 15% 15% 13%
110
N

YKpaiHa Typuus LeHTpanHa  [aneyeH AnbaHus Adpuka Banskua CTpaHu oT
A3sns M3TOK (Mapoko, u3Tok (Mpak, busLwa
(KupruscrtaH, (®ununuum, Ervner, WMpaH n gp.) tOrocnasus
Y36ekucrtaH, UHOoHe3us, Hurepus...)
MoHroama mn Henan,
ap.) NUnans,
TavinaHg)

N=52
NU3TouHMK: CoBCTBEHM M3UMCAEHMA B3 OCHOBA Ha MPOy4YBaHeTo
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2.5.3annaTtu Ha paboTHULM OT TPETU AbPKaBU

Cnopeg nosy4yeHUTe pesynTaTv cpeaHaTa bpyTHa 3anaaTa Ha paboTHULMTE OT TPETU CTPaHMU B
nscneaBaHuTe npeanpuatma e 1505,4 EUR. CpaBHSIBalKM TO3M Pe3yATaT C AaHHUTE, NOJTYYEeHU
33 cpegHaTta paboTHa 3annaTa B CblMTE MPEANnpPUATUA, MOXKEM L3 Kaxem, ye cpegHata
6pyTHa 3annata Ha paboTHULMTE OT TPEeTU CTpaHW e Mo-HUCKa. Purypa 3 watoctpupa
pa3snpeAeneHNeTo Ha cpegHuTe 6pyTHM 3annatM (Ha mecel, B €BPO), M3NaaWaHW Ha
pPaboTHUUM OT TPETU LbPKABU B U3CeABAHUTE NPEANPUATHUA.

durypa 3: PasnpegeneHue Ha cpegHUTe GPYTHU 3annaT, M3NNaLLAHM HA Pa6OTHULM OT TpeTH
AbprKaeu (Ha meceu, B eBpO)

Moseue 0T4500 M 3%
4001-4500 0%
3501-4000 0%
3001-3500 N 6%
2501-3000 M 3%
2001-2500 NN 11%
1501-2000 NN 20%
1001-1500 |GG 11%
501-1000 I 46%

No-manko ot 500 0%

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

N=35
N3TouHMK: CoBCTBEHM M3UMCEHMA B3 OCHOBa Ha MPOyYBaHeTo

HesaBMCMMO OT pa3fiMKaTa B CpeaHUTe 3anaati, MHO3UHCTBOTO OT NPeANpPUATUATA CMATAT, Ye
3annatuTte Ha paboTHMLMTE OT TPeTU CTPaHM ca CPaBHMMMK C Te3W Ha OCTaHaAUTe UM
cnyxutenn (tabaunua 9).

Ta6bauua 9: KauectBeHO cpaBHeHMe Ha cpegHUTe 6PYTHU 3ann1aTi Ha PaboTHULUTE OT TpeTH
AbPXKaBU C Te3U HA ApYrUTe PaboOTHMLM B CHLLOTO NpeanpuATue

YecroTta MpoueHT
Mo-HUCKM 6 12%
CpaBHMMMU 43 86%
Mo-Bncokmn 1 2%
He 3Ham 0 0

N=50
M3TOYHMK: COBCTBEHM M3YNCIEHMA B3 OCHOBA Ha NPOYYBaHETO

CamMo egHO OT aHKeTMpPaHWUTE NPEANPUATUA e 3aABKU0, Ye e Nosydmnao cybecnama 3a HaemaHe

Ha paboTHMLM OT TPETU AbPXKaBWU, Ha KOUTO ApYyrM paboTHMLM HAMAT npaso. MNosyyeHaTa
cybcnama e 6una B pamKuTe Ha e4HOKpPATHa NporpamHa AeWHOCT Ha BbpxoBHMA KomuKcapuat
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Ha OOH 3a 6ekaHuuTe 332 GMHAHCMpPaHe Ha CTapTUpaLum Nnpeanpuatus. Tasu nporpama e 6una
HacouyeHa KbM 6eXKaHLM 1 Beye He e aKTMBHa.

2.6. npep,MMCTBa U Npevykn nNnpn HaemaHeTo Ha paGOTHMU‘M OT TpeTu AbpKasBu

OCHOBHUTE NPEAMMCTBA, KOUTO NPEANPUATUATA BUNKAAT B HAEMAHETO Ha rpaKaaHn Ha TpeTn
CTpaHu, ca npugobunsaHe Ha paboTHMUM, KOUTO Ca NO-IbBKABU B aJanTUpPaHeTo Ha paboTHOTO
cn Bpeme (paboTa Ha CMeEHW, HOLWEH TPYA W T.H.), MPUTEXKABAT KefaHUTe KOMMEeTeHLMM,
ctabunHoct Ha paboTHaTa cuna MopaaM HecTabuaHOCTTa Ha npoaa)kbute (nopbykute) U
no3HaBaHe Ha nasapa M KyATypaTa Ha CTpaHMTe/perMoHuTe Ha TexHuA Mpousxoa. Te He
CMATAT, Ye HaMa/NABaHETO Ha pa3xoauTe e MPeaUMMCTBO MPU HaemMaHeTo Ha paboTHMUM OT
TpeTu abp>Kasu (dpurypa 4).

durypa 4: Npegmumcrea NpyM HaeMaHeTo Ha PaboTHULM OT TpeTu AbpKaeK (1 = HanbAHO
Hecbr/aceH, 5 = HANB/IHO CbINACEH)

HaemaHe Ha paﬁOTHVILLVI, KOWUTO Ca NO-rbBKaBu B aganTnMpaHeTo _ 38
’

KbM paboTHOTO Bpeme (paboTa Ha CMEHM, HOLLEH TPYA, U T.H.)

Haemare Ha paGorhnum ¢ enann komnereruny. [ 3
CrabunHocT Ha paboTHaTa cuna npesasuA HeNoCcTOAHCTBOTO Ha I :
)

npoaaxoéute (nopbykmTe)

Mo3HaBaHe Ha Nasapa W Ky/TypaTa Ha TexHUTe CTpaH1/pernoHn I :
Ha npomsxog, ’
Increased workers efficiency in the company. | E [ R ./
PasHoo6pasue, koeTo moxe aa Hacbpum pactexa Ha 6usreca || EGEGTGTNGIIEE : ./

Hamanssarie na pasxoavre [

N=15
NU3TouHMK: CoBCTBEHM M3UMCAEHMA B3 OCHOBA Ha MPOy4YBaHeTo

Taka nam mHave €aHa OT OCHOBHUTE NPUYNHUN, NOPaAN KOUTO NPeanpUuATUATa pellaBaTt Aa

HaemaT 4YysKAecTpaHHW paboTHUUM, e AuncaTta Ha MeCcTHW PaboTHULM U OCUTYPABAHETO Ha
paboTHMUM Cc noaxoasawm KomneteHummn (ourypa 5).
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®urypa 5: NpuunHM 33 HaemaHe Ha PaboTHULM OT TPETU AbPXKaeM (1 = HANbNHO Hecbrnacex, 5 =
HaMb/IHO CbrNaceH)

Haemare Ha pabotHuuw c enayn komnetenuv [N 3,5

Mo3HaBaHe Ha Nasapa u KyaTypaTa Ha TeXHWUTE CTPaHu/pernoHu
Ha Npousxog,

Pa3Hoo6pasue, KoeTo Moske Aa Hacbpum pactea Ha 6usreca [N 3,/

Haemame vyxaecTpaHHU paboTHMLM, 3aLLOTO HAMA HAaIMYHU
MeCTHU paboTHULM

Nosuwera edextusHoct Ha pabothuumTe B npeanpuatvero [ NNNNNENEGEGEGEGEGEEE 2

HaemaHe Ha paboTHULM, KOUTO Ca NO-IbBKABU B aAanTUPaHETo
KbM paboTHOTO Bpeme (paboTa Ha CMEHM, HOLLEH TPYA, U T.H.)

I 3,4

I 3,4

I 3

CrabunHoct Ha paboTHaTa cuna npeaBua HemoCToAHCTBOTO Ha
npofaxéurte (nopbykmTE)

Hamanasane wa pasxoaure [N 2,7

I 2,8

N=46
M3TouHMK: COBCTBEHM M3YMCNEHNA Bb3 OCHOBA HA NPOYYBAHETO

OcHoBHUTE nNpo6/iemMMu, KOWUTO aHKeTMpaHUTe CMATaT, 4Ye 3aTpyaHABAT HaemaHeTo Ha
pPaboTHUUM OT TPETU CTPaHU B bbarapuma ca: HeNoO3HaBaHETO Ha MECTHUA e3UK, HeNo3HaBaHe
Ha KyaTypaTa Ha paboTa Ha KomnaHusATa M HabupaHe M cbyeTaBaHe Ha TbPCeHU W
OencTButTenHn ymenus (durypa 6).

durypa 6: NMoTteHuManHu npobaemmn, cBbp3aHM C HAaeMaHeTo Ha paboTHMLUM OT TpeTH cTpaHm (1 =
HaMb/IHO HecbrNaceH, 5 = HaNb/IHO CbriaceH)

Jlvnca Ha e3vkosu nosHaHua no 6varapckv GGG 3,6
HenosHaBaHe Ha paboTHaTa KynTypa Ha npeanpuatveto [IIIIIEENEGEGGNGNGNGNNNNNNN 3,2
HabupaHe v cbnocTtasaHe Ha ymeHuA 1 TbpceHe Ha ymervsa [N 5,2
Mpean3suKaTencTsa Npu Heagantupare kbm pabotHata cpega  [NNNNIEGEGEGEGEGEGEEEEEEEENNEEN 5,1
YBenMyaBaHe Ha pasxoauTe 3a ynpasneHve Ha 6usHeca NN 3,1
Jlunca Ha cuctemun mepku 3a noakpena NN
Kyntyphu pasavuva I 3
Mo-HKCKO KavecTBo Ha pabota B cpasHeHne ¢ mecTHuTe... [NNIGGEGEEEEENEEE 2 S
KceHodobua n pacvsov NN 2,6
Mpobnemu, cBbp3aHu ¢ npuctpactasaHe (kato ankoxos,... NG 6

N=82
M3TouHKK: CobCcTBEHM M3UMCEHMA B3 OCHOBa Ha lpoyyBaHeTo

EnHa Tpeta OT ObArapckute npeanpuATMA He npegsaraT YNeCHEeHUs Ha HaemMaHuTe

paboTHMUM OT TPETW CTpPaHW, CbLLO TOJIKOBA OKasBaT MOMOLL, NpU OTKpMBaHe Ha 6aHKoBa
cMeTKa 1 19% oKasBaT nomoly, Npu ypexxgaHe Ha oduumnanHute popmanHoctm (durypa 7).
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durypa 7: YnecHeHus, npegnaraHyn Ha paboTHULMTE OT TPETU CTPAHU

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

He I 33 %
CvpaevictBue npu oTKkpuBaHe Ha 6aHkosa cmeTka NG  33%
Momolw, npu cnpassHe c oduumnanyun popmantoctv NN 19%
Bunetn 3a nbTyBaHe o poavHata v I 19%
Cybcnamnparo Hactranasare NN 1%
JonbnHutenHa sactpaxoska [N 15%
BesnnateH TpaHcnopT Ao pabota NN 10%
MeanumnHckm naket I 10%
MpeanaraHe Ha HayanHW TeNeKoMyHUKaumoHHm yeayrn I 3%
MNpegnnatenv kaptv I 6%

Bb3MOMHOCT 3a pa3roBop ¢ KoHcyATaHT/npodecnoHanuct Ha... Il 2%

N=48
M3TouHMK: COBCTBEHM M3YMCNEHNA Bb3 OCHOBA HA NPOYYBAHETO

OCHOBHUTE TPYAHOCTH, KOUTO cpellaTt 6barapckute GMpmMuU NpyM HaemaHe Ha paboTHUUM OT
TPETU CTPAHM Ca e3UKOBUTE U KYNTYPHU Bapuepn, Heob6XoAMMOCTTa OT OKa3BaHe Ha NMOMOLL,
NpY HamMupaHe Ha MOAXOAAWO MWAUWE M NPU M3NbAHEHME HA MPaBHUTE Npoueaypwu.
BpemeTo, HeobxoaMMO 3a aganTauus, NpPaBHUTE TPYAHOCTM W Hy:KAaTa OT MoOMoL, Mnpwu
U3NbJIHEHUE Ha 34,paBHUTE NPOLLEAYPU CbLLO Ca 3HAUYUTENHW Npeau3BMKaTencTsa. Jinncata Ha
JOBepue ce OKasBa He TO/IKoBa 3Haunuma bapuepa (durypa 8).

durypa 8: NMpeukn npes HaemaHeTo Ha PaboTHULM OT TpeTu cTpaHu (1 = HaNbAHO HecbraaceH, 5 =
HaNbJ/IHO CbrnaceH)

Esukosu u kyntyprn 6apvepy [ :
Heo6Xx0AMMOCTTa f1a MM Ce MOMOTHe fia HaMepAT N 5
NoAXOAALLO KuUauue !
Heobxoaumoctta aa um ce nomorxe no npasnu sbnpocy [ NGTGNGNGNGNEEEEEEEEEEE : -
BpemeTo, HeO6X0AMMO 3a afanTMpaHe KbM HoBaTa I :
paboTa !
Cnosroct Ha topuanyeckute popmantocrv [ : -
Heobxoamnmoctta aa um ce nomore no npaenu sbnpocy [ NNNGNGEGEEEEEEEEE .-

Nunca ra posepve I 3

N=76
M3TouHMK: COBCTBEHM M3YMCNEHNA Bb3 OCHOBA HA NPOYYBAHETO
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OTHOCHO TPYAHOCTMTE, KOMTO cCpewaT ObArapckute nNpeanpuaTMa Npu HaemaHe Ha
PaboTHUUM OT TPETU CTPAHU Ce OTKPOABAT BU3OBUTE M aAMMHUCTPATUBHM Npobiemu, KOUTo
y4bXKaBaT CPOKa 3a yperkaaHe Ha dopmanHocTute no npoueaypute (durypa 9).

®urypa 9: dopmanHu npeyKn, CBbP3aHMU C NPaBHU AeWHOCTM (1 = HaNbAHO HecbrnaceH, 5 =
HaMb/IHO CbraceH)

[baro Bpeme Ha yakaHe 3a NojlyyasaHe Ha BU3M 3a
YysKAEHUM B CTPaHaTa Ha Npou3xXos,

R e

rnofasaHe Ha LOKYMEHTH

[bnro yakaHe 3a paspelunTesiHn B 061aCTHUTE CNYKOU U
6topaTa no Tpyaa

HegfocTaTbyHa MHbOPMaLMA OTHOCHO pasnopeabuTe u
npoueaypvTe OTHOCHO HaeMaHeTo Ha paboTa Ha...

,

OTHOLWEHWE Ha OOKYMEHTUTE

I T O P (KT 0] 32 N ey 3

paboTHMLM OT TPETU CTPaHMU

Jlunca Ha KOHKPEeTHU cCpoKoBe 3a paboTa ¢ oduULManHm
[OKYMEHTU

N=30
MN3TOoYHUK: COBCTBEHM M3YMCEHUA B3 OCHOBA Ha NpoyyYBaHETO

B pe3ynTaT OT NocoYeHMTe NO-rope YAb/XKEeHU NpoLeaypu, npeanpuatTuaTa 4o ronsama creneH
Ca Cbr1acHK, Ye NPeyKnTe, Npea KoUTo ca n3npaseHn GUpMuTe NpuM HaemaHeTo Ha paboTHULM
OT TPeTu AbpP)KaBM, HAMAT MNOCNeACTBMA, MOCNeABaHO OT MHEHMEeTo, Ye ToBa BOAM A0
HEBb3MOXHOCT 3a HaemaHe Ha paboTHMUM HasBpeme. KaTo UANO pecnoHAeHTUTe He ca
CbracHM, Yye MpedyKuUTe ca A0BeAM A0 OTKa3 OT MHBECTUUMM B CTpaHaTa uau 3aryba Ha
penyTauusaTa Ha KomnaHuaATta (durypa 10).

®urypa 10: Nocneguum oT NpeyKkuTe, C KOUTO ce CONBCKBAT NPEeANPUATUATA NPU HAEMAHETO Ha
pPaboTHULM OT TPeTu AbprKaBu (1 = HaMb/IHO HeCcbrNaceH, 5 = HaMb/IHO CbrnaceH)

bes nocneacteva [N 3
HeBb3morKHOCT 32 HaemaHe Ha pabotHuum Haspeve [HNNNINGEGEGEGEGEE °
Hecnoco6bHoct 3a nnaHupare Ha 6usHec npouecy [NNNNGGEGEGEEN
Mo-masnko nopbuku n gorosopu (no-Hucku npogaxx6ov) [NNNGEGEGEGEGEGNE .o
®uHaHcosu 3arybu Ha npegnpuatvero [NNIINGEGEGEGEEE 2,5
3aryba Ha penytauuaTa Ha npeanpuatveto [ NNNINEGEGEGEE 2

Otka3s ot uHsectvpaHe 8 ctpaHata  [NNNININEGEGEGENE 2,2

N=70
NU3TouHMK: CobCTBEHM M3UMCIEHMA B3 OCHOBA Ha MPOy4YBaHeTo
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MpegnpuatuaTta B Bbarapua cuntaT e3MKOBUTE U KYATYpHUTE Bapuepun 3a OCHOBEH npobiem
npw HaemaHeTo Ha PaboTHULUM OT TpeTu cTpaHu (burypa 11). TBbpaeHUATA, Ye 3aeTOCTTa Ha
pPaboTHUUM OT TPETM AbPIKaBM Ce YBesIMYaBa CaMo KOrato umaT npobsiemu cbC 3anb/BaHETo
Ha cBob6oaHUTe PabOTHU MecTa C MECTHU KuTenu, de TpAbBa Aa ce rpuKaT 3a TAX M ye
33€TOCTTa € Bb3npenATcTBaHa oT HeobxoaMmocTTa g4a 6baaT NoAroTBEHM 3a NonyYeHa paboTa,
NosyYymxa BUCOKO paBHMLLE Ha NogKpena.

durypa 11: OueHKa Ha CTaHOBMLLATa OTHOCHO HaeMaHeTo Ha PaboTHULM OT TpeTu cTpaHu (1=
HaMb/IHO HecbrNaceH, 5 = HaNb/IHO CbriaceH)

FIaEMANETO 1A PACOTHULN OT TRCTH CTRINN © ] 3,
Bb3MNPENATCTBAHO OT €3MKOBU U KyNTYpHU Baprepu !
Hawara 3aeTocT Ha paboTHULM OT TPETU CTPaHW ce _ 33
yBe/nM4yaBa camo Korato Mmame 3aTpyAHeHus aa... !

Mpu HaemaHeTo Ha PaboTHULM OT TPETU CTPaHM _ 3.3
HeobX04MMOCTTa Aa ce ,FPUNKMTE 3a TAX” — HAMUpPaAHE... !
FlaemaneTo Ha PACOTHILN OT TRSTH CTRINN © | 3,5
Bb3MNPEnsTCTBAHO OT HeobxoAMMOCTTa Aa 6bAaar... !
Mpy HaemaHeTo Ha PabOTHUK OT TpeTa CTpaHa HaW- _ 31
HEMPUATHU Ca CIOXKHUTE GOPMAHM U NPABHU YCAOBUA !
HaemaHeTo Ha paboTHMLM OT TPETU CTPaHU e _ 3.1
Bb3MPEnATCTBaHO OT IMNCaTa Ha AOBEPUE B... !

N=46
NU3TouHMK: CoBCTBEHM M3UMCAEHMA B3 OCHOBA Ha MPOy4YBaHeTo

KaTo usno, KAineHTUTe Ha 6bArapcKnTe NPEANPUATUA NPeanoYnUTaT CTOKUTE U YCAYTUTE, KOUTO
MM ce npeasaraT, Aa He ca M3paboTeHu oT paboTHUUM OT TPETU CTPAHM, BLMPEKM YEe ONUTHLT
Ha paboTogatennTe e NPeaAVMHO MOJIOXKUTENIEH U €3UKOBUTE YMEHUA Ha paboTHuuMTe OT
TPEeTU CTpaHU ca AO0CTaTbyHM, 33 Aa ce cnpasAT Aobpe c pabortata cu (purypa 12). Odpyr
MHTepeceH GaKT e, Ye OBArApCKUTE NPEeAnpPUATUA He cYMTaT, Ye pPaboTHMUMTE OT TPeTU
AbpKaBu ca BUAM TPYAHWN 33 MHTErpUpaHe C OCTaHANUTE CAYKUTENN.
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durypa 12: ONUT c HaeMaHeTo Ha PaboTHULM OT TPeTH AbpKaeu (1 = HaNbAHO HecbraaceH, 5 =
HaMb/IHO CbrNaceH)

HawwuTe KNMeHTU npesnoYnTaxa KOHTaKTU C MEeCTHU _ 31
CNYXKUTENN, @ He C PabOTHULLM OT TPETU CTPaHU !
OnUTBT HM OT HaeMaHeTo Ha PaboTHULM OT TPETU CTPaHU _ 35
€ NPeAnMHO MOJONKUTENEH U TEXHUTE €3UKOBU YMEHMA... !
Mo3HaHuATa Ha paGOTHMLLVITe OT TPETU CTPaHU OTHOCHO _ 35
e31Ka 1 KynTypaTa Ha TeXHUTe POAHM CTpaHK 6axa OT... !
MposepKaTta Ha paboTHMLM OT TPETU CTPAHU U3NCKBA _ 34
noBeye pecypcu, OTKOIKOTO NPOBEPKaTa Ha MECTHM... !
PaboTHMLMTE OT TPETU CTPAHM ca NO-NPOAYKTUBHY, _ 33
OTKOJIKOTO OYaKBax !
PaboTHMLMTE OT TPETU CTPaHU TPYAHO Ce MHTerpupar ¢ _ 32
APYIU CAYKUTENU, TaKa Ye CbTPYAHUYECTBOTO HE... !

N=43
M3TouHMK: COBCTBEHM U3YMUCEHNA B3 OCHOBA HA NPOYYBaHETO

2.7.NMpeAacTaBUTENCTBO HA paboTHMLMUTE B NpeanpUATUATA

B aHKeTaTa 6sxa BK/IHOYEHW BBNPOCM OTHOCHO NPEACTaBMTENCTBOTO Ha PaboTHUUUTE B
npeanpuaATMATa M HamepeHuATa 3a BKAKOYBaHe Ha pPaboTHUUMTE OT TPeTU CTpaHu B
CUHOMKANHUA KMBOT Ha npegnpuAtTuAaTa. B aHKeTMpaHuTe npepnpuatusa npeobnapasa
OTCbCTBME Ha MNPeACTaBUTENCTBO Ha paboTHMUMTE, B NO-MasKo OT egHa MeTa 4yacT OT TAX
npucbcTBa cUHAMKAT (durypa 13).

durypa 13: NpepactaButencTso Ha paboTHULUTE B NpeanpPUATUATA

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

S T
0
paboTHuumMTe

CuHgmKaT _ 18%

MpeacrasuTen Ha pa6OTHVILI,VITE B ynpaBuUTeNHUA CbBeT . 4%

PaboTHuuyeckun cbeeT = 0%

N=28
MN3ToYHUK: COBCTBEHM M3YMCEHUA B3 OCHOBA Ha NpoyyYBaHETO

Tpu 4eTBbPTM OT UPMUTE, KOMTO MMaAT HAKaKBa ¢opma Ha NpeacTaBUMTENCTBO Ha
paboTHUUMTE He ca BKAWYMAM  Te3n npeacTaBuTeNnM B 0BCbKAAHETO  Ha
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npegu3BuKaTencTBaTa, CBbP3aHU C PaboTHULMTE OT TpeTn Abpkasu (durypa 14). CbwoTo
BaXXW U 3a 6baewmTe um nnaHose (purypa 15).

®urypa 14: CnpaBsHe C NpeAN3BUKATE/NCTBATa, CBbP3aHM C pabOTHMLMUTE OT TPETU AbpPKaBU

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

e e e e I -
(]
Tasu AUCKycus

Hve nHdopmmpame npeacraBuTenvTe Ha paboTHULMTE
3a TeKyllaTta 1 6baellarta 3aeTocT Ha paboTHMLM OT - 10%
TPeTu cTpaHu

KoHcyntvpame npeactaBuTenuTe Ha paboTHUUMTE
OTHOCHO TeKyLaTa 1 6baeLLaTa 3aeTocT Ha paboTHULUM - 10%
OT TPETU CTPAHU

Hwue BKkNtOYBaMe MepPKU U APYrn CbOTBETHM BbMPOCU
OTHOCHO HAaeMaHEeTOo Ha PaboTHULM OT TPETU CTPaHU B - 7%
KO/MIEKTUBHUTE TPYAOBM AOTOBOPU Ha NpeanpuATMeTo

Hue ckntouBame apyrv Gopmu Ha cnopasymeHue ¢
npeacTaBuTeNNTe Ha PaboTHULMTE OTHOCHO HAaEMaHETO - 7%
Ha pabOTHULM OT TPETU CTPaHMU, KaTo NJIaHOBE 3a...

N=29
MN3ToYHUK: COBCTBEHM M3YMCEHUA B3 OCHOBA Ha npoyyBaHETO

durypa 15: MNnaHoBe 3a cnpaBAHe C NPeAU3BUKATE/CTBATA, CBbP3aHM C paboTHMLMTE OT TpeTh
AbpKaBu

0% 10% 20% 30% 40% 50% 60% 70% 80%
vttt R
paboTHMLMTE B Tasu AMCKyCUA ?
LLle uHpopmmpame npeacTaBuUTeNnnUTe Ha paboTHULUTE

3a TeKywarta 1 6baellarta 3aeTocT Ha PaboTHULM OT - 10%
TPeTu CTpaHmu

LLle ce KOHCynTUpPame C NpeAcTaBUTeNIN Ha paboTHULMTE
OTHOCHO TeKylaTa 1 6baeLLaTa 3aeTocT Ha PaboTHUUM - 10%
OT TPETU CTPaHU

Le ckntounm apyrv Gopmu Ha crnopasymeHue ¢
npescTaBuTenuUTe Ha PaboTHULMTE OTHOCHO HabVpaHeTo l 3%
Ha pabOTHWLM OT TPETU CTPaHM, KaTo MaHOBE 3a...

LLle BKNOUMM MEPKM M APYTU CbOTBETHU BbMPOCH
OTHOCHO HAaeMaHEeTo Ha PaboTHULM OT TpeTU cTpaHn B 0%
KO/NIEKTUBHWUTE TPYAOBM AOrOBOPU HAa KOMMaHMATA

N=31
M3TouHMK: COBCTBEHM U3YMUCEHNA B3 OCHOBA HA NPOYYBaHETO

OT aHKeTaTa CTaBa fICHO, Ye No-rofamaTa yacTt (72%) oT npegnpuaATUATa He ca 3arno3HaTu C
OVCKYCMUTE Ha COuManHMTE NapTHbOPM OTHOCHO 3aeTocTTa M Npeau3BUKaATeNcTBaTa,
CBbP3aHU C PaboTHMLUTE OT TPETU CTPAHU, Ha CEKTOPHO M HaLMOHa/IHO paBHULLE. MasiKa YacT
oT Tax (16 %) ca 3ano03HaTH C AUCKYCUNTE, HO He 3HAAT 3a KaKBO CTaBa BbMPOC.
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2.8. Hponycxu B NnoAnNOMaraHeTo Ha 3aeTOCTTa Ha rpa*kAaHu Ha TPEeTU CTPpaHU

HenoctureT Ha paboTHMUM 3aTpyaHABA AeMHOCTTa Ha PupmMTe, Nopaan KoeTo Te nonarat
3HAYMTENHU YCUAMA 3@ NPUNAraHe Ha PasAUYHU MepKWU 3a 0bydyeHue u KBanuduKkauusa B
nogKpena Ha MHTerpauMaTa Ha nasapa Ha Tpyda Ha paboOTHUUM OT TpeTu LbprKasu.
AHKeTMpaHUTEe NOCOYBaAT KAaTO 06/1aCTU C HAW-3HAYUTENIHU MPOMYCKM WM3MONA3BAHETO HaA
UMPPOBU UHCTPYMEHTM U MNpPU3HaBaHETO Ha KBanudbuKauuaTa/oueHKa Ha ymeHuaTa.
E3nkoBaTa bapuepa ce OKa3Ba 3HauYMTEIHA NPEYKA 32 MHTErPUPAHETO HA PAabOTHULM OT TPETU
CTPaHW, KAaTo aHKeTUpaHuUTe oT6ens3BaT 3HAYMTENHM MPOMYCKM B OCUTYPABAHETO Ha
OOMbAHUTENHU €3MKOBU KypCOBE, KOMMIOTbPHA FPAMOTHOCT M KOMYHUKALMOHHU YMEHMUA.
OCHOBHMTE MPOMYCKN, KOUTO PECMNOHAEHTUTE COYAT MO OTHOWEHME Ha MHPOPMUPAHETO U
KOHCYNTUPAHETO Ca KapnepHOTO pa3BUTUE, NOBULIABAHETO HA 3HAHUATA 33 Na3apa Ha Tpyaa
n UT nporpamuTe/npunoxeHunsTa

BbArapckuTe NpeanpuATMA cYMUTaT, Ye BBMPEKU NONOXKEHUTE YCUIUA OT TAX CbLLECTBYBaT
3HaUMTENIHNW MPOMYCKM MO OTHOLWEHWEe Ha MpeaoTBpaTABAHE Ha AMCKPUMMHAUMATA,
nosullaBaHe Ha OCBeAOMEHOCTTa OTHOCHO MHoroobpasveto Ha paboTHOTO MACTO W
OCUrypABAHETO Ha KYPCOBe 3a rpakAaHcKa/coumnanHa u KyaTypHa opueHTauus.

OCHOBHM NpPUOPUTETM 33 Y/ecHABaHe Ha HaeMaHeTo Ha paboTa Ha rpaxgaHu Ha TpeTtu
ObpXKaBK, cnopea aHKeTUpaHWTe npeanpuatMa OT bbarapua, Tpabsa ga 6baar:
NpeaocTaBAHETO Ha Bb3MOXHOCT 3a NogaBaHe Ha OPUUMANHWM 3aABNEHUA U LOKYMEHTU
OH/aH, PaLMOHaNN3MPAHETO Ha NPOLLECa Ha U34aBaHe Ha PaboTHU BU3M M pas3lLMpPABaHe Ha
CNMUCbKa C AbPXaBW, YMMTO rPakAaHW MoraT Aa paboTAT B paMKWUTE Ha ABYCTPAHHO
cnopasymeHue (durypa 16).

durypa 16: MNpepnoxkeHn npomeHU B HOpMaTUBHaTa ypeaba 3a ynecHABaHe Ha HAaeMaHeTo Ha
paboTHMUUM OT TPETH AbPIKABU

0% 10% 20% 30% 40% 50% 60% 70% 80%
O e oo N
3aABEeHNA N AOKYMEHTHU ?
PaumoHannsmpaHe Ha npoueca Ha U3gasBaHe Ha paﬁOTHM _ 66%
o
BU3U

PaswupnBaHe Ha cNMCbKa Ha CTPAHUTE, YUMTO rpasKaaHu

morat Aa paboTaT Ha 6asaTta Ha ABYCTPaHHO _ 46%

crnopasymeHuve

HamansBaHe Ha I'IpO,CI,'bI'I)KMTe}'IHOCTTa Ha 3aKOHOBUTE _ 40‘y
(o]
npoueaypw
PaswmupsBaHe Ha cnucbKa ¢ geduunTHn npodecmm _ 31%

N=35
MN3TOYHMK: COBCTBEHM M3YNCIEHMA B3 OCHOBA Ha NPOYYBaHeTO
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Executive summary

The deliverable, National Analysis Report for Croatia, presents the findings from the survey
amongst Croatian employers regarding the employment of third-country nationals in Croatia
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 Croatia 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 Croatian translation.
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1. Recruit4Tomorrow - Survey report on Croatia

The survey report presents insights based on descriptive statistics from a sample of Croatian
firms. Conducted between April 22 and June 30, 2024, the survey received complete or partial
responses from 90 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 7 8%
(:ember of 11-50 21 23 %
w:rkers) 51-250 16 18 %
251-500 16 18 %
(N =90)
More than 500 30 33%
Family-owned 15 17 %
company
Company Domestic private 42 48 %
e . company
classification Domestic public
(N =87) P 6 7%
company
MNE subsidiary 15 17 %
Other 9 10 %
Construction 6 7%
Hosp')ltallty and 21 23 %
tourism
Healthcare 3 3%
Industry Manufacturing 17 19 %
(N =90) Oil and gas sector 9 10%
Automotive sector 2 2%
ICT (IT) sector 8 9%
Trade 6 7%
Other services 18 20 %

Source: Own calculations based on the survey

In 2023, the average value added per worker among companies surveyed was EUR 43,429.21
per year. The distribution of value added per worker among the surveyed companies shows a

1 Std. deviation: 41,123.1, min: 10,000, max: 200,000
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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 1,674.9%3
per month. The distribution of average gross salaries among the surveyed companies shows
that more than three-quarters (76.2%) of the companies in the sample report an average
monthly gross salary below EUR 2,000 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 upper management, in line with the focus of the
survey. Almost two-thirds of the respondents were female.

Table 2: Respondent's position in the company

Frequency Percent
CEO / Director / Member of the management board 31 36 %
Head of HR 16 19%
HR professional 22 26 %
Head of Legal Department 2 2%
Legal professional 5 6 %
Other 9 11%

N=85
Source: Own calculations based on the survey

2 Std. deviation: 1,178.47, min: 248.1, max: 9.126
3 The average gross wage in Croatia in 2023 was EUR 1.584,00.
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In addition, almost 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 5 6 %
5-15years 25 29 %
16 - 25 years 27 31%
26 - 35 years 21 25%
More than 35 years 8 9%

N=86
Source: Own calculations based on the survey

1.2.Employment of foreign workers: current situation

The majority, namely, 66 % of the companies surveyed reported that they currently employ
foreign workers (Table 4). Almost all respondents who employ foreign workers reported that
they employ also non-EU foreign workers.

Table 4: Employment of foreign workers

Frequency Percent
Yes 59 66 %
No 31 34 %

N=90
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, 44 % (13
respondents) plan to employ foreign workers in the future. Specifically, 5 of these 13
respondents indicated that they plan to employ third-country workers. Conversely, 50 % (15
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 from EU countries

. 8 27 %

in the future

We plan to employ third-country workers in the future 5 17 %

We do not plan to employ any foreign workers in the 15 50 %

future

Other 7 23 %
N=30

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, 18 % of the
respondents reported that less than 5 % of their workforce consisted of non-EU workers, while
14 % reported between 6 % and 10 %. Notably, 10 % of companies have more than 20 % non-
EU nationals in their workforce (Table 6). These companies operate in construction, hospitality
and tourism and other services (logistics and transport and recruitment agency).

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

Frequency Percent
Less than 5 % of total workforce 16 31%
6-10 % 13 25%
11-15% 5 10%
16-20 % 7 13 %
More than 20 % 9 17 %
Don't know exactly 2 4%

N=52
Source: Own calculations based on the survey

Figure 2 shows that while some companies have been employing third-country nationals since
2003, there has been a significant and noticeable increase in this practice since 2018. The data
show a steady increase in the number of companies employing third-country nationals over
the years, with significant peaks in 2019, 2022 and 2023.

Figure 2: Number of companies reporting the start of employment for third-country nationals by
year
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N=52
Source: Own calculations based on the survey

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 and tertiary education. Among the 29 surveyed companies that employ these
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workers and responded to the question about educational structure, 62.7 % have secondary
education and 14.6 % have tertiary education. More than one-quarter of the respondents (28
%) believe that the educational structure of third-country workers is comparable to that of the
general workforce in the company. However, 53 % of respondents think that third-country
workers have a lower average level of education (Table 7). It is also worth noting that only a
third of third-country workers are women. The age structure of third-country workers in the

companies surveyed shows that the majority are less than 30 years old (64.4 %).

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

Frequency Percent

Comparable 11 28 %
On average, third-country workers have lower 71 53 9%
education.
On average, third-country workers have higher

. 1 3%
education.
Difficult to answer 6 15 %
Other 1 3%

N=40

Source: Own calculations based on the survey

More than half of non-EU workers are employed for elementary work (cleaning services,
agriculture, fishing and forestry services, food preparation assistance, etc.), followed by

service work (Table 8).

Table 8: Job types of third-country workers

Frequency Percent

Serv-lce work (sales, pe.rsonal care, protective 12 29 %

services, personal services, etc)

Professional and technical work (healthcare

services, legal and other professional 3 7%

services, science and engineering

professional services, etc)

Production work 7 17 %

Elementary work (cleaning services,

agriculture, fishing and forestry services, food 22 52 %

preparation assistance, etc.)

Managerial work 3 7%

Other 8 19%
N=42

Source: Own calculations based on the survey

Page 11 of 36




Co-funded by
the European Union

1.4.The origin of third-country workers

The survey results indicate that third-country workers predominantly come from the Far East
(Philippines, Indonesia, Nepal, India, and Thailand). Additionally, a significant number of third-
country workers are from ex-Yugoslav countries (Bosnia and Herzegovina, Serbia,
Montenegro, North Macedonia) and Kosovo and Ukraine (Figure 3)*.

Figure 3: The origin of third-country workers
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Nepal, India, Nigeria...) Mongolia,
Thailand) etc)

N=43

Source: Own calculations based on the survey

Nepal and the Philippines were also stated as the origin countries with the highest share of
third-country workers in their workforce by the respondents. What should be emphasized is
that this survey shows the trend that is relevant and dominant in the last 3 years in Croatia,
with new foreign workers coming from these areas, and especially from South-East Asia. Still,
in total numbers, most foreign workers in absolute numbers come from ex-Yugoslav countries
— many of them have been active in Croatia for several years already.

When asked which ex-Yugoslav countries the workers originated from, the most common
answers were Bosnia and Herzegovina and Serbia (Figure 4).

4 The share of country of origin mentioned pertains solely to the stock of workers within our sample firms.
However, official data on the country of origin for third-country workers who obtained residence and work
permits in the first six months of 2024 indicates that 21 % of them were from Bosnia and Herzegovina, 18 % from
Serbia and Nepal, and 8.7 % from India. (Mjesecne statistike srpanj 2024.pdf (gov.hr)).
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Figure 4: Origin of third-country workers from non-EU former Yugoslav Countries
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Source: Own calculations based on the survey

1.5. Wages of third-country workers

The average gross wage of third-country workers in the surveyed companies is EUR 1,222.9.°
The average gross wage for third-country workers is lower than the overall company average
of EUR 1,647.9 per month. 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)

More than 2898 I 1

2577-2898 0

2255-2576 0

1933-2254 I 1

1611-1932 N 1

1289-1610 I /

967-1288 I ——— 11
645-966 I ©
323-644 0

Less than 322 0

N=30
Source: Own calculations based on the survey

5 Std. deviation: 491.02, min: 840, max: 3,215
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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 7 20 %
Comparable 26 74 %
Higher 2 6%

N=35
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.

1.6. Advantages and barriers in employing third-country workers

The main advantages that companies see in employing third-country nationals are acquiring
workers who are more flexible in adapting their work hours, knowledge of the market and
culture of their origin countries, hiring workers with desirable competencies and cost
reduction. They do not see the stability of the workforce due to volatility in sales as a benefit
of employing third-country workers (Figure 6).

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

1 1,5 2 2,5 3 3,5 4 4,5 5

Acquiring workers who are more flexible in adapting T E

their working hours (shift work, night work, etc).

Knowledge of the market and culture of their origin N o
countries/ regions. ’
Hiring workers with desirable competencies. | RN :.°
Cost reduction [N s
Diversity that may foster business growth. | NN .7
Increased workers' efficiency in the company. | NI .5

Stability of the workforce due to volatility in sales _ 25

(orders).

N=25
Source: Own calculations based on the survey
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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 hire workers with desirable competencies (Figure
7).

Figure 7: Reasons for employing third-country workers (1 = fully disagree, 5 = fully agree)

1 1,5 2 2,5 3 3,5 4 4,5 5
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I 2.0

I 2.8

I
Costreduction. I 1.8

N=38
Source: Own calculations based on the survey

Respondents consider a lack of knowledge of the local language and a lack of systemic support
measures 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 local language knowledge. NN 4
Lack of systemic measures to support. I .S
Recruiting and matching skills and demand for skills. NN S,
Unfamiliarity with the company's work culture. NN 3,6
Cultural differences. NN S 6
Challenges in adapting to the work environment. NN 3,5
Lower quality of work in comparison to native workers. NN 3,1
Increase in the cost of running a business. IIIEIEEEGGEGEENSN °°
Xenophobia and racism. NN 2,7
Problems associated with addiction (like alcohol and... I 2,1

N=64
Source: Own calculations based on the survey
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Regarding the amenities, offered to third-country workers, 68 % of the respondents offer
third-country workers subsidized accommodation, 57 % offer third-country workers assistance
in opening a bank account, and 51 % offer third-country workers assistance in dealing with
official formalities (Figure 9).

Figure 9: Amenities offered to third-country workers

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

Subsidised accommodation NN  63%
Assistance in opening a bank account NN 57%
Assistance in dealing with official formalities GGG 5 1%
Free transport to work I 2 7%
No. I 16%
Tickets for trips to the homeland I 16%
Offering telecommunications starters I 14%
Possibility of talking to a consultant/professionalin... Il 5%
Additionalinsurance HE 5%
Medical package I 5%
Prepaidcards W 3%

N=37
Source: Own calculations based on the survey

The survey results indicate that legal complexities, language and cultural barriers, and the time
needed to adapt to the new job are the most significant barriers to employing third-country
workers (Figure 10). The need to assist them in legal procedures, as well as the need to
navigate health-related procedures and find them suitable housing are also significant
challenges. Lack of trust is perceived as a less significant barrier.

Figure 10: Barriers in employing third-country workers (1 = fully disagree, 5 = fully agree)
1 1,5 2 2,5 3 3,5 4 4,5 5
Complexity of legal activities. | NNENRNRNIGNGgGEEEEEEEEEEEEEEEEE :°
Language and cultural barriers. | NN :
The time needed to adapt to the new job. | NI :¢

The need to assist them in legal procedures. | NNRNRNRRBRIIIEG@EEEEE ./

The need to assist them in health-related procedures. || NN :./
The need to assist them in finding suitable housing. | ENEGTGTNGINGNINGNGNGNGEGEGE ;.2

Lackof trust. | NG ::

N=63
Source: Own calculations based on the survey
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There is a high agreement about the wide range of formal barriers related to legal activities
(Figure 11). The most pressing issues are complicated procedures in general for employing
third-country workers, long waiting times for permits, long waiting times for obtaining visas in
the home country for workers from third countries and difficulty in contacting administrative
offices to submit documents.

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

1 1,5 2 2,5 3 3,5 4 4,5 5

Complicated procedures (in general) for employing N

third-country workers.

Long waiting time for permits in provincial offices and [T

labor offices.

Long waiting times for obtaining visas in the country of
origin for foreigners.

Difficulty in contacting administrative offices to submit _ 4

documents.

L JEN

Different requirements from different authorities I ;.o

regarding documents.

Lack of specific deadines for handling official I ;o

documents.

Insufficient information on regulations and procedures I ;o
concering employment of third-country workers. !
N=46
Source: Own calculations based on the survey

The consequences of the obstacles companies face when hiring workers from third countries
are that companies cannot hire workers in a timely manner, have difficulties planning business
processes, resignation from investing in the country and sometimes financial losses to the
company and receiving fewer orders and contracts (Figure 12).
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Figure 12: Consequences of obstacles that companies face when employing third-country workers
(1 = fully disagree, 5 = fully agree)

1 1,5 2 2,5 3 3,5 4 4,5 5
Inability to employ workers on time. | R R :°
Inability to plan business processes. || IEGTchcNGIIIIEEEEEEEE :.°
Resignation from investing in the country || NI s
Financial losses of the company. | IENENINININHNGEE °.7
Less orders and contracts (lower sales). | NNRNNIEGEGNMEE ° 5
No consequences | N 5
Loss of reputation of the company. | NN .3

N=63
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).

Figure 13: Evaluation of statements regarding the employment of third-country workers (1 = fully
disagree, 5 = fully agree)

o o5 1 15 2 25 3 35 4 45 5
biosome aa e somplivate format ome ozl NG /.
troublesome are the complicated formal and legal... ’
Our employment of third-country workers increases _ 4
only when we have difficulties filling vacancies with...
The employment of third-country workers is hindered _ 34
by language and cultural barriers ’
In employing third-country workers, the need to "take _ 33
care them” - finding a flat, helping with contacts for... ’
The employment of third-country workers is hampered _ 33
by a lack of trust in the workers who comes “only for... !
The employment of third-country workers is hampered
! 4 I :.2
by the necessity to prepare them for a job

N=37
Source: Own calculations based on the survey

Even though the results of the surveyed companies show that screening third-country workers
requires more resources, the experience of employing third-country workers, in general, 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 were difficult to integrate with
other employees.
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Figure 14: Experiences with employing third-country employees (1 = fully disagree, 5 = fully agree)

0 1 2 3 4 5
Screening third-country workers requires more _ 41
resources than screening native applicants for... !
Our experiences from employing third-country _ 39
workers are mainly positive and their language skills... ’
Our customers preferred contacts with native _ 34
employees rather than with third-country workers ’
Third-country workers are more productive than | _ 31
expected !
The third-country workers' knowledge about their
o I - .o
home countries' language and culture has been...
The third-country workers have been hard to integrate
i i I - -
with other employees so that cooperation has not...

N=37
Source: Own calculations based on the survey

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). Results show that more than half of the surveyed
companies don’t have any form of workers’ representation. In others, the works council and
trade union are two of the most common workers’ representation in the companies (Figure
15).

Figure 15: Workers representation in companies

0% 10% 20% 30% 40% 50% 60%
No workers representatives are presentin our
T
company

Works council 39%

Trade union 33%

Board-level workers representative - 9%

N=64
Source: Own calculations based on the survey

Almost half of the respondents (43 %) who have some form of workers' representation in their

company did not involve workers' representatives in the discussion of the challenges posed
by third-country workers (Figure 16). Interestingly, the situation is the opposite when it comes
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to their future plans, as almost half of the respondents (43 %) intend to include workers’
representatives in future discussions about the employment of third-country workers (Figure
17).

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

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

We have not included workers' representatives in this _ 43%
discussion °

We inform workers' representatives about the current

and prospective employment of third-country workers

We consult workers' representatives about the

current and prospective employment of third-country _ 20%

workers

We include measures and other relevant issues on
the employment of third country workers in the . 3%
company collective agreements

We conclude other forms of agreement with workers'
representatives on the recruitment of third country 0%
workers, like actions plan

N=35
Source: Own calculations based on the survey

Figure 17: Plans to deal with the challenges related to third-country workers

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

We will inform workers' representatives about the

current and prospective employment of third-country _ 43%

workers

We don't plan to include workers' representatives in
this discussion

We will consult workers' representatives about the

current and prospective employment of third-country — 26%

workers

We will conclude other forms of agreement with
workers' representatives on the recruitment of third - 9%
country workers

We will include measures and other relevant issues
on the employment of third country workers in the . 3%
company collective agreements

N=35
Source: Own calculations based on the survey

Moreover, almost half (45 %) 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. Slightly more than a quarter, 27 %, of the respondents are aware of the
discussions but do not know what they are about.
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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 self-
development, computer literacy and communication skills. For information and counselling,
the most notable gaps are in the enhancement of labour market knowledge,
counselling/mentoring/coaching, and IT programmes/applications.

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

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).

Figure 18: Proposed changes in regulations to facilitate third-country workers employment

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

Reducing the duration of legal procedures 74%

Streamlining the process of issuing working visas 72%

Possibility to submit formal applications and
documents on-line

71%

Expanding the list of deficit professions 57%

Expanding the list of countries whose citizens can
work in the bases of bilateral agreement

48%

N=58
Source: Own calculations based on the survey
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2. Recruit4Tomorrow - izvjesée o istrazivanju o Hrvatskoj

IzvjeSce o istraZivanju predstavlja uvide temeljene na opisnim statistikama s uzorka hrvatskih
poduzeca. Anketa provedena izmedu 22. travnja i 30. lipnja 2024. dobila je potpune ili
djelomicne odgovore od 90 tvrtki u vezi sa zaposljavanjem drzavljana treéih zemalja. lzvjesSce
zapocinje kratkim saZetkom karakteristika uzorka, trenutnog stanja zaposljavanja stranih
radnika i radnika iz tre¢ih zemalja, njihovog podrijetla i plada. Drugi dio istrazuje prednosti i
prepreke zaposljavanja radnika iz tre¢ih zemalja, njihovu zastupljenost i nedostatke u podrsci

za njihovo zaposljavanje.

2.1.Karakteristike uzorka

Obiljezja drustava ukljucenih u uzorak prikazana su u tablici 1.

Tablica 1: Veli¢ina, klasifikacija i industrija tvrtke

Ucestalost Postotak
Manje od 10 7 8%
Velic¢ina 11-50 21 23 %
(broj radnika) 51-250 16 18%
(N =90) 251-500 16 18 %
Vise od 500 30 33%
Obiteljsko poduzeée 15 17%
Domaca privatna 42 48 %
tvrtka
Klasifikacija tvrtke Domace, Javno 6 7%
(N = 87) poduzvec'e
Podruznica
multinacionalnih 15 17 %
poduzeda
Drugi 9 10%
Gradenje 6 7%
Ug(?shteljstvo i 21 23 %
turizam
Zdravstvene 3 3%
Industrija Proizvodnja 17 19 %
(N =90) Sektor nafte i plina 9 10%
Automobilski sektor 2 2%
ICT (IT) sektor 8 9%
Trgovina 6 7%
Ostale usluge 18 20 %

Izvor: Vlastiti izraCuni na temelju ankete
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Prosje¢na dodana vrijednost po radniku medu ispitanim poduze¢ima 2023. iznosila je
43.429,2° EUR godidnje. Raspodjela dodane vrijednosti po radniku medu ispitanim
poduzec¢ima pokazuje Sirok spektar s koncentracijom u srednjim rasponima. Veéina ispitanika
spada u raspon od 20 001 EUR do 40 000 EUR (Slika 1.).

Slika 1: Dodana vrijednost po radniku (godisnje, u EUR) u 2023.
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N=50
Izvor: Vlastiti izracuni na temelju ankete

Osim toga, prosjetna bruto plaéa koju prijavljuju ispitane tvrtke iznosi 1.674,9 eura’®
mjesecno. Raspodjela prosjecnih bruto placa medu anketiranim poduzecima pokazuje da vise
od tri Cetvrtine (76,2%) tvrtki u uzorku prijavljuje prosje¢nu mjesecnu bruto pla¢u nizu od
2.000 eura mjesecno.

Anketa je obuhvatila Sirok raspon ispitanika s razli¢itih pozicija u svojim organizacijama (tablica
2.). Karakteristike ispitanika pokazuju znacajnu zastupljenost odjela za ljudske resurse i viseg

menadzmenta, u skladu s fokusom ankete. Gotovo dvije trecine ispitanika bile su Zene.

Tablica 2: Polozaj tuZenika u tvrtki

Ucestalost Postotak
Predsjednik Uprave / Direktor / Clan Uprave 31 36 %
Voditelj ljudskih resursa 16 19 %
Strucnjak za ljudske resurse 22 26 %
Voditelj pravnog odjela 2 2%
Pravni struc¢njak 5 6 %
Drugi 9 11%

N=85
Izvor: Vlastiti izracuni na temelju ankete

6 Std. odstupanje: 41,123.1, min: 10.000, max: 200.000
7 Std. odstupanje: 1,178.47, min: 248.1, max: 9.126
8 Prosje¢na bruto plaéa u Hrvatskoj u 2023. godini iznosila je 1.584,00 eura.
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Osim toga, gotovo svi ispitanici imaju najmanje 5 godina radnog iskustva, a veéina ima vise od

15 godina u svojim podrucjima (tablica 3.).

Tablica 3: Trajanje radnog iskustva ispitanika

Ucestalost Postotak
Manje od 5 godina 5 6 %
5-15 godina 25 29 %
16 - 25 godina 27 31%
26 - 35 godina 21 25%
Vise od 35 godina 8 9%
N=86

Izvor: Vlastiti izracuni na temelju ankete

2.2.Zaposljavanje stranih radnika: trenutna situacija

Vecina, odnosno 66 % ispitanih poduzeda izjavila je da trenutacno zaposljavaju strane radnike
(tablica 4.). Gotovo svi ispitanici koji zaposljavaju strane radnike izjavili su da zaposljavaju i

strane radnike izvan EU-a.

Tablica 4: Zaposljavanje stranih radnika

Ucestalost Postotak
Da 59 66 %
Ne 31 34 %
N=90

Izvor: Vlastiti izraCuni na temelju ankete

Za one tvrtke koje trenutacéno ne zaposljavaju strane radnike (tablica 5.) ispitani su i njihovi
bududi planovi za zaposljavanje stranih radnika. Od tih ispitanika, 44 % (13 ispitanika) planira
zaposliti strane radnike u buduénosti. Konkretno, 5 od tih 13 ispitanika navelo je da planiraju
zaposliti radnike iz treé¢ih zemalja. S druge strane, 50 % (15 ispitanika) ne planira zaposljavati

strane radnike u buduénosti.

Tablica 5: Strategija buduceg zaposljavanja stranih radnika

Ucestalost Postotak

U budu¢nosti planiramo zaposljavati strane radnike iz

. 8 27 %
zemalja EU
U budu¢nosti planiramo zaposljavati radnike iz trecih 5 17 %
zemalja
U buduc¢nosti ne planiramo zaposljavati strane radnike 15 50 %
Drugi 7 23 %

N=30

Izvor: Vlastiti izracuni na temelju ankete
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2.3.Zaposljavanje radnika iz tre¢ih zemalja (izvan EU-a)

Kad je rije¢ o broju radnika izvan EU-a koji su trenuta¢no zaposleni u poduze¢ima, 18 %
ispitanika izjavilo je da se manje od 5 % njihove radne snage sastoji od radnika izvan EU-a, dok
je 14 % navelo izmedu 6 % i 10 %. Konkretno, 10 % poduzeca ima viSe od 20 % drzavljana treéih
zemalja u svojoj radnoj snazi (tablica 6.). Ove tvrtke posluju u gradevinarstvu, ugostiteljstvu i
turizmu te drugim uslugama (logistika i transport te agencija za zapoSsljavanje).

Tablica 6: Raspodjela radnika iz trec¢ih zemalja u radnoj snazi

Ucestalost Postotak
Manje od 5 % ukupne radne snage 16 31%
6-10 % 13 25%
11-15% 5 10%
16-20 % 7 13 %
Vise od 20 % 9 17 %
Ne znam to¢no 2 4%
N=52

Izvor: Vlastiti izracuni na temelju ankete

Na slici 2. prikazano je da, iako neka poduzeéa zaposljavaju drzavljane tre¢ih zemalja od 2003.,
ta je praksa od 2018. zabiljezena znatnim i primjetnim porastom. Podaci pokazuju stalan
porast broja poduzeca koja zaposljavaju drzavljane trec¢ih zemalja tijekom godina, sa znacajnim
vrhuncima u 2019., 2022. i 2023.

Slika 2: Broj poduzeca koja prijavljuju pocetak zaposljavanja drzavljana trecih zemalja po godini
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N=52
Izvor: Vlastiti izracuni na temelju ankete

Rezultati upuéuju na to da, iako radnici iz trec¢ih zemalja u anketiranim poduzeé¢ima dolaze iz
razli¢itih obrazovnih sredina, postoji znacajna zastupljenost onih sa srednjom i visokom
obrazovanjem. Medu 29 ispitanih poduzeca koja zaposljavaju te radnike i odgovorila na pitanje
o obrazovnoj strukturi, 62,7 % ima srednjoSkolsko obrazovanje, a 14,6 % tercijarno
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obrazovanje. Vise od Cetvrtine ispitanika (28 %) smatra da je obrazovna struktura radnika iz
trec¢ih zemalja usporediva s opéom radnom snagom u poduzec¢u. Medutim, 53 % ispitanika
smatra da radnici iz tre¢ih zemalja imaju niZzu prosje¢nu razinu obrazovanja (tablica 7.).
Takoder je vrijedno napomenuti da samo trecéina radnika iz treé¢ih zemalja ¢ine Zene. Dobna

struktura radnika iz trec¢ih zemalja u ispitanim poduzec¢ima pokazuje da je vec¢ina mlada od 30
godina (64,4 %).

Tablica 7: Razina obrazovanja poduzeca u odnosu na radnike iz treéih zemalja

Ucestalost Postotak

Usporediv 11 28 %
Radnici iz t.reC|h zemalja u prosjeku imaju nize 51 539
obrazovanje.
Radnici iz trec¢ih zemalja u prosjeku imaju visoko

. 1 3%
obrazovanje.
Tesko je odgovoriti 6 15%
Drugi 1 3%

N=40

Izvor: Vlastiti izracuni na temelju ankete

Vise od polovice radnika izvan EU-a zaposleno je na osnovnim poslovima (usluge ¢iséenja,
poljoprivrede, ribarstva i Sumarstva, pomo¢ pri pripremi hrane itd.), nakon ¢ega slijede usluzni
poslovi (tablica 8.).

Tablica 8: Vrste radnih mjesta radnika iz trec¢ih zemalja

Ucestalost Postotak

Usvlu.zm poslovi (prodaja, osobn.a njega, 12 29 9%

zastitne usluge, osobne usluge itd.)

Strucni i tehnicki rad (zdravstvene usluge,

pravne i druge strucne usluge, znanstvene i 3 7%

inZenjerske strucne usluge itd.)

Proizvodni rad 7 17 %

Osnovni poslovi (usluge cis¢enja,

poljoprivrede, ribarstva i Sumarstva, pomo¢ 22 52 %

pri pripremi hrane itd.)

MenadZzerski rad 3 7%

Drugi 8 19 %
N=42

Izvor: Vlastiti izraCuni na temelju ankete

2.4.Podrijetlo radnika iz tre¢ih zemalja

Rezultati istrazivanja pokazuju da radnici iz trec¢ih zemalja pretezno dolaze s Dalekog istoka
(Filipini, Indonezija, Nepal, Indija i Tajland). Osim toga, znatan broj radnika iz tre¢ih zemalja
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dolazi iz zemalja bivse Jugoslavije (Bosna i Hercegovina, Srbija, Crna Gora, Sjeverna
Makedonija) te Kosova i Ukrajine (slika 3.).°

Slika 3: Podrijetlo radnika iz tre¢ih zemalja
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Indonezija, Egipat, (Kirgistan, itd.)
Nepal, Nigerija...) Uzbekistan,
Indija, Mongolija,
Tajland) itd.)
N=43

Izvor: Vlastiti izraCuni na temelju ankete

Ispitanici su Nepal i Filipine takoder naveli kao zemlje podrijetla s najve¢im udjelom radnika iz
tre¢ih zemalja u svojoj radnoj snazi. Ono Sto treba naglasiti je da ovo istraZzivanje pokazuje
trend koji je relevantan i dominantan u posljednje 3 godine u Hrvatskoj, s novim stranim
radnicima koji dolaze iz tih podrucja, a posebno iz jugoistocne Azije. Ipak, u ukupnom broju,
vecina stranih radnika u apsolutnom broju joS uvijek dolazi iz zemalja bivse Jugoslavije, od
kojih su mnogi aktivni u Hrvatskoj ve¢ nekoliko godina.

Na pitanje iz kojih zemalja bivse Jugoslavije radnici potjecu, najceséi odgovori bili su Bosna i
Hercegovina i Srbija (slika 4).

9 Navedeni udio zemlje podrijetla odnosi se isklju¢ivo na zalihe radnika u nadim poduzeéima u uzorku. Medutim,
sluZzbeni podaci o zemlji podrijetla za radnike iz tre¢ih zemalja koji su dobili boraviSnu i radnu dozvolu u prvih Sest
mjeseci 2024. upuduju na to da je 21 % njih bilo iz Bosne i Hercegovine, 18 % iz Srbije i Nepala, a 8,7 % iz Indije.
(Mjesecne statistike srpanj 2024.pdf (gov.hr)).
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Slika 4: Podrijetlo radnika iz treéih zemalja iz zemalja bivse Jugoslavije izvan EU-a
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N=17
Izvor: Vlastiti izracuni na temelju ankete

2.5.Plaée radnika iz treéih zemalja

Prosje¢na bruto plac¢a radnika iz trec¢ih zemalja u anketiranim poduzeéima iznosi 1.222,9
eura.!® Prosje¢na bruto plaéa radnika iz tre¢ih zemalja niZa je od ukupnog prosjeka poduzeca
od 1.647,9 EUR mjesecno. Na slici 5. prikazana je raspodjela prosjecnih bruto plaéa (mjesecno,
u EUR) isplaéenih radnicima iz tre¢ih zemalja u ispitanim poduzec¢ima.

Slika 5: Raspodjela prosjecnih bruto placa isplac¢enih radnicima iz trecih zemalja (mjesec¢no, u EUR)

Vise od 2898 mmmmmm 3%
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645-966 I 30%
323-644 0%
Manje od 322 = 0%
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N=30

Izvor: Vlastiti izraCuni na temelju ankete

Unato¢ broj¢anoj razlici u prosjecnim plaéama, veéina poduzeéa smatra da su place radnika
iz treéih zemalja usporedive s placama njihovih ostalih zaposlenika (tablica 9.).

10 Std. odstupanje: 491,02, min: 840, max: 3,215
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Tablica 9: Kvalitativna usporedba prosjecnih bruto pla¢a radnika iz treéih zemalja s drugim
radnicima u istom poduzecu

Ucestalost Postotak
Sniziti 7 20%
Usporediv 26 74 %
Visi 2 6%

N=35
Izvor: Vlastiti izraCuni na temelju ankete

Sva ispitana poduzeca tvrdila su da nisu primila nikakve subvencije za zaposljavanje radnika iz
trec¢ih zemalja na koje drugi radnici nisu imali pravo.

2.6.Prednosti i prepreke zaposljavanju radnika iz trec¢ih zemalja

Glavne prednosti koje tvrtke vide u zaposljavanju drzavljana treéih zemalja su pronalazenje
radnika koji su fleksibilniji u prilagodbi radnog vremena, poznavanje trzista i kulture zemalja
podrijetla, zapoSsljavanje radnika sa poZeljnim kompetencijama i smanjenje troskova.
Stabilnost radne snage zbog nestabilnosti prodaje ne vide kao korist od zaposljavanja radnika
iz treéih zemalja (slika 6.).

Slika 6: Prednosti zaposljavanja radnika iz trec¢ih zemalja (1 = potpuno se ne slazem, 5 = u
potpunosti se slazem)

Zaposljavanje radnika koji su fleksibilniji u prilagodbi _ 3
radnog vremena (smjenski rad, no¢nirad i sl.)
Poznavanje trzita i kulture zemalja/regija podrijetla | R R :.°
Zaposljavanje radnika s pozeljnim kompetencijama | NN :.°
Smanjenje troskova |
Raznolikost koja moze potaknuti rast poslovanja | NN 2.7
Povecana uginkovitost radnika u poduze¢u | R .6

Stabilna radna snaga koja je potrebna zbog volatilnosti
o o I S
kod prodajnih narudzbi.

N=25
Izvor: Vlastiti izracuni na temelju ankete

Jasno je da je jedan od glavnih razloga zasto se tvrtke odlu€uju na zapoSljavanje stranih radnika
nedostatak domacih radnika i zaposljavanje radnika sa pozeljnim kompetencijama (Slika 7).
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Slika 7: Razlozi za zaposljavanje radnika iz trec¢ih zemalja (1 = potpuno se ne slazem, 5=u
potpunosti se slazem)

Zaposljavamo strane radnike jer domacih radnika
nema

Zaposljavanje radnika s pozeljnim kompetencijama [ NN :

Stabilna radna snaga koja je potrebna zbog volatilnosti
kod prodajnih narudzbi

Poveéana uginkovitost radnika u poduzeé¢u [ NN °.°

ZapoSljavanje radnika koji su fleksibilniji u prilagodbi
radnog vremena (smjenski rad, noc¢niradisl.).

Raznolikost koja mozZe potaknuti rast poslovanja |GGG °.7

Poznavanje trzista i kulture zemalja/regija podrijetla | NI 2

Smanjenje troskova [ 1.8

N=38
Izvor: Vlastiti izracuni na temelju ankete

Ispitanici smatraju da su nedostatak znanja lokalnog jezika i nedostatak sustavnih mjera
potpore najvedi potencijalni problemi povezani sa zaposljavanjem radnika iz treé¢ih zemalja
(slika 8.).

Slika 8: Moguci problemi povezani sa zaposljavanjem radnika iz trecih zemalja (1 = potpuno se ne
slazem, 5 = u potpunosti se slazem)

1 2 3 4 5

Nepoznavanje lokalnog jezika I 4
Nedostatak sustavnih mjera podrske NGNS 3,8
Zaposljavanje i uskladivanje vjestina i potraznje za... I 3,8
Nepoznavanje radne kulture poduzeca NN 3.6
Kulturoloske razlike NG 3.6
Izazovi s prilagodbom radnoj okolini NGNS 3,5
Niza kvaliteta rada u odnosu na domace radnike IEEEEEEEEEEEEENENEEGNGNGGNGGGGEG— 3,1
Povecanje troSkova poslovanja I O
Ksenofobijairasizam NN 2,7
Problemi povezani s ovisno$¢u (poput alkohola, ... I 2,1

N=64
Izvor: Vlastiti izracuni na temelju ankete

Kad je rijeC¢ o sadrZajima koji se nude radnicima iz tre¢ih zemalja, 68 % ispitanika nudi
radnicima iz tre¢ih zemalja subvencionirani smjestaj, 57 % radnicima iz treéih zemalja nudi
pomo¢ pri otvaranju bankovnog racuna, a 51 % nudi radnicima iz tre¢ih zemalja pomo¢ u
obavljanju sluzbenih formalnosti (slika 9.).
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Slika 9: Sadrzaji koji se nude radnicima iz trecih zemalja

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

Placeni smjestaj (djelomi¢noiili u cijelosti) GGG  65%
Pomoc¢ pri otvaranju bankovnog raCuna I 57 %
Pomo¢ u rjeSavanju sluzbenih postupaka I 51%
Besplatan prijevoz na posao I 7%
Ne I 16%
Karte za putovanje u drzavu podrijetla I 16%
Kupnja osnovnih telekomunikacijskih paketa I 14%
Moguénost razgovora sa savjetnikom ili... Il 5%
Dodatno osiguranje I 5%
Medicinski paket Il 5%
Prepaid kartice W 3%

N=37
Izvor: Vlastiti izracuni na temelju ankete

Rezultati ankete pokazuju da su pravne sloZenosti, jezicne i kulturne barijere te vrijeme
potrebno za prilagodbu novom radnom mjestu najznacajnije prepreke zaposljavanju radnika
iz tre¢ih zemalja (slika 10.). Potreba da im se pomogne u pravnim postupcima, kao i potreba
za snalazenjem u zdravstvenim postupcima i pronalazenjem odgovaraju¢eg smjestaja takoder
su znacajni izazovi. Nedostatak povjerenja dozivljava se kao manje znacajna prepreka.

Slika 10: Prepreke zaposljavanju radnika iz tre¢ih zemalja (1 = potpuno se ne slazem, 5 =u
potpunosti se slazem)

1 2 3 4 5
Slozenost pravnih poslova | NI ;-
Jezi¢ne i kulturne prepreke | NN ;s
Vrijeme potrebno za prilagodbu na novi posao | NNRNGEEEEE :
Potreba da im se pomogne u pravnim postupcima | R :./
Potreba da im se pomogne u postupcima povezanim _ 3.4

sa zdravljem

Poteskoce prilikom pronalazenja odgovarajuceg [T

smjestaja
Nedostatak povjerenja [N :.:

N=63
Izvor: Vlastiti izraCuni na temelju ankete

Postoji velika suglasnost oko Sirokog raspona formalnih prepreka povezanih s pravnim

aktivnostima (slika 11.). Najhitnija pitanja opcenito su sloZeni postupci za zaposljavanje
radnika iz tre¢ih zemalja, dugo vrijeme ¢ekanja na dozvole, dugo vrijeme ¢ekanja na dobivanje
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viza u mati¢noj zemlji za radnike iz tre¢ih zemalja i potesSkoée u kontaktiranju upravnih ureda
radi podnos$enja dokumenata.

Slika 11: Formalne prepreke koje su povezane s pravnim aktivnostima (1 = potpuno se ne slazem, 5
= u potpunosti se slazem)

SloZene procedure (opcéenito) za zapoSljavanje radnika T

iz tre¢ih zemalja

Dugo vrijeme ¢ekanja na dozvole u lokalnim uredimai L

uredima za rad
Dugo vrijeme ¢ekanja za dobivanje vize za strance u
njihovoj drzavi porijekla

Poteskoce u kontaktiranju administrativnih ureda za _ 4

podnosenje dokumenata

Razligiti zahtjevi razligitih tijela u pogledu dokumenata | R :°

N

Nepostojanje posebnih rokova za postupanje sa T

sluzbenim dokumentima

Nedovoljne informacije o propisima i procedurama u
vezi zapoS$ljavanja radnika iz trecih zemalja

I 3.6

N=46
Izvor: Vlastiti izracuni na temelju ankete

Posljedice prepreka s kojima se poduzeéa suocavaju pri zaposljavanju radnika iz trec¢ih zemalja
jesu da poduzeéa ne mogu pravodobno zaposliti radnike, imaju poteskoéa u planiranju
poslovnih procesa, odustaju od ulaganja u zemlju, a ponekad i financijske gubitke za poduzecée
te primaju manje narudzbi i ugovora (slika 12.).

Slika 12: Posljedice prepreka s kojima se poduzeca suoc¢avaju pri zaposljavanju radnika iz trecih
zemalja (1 = potpuno se ne slazem, 5 = u potpunosti se slazem)

1 2 3 4 5
Nemoguénost zaposljavanja radnika na vriieme | ENENRNRBHNNNIININININININININININENENENEEEEEEE :°
Nemoguc¢nost planiranja poslovnih aktivnosti | N NENRNRNNNNIDIILLEEEEEEE :.°
Odustajanje od ulaganja unutar drzave || RN s
Financijski gubici poduzeé¢a | R .7

Smanjenje narudzbi i ugovora (manja prodaja) | NG

Nema posljedica | NI .5

Gubitak ugleda poduzeéa | NN °.:

N=63
Izvor: Vlastiti izracuni na temelju ankete
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Najproblematicniji aspekt zaposljavanja radnika iz tre¢ih zemalja sloZeni su formalni i pravni
uvjeti (slika 13.).

Slika 13: Evaluacija izjava o zaposljavanju radnika iz trec¢ih zemalja (1 = potpuno se ne slazem, 5 = u
potpunosti se slazem)

Pri zapos$ljavanju radnika iz tre¢e zemlje najvece _ 44
izazove predstavljaju komplicirani formalno-pravni... ’
Nase zaposljavanje radnika iz tre¢ih zemalja povecava _ 4
se samo kada imamo poteskoce s popunjavanjem...
ZapoSljavanje radnika iz tre¢ih zemalja ometaju jezine _ 34
i kulturne barijere ’
Pri zapoSljavanju radnika iz tre¢ih zemalja
Enai inu o nima+ - NN - :
problemati¢na je potreba da se ,,zbrinu o njima“ -...
Zaposljavanje radnika iz tre¢ih zemalja ometa
j° rac ectn ze ) K
nedostatak povjerenja u radnike koji dolaze “samo...
Zaposljavanje radnika iz trec¢ih zemalja oteZava _ 392
potreba daih se pripremi za radne zadatke ’

N=37
Izvor: Vlastiti izracuni na temelju ankete

lako rezultati ispitanih poduzeéa pokazuju da je za provjeru radnika iz trec¢ih zemalja potrebno
viSe resursa, iskustvo zaposljavanja radnika iz trec¢ih zemalja opcenito je uglavhom pozitivno,
a njihove jezi¢ne vjestine dovoljne su za dobar posao (slika 14.). Poduzeca se opcenito ne slazu
da je radnike iz tre¢ih zemalja bilo tesko integrirati s drugim zaposlenicima.

Slika 14: Iskustva sa zaposljavanjem zaposlenika iz trec¢ih zemalja (1 = potpuno se ne slazem,5=u
potpunosti se slazem)

Provjera radnika iz tre¢ih zemalja je zahtjevnija nego
A ’ A i I -
provjera domacih kandidata za sli¢ne poslove
Nasa iskustva u zaposljavanju radnika iz tre¢ih zemalja _ 39
uglavnom su pozitivna, a njihovo znanje jezika je bilo... ’
Nasi su kupci radije kontaktiralis domacim _ 34
zaposlenicima nego s radnicima iz tre¢ih zemalja !
Radnici iz tre¢ih zemalja su produktivniji nego $to sam _ 31
ocekivao !
Znanje radnika iz trecih zemalja o jeziku i kulturi
ia bilo le kori . EX
njihovih mati¢nih zemalja bilo je korisno za nase...

Radnike iz tre¢ih zemalja je bilo teSko integrirati s
: ici anic.. NG 2>
drugim zaposlenicima tako da suradnja nije...

N=37
Izvor: Vlastiti izracuni na temelju ankete
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2.7.Zastupljenost radnika u trgovackim drustvima

Ispitane tvrtke prvo su morale odabrati oblik zastupljenosti radnika u svojoj tvrtki (mogle su
odabrati jednu ili vise njih). Rezultati pokazuju da vise od polovice ispitanih tvrtki nema nikakav
oblik zastupanja radnika. U drugima, radnicko vijeée i sindikat dva su najces¢a radnicka
zastupljenost u poduzeéima (slika 15).

Slika 15: Zastupljenost radnika u trgovackim drustvima

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

Radnicko vijece 39%

Sindikat

33%
Predstavnik radnika u upravijagkom tijelu [l 9%

N=64
Izvor: Vlastiti izracuni na temelju ankete

Gotovo polovica ispitanika (43 %) koji imaju neki oblik zastupljenosti radnika u svojem
poduzecu nije ukljucila predstavnike radnika u raspravu o izazovima s kojima se suocavaju
radnici iz trec¢ih zemalja (slika 16.). Zanimljivo je da je situacija suprotna kad je rije¢ o njihovim
buduéim planovima jer gotovo polovica ispitanika (43 %) namjerava ukljuciti predstavnike
radnika u buduce rasprave o zaposljavanju radnika iz treé¢ih zemalja (slika 17.).

Slika 16: Suocavanje s izazovima povezanima s radnicima iz tre¢ih zemalja

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

U ovu raspravu nismo ukljucili predstavnike radnika 43%

Informiramo predstavnike radnika o trenutnom i
buduc¢em zaposljavanju radnika iz tre¢ih zemalja

Savjetujemo se s predstavnicima radnika o trenutnom
i budu¢em zapoS$ljavanju radnika iz trecih zemalja

20%

Ukljuc¢ujemo mjere i druga relevantna pitanja o
zaposljavanju radnika iz tre¢ih zemalja u kolektivne . 3%
ugovore poduzeca

S predstavnicima radnika sklapamo i druge oblike
sporazuma o zapo$ljavanju radnika iz trec¢ih zemalja, 0%
poput akcijskih planova

N=35
Izvor: Vlastiti izraCuni na temelju ankete
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Slika 17: Planovi za suocavanje s izazovima povezanima s radnicima iz trecih zemalja

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

Obavijestit ¢emo predstavnike radnika o trenutnomi

. ) . - . . 43%
buduéem zaposljavanju radnika iz tre¢ih zemalja

Ne planiramo ukljuciti predstavnike radnika u ovu

I -
temu
Savjetovat ¢emo predstavnike radnika o trenutnom i

buduc¢em zaposljavanju radnika iz tre¢ih zemalja

Sklopit ¢emo druge oblike sporazuma s
predstavnicima radnika o zaposljavanju radnika iz
tre¢ih zemalja, poput akcijskih planova

9%

Ukljucit éemo mjere i druga relevantna pitanja o
zapoS$ljavanju radnika iz tre¢ih zemalja u kolektivhe
ugovore poduzeca

3%

N=35
Izvor: Vlastiti izracuni na temelju ankete

Nadalje, gotovo polovica (45 %) ispitanika nije upoznata s raspravama socijalnih partnera o
zaposljavanju i izazovima povezanima s radnicima iz treéih zemalja na sektorskoj i nacionalnoj
razini. Nesto viSe od Cetvrtine, 27 % ispitanika upoznato je s raspravama, ali ne zna o ¢emu se
radi.

2.8.Nedostaci u podupiranju zaposljavanja drzavljana tre¢ih zemalja

Rezultati ankete pokazuju da su poduzeca ulozila napore u provedbu razlicitih mjera
osposobljavanja i kvalifikacija kako bi poduprla integraciju radnika iz treé¢ih zemalja na trziste
rada. Medutim, podrucja s najznacajnijim nedostacima ukljucuju borbu protiv prekomjernih
kvalifikacija i upotrebu digitalnih alata. Sto se tice mekih vjestina, tvrtke uocavaju znatne
nedostatke u samorazvoju, racunalnoj pismenosti i komunikacijskim vjestinama. Kad je rijec¢
o informacijama i savjetovanju, najznacajniji nedostaci su u poboljSanju znanja o trzistu rada,
savjetovanju/mentorstvu/poducavanju i IT programima/aplikacijama.

lako su tvrtke uloZile znadajne napore u sprjecavanje diskriminacije i podizanje svijesti o
raznolikosti, uocavaju nedostatke u pruzanju tecajeva gradanske/drustveno-kulturne
orijentacije.

Ispitanici smatraju da bi prioritet za olakSavanje zaposljavanja drzavljana trecih zemalja trebao

biti skradivanje trajanja pravnih postupaka, pojednostavnjenje postupka izdavanja radnih viza
i omogucavanje podnosenja sluzbenih zahtjeva i dokumenata putem interneta (slika 18.).
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Slika 18: PredloZene izmjene propisa za olakSavanje zaposljavanja radnika iz tre¢ih zemalja

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

Skracivanje trajanja upravnih postupaka 74%

Pojednostavljenje procesa izdavanja radnih viza 72%

Moguénost podnosenja sluzbenih zahtjeva i
dokumenata on-line

71%

ProSirenje popisa deficitarnih zanimanja 57%

ProSirenje popisa drzava ¢iji gradani mogu raditi na
temelju bilateralnog sporazuma

48%

N=58
Izvor: Vlastiti izracuni na temelju ankete
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Executive summary

The deliverable, National Analysis Report for Hungary, presents the findings from the survey
amongst Hungarian employers regarding the employment of third-country nationals in
Hungary 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 Hungary
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 Hungarian
translation.



1. RECRUIT4ATOMORROW - Survey report on Hungary

This survey report presents insights based on descriptive statistics from a sample of Hungarian
firms. Conducted between April 22 and June 30, 2024, the survey received complete or partial
responses from 109 companies (5 in English and 104 companies in Hungarian) regarding the
employment of third-country nationals. The report begins with a summary of the sample
characteristics and the current state of employing foreign and third-country workers, their
origins, and their wages. The second part explores 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
] Less than 10 25 23%
Size
(number of 11-50 30 27%
workers) 51-250 23 21%
251-500 9 8%
(N=109)
More than 500 22 20%
Family-owned 31 -8%
company
Company Domestic private 53 48%
P company
classification Domestic oublic
(N = 108) P 3 3%
company
MNE subsidiary 18 16%
Other 3 3%
Construction 10 9%
HOSPIta|Ity and 3 39%
tourism
Healthcare 2 52%
Industry Manufacturing 11 10%
(N =108) Oil and gas sector 1 1%
Automotive sector 4 1%
ICT (IT) sector 16 15%
Trade 7 6%
Other services 54 49%

Source: Own calculations based on the survey

In 2023, the average value added per worker among companies surveyed was EUR 51,682.7!
per year. The distribution of value added per worker among the surveyed companies shows a

1 Std. deviation: 47,811.51 EUR, min: 10,000, max: 200,000
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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 3,345.2%3
per month. The distribution of average gross wages among the surveyed companies shows
that many companies in the sample offer wages in the range of up to EUR 1,738 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 the management, in line with the focus of the survey. More than two-

thirds of the respondents were men.

Table 2: Respondent's position in the company

Frequency Percent
CEOQ / Director / Member of the management board 59 54%
Head of HR 21 19%
HR professional 10 9%
Head of Legal Department 0 0%
Legal professional 3 3%
Other 11 10%

N=104
Source: Own calculations based on the survey

In addition, all but one respondent has at least 5 years of work experience, with most having
more than 15 years in their respective fields (Table 3).

2 Std. deviation: 816,866, min: 100, max: 4,417
3The average gross wage in Hungary in 2023 was EUR 1502.82.
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Table 3: Duration of working experience of respondents

Frequency Percent
Less than 5 years 1 1%
5-15years 15 14%
16 - 25 years 30 27%
26 - 35 years 32 29%
More than 35 years 26 24%

N=104

Source: Own calculations based on the survey

1.2. Employment of foreign workers — current situation

The majority, namely, 59% of the companies surveyed reported that they currently do not
employ foreign workers (Table 4). 38% of respondents reported that they do employ foreign
workers, and among those who employ foreign workers almost 80% reported that they

employ non-EU workers.

Table 4: Employment of foreign workers

Frequency Percent
Yes 42 38%
No 65 59%
N=107

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, 8% (5 respondents)
plan to employ foreign workers in the future. Specifically, only 8 of these respondents
indicated that they plan to employ third-country workers. Conversely, 74% (45 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 5 8%
We plan to employ third-country workers in the future 8 13%
We do not plan to employ any foreign workers in the 45 74%
future
Other 3 6%
N=61

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, 50% of the
respondents reported that less than 5% of their workforce consisted of non-EU workers, while
13% reported between 6% and 10%. Notably, 25% of companies have more than 20% non-EU
nationals in their workforce (Table 6). These companies operate in construction,
manufacturing and other services.

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

Frequency Percent
Less than 5% of the total workforce 16 50%
6-10% 4 13%
11-15% 2 6%
16-20% 1 3%
More than 20% 8 25%
Don't know exactly 1 3%

N=32
Source: Own calculations based on the survey

Figure 2 shows that while some companies have been employing third-country nationals since
2004, the dynamics increased after 2021. There were significant and noticeable peaks in 2010
and 2023 (Figure 2).

Figure 2: Number of companies reporting start of employment for third-country nationals by year
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Source: Own calculations based on the survey

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 and tertiary education. More than half of the respondents (61%) believe that the
educational structure of third-country workers is comparable to that of the general workforce
in the company. 9% of respondents think that third-country workers have a lower average
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level of education (Table 7). Few people arrive with less than primary education. It is also
worth noting that a bit more 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 14 61%
On average, third-country workers have lower

. 2 9%
education.
On ave.rage, third-country workers have higher 4 17%
education.
Difficult to answer 1 1%
Other 2 9%

N=23

Source: Own calculations based on the survey

More than half of respondents reported that non-EU workers are predominantly employed
for production work, followed by professional and technical (36%) and service work (17%).
Non-EU workers are predominantly employed for elementary work in almost 20% of firms.

(Table 8).

Table 8: Job types of third-country workers

Frequency Percent

Service work (sales, personal care, protective

. . 4 17%
services, personal services, etc)
Professional and technical work (healthcare
services, legal and other professional 8 36%
services, science and engineering
professional services, etc)
Production work 12 52%
Elementary work (cleaning services,
agriculture, fishing and forestry services, food 4 17%
preparation assistance, etc.)
Managerial work 2 9%
Other 3 13%

N=23

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 came from Ukraine and
countries in the Far East such as the Philippines, Indonesia, Nepal, and Thailand. Additionally,
a significant number of third-country workers are from former Yugoslav countries (Bosnia and
Herzegovina, Serbia, Montenegro, North Macedonia) and Kosovo. (Figure 3).

Figure 3: The origin of third-country workers
60%

50%

40%
30%
20%
112
0% .

Ukraine Far East  ex-Yugoslav Central Asia Middle East Africa Turkey Albania
(Philippines, (Kyrgyzstan, (lraq, Iran  (Morocco,
Indonesia, Uzbekistan, etc.) Egypt,
Nepal, India, Mongolia, Nigeria...)
Thailand) etc)

N=23
Source: Own calculations based on the survey

When asked which ex-Yugoslav countries the workers originate from, the only answer was
Serbia.

1.5. Wages of third-country workers

The average gross wage of third-country workers in the surveyed companies is EUR 1,731.4
The average gross wage for third-country workers is a bit lower than the overall company
average of EUR 1,738 per month. Figure 4 illustrates the distribution of average gross wages
(per month, in EUR) paid to third-country workers in the surveyed companies.

4 Std. deviation: 1.177,29, min: 152 max: 5000
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Figure 4: Distribution of average gross wages paid to third-country workers (per month, in EUR)
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Source: Own calculations based on the survey

A slight numerical difference in average wages was also confirmed by qualitative assessment
of respondents. 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 0 0%
Comparable 21 100%
Higher 0 0%
| don't know 0 0%

N=21
Source: Own calculations based on the survey

One of the companies surveyed stated that they received a subsidy for employing third-
country workers that other workers were not entitled to but didn’t provide any details about
it. The rest of the respondents stated that they received no subsidies for employing third-
country workers that other workers were not entitled to.

1.6. Advantages and barriers in employing third-country workers

The main advantage that companies see in employing third-country nationals is being more
flexible in terms of working hours. The lowest level of agreement was with the statement that
they benefit from their employment in terms of cost reduction and their knowledge of the
market and the culture of their origin countries. (Figure 5).
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Figure 5: Advantages of employing third-country workers (1 = fully disagree, 5 = fully agree)
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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. The respondents, on average, disagree with statements that they are acquiring
non-EU workers because of diversity, cultural and market knowledge or cost reduction (Figure
6).

Figure 6: Reasons for employing third-country workers (1 = fully disagree, 5 = fully agree)
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Source: Own calculations based on the survey

Respondents consider a lack of knowledge of the local language and cultural differences to be
the biggest potential problems associated with employing third-country workers (Figure 7).
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Figure 7: Potential problems related to employing third-country workers (1 = fully disagree, 5 =
fully agree)
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Regarding the amenities, offered to third-country workers, 50% of the respondents offer third-
country workers help with official formalities, 35% subsidized accommodation and tickets for
trips to the homeland, and 25% assistance in opening a bank account (Figure 8). 30% of
respondents don’t offer any amenities specifically to third-country workers.

Figure 8: Amenities offered to third-country workers
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Assistance in dealing with official formalities GGG 50%
Subsidised accommodation GGG 35%
Tickets for trips to the homeland GGG 35%
No. I 30%
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Possibility of talking to a consultant/professional in... I 20 %

Free transporttowork HEE 5%
Additionalinsurance M 5%
Medical package M 5%
Offering telecommunications starters 1l 5%

Prepaid cards = 0%

N=20
Source: Own calculations based on the survey

The survey results indicate that language and cultural barriers and the need for assistance

with legal procedures are the most significant barriers to employing third-country workers
(Figure 9). The complexity of legal activities, as well as the need to navigate health-related
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procedures, to find suitable accommodation and lack of trust, are also significant challenges.
The time needed to adapt is perceived as a little less significant barrier.

Figure 9: Barriers in employing third-country workers (1 = fully disagree, 5 = fully agree)
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Source: Own calculations based on the survey

There is a high agreement about the wide range of formal barriers related to legal activities
(Figure 10). However, the firms (on average) don’t perceive any consequences because of that
(Figure 11).

Figure 10: Formal barriers that are related to legal activities (1 = fully disagree, 5 = fully agree)
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Long waiting time for permits in provincial offices and I ;.

labour offices.

N=39
Source: Own calculations based on the survey
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Figure 11: Consequences of obstacles that companies face when employing third-country workers
(1 = fully disagree, 5 = fully agree)
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Source: Own calculations based on the survey

Most respondents highly agree with the statement that employment of third-country
nationals increases only when they have difficulties filling vacancies with natives. They also
agree that the employment of third-country workers is hindered by language and cultural

barriers and that they need to take care of them. (Figure 12).

Figure 12: Evaluation of statements regarding the employment of third-country workers (1 = fully
disagree, 5 = fully agree)
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N=20
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 13). Companies
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generally disagree that third-country workers have been difficult to integrate with other
employees.

Figure 13: Experiences with employing third-country employees (1 = fully disagree, 5 = fully agree)
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Source: Own calculations based on the survey

1.7.Workers’ representation in companies

The companies surveyed first reported the form of workers’ representation in their company
(they could choose one or more forms). Most of the companies (70%) do not have any form
of workers’ representation. However, many companies have a trade union (22%) and works
council (22%) as the form of representation (Figure 14).

Figure 14: Workers representation in companies
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company 0
Trade union _ 22%
Works council _ 22%

Board-level workers representative I 1%

N=79
Source: Own calculations based on the survey
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More than half of the respondents who have some form of workers' representation in their
company did not involve workers' representatives in the discussion of the challenges posed
by third-country workers (Figure 15). The situation is very similar when it comes to their future
plans (Figure 16).

Figure 15: Dealing with the challenges related to third-country workers
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N=18
Source: Own calculations based on the survey

Figure 16: Plans to deal with the challenges related to third-country workers
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Source: Own calculations based on the survey

Moreover, more than half (57%) 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. Slightly more than a quarter, 35%, of the respondents are aware of the
discussions but do not know what they are about.
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1.8.Gaps in supporting the employment of third-country nationals

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 17).

Figure 17: Proposed changes in regulations to facilitate third-country workers employment
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Streamlining the process of issuing working visas || | N NG 3%
Reducing the duration of legal procedures | NG 50

Possibility to submit formal applications and
documents on-line

Expanding the list of deficit professions || N N NN /5-

Expanding the list of countries whose citizens can
work in the bases of bilateral agreement

I, 5576

I 43%

N=67
Source: Own calculations based on the survey

The survey revealed that many respondents do not have an employer representative body,
while some have a trade union or works council. Typically, SMEs have no representative body,
while large companies usually have one or two. Some respondents inform workers'
representatives about the employment of third-country workers. Others consult with workers'
representatives or include these issues in company collective agreements. A few have other
agreements such as action plans. A significant number do not involve employee
representatives in these challenges. Future plans to address these challenges are not expected
to change significantly. Several respondents are aware of sectoral and national discussions but
are unsure of the content. A few are aware of the content and only one is actively involved.
More than half of the respondents are not aware of such discussions. The size of the company
does not affect awareness of these discussions. Many respondents mention vocational or on-
the-job training for labour market integration. Others mention skills assessment. Most
respondents do not consider over-qualification relevant. Measures to develop soft skills
include language training at the workplace and other language courses. Some offer computer
training, while others focus on communication skills. Half of the respondents emphasise self-
development. Some rely on the provision of labour market skills, while others use counselling,
mentoring and coaching. Careers advice and information on their website are also common.
Printed materials and computer programmes and applications are preferred by some. A
significant number focus on preventing discrimination. Many raise awareness of diversity in
the workplace, especially in large companies. Some offer civic/social/cultural orientation
courses for inclusion.
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2. Recruit4dTomorrow - Magyar felmérési jelentés

Ez a jelentés a magyar vallalatok korében végzett felmérés eredményein alapuld leird
statisztikai adatokat elemzi. A 2024. aprilis 22. és junius 30. kdzotti id6szakban 109 vallalattol
(5 angol és 104 magyar nyelv(i vallalattél) gytjtott teljes vagy részleges valaszok alapjan
mutatja be a harmadik orszagokbdl szarmazé allampolgarok foglalkoztatasi helyzetét. A
jelentés elején a mintajellemz6it, a kilfoldi és harmadik orszdgbeli munkaeré jelenlegi
foglalkoztatasi helyzetének, szdrmazasi helyének és bérezésének Osszegzését talaljuk. A
mdsodik rész a harmadik orszdgbeli munkavallalék alkalmazdsanak el6nyeit, kihivasait,
képviseleti formait, valamint a tdmogatdsukra vonatkozd hidnyossagokat targyalja.

2.1. A mintajellemzéi

A mintaban szerepl vallalatok jellemzGit az 1. tablazat tartalmazza.

Tablazat 10: A vallalat mérete, besorolasa és agazata

Frekvencia Szazalék
Méret Kevesebb, mint 10 25 23%
o 11-50 30 27%
grz';‘:::)a"a"ahk 51-250 23 21%
(N = 109) 251-500 9 8%
Tobb mint 500 22 20%
C_f,aladl tulajdonu 31 »8%
vallalat
i anee:;C;Ir?\I/éllalat >3 48%
Avallalat Belfoldi allami
besorolasa Vallalat 3 3%
(N=108) Multinacionalis
vallalat 18 16%
lednyvallalata
Egyéb 3 3%
Epit&ipar 10 9%
Ver?deglatas és 3 39%
turizmus
Egészségiligy 2 52%
Iparag Gyartas 11 10%
(N =108) Olaj- és gazipar 1 1%
Autdipar 4 4%
IKT (IT) agazat 16 15%
Kereskedelem 7 6%
Egyéb szolgaltatasok 54 49%

Forrds: Sajat szamitasok a felmérés alapjan
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2023-ban az egy munkavallaléra juté atlagos hozzdadott érték a megkérdezett véllalatok
korében 51 682,7 eurd® évente. Az egy munkavallaldra jutd hozzdadott érték megoszldsa a
megkérdezett vallalatok kozott széles spektrumot mutat, a kozépsé tartomanyokban
koncentralddva. A vélaszaddk tobbsége a 20 001 és 40 000 EUR kozotti tartomanyba tartozik

(1. dbra).

Abra 1: Az egy munkavallaléra juté hozzaadott érték (évente, euréban) 2023-ban
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s 2
. . 0 m
Q
Q
Q
Q)Q

N=75
Forras: Sajat szamitasok a felmérés alapjan

Ezenfellil a megkérdezett véllalatok altal bejelentett bruttd atlagbére havi 3 345,2 eurdé®’. A
brutté atlagbérek megoszlasa a megkérdezett vallalatok kézott azt mutatja, hogy a mintaban

szerepld vallalatok koziil sokan havi 1.738 eurdig terjed6 béreket kinalnak.

A felmérésben a valaszaddk széles kore vett részt, akik kilonb6z6 pozicidkat toltottek be az
adott szervezeten belll (2. tablazat). A vélaszaddk jellemz8i azt mutatjak, hogy a felmérés
fékuszanak megfeleléen a vezet6ség jelentés mértékben képviselteti magat. A valaszaddk

tobb mint kétharmada férfi volt.

Tablazat 11: A valaszado6 pozicidja a vallalatnal

Frekvencia Szazalék

Ugyvezetd igazgatd / igazgatd / igazgat6tandcsi tag 59 54%
HR-vezetd 21 19%
HR-szakember 10 9%
Jogi osztaly vezetdje 0 0%
Jogi szakember 3 3%
Egyéb 11 10%
N=104

Forrds: Sajat szamitasok a felmérés alapjan

5Std. eltérés: 47 811,51 EUR, min: 10 000, max: 200 000
6 Std. eltérés: 816,866, min: 100, max: 4,417
7 A magyarorszagi brutté atlagbér 2023-ban 1502,82 eurd volt.
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Ezenkivil egy kivételével minden valaszado legaldbb 5 éves munkatapasztalattal rendelkezik,
a legtobbjik pedig tobb mint 15 éves szakmai tapasztalattal (3. tablazat).

Tablazat 12: A valaszadék munkatapasztalatanak id6tartama

Frekvencia Szazalék
Kevesebb, mint 5 év 1 1%
5-15év 15 14%
16 - 25 év 30 27%
26 - 35 év 32 29%
Tobb mint 35 éve 26 24%

N=104
Forras: Sajat szdmitasok a felmérés alapjan

2.2.Kiilfoldi munkavallalok foglalkoztatasa - jelenlegi helyzet

A megkérdezett vallalatok tobbsége, azaz 59%-a arrdl szamolt be, hogy jelenleg nem
foglalkoztat kilféldi munkavallalokat (4. tablazat). A valaszaddk 38%-a jelezte, hogy
foglalkoztat kilféldi munkavallaldkat, és a kiilféldi munkavallaldkat foglalkoztatdk kozel 80%-a
jelezte, hogy nem uniés munkavallalékat foglalkoztat.

Tablazat 13: Kiilfoldi munkavallalok foglalkoztatasa

Frekvencia Szazalék
Igen 42 38%
Nem 65 59%

N=107
Forras: Sajat szdmitasok a felmérés alapjan

Azon vallalatok esetében, amelyek jelenleg nem foglalkoztatnak kilféldi munkavéllaldkat (5.
tablazat), a kulfoldi munkavallalok foglalkoztatasara vonatkozd jovébeli terveiket is
megvizsgaltak. A valaszaddk 8%-a (5 valaszadd) tervezi, hogy a jovSben kilfoldi
munkavallalékat alkalmaz. Konkrétan csak 8 valaszadd jelezte, hogy tervezi harmadik
orszagbeli munkavallaldk alkalmazasat. Ezzel szemben 74% (45 valaszadd) nem tervezi kilfoldi
munkavallalék alkalmazasat a jov6ben.

Tablazat 14: A kilfoldi munkavallalék jovébeli foglalkoztatasara vonatkozé stratégia

Frekvencia Szazalék
A jov6ben kilfoldi munkavallaldokat terveziink
. 5 8%

alkalmazni
Tervezzik, hogy a jov6ben harmadik orszagbeli

4 8 13%
munkavallalékat alkalmazunk.
AJovoben.nem tervezink kilféldi munkavallalokat 45 24%
alkalmazni.
Egyéb 3 6%

N=61

Forras: Sajat szdmitasok a felmérés alapjan
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2.3.Harmadik orszagbeli (nem uniés) munkavallalok foglalkoztatasa

A jelenlegi foglalkoztatdsi helyzetet tekintve a vallalatoknal dolgozé nem unidés munkavallalok
aranya alapjan a valaszaddk 50%-a jelezte, hogy a munkaeré kevesebb mint 5%-a tartozik ebbe
a csoportba. Tovabbi 13% nyilatkozott Ugy, hogy ez az ardny 6% és 10% kozott van. Erdemes
megemliteni, hogy a vallalatok 25%-a tobb mint 20%-os aranyban foglalkoztat nem unids
allampolgarokat, kiilonésen az épit6iparban, a feldolgozdiparban, valamint az egyéb
szolgdltatdsi szektorokban (6. tablazat).

Tablazat 15: A harmadik orszagbeli munkavallalék megoszlasa a munkaerdépiacon

Frekvencia Szazalék
A teljes munkaeré kevesebb mint 5%-a 16 50%
6-10% 4 13%
11-15% 2 6%
16-20% 1 3%
Tobb mint 20% 8 25%
Nem tudom pontosan 1 3%

N=32
Forras: Sajat szdmitasok a felmérés alapjan

A 2. dbra azt szemlélteti, hogy bar egyes véllalatok mdr 2004 6ta foglalkoztatnak harmadik
orszagbeli dllampolgarokat, a dinamika 2021 utan jelentdsen felgyorsult/megnétt. Kiemelkedd
csucsok voltak megfigyelhet6k 2010-ben és 2023-ban, amelyek kiilondsen érezhet6
novekedést mutatnak (2. abra).

Abra 2: A harmadik orszagbeli dllampolgérok foglalkoztatasanak megkezdését bejelenté vallalatok
szama évenként
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N=29

Forrds: Sajat szamitasok a felmérés alapjan

Az eredmények azt mutatjak, hogy bar a megkérdezett véllalatoknal dolgozé harmadik
orszagbeli munkavallalok kiilonb6z6 iskolai végzettséggel rendelkeznek, a kdzép- és fels6foku
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végzettségliek jelentSs ardnyban vannak jelen. A valaszaddk tobb mint fele (61%) ugy véli,
hogy a harmadik orszagbeli munkavallaldk iskolai végzettségi strukturaja hasonlé a véllalatnal
dolgozé altalanos munkaerééhez. Mind6ssze a valaszaddk 9%-a gondolja ugy, hogy a harmadik
orszagbeli munkavallaldok atlagos iskolai végzettsége alacsonyabb (7. tablazat). Kevés
munkavéllalé érkezik 4&ltaldnos iskolai végzettségnél alacsonyabb szinttel. Erdemes
megjegyezni, hogy a harmadik orszagbeli munkavallalok valamivel tdbb mint egyharmada né.
A megkérdezett vallalatoknal dolgozé harmadik orszagbeli munkavallaldk életkori strukturdja
azt mutatja, hogy a tobbség 31 és 40 év kozotti.

Tablazat 16: Vallalati és harmadik orszagbeli munkavallalok iskolai végzettsége

Frekvencia Szazalék

Nagyjabdl azonos 14 61%
A harmadik orszagbeli munkavallalék 5 9%
Osszességében alacsonyabb végzettségliek.

A harmadik orszagbeli munkavallalok 4 17%
Osszességében magasabb végzettséglek.

Nehéz megvalaszolni 1 4%
Egyéb 2 9%

N=23

Forras: Sajat szdmitasok a felmérés alapjan

A vdlaszaddk tobb mint fele jelezte, hogy a nem unidés munkavallalékat tulnyomdrészt
termelési munkara alkalmazzdk, ezt koveti a szakmai és miszaki (36%) és a szolgdltatdsi munka
(17%). A nem uniés munkavallalékat a cégek kozel 20%-anal tdlnyomédrészt egyszerld munkara

alkalmazzak. (8. tablazat).

Tablazat 17: A harmadik orszagbeli munkavallalék munkakori tipusai

Frekvencia Szazalék

Szolgaltatas (értékesités, személyi gondozas,

védelmi szolgdltatasok, személyes 4 17%

szolgdltatasok stb.)

Szakmai és mdszaki munka (egészségligyi

szolgaltatas, jogi és egyéb szakmai 8 36%

szolgaltatdsok, tudomanyos és mérnoki

szakmai szolgaltatds stb.)

Termelés 12 52%

Kilénosebb végzettséget nem igénylé munka

(takaritasi szolgaltatas, mez6gazdasagi, 4 17%

haldszati és erdészeti szolgdltatas, élelmiszer-

elGkészitésben vald kozrem(ikdodés stb.)

Vezet6i munka 2 9%

Egyéb 3 13%
N=33

Forras: Sajat szamitasok a felmérés alapjan
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2.4. A harmadik orszagbeli munkavallalok eredete

A felmérés eredményei azt mutatjdk, hogy a harmadik orszagbeli munkavallalok
tulnyomodrészt  Ukrajnabdl és tavol-keleti orszagokbdl, példaul a Fillop-szigetekrdl,
Indonézidbdl, Nepdlbodl és Thaifoldrdl érkeztek. Emellett a harmadik orszagbeli munkavallaldk
jelentds része a volt jugoszlav orszagokbdl (Bosznia-Hercegovina, Szerbia, Montenegré, Eszak-
Macedonia) és Koszovobadl szarmazik. (3. abra).

Abra 3: A harmadik orszagbeli munkavallalk eredete

60%
50%
40%
30%
20%
- I I I
0% .
Ukrajna Téavol-Kelet A volt Kozép-Azsia Kozel-Kelet Afrika Torokorszag Albénia
(Fulop-szigetek, Jugoszlavia (Kirgizisztan, (Irak, Iranstb.)  (Marokké,
Indonézia, tagallamai Uzbegisztan, Egyiptom,
Nepal, India, Mongdlia stb.) Nigéria stb.)
Thaifold)
N=23

Forras: Sajat szdmitasok a felmérés alapjan

Arra a kérdésre, hogy mely volt jugoszldv orszagokbdl szarmaznak a munkavallalék, az
egyetlen valasz Szerbia volt.

2.5. A harmadik orszagbeli munkavallalék bére

A harmadik orszagbeli munkavallalék atlagos brutté bére a vizsgalt vallalatoknal 1731 eurd.?
A harmadik orszagbeli munkavallalok atlagos bruttd bére valamivel alacsonyabb, mint a teljes
vallalati atlag, amely havi 1 738 eurd. A 4. dbra a megkérdezett vallalatokndl a harmadik
orszagbeli munkavallaléknak fizetett bruttd atlagbérek (havi brutté bér, euréban) megoszlasat
mutatja.

8 Std. eltérés: 1.177,29, min: 152 max: 5000
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Abra 4: A harmadik orszagbeli munkavallaléknak fizetett brutté atlagbérek megoszlasa (havonta,
eurdban)

Tébb mint4500 G 6%

4001-4500 0%
3501-4000 NN 6%
3001-3500 0%
2501-3000 0%
2001-2500 I 13%
1501-2000 I 25%
1001-1500 I 31%
501-1000 GGG 13%

Kevesebb, mint 500 IEEEG—G— 6%

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

N=16
Forras: Sajat szamitasok a felmérés alapjan

Az atlagbérek kozotti kilonbségek minimalisak, amit a valaszaddk mindségi értékelése is
megerdsitett. A vallalatok egyontetlen ugy vélik, hogy a harmadik orszdgbeli munkavallaldk
bére gyakorlatilag megegyezik a tobbi foglalkoztatott bérével (9. tablazat).

Tablazat 18: A harmadik orszagbeli munkavallalék brutté atlagbérének mindségi 6sszehasonlitasa
az ugyanazon vallalatnal dolgozé tobbi munkavallaléval

Frekvencia Szazalék
Alacsonyabb 0 0%
Nagyjabdl azonos 21 100%
Magasabb 0 0%
Nem tudom. 0 0%

N=21
Forras: Sajat szdmitasok a felmérés alapjan

A megkérdezett véllalatok koziil egy azt allitotta, hogy olyan tdmogatdst kaptak harmadik
orszagbeli munkavallalok foglalkoztatdsaért, amelyre mas munkavallalék nem jogosultak, de
err6l nem kozoltek részleteket. A tobbi valaszadd azt allitotta, hogy nem kapott olyan
tdmogatast harmadik orszagbeli munkavallalok foglalkoztatdsara, amelyre mas munkavallalék
nem voltak jogosultak.
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2.6. A harmadik orszagbeli munkavallalok alkalmazasanak eldnyei és akadalyai

A vdllalatok a harmadik orszagbeli allampolgarok foglalkoztatdsanak f6 elényét abban Iatjdk,
hogy rugalmasabbak a munkaid6-beosztds tekintetében. A legkevésbé azzal az allitassal
értettek egyet, hogy a koltségcsokkentés, valamint a szarmazdsi orszdguk piacdnak és
kulturajanak ismerete szempontjabdl elényods szamukra a foglalkoztatasuk. (5. abra).

Abra 5: A harmadik orszagbeli munkavallalok alkalmazasanak elényei (1 = egyaltaldan nem ért
egyet, 5 = teljesen egyetért)

1,0 2,0 3,0 4,0 5,0
Olyan munkavallalék felvétele, akik rugalmasabban
alkalmazkodnak a munkaid6hoz (valtott miszak,...

Elvart kompetencidkkal rendelkezé munkavallalok
felvétele

Munkavallaloi hatékonysag novekedése a vallalaton

] JE

belil 3

Munkaerd-stabilitas az értékesités (megrendelések)
volatilitdsa miatt

Sokszinliség, amely elésegitheti a vallalat
novekedését

Koltsegesokkentes |GG 2.

Szarmazasi orszagok/régiok piacanak és kulturdjanak
ismerete

N=49
Forrds: Sajat szamitasok a felmérés alapjan

Az eredmények alapjan vildgos, hogy a vallalatok szamdra a kilfoldi munkavallalok
alkalmazdsanak f6 indoka a hazai munkaeré hianya és a megfelel6 kompetencidkkal
rendelkez6 munkavallalék megszerzése. A valaszadék tobbsége nem ért egyet azzal, hogy a
sokszinlség, a kulturalis és piaci ismeretek vagy a koltségcsokkentés lenne a f6 motivacido nem
uniés munkavallaldk alkalmazasara (6. abra).”
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Abra 6: A harmadik orszagbeli munkavallalék foglalkoztatasanak okai (1 = egyaltalan nem ért
egyet, 5 = teljesen egyetért)

Azért alkalmazunk kilféldi munkavallaldkat, mert nem all
rendelkezésre hazai munkaerd

Elvart kompetencidkkal rendelkezé munkavéllalék felvétele [N 3S

Munkaeré-stabilitas az értékesités (megrendelések)
volatilitdsa miatt

Munkavallaléi hatékonysag névekedése a vallalaton beliil [ R 3.3

Olyan munkavallalék felvétele, akik rugalmasabban
alkalmazkodnak a munkaidéhoz (valtott mlszak, éjszakai...

Sokszin(iség, amely elésegitheti a vallalat novekedését [ NN . ©

Szarmazasi orszagok/régiok piacanak és kulturajanak
ismerete

— pw

I 3,3

I 3,1

I 2.3
Keltségesokkentés | NG 1.3

N=19
Forras: Sajat szamitasok a felmérés alapjan

A vdlaszaddk a helyi nyelv ismeretének hidnyat és a kulturalis kilonbségeket tartjdk a
harmadik orszagbeli munkavallalék alkalmazasaval kapcsolatos legnagyobb lehetséges
problémanak (7. abra).

Abra 7: A harmadik orszagbeli munkavallalék alkalmazasaval kapcsolatos lehetséges problémak (1
= egyaltalan nem ért egyet, 5 = teljesen egyetért)

A helyi nyelvismeret hianya [N 3,0
Kulturalis kilénbségek NG 3,7
Vallalati munkakultira ismeretének hianya NN 3,5
Kihivasok a munkakérnyezethez valé alkalmazkodassal... I .4

Toborzas, valamint a készségek és a készségek irdnti kereslet... IIIIINNNNNNNGNNNNNNNNNGEG 3,3
Szervezett tamogatds hianya IIIIIEEEGEGGGGGGGNGNNNE 3,3
Idegengy(ilSlet és rasszizmus NN 3,1

A vallalat miikodési koltségeinek novekedése NN 2,0
A hazai munkavallalékhoz képest alacsonyabb mingségii munka NN 25
FuggdGséggel kapcsolatos problémak (példaul alkohol,... I 2,2

N=76
Forrds: Sajat szamitasok a felmérés alapjan

A harmadik orszagbeli munkavallaléknak kinalt kényelmi szolgdltatasok tekintetében a

valaszaddk 50%-a nyujt segitséget a hivatalos formalitdsok intézésében, 35%-uk tamogatott
szallast és jegyeket biztosit a hazautazashoz, mig 25%-uk segit a bankszamlanyitasban (8.
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abra). Ezenkivil a vdlaszaddk 30%-a nem kinal semmilyen kényelmi szolgaltatast kifejezetten
a harmadik orszagbeli munkavallaléknak.

Abra 8: A harmadik orszagbeli munkavallaléknak kinalt kényelmi szolgaltatasok

0% 10% 20% 30% 40% 50% 60%
Segitségnyujtas a hivatalos formalitdsok intézéséhez NN 50%
Témogatott szallas I  35%
Jegyek hazautazédshoz NN 35%
Nincs NG 30%
Segitségnyujtas bankszamlanyitashoz NG 5%
Lehetdség arra, hogy a sajat nyelviikén beszélgessenek egy... I 0%

Ingyenes széllitds a munkahelyre

Kiegészitd biztositas

.
.

Orvosicsomag M 5%
Telekommunikdcids szolgdltatdsok Uj munkavallalok szamara [
0%

Feltolthetd kartyak

N=20
Forrds: Sajat szamitdsok a felmérés alapjan

A felmérés eredményei azt mutatjdk, hogy a nyelvi és kulturdlis akadalyok, a legnagyobb
akaddlya a harmadik orszagbeli munkavallalék foglalkoztatasanak (9. dbra). Tovabbd a jogi
eljarasok Osszetettsége, az egészségligyi Ugyintézésben vald eligazodas, a megfelel§ szdllas
megtaldlasa, valamint a bizalom hidnya is jelentds kihivast jelent. Az Uj munkahelyen vald
beilleszkedéshez sziikséges idGt valamivel kevésbé jelentSs akadalynak tartjak.

Abra 9: A harmadik orszagbeli munkavallalék foglalkoztatasanak akadalyai (1 = egyaltalan nem ért
egyet, 5 = teljesen egyetért)

Nyelvi és kulturélis akadalyok | RN :°
Jogi tevékenységek dsszetettsége | ENENEGTNNGGINNNEEE : 5
Segitségnyujtas az egészséglgyi ugyintézés soran | NNGNGNGNGNGEGEEE : 5
Segitségnyujtas jogi kérdésekben | NNGNGNGTGNINGNGNGNGEGEGEGEE ./
Segitségnyujtas a megfeleld lakds megtaléldsahoz |GGG .4
Bizalomhiany [ NI ;.-

Az Uj munkahelyen valé beilleszkedéshez szlikséges

id6 3.3

N=76
Forras: Sajat szdmitasok a felmérés alapjan
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A jogi tevékenységekkel kapcsolatos formalis akaddlyok széles skalajaval kapcsolatban nagy az
egyetértés (10. dbra). A cégek azonban (atlagosan) nem érzékelnek semmilyen kovetkezményt
emiatt (11. abra).

Abra 10: A jogi tevékenységekkel kapcsolatos formalis akadalyok (1 = egyaltalan nem ért egyet, 5 =
teljesen egyetért)

A harmadik orszagbeli munkavallalék foglalkoztatasanak
P Itals N
bonyolult eljaras menete (altaldban)
A kiilonb6z6 hatdsdgok eltérs kovetelményeket fogalmaznak
I 3.8
meg a dokumentumokkal kapcsolatban
Hatdsagokkal valé nehézkes kapcsolatfelvétel kilonféle _ 38

dokumentumok benyujtasa céljabdl

A hivatalos dokumentumok kezelésére vonatkozd pontos _ 37

hatérid6k hianya

A szarmazasi orszagban a kilféldieknek sokaig kell varniuk a _ 37

vizum megszerzésére
Nem megfelel§ tajékoztatds a harmadik orszagbeli munkavallalok
< s szabs s elidra I .7
foglalkoztatasdra vonatkozd szabalyokkal és eljarasokkal...
A vidéki hivatalokban és a munkatgyi hivatalokban sokaig kell _ 35

varni az engedélyekre

N=39
Forras: Sajat szamitasok a felmérés alapjan

Abra 11: A vallalatok altal a harmadik orszagbeli munkavallalék alkalmazasa soran tapasztalt
akadalyok kévetkezményei (1 = egyaltaldn nem ért egyet, 5 = teljesen egyetért)

1 2 3 4 5

Nincs kévetkezmény I

Nincs lehet6ség a munkavallalék idében torténd
foglalkoztatasara

Uzleti folyamatok tervezhetetlensége | NN .7

it

Vallalat pénziigyi veszteségei | NNRNRNRHRBNEEEE :.¢
Visszalépés az orszagban t6rténdé befektetésektsl | RN .5

Kevesebb megrendelés és szerzédés (kevesebb
bevétel)

Avallalat hirnevének karosodésa | NN 2.

I .5

N=71
Forrds: Sajat szamitasok a felmérés alapjan

A legtobb valaszadd nagymértékben egyetért azzal az éllitassal, hogy a harmadik orszagbeli

allampolgarok foglalkoztatdsa csak akkor novekszik, ha az lires allashelyeket nehéz hazai
allampolgarokkal betolteni. Azzal is egyetértenek, hogy a harmadik orszagbeli munkavallalék
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foglalkoztatasat a nyelvi és kulturdlis akadalyok akadalyozzak, és hogy gondoskodniuk kell
réluk. (12. abra).

Abra 12: A harmadik orszagbeli munkavallalék foglalkoztatasara vonatkozo allitasok értékelése (1 =
egyaltalan nem ért egyet, 5 = teljesen egyetért)

Csak akkor foglalkoztatnank tobb harmadik orszagbeli

munkavallalét, ha az Ures élldsokat nehezen tudjuk betdlteni _ 4,4
hazai munkavallalékkal
A harmadik orszagbeli munkavallalok foglalkoztatasat _ 3.4
megnehezitik a nyelvi és kulturalis akadalyok ’
A harmadik orszagbeli munkavallalok alkalmazasa sordn gondot

okoz, hogy ,,gondoskodni kell réluk” — lakast kell nekik taldlni, _ 3,2
segiteni kell az egészségligyi intézményekkel valo...
A harmadik orszagbeli munkavallalok alkalmazasa sordn a _ 31
bonyolult formai és jogi feltételek okozzdk a legtébb gondot ’
A harmadik orszagbeli munkavallalok foglalkoztatasat

megneheziti a munkavallaldkkal szembeni bizalom hianya, akik _ 2,7

,csak atutazéban vannak egy masik orszagban”
A harmadik orszagbeli munkavallalok foglalkoztatasat _ 26
megneheziti az tény, hogy fel kell ket késziteni a munkéra ’

N=20
Forras: Sajat szamitasok a felmérés alapjan

Altalanossagban véve a harmadik orszagbeli munkavallalék alkalmazasaval kapcsolatos
tapasztalatok tobbnyire pozitivak voltak, és nyelvtuddsuk elegendének bizonyult a jé
munkavégzéshez (13. 4bra). A vallalatok tobbsége nem ért egyet azzal az allitassal, hogy a
harmadik orszdgbeli munkavallalék nehezen integralhatok lennének a tébbi alkalmazott kozé.

Abra 13: Tapasztalatok a harmadik orszagbeli munkavallalék alkalmazasaval kapcsolatban (1 =
egyaltalan nem ért egyet, 5 = teljesen egyetért)

A harmadik orszagbeli munkavallalok alkalmazéasaval

kapcsolatos tapasztalataink tobbnyire pozitivak, a... _ 41

A harmadik orszagbeli munkavallaloknak a hazajuk

nyelvével és kulturajaval kapcsolatos ismeretei... _ 3.7

A harmadik orszagbeli munkavallalok produktivabbak,

mint vartam I .

A harmadik orszagbeli munkavallalok atvilagitasa tobb

er6forrastigényel, mint a hasonlé munkakorokre... _ 3.3

Ugyfeleink inkabb a hazai munkavallaldkkal valé

kapcsolattartast részesitették elényben a harmadik... _ s

A harmadik orszagbeli munkavallalék nehezen

illeszkednek be a tobbi munkavallalé kozé, igy az... _ 25

N=20
Forrds: Sajat szamitdsok a felmérés alapjan
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2.7. A munkavallaldk képviselete a vallalatoknal

A megkérdezett véllalatok arrdél szamoltak be, hogy a munkavéllalék milyen formaban
képviseltetik magukat a vallalatukban, ahol egy vagy tébb format is valaszthattak. A valaszok
alapjan a legtobb vallalat (70%) nem rendelkezik semmilyen munkavallaléi képviselettel.
Ugyanakkor szamos vallalatnal a szakszervezet (22%) és az lizemi tanacs (22%) képviseli a
munkavallalokat (14. dbra).

Abra 14: A munkavallalék képviselete a vallalatoknal

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

Avallalatunknal nincsenek munkavallaloi képviselék _ 70%
Szakszervezet _ 22%
Uzemi tanacs _ 22%

Igazgatdsagi szintli munkavallaléi képviseld I 1%

N=79
Forras: Sajat szdmitasok a felmérés alapjan

A valaszaddk tobb mint fele, akiknek véllalatukban van valamilyen formaban munkavallaléi
képviselet, nem vonta be a munkavallaléi képvisel6ket a harmadik orszagbeli munkavallalok
altal jelentett kihivasok megvitatasaba (15. dbra). Hasonlé tendencia figyelhetd meg a jovébeli
terveik tekintetében is (16. abra).

Abra 15: A harmadik orszagbeli munkavallalékkal kapcsolatos kihivasok kezelése
0% 10%  20%  30%  40%  50%  60%

Ebbe az egyeztetésbe nem vontuk be a munkavallaléi
képviselbket

50%

A munkavallaléi képviseldket tajékoztatjuk a
harmadik orszagbeli munkavallaldk jelenlegi és
jovébeli foglalkoztatasarol

39%

A munkavallaléi képviselékkel egyeztetiink a
harmadik orszagbeli munkavallalok jelenlegi és
jovébeli foglalkoztatasarol

28%

A harmadik orszagbeli munkavallalok toborzasara
vonatkozdéan egyéb megallapoddsokat, példaul
cselekveési terveket dolgozunk ki a munkavallaldi...

17%

Avallalati kollektiv szerzé6désekbe beépitjik a
harmadik orszagbeli munkavallalok foglalkoztatéasara
vonatkozd intézkedéseket és egyéb relevans...

6%

N=18
Forras: Sajat szdmitasok a felmérés alapjan
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Abra 16: A harmadik orszagbeli munkavallalékkal kapcsolatos kihivasok kezelésére vonatkozé
tervek

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

Ugy tervezziik, hogy ebbe az egyeztetésbe nem fogjuk
bevonni a munkavallaléi képviseléket

44%

A munkavallaléi képvisel6ket tajékoztatni fogjuk a
harmadik orszagbeli munkavallalok jelenlegi és
jovébeli foglalkoztatasarol

33%

A munkavallaléi képviseldkkel egyeztetni fogunk a
harmadik orszagbeli munkavallalok jelenlegi és
jovobeli foglalkoztatasarol

17%

A harmadik orszagbeli munkavallalok toborzasara
vonatkozdéan egyéb megallapodéasokat, példaul
cselekvési terveket fogunk kidolgozni a...

11%

Avallalati kollektiv szerz6désekbe be fogjuk épiteni a
harmadik orszagbeli munkavallalok foglalkoztatéasara
vonatkozo intézkedéseket és egyéb relevans...

6%

N=18
Forras: Sajat szamitasok a felmérés alapjan

Ezen tulmenden a valaszaddk tobb mint fele (57%) nem tud a szocialis partnerek altal a
foglalkoztatasrdl és a harmadik orszagbeli munkavallaldkkal kapcsolatos kihivasokrél agazati
és nemzeti szinten folytatott megbeszélésekr6l. A valaszadék valamivel tobb mint
egynegyede, 35%-a ismeri a megbeszéléseket, de nem tudja, mirdl szélnak.

2.8.Hianyossagok a harmadik orszagbeli allampolgarok foglalkoztatasanak
tamogatasaban

A vélaszadoék szerint a harmadik orszagbeli dllampolgarok foglalkoztatdasdnak megkonnyitése
érdekében prioritdsként kell kezelni a jogi eljarasok id6tartamanak lerdviditését, a
munkavdllalasi vizumok kiadasdnak leegyszerlsitését, valamint a hivatalos kérelmek és
dokumentumok online benyujtdsanak lehetGségét (17. abra).
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Abra 17: A harmadik orszagbeli munkavallalék foglalkoztatasanak megkdnnyitésére javasolt
szabalyozasi valtozasok

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

Munkavallalasi vizumok kiaddsanak leegyszerUsitése 63%

Jogi eljarasok idétartamanak leroviditése 60%

Hivatalos kérelmek és dokumentumok online
benyujtdsanak lehetésége

58%

Hidnyszakmak listajanak bovitése 45%
Azon orszagok listajanak boévitése, amelyek
allampolgarai kétoldalu megallapodas alapjan
dolgozhatnak

43%

N=67
Forrds: Sajat szamitasok a felmérés alapjan

A felmérésbdl kiderilt, hogy sok valaszadénak nincs munkaltatéi érdekképviseleti szerve, mig
néhdnyan szakszervezetet vagy lzemi tanacsot mikodtetnek. Jellemz6en a kkv-knak nincs
képviseleti szerviik, mig a nagyvallalatoknak altaldaban egy vagy kett6. Néhany valaszadd
tdjékoztatia a munkavallalék képvisel6it a harmadik orszagbeli munkavallalék
foglalkoztatasarél. Masok konzultdlnak a munkavallalék képviselGivel, vagy ezeket a
kérdéseket a vallalati kollektiv szerz6désekbe foglaljdk bele. Néhanyan egyéb
megallapoddasokat, példaul cselekvési terveket is kotottek. JelentSs részilk nem vonja be a
munkavallaléi képviselSket ezekbe a kihivasokba. Az e kihivdsok kezelésére vonatkozé jovébeli
tervek varhatéan nem valtoznak jelent&sen. Tobb valaszado tud az 4gazati és nemzeti szintl
megbeszélésekrél, de nem biztosak azok tartalmdban. Néhany valaszadd tisztaban van a
tartalommal, és csak egy vélaszadd vesz részt aktivan. A vélaszadék tobb mint fele nem tud az
ilyen megbeszélésekr6l. A vdéllalat mérete nem befolyasolja az ilyen megbeszélések
ismertségét. Sok vdlaszadé emliti a munkaerG-piaci integraciét szolgdld szakmai vagy
munkahelyi képzést. Masok a készségek felmérését emlitik. A legtobb valaszadé nem tartja
relevansnak a tulképzést. A szocidlis készségek fejlesztésére iranyuld intézkedések kozé
tartozik a munkahelyi nyelvi képzés és egyéb nyelvtanfolyamok. Egyesek szamitégépes képzést
kindlnak, mig masok a kommunikaciés készségekre 6sszpontositanak. A valaszaddk fele az
onfejlesztést hangsulyozza. Néhdnyan a munkaerG-piaci ismeretek nyujtasara tdmaszkodnak,
mig masok tanacsadast, mentoralast és coachingot alkalmaznak. Gyakori a karrier-tanacsadds
és a honlapon valé tdjékoztatas is. Egyesek a nyomtatott anyagokat, valamint a szamitogépes
programokat és alkalmazdsokat részesitik elGnyben. Jelentés szdmban a diszkrimindcié
megel6zésére OGsszpontositanak. Sokan felhivjdk a figyelmet a munkahelyi sokszinlségre,
kilonosen a nagyvallalatoknal. Néhanyan polgari/tarsadalmi/kulturalis/kulturalis orientacids
tanfolyamokat kinalnak a befogadas érdekében.
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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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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)
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(orders).

Increased workers' efficiency in the company. [ NI 3.7
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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
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Additional insurance | 8%
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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).
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Figure 11: Formal barriers that are related to legal activities (1 = fully disagree, 5 = fully agree)
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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 /
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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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care them” - finding a flat, helping with contacts for... i
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: : 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
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Screening third-country workers requires more _ 35
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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%
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We have not included workers' representatives in this

discussion
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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
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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
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Source: Own calculations based on the survey
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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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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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19%
20%
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Macedodnsko

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
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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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Executive summary

The deliverable, National Analysis Report for Slovenia, presents the findings from the survey
amongst Slovenian employers regarding the employment of third-country nationals in
Slovenia 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 Slovenia
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 Slovene
translation.
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1. Recruit4Tomorrow - Survey report on Slovenia

The survey report presents insights based on descriptive statistics from a sample of Slovene
firms. Conducted between April 22 and June 30, 2024, the survey received complete or partial
responses from 114 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 8 7%
(:ember of 11-50 21 18%
w:rkers) 51-250 39 34%
- 0,
(N = 114) 251-500 18 16%
More than 500 28 25%
Family-owned 16 14%
company
Company Domestic private 48 43%
e . company
classification Domestic bublic
(N=112) P 13 12%
company
MNE subsidiary 32 29%
Other 3 2%
Construction 11 10%
Hosp')ltallty and 4 4%
tourism
Healthcare 6 5%
Industry Manufacturing 37 32%
(N=114) Oil and gas sector 1 1%
Automotive sector 4 4%
ICT (IT) sector 8 7%
Trade 8 7%
Other services 35 30%

Source: Own calculations based on the survey

In 2023, the average value added per worker among companies surveyed was EUR 57,274.11
per year. The distribution of value added per worker among the surveyed companies shows a

1 Std. deviation: 41,949.95, min: 5,000, max: 200,000

Page 7 of 38
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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 (number of respondents)
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Source: Own calculations based on the survey

Additionally, the average gross wage reported by the companies surveyed is EUR 2,1282%3 per
month. The distribution of average gross salaries among the surveyed companies shows that
three-quarters (77.8%) of the companies in the sample report an average monthly gross salary

below 2,638 euros 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, in line with the focus of the survey. More than two-

thirds of the respondents were female.

Table 2: Respondent's position in the company

Frequency Percent
CEO / Director / Member of the management board 14 13%
Head of HR 47 44%
HR professional 30 28%
Head of Legal Department 2 2%
Legal professional 5 5%
Other 9 8%
N=107

Source: Own calculations based on the survey

2 Std. deviation: 1,054.2, min: 100, max: 5,809

3The average gross wage in Slovenia in 2023 was EUR 2,220.95.
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In addition, almost 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 2 2%
5-15years 24 22%
16 - 25 years 47 43%
26 - 35 years 24 22%
More than 35 years 12 11%

N=109
Source: Own calculations based on the survey

1.2. Employment of foreign workers: current situation

The majority, namely, 81% of the companies surveyed reported that they currently employ
foreign workers (Table 4). Almost two-thirds of respondents reported that they employ non-
EU foreign workers.

Table 4: Employment of foreign workers

Frequency Percent
Yes 91 81%
No 22 19%

N=113
Source: Own calculations based on the survey

For those companies that do not currently employ foreign workers (Table 5), their plans for
employing foreign workers were also examined. Of these respondents, 62% (13 respondents)
plan to employ foreign workers in the future. Specifically, 9 of these 13 respondents indicated
that they plan to employ third-country workers. Conversely, 48% (10 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 from EU countries
. 4 19%
in the future
We plan to employ third-country workers in the future 9 43%
Wed tplant I forei kers in th

e do not plan to employ any foreign workers in the 10 48%
future

N=21

Source: Own calculations based on the survey

Page 9 of 38
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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,
while a fifth reported between 6% and 10%. Notably, 16% of companies have more than 20%
non-EU nationals in their workforce (Table 6). These companies operate in construction,
manufacturing and other services (logistics and transport).

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

Frequency Percent
Less than 5% of the total workforce 28 25%
6-10% 23 20%
11-15% 8 7%
16-20% 2 2%
More than 20% 18 15%
Don't know exactly 1 1%

N=80
Source: Own calculations based on the survey

Figure 2 shows that while some companies have been employing third-country nationals since
1998, there has been a significant and noticeable increase in this practice since 2015. The data
show a steady increase in the number of companies employing third-country nationals over
the years, with significant peaks in 2015, 2018 and 2019.

Figure 2: Number of companies reporting the start of employment for third-country nationals by
year
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N=77
Source: Own calculations based on the survey
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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 and tertiary education. Among the 40 surveyed companies that employ these
workers and responded to the question about educational structure, 47% have secondary
education and 41.6% have tertiary education. More than half of the respondents (57%)
believe that the educational structure of third-country workers is comparable to that of the
general workforce in the company. However, 32% 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 39 57%
On average, third-country workers have lower 29 32%
education.
0] third- t kers h high

naverage, ird-country workers have higher 6 10%
education.
Difficult to answer 1 1%

N=68
Source: Own calculations based on the survey

More than a third of non-EU workers are employed for production
professional, technical and service work (Table 8).

Table 8: Job types of third-country workers

work, followed by

Frequency Percent

Serv.|ce work (sales, pe.rsonal care, protective 16 17%

services, personal services, etc)

Professional and technical work (healthcare

serv!ces, Iegal and other Profe§S|onaI 26 279%

services, science and engineering

professional services, etc)

Production work 35 36%

Elementary work (cleaning services,

agriculture, fishing and forestry services, food 11 11%

preparation assistance, etc.)

Managerial work 7 7%

Other 2 2%
N=97

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 former
Yugoslav countries (Bosnia and Herzegovina, Serbia, Montenegro, North Macedonia) and
Kosovo. Additionally, a significant number of third-country workers are from countries in the
Far East such as the Philippines, Indonesia, Nepal, and Thailand, as well as from Ukraine
(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 Bosnia and Herzegovina (Figure 4), which was also stated as the first most
frequent country by the respondents.

Figure 4:0rigin of third-country workers from non-EU former Yugoslav Countries

90% 85%
80% 76%
70%
60% 56%
50%
40% 30%
30%
=
0%
Bosnia and Serbia North Macedonia Kosovo Montenegro

Herzegovina

N=54
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 1,893.9.%
The average gross wage for third-country workers is lower than the overall company average
of EUR 2,128 per month. 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)

More than 3690 [ 2%

3281-3690 M 2%

2871-3280 N 4%

pZIGEEYl 00 e

2051-2460 NN 11%

1641-2050 I 2 4%

1231-1640 I 37%
Less than 1230 [NNNEGNE 7%

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

N=46
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 4 7%
Comparable 50 87%
Higher 1 2%
| don't know 2 4%

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.

4 Std. deviation: 659.76, min: 840, max: 4,103
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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 stability of the workforce due to
fluctuations in sales (orders), and the diversity that can help the company grow. They do not
see cost reduction as a benefit of employing third-country workers (Figure 6).

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

1 2 3 4 5
Hiring workers with desirable competencies. | RN :./
Stability of the workforce due to volatility in sales I : :

(orders).

Diversity that may foster business growth. | R DD :.>
Acquiring workers who are more flexible in adapting their I o

working hours (shift work, night work, etc).

Knowledge of the market and culture of their origin I

countries / recions.

Increased workers' efficiency in the company | NN 2.3
Cost reduction | GG 13

N=21
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).

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... NGNS 25
Hiring workers with desirable competencies. [N 33
Diversity that may foster business growth. [ NNININNEGgEEENE .5
Acquiring workers who are more flexible in adapting... [ INGINGNGEGNEG 2 4
Stability of the workforce due to volatility in sales... | INNRNENGITNGEGNGEGE 2,3
Knowledge of the market and culture of their origin... [ NRNRNRDNINEGENE 2,2
Increased workers' efficiency in the company. [ IIIIIIININGH °,2

Cost reduction. [ 1,6

N=58
Source: Own calculations based on the survey
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Figure 8: Potential problems related to employing third-country workers (1 = fully disagree, 5 =
fully agree)

Lack of local language knowledge. NN 3,8
Lack of systemic measures to support. NN 3,8
Recruiting and matching skills and demand for skills. [ R NN 32
Cultural differences. [N 5,1
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Challenges in adapting to the work environment. NN 3
Xenophobia and racism. [N 2,5
Increase in the cost of running a business. [ NIIINIGGE 4
Lower quality of work in comparison to native workers. [ N 2

Problems associated with addiction (like alcohol, drugs or... I ?

N=83
Source: Own calculations based on the survey

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

Regarding the amenities, offered to third-country workers, 70% of the respondents offer third-
country workers help with official formalities, 39% offer third-country workers help with
opening a bank account, and 26% offer third-country workers subsidised accommodation
(Figure 9).

Figure 9: Amenities offered to third-country workers

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

Assistance in dealing with official formalities NN /0%
Assistance in opening a bank acount NN 30%
Subsidised accommodation G 6%
No. NN 25%
Possibility of talking to a consultant/professional in their... NI 11%
Free transport to work | 9%
Additional insurance I 7%

Tickets for trips to the homeland M 5%

Medical package Nl 5%

Offering telecommunications starters 1l 4%

Prepaidcards M 2%

N=57
Source: Own calculations based on the survey
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The survey results indicate that legal complexities and the need for assistance with legal
procedures are the most significant barriers to employing third-country workers (Figure 10).
Language and cultural barriers, as well as the need to find suitable accommodation and
navigate health-related procedures, are also significant challenges. The time needed to adapt
and lack of trust are perceived as less significant barriers.

Figure 10: Barriers in employing third-country workers (1 = fully disagree, 5 = fully agree)
1,0 2,0 3,0 4,0 5,0
Complexity of legal activities. [ NN
The need to assist them in legal procedures. | R : ¢
Language and cultural barriers. | ENENGTzNGIIIIIIIIIIII ./
The need to assist them in finding suitable housing. | NN ;-
The need to assist them in health-related procedures. | R R : -
The time needed to adapt to the new job. | RN .
Lack of trust. | NN 2.7

N=83
Source: Own calculations based on the survey

There is a high agreement about the wide range of formal barriers related to legal activities
(Figure 11). The most pressing issues are the lengthy procedures for obtaining work and
residence permits, the experience that different authorities have different requirements
regarding documents, the inadequacy of deadlines for processing official documents, and the
long waiting times for obtaining visas in the home country for workers from third countries.
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Figure 11: Formal barriers that are related to legal activities (1 = fully disagree, 5 = fully agree)

1 2 3 4 5
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N=70
Source: Own calculations based on the survey

The consequences of the obstacles companies face when hiring workers from third countries
are that companies cannot hire workers on time, have difficulties planning business processes,
and sometimes receive fewer orders and contracts (Figure 12).

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. | NI -
Inability to plan business processes. | NENENGTNGININININNENGEGEEEEEEEEE -
Financial losses of the company. | NI ;>
Less orders and contracts (lower sales). [ R :.:
Resignation from investing in the country. | N EGTGTczcNGEIIIIIIIIINDNDEI © 5
Loss of reputation of the company. | NN <
No consequences. | I -

N=67
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 troublesome

are the complicated formal and legal conditions I, -
Our employment of third-country workers increases only
i#eiculties fill cswith natves N :
when we have difficulties filling vacancies with natives

The employment of third-country workers is hindered by

language and cultural barriers _ 33

In employing third-country workers, the need to "take

care them” - finding a flat, helping with contacts for... _ 31

The employment of third-country workers is hampered by

a lack of trust in the workers who comes “only for a... _ 29

The employment of third-country workers is hampered by

the necessity to prepare them for a job _ 27

N=57
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 are

mainly positive and their language skills were adequate for them _ 4,1

to do a good job
The third-country workers' knowledge about their home

countries' language and culture has been beneficial for our _ 3,7

contacts with their home countries

Third-country workers are more productive than | expected _ 3,6
Screening third-country workers requires more resources than _ 33
screening native applicants for similar job ’
Our customers preferred contacts with native employees rather _ 25
than with third-country workers ’

The third-country workers have been hard to integrate with

other employees so that cooperation has not worked _ 2

satisfactorily

N=56
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, there are many companies in the sample that do
not have any form of workers' representation (Figure 15).

Figure 15: Workers representation in companies

Board-level workers representative || N GGG 13%
Works council _ 29%
No workers representatives are present in our company _ 42%
Trade union [, <o

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

N=83
Source: Own calculations based on the survey

More than half of the respondents who have some form of workers' representation in their
company did not involve workers' representatives in the discussion of the challenges posed
by third-country workers (Figure 16). The situation is very similar when it comes to their plans
(Figure 17).

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

We conclude other forms of agreement with workers'
representatives on the recruitment of third country 0%
workers, like actions plan

We include measures and other relevant issues on the
employment of third country workers in the company - 5%
collective agreements

We consult workers' representatives about the current - 704
and prospective employment of third-country workers °

We inform workers' representatives about the current _ 30%

and prospective employment of third-country workers ?

We have not included workers' representatives in this — 56%
discussion °

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

N=43
Source: Own calculations based on the survey
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Figure 17: Plans to deal with the challenges related to third-country workers

We will conclude other forms of agreement with
workers' representatives on the recruitment of third l 2%
country workers

We will include measures and other relevant issues on
the employment of third country workers in the - 5%
company collective agreements

We will consult workers' representatives about the
current and prospective employment of third-country - 9%
workers

We will inform workers' representatives about the

current and prospective employment of third-country _ 37%

workers

We dont plan to indude workers' representatives in this — 47%
discussion ?

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

N=43
Source: Own calculations based on the survey

Moreover, more than half (54%) 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 levels. Slightly more than a quarter, 27%, of the respondents are aware of the
discussions but do not know what they are about.

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, computer literacy, and communication skills. For information
and counselling, the most notable gaps are in the enhancement of labour market knowledge,
counselling/mentoring/coaching, and IT programmes/applications.

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

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

Expanding the list of deficit professions 63%

Expanding the list of countries whose citizens can work

0,
in the bases of bilateral agreement 64%

Possibility to submit formal applications and documents

) 76%
on-line

Streamlining the process of issuing working visas 90%

Reducing the duration of legal procedures 90%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

N=72
Source: Own calculations based on the survey
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2. Recruit4Tomorrow - Rezultati raziskave o zaposlovanju tujcev iz tretjih
drzav v Sloveniji

Porocilo predstavlja rezultate raziskave o zaposlovanju tujcev iz tretjih drzav na vzorcu
slovenskih podjetij. V anketi, ki je bila izvedena med 22. aprilom in 30. junijem 2024, je
sodelovalo 114 podjetij, ki so delno ali v celoti odgovorila na zastavljena vprasanja. Porocilo
se zacne s kratkim povzetkom o znacilnosti vzorca, trenutnega stanja zaposlovanja tujih
delavcev in delavcev iz tretjih drzav, drzav, iz katerih prihajajo, in njihovih plac. Drugi del
obravnava prednosti in ovire zaposlovanja delavcev iz tretjih drzav, njihovo zastopanost in

vrzeli v podpori za njihovo zaposlovanje.

2.1.Znacilnosti vzorca

Znacilnosti podjetij, vkljucenih v vzorec, so prikazane v tabeli 1.

Tabela 1: Velikost podjetja, lastniStvo in panoga

turizem

Frekvenca Delez
Manj kot 10 8 7%
11-50 21 18 %
Velikost
(Stevilo delavcev) (N | 51-250 39 34 %
=114)
251-500 18 16 %
Vec kot 500 28 25 %
V druzinski lasti
16 14 9
Podjetje %
DorT‘1ac'e zasebno 48 43 %
Podjetje
Lastnistvo podjetja Domata iavnost
(N = 112) 1aca ) 13 12 %
Podjetje
Héerinska druzba o
MNE 32 29 %
Drugo 3 2%
Gradbenistvo 11 10 %
Panoga
(N =114) Gostinstvo in 4 4%
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Zdravstvo 6 5%
e a7
Sektor nafte in plina |1 1%
Avtomobilski sektor | 4 4%
Sektor IKT 8 7%
Trgovina 8 7%
Druge storitve 35 31%

Vir: Lastni izrauni na podlagi ankete

V letu 2023 je bila povprec¢na dodana vrednost na delavca med anketiranimi podjetji 57.274,1
evrov’ letno. Porazdelitev dodane vrednosti na delavca med anketiranimi podjetji kaZe na Sirok
spekter s koncentracijo v srednjem obmocju. Najvec podjetij, ki so sodelovala v raziskavi,
poroca o dodani vrednosti v razponu med 20.001 in 40.000 evrov letno (slika 1). Teh podjetij

je bilo v skupnem vzorcu 22 %.

Povprecna bruto placa v podjetjih, ki so sodelovala v raziskavi, je v letu 2023 znasala 2.128
evrov®’ na mesec. Porazdelitev povpreénih bruto pla¢ med anketiranimi podjetji kaZe, da tri
Cetrtine (77,8 %) podjetij v vzorcu poroca o povprecni mesecni bruto pladi, ki je niZja od 2.638

evrov na mesec.

5 Std. odstopanje: 41.949,95, min.: 5.000, maks.: 200.000

8 Std. odstopanje: 1.054,2, min.: 100, maks.: 5.809

7 Povpreéna bruto plaga v Sloveniji je leta 2023 znasala 2220,95 evra.
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Slika 1: Dodana vrednost na delavca (na leto, v EUR) v 2023
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N=66
Vir: Lastni izrauni na podlagi ankete

Raziskava je vklju€evala Sirok nabor anketirancev z razli¢nih polozajev v njihovih organizacijah
(tabela 2). Znacilnosti anketirancev kazejo na pomembno zastopanost kadrovskih sluzb, kar je

v skladu s fokusom raziskave. Vec kot dve tretjini sodelujocih je bilo Zensk.

Tabela 2: Polozaj respondenta v podjetju

Frekvenca Delez
Generalni direktor / direktor / ¢lan uprave 14 13 %
Vodja kadrovske sluzbe 47 44 %
Kadrovski strokovnjak 30 28 %
Vodja pravne sluzbe 2 2%
Pravni strokovnjak 5 5%
drugo 9 8%

N=107

Vir: Lastni izracuni na podlagi ankete

Poleg tega imajo skoraj vsi anketiranci vsaj 5 let delovnih izkuSenj, vecina (73%) vec kot 15 let

na svojem podrocju (tabela 3).
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Tabela 3: Stevilo let delovnih izkusenj anketirancev

Frekvenca Delez
Manj kot 5 let 2 2%
5-15 let 24 21%
16-25 let 47 41 %
26-35 let 24 21%
Vec kot 35 let 12 11%

N=109

Vir: Lastni izrauni na podlagi ankete

2.2.Zaposlovanje tujih delavcev: trenutno stanje

Vecina, in sicer 81 % anketiranih podjetij je porocalo, da trenutno zaposlujejo tuje delavce
(tabela 4). Skoraj dve tretjini vprasanih zaposluje tuje delavce iz drzav, ki niso ¢lanice Evropske

unije.

Tabela 4: Zaposlovanje tujih delavcev

Frekvenca Delez

Da 91 81 %

Ne 22 19%
N=113

Vir: Lastni izracuni na podlagi ankete

Pri tistih podjetjih, ki trenutno ne zaposlujejo tujih delavcev (tabela 5), smo preverili tudi
njihove nacrte glede zaposlovanja tujih delavcev v prihodnosti. Od teh jih 62 % (13
anketirancev) namerava v prihodnosti zaposlovati tuje delavce. Natancneje, 9 od njih je
navedlo, da nameravajo zaposliti delavce iz tretjih drzav. Nasprotno pa jih 48 % (10
anketirancev) v prihodnje ne namerava zaposlovati tujih delavcev.
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Tabela 5: Strategija prihodnjega zaposlovanja tujih delavcev

Frekvenca Delez
V prihodnje naértujemo zaposlovanje tujih delavceviz |4 19 %
drzav EU
V prihodnje naértujemo zaposlovanje delavcev iz 9 43 %
tretjih drzav
V prihodnje ne naértujemo zaposlovanja tujih delavcev | 10 48 %

N=21
Vir: Lastni izrauni na podlagi ankete

2.3.Zaposlovanje delavcev iz tretjih drzav (ne-EU).

Ce pogledamo zaposlitve delavcev, ki niso drzavljani EU, je etrtina vprasanih porocala, da je
njihov delez manjsi od 5 % vseh zaposlenih, pri petini podjetij pa med 6 % in 10 %. 16 %
podjetij v vzorcu zaposluje vec kot 20 % zaposlenih, ki niso drzavljani EU (tabela 6). Ta podjetja
delujejo v gradbenistvu, predelovalni industriji in drugih storitvah (predvsem transport in
logistika).

Tabela 6: Delez delavcev iz tretjih drzav v podjetjih

Frekvenca Delez
Manj kot 5 % celotne delovne sile 28 25%
6-10 % 23 20 %
11-15% 8 7 %
16-20 % 2 2%
Vec kot 20 % 18 15 %
Ne vem to¢no 1 1%

N=80
Vir: Lastni izrauni na podlagi ankete

Slika 2 prikazuje, da so nekatera slovenska podjetja v vzorcu pricela z zaposlovanjem
drzavljanov tretjih drzav Ze leta 1998. Znaten in opazen porast tovrstnega zaposlovanja je
razviden od leta 2015. Podatki kaZejo stalno poveclevanje Stevila podjetij, ki zaposlujejo
drzavljane tretjih drzav, skozi leta s pomembnimi vrhovi v letih 2015, 2018 in 2019.
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Slika 2: Stevilo podjetij, ki porocajo o pric¢etku zaposlovanja drzavljanov tretjih drzav v obdobju
med leti 1998 in 2024
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2013 mm

N=77
Vir: Lastni izrauni na podlagi ankete

Opisne statistike primerjave izobrazbene strukture zaposlenih iz tretjih drzav v anketiranih
podjetjih kazejo, da je precejsSnja zastopanost tistih s srednjo in terciarno izobrazbo. V 40
anketiranih podjetjih, ki zaposlujejo te delavce in so odgovorili na vprasanje o izobrazbeni
strukturi, jih je kar 47,05 % tistih s srednjo izobrazbo in 41,6 % tistih s terciarno izobrazbo. Vec
kot polovica vprasanih (57 %) meni, da je izobrazbena struktura delavcev iz tretjih drzav
primerljiva z izobrazbeno strukturo delavcev v podjetjih. Skoraj tretjina vprasanih (32 %) pa
meni, da imajo delavci iz tretjih drZav niZjo povprecno stopnjo izobrazbe (tabela 7). Omeniti
velja tudi, da je manj kot tretjina delavcev iz tretjih drzav Zensk. Starostna struktura delavcev
iz tretjih drzav v anketiranih podjetjih kaze, da jih je vecina starih od 31 do 40 let.

Tabela 7: Primerjava izobrazbene strukture delavcev iz tretjih drzav z ostalimi

Frekvenca Delez
Primerljivo 39 57 %
V povprecju imajo delavci iz tretjih drzav niZjo 22 32%
izobrazbo.
V povprecju imajo delavci iz tretjih drzav visjo 6 9%
izobrazbo.
Tezko je odgovoriti 1 1%

N=68

Vir: Lastni izracuni na podlagi ankete
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Vec kot tretjina delavcev iz tretjih drzav je zaposlenih za proizvodna dela, sledijo strokovno-

tehnicna in storitvena dela (Tabela 8).

Tabela 8: Vrste delovnih mest delavcev iz tretjih drzav

Frekvenca DeleZ
Storitve (prodaja, osebna nega, zascitne 16 17 %
storitve, osebne storitve itd.)
Strokovna in tehnicna dela (zdravstvene 26 27 %
storitve, pravne in druge strokovne storitve,
strokovne storitve na podrocju znanosti in
tehnike itd.)
Delo v proizvodniji 35 36 %
Osnovna dela (Cistilni servisi, kmetijske, 11 11 %
ribiSke in gozdarske storitve, pomoc pri
pripravi hrane itd.)
Vodstveno delo 7 7%
Drugo 2 2%

N=97

Vir: Lastni izrauni na podlagi ankete

2.4.1zvor delavcev iz tretjih drzav

Rezultati raziskave kaZejo, da delavci iz tretjih drzav prihajajo predvsem iz drzav nekdanje
Jugoslavije (Bosna in Hercegovina, Srbija, Crna gora, Severna Makedonija) in Kosova. Poleg
tega veliko delavcev iz tretjih drzav prihaja iz drzav Daljnega vzhoda, kot so Filipini, Indonezija,

Nepal in Tajska, pa tudi iz Ukrajine (slika 3).
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Slika 3: Izvor delavcev iz tretjih drzav

100%
90%
80%
70%
60%
50%
40%
30%
20% I I
10%
0% - - - - | -
Ex-Yu Daljni Ukrajina Srednji Afrika Osrednja  Albanija Turcija Drugo
Vzhod vzhod (Irak, (Maroko, Azija
(Filipini, Iran itd.) Egipt,  (Kirgizistan,
Indonezija, Nigerija...) Uzbekistan,
Nepal, Mongolia,
Indija, itd.)
Tajska)
N=68

Vir: Lastni izracuni na podlagi ankete

Na vprasanje, iz katerih drZav nekdanje Jugoslavije prihajajo delavci, je bil najpogostejsi
odgovor Bosna in Hercegovina (Slika 4), ki so jo anketiranci navedli tudi kot prvo najpogostejso
drzavo.

Slika 4: l1zvor delavcev tretjih drzav iz nekdanjih jugoslovanskih drzav, ki niso ¢lanice EU
90% 85%
80% 76%
70%
60% 56%
50%
40%
30%

30%
20% 15%
10% .

0%

Bosna in Hercegovina Srbija Severna Makedonija Kosovo Crna gora

N=54
Vir: Lastni izracuni na podlagi ankete
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2.5.Place delavcev iz tretjih drzav

Povprecna mesecna bruto placa delavcev iz tretjih drzav v anketiranih podjetjih v letu 2023
znadala 1893,9 evra.? Povprecna bruto plada delavcev iz tretjih driav je za skoraj petino niZja
od povprecne place v podjetjih, ki so bila vklju¢ena v vzorec. Slika 5 prikazuje porazdelitev
povprecnih bruto pla¢ (na mesec, v EUR) izpladanih delavcem iz tretjih drzav v anketiranih
podjetjih.

Slika 5: Porazdelitev podjetij glede na povprecno bruto placo delavcev iz tretjih drZav (na mesec, v
EUR)

Ve¢ kot 3690 N 2%

3281-3690 M 2%

2871-3280 I 4%

2461-2870 I 13%

2051-2460 I 1%

1641-2050 I 2 4%

1231-1640 I 37%
Manj kot 1230 NN 7%

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

N=46

Vir: Lastni izracuni na podlagi ankete

Kljub razliki v povprecnih plac¢ah vecina anketirancev meni, da so place delavcev iz tretjih drzav
primerljive s placami drugih zaposlenih (tabela 9), kar nakazuje na to, da je vec delavcev iz
tretjih drzav zaposlenih na delovnih mestih, kjer prejemajo minimalno placo.

Tabela 9: Kvalitativna primerjava povprecnih bruto plac delavcev iz tretjih drzav z drugimi delavci v
istem podjetju

Frekvenca Delez
Nizje 4 7%
Primerljive 50 88 %
Visje 1 2%
Ne vem 2 4%

N=57
Vir: Lastni izrauni na podlagi ankete

8 Std. odstopanje: 659,76, min: 840, maks: 4,103
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Vsa anketirana podjetja so porocala, da niso prejela nobenih subvencij za zaposlovanje
delavcev iz tretjih drzav, do katerih drugi delavci niso bili upraviceni.

2.6.Prednosti in ovire pri zaposlovanju delavcev iz tretjih drzav

Glavne prednosti, ki jih podjetja vidijo pri zaposlovanju drzavljanov tretjih drzav, so
zaposlovanje delavcev z zazelenimi kompetencami, stabilnost (razpoloZljivost) delovne sile
zaradi nihanj prodaje (narocil) in raznolikost, ki lahko pripomore k rasti podjetja. Znizanja
stroskov povecini ne dojemajo kot koristi iz naslova zaposlovanja delavcev iz tretjih drzav (slika
6).

Slika 6: Prednosti zaposlovanja delavcev iz tretjih drzav (1 = popolnoma se ne strinjam, 5 =
popolnoma se strinjam)
1,00 2,00 3,00 4,00 5,00

Zaposlovanje delavcev z zazelenimi kompetencami | I :./0

Stabilnost delovne sile zaradi volatilnosti prodaje
(narocila)

Raznolikost, ki lahko spodbudi rast podjetja | N RN ;.

Pridobivanje delavcev, ki so bolj fleksibilni pri
prilagajanju delovnega casa

Poznavanje trga in kulture regije | NRNRNRNEIEGINGEGgGg@NNH .3

L JEK

I .°

Povedanje ucinkovitosti delavcev v podjetjiu | N RN .3
zmanj$anje stroskov | I 1.3

N=21
Vir: Lastni izracuni na podlagi ankete

Na podlagi raziskave in odgovorov anketirancev lahko sklepamo, da je eden glavnih razlogov

za zaposlovanje tujih delavcev pomanjkanje domacih delavcev in pridobivanje delavcev z
ustreznimi kompetencami (Slika 7).
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Slika 7: Razlogi za zaposlovanje delavcev iz tretjih drZav (1 = popolnoma se ne strinjam, 5 =
popolnoma se strinjam)

1 2 3 4 5

Zaposlujemo tuje delavce, ker ni domacih delavcev [ N 2,5
Zaposlitev delavcev z zelenimi kompetencami [ NN 3,3
Raznolikost, ki lahko spodbudi rast podjetja [ NN 5
Pridobivanje delavcev, ki so bolj fleksibilni pri prilagajanju delovnega ¢asa [ NN 2 4
Stabilnost delovne sile zaradi volatilnosti prodaje (narocila) [ RN 2,3
Poznavanje trga in kulture regije [ AN 2,2
Povecanje uginkovitosti delavcev v podjetju [ RN 2,2
Zmanj3anje stroskov [N 1,6
NiZja kakovost dela v primerjavi z domacimi delavci | REREENNINN

TeZave povezane z zasvojenostjo (alkohol, droge, itd) [ R

N=58
Vir: Lastni izracuni na podlagi ankete

Anketiranci kot najvecji mozni tezavi pri zaposlovanju delavcev iz tretjih drzav ocenjujejo
nepoznavanje lokalnega jezika in pomanjkanje sistemskih podpornih ukrepov (slika 8).

Slika 8: Morebitne teZave v zvezi z zaposlovanjem delavcev iz tretjih drzav (1 = popolnoma se ne
strinjam, 5 = popolnoma se strinjam)

1 2 3 4 5
Pomanjkanje znanja lokalnega jezika [ NN 33

Pomankanje sistemskih ukrepov za podporo [ NN 33

Zaposlovanje z zahtevami po spretnosti [ NENGINGINININGNGNGEGEGEGEGEGENEGEEGENENEEGENENENGENGE 32

Kulturne razlike [NNNNEGEEEE 3,1
Nepoznavanja delovne kulture podjetja [ NN :
Izzivi pri prilagajanju delovnemu okolju [ NNNINIELENGGGE :
Ksenofobija in rasizem [ NNNGEEEGEGEGEGEGEGENE 5
Povectanje stroskov poslovanja podjetjia [ INNEGNININGN 4

N=83
Vir: Lastni izracuni na podlagi ankete

Kar zadeva ugodnosti, ponujene delavcem iz tretjih drZav, 70 % anketiranih podjetij delavcem

iz tretjih drzav ponuja pomo¢ pri uradnih formalnostih, 39-% pomo¢ pri odprtju banénega
racuna, 26 % pa subvencionirano namestitev (slika 9).
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Slika 9: Ugodnosti za delavce iz tretjih drzav

Pomo¢ pri urejanju uradnih formalnosti [ I /0%
Pomot pri odpiranju banénega racuna I  30%
Subvencionirano bivanje NG ?6%
Moznost pogovora s svetovalcem/strokovnjakom v njihovem jeziku [N 11%
Brezplaten prevoz nadelo [N 9%
Dodatno zavarovanje [ 7%
Kritje stroskov potovanja vdomovino [l 5%
Dodatni zdravstveni paketi [l 5%
Ponujanje telekomunikacijskih paketov [l 4%
Predplacniske kartice W 2%

Ne. NG 25%
0% 10% 20% 30% 40% 50% 60% 70% 80%

N=57
Vir: Lastni izracuni na podlagi ankete

Rezultati raziskave kaZejo, da so zapleteni pravni postopki in potreba po pomoci delavcem iz
tretjih drzav pri pravnih postopkih najpomembnejsi oviri pri zaposlovanju delavcev iz tretjih
drzav (slika 10). Pomembni izzivi so tudi jezikovne in kulturne ovire ter potreba po iskanju
primerne namestitve in vodenju postopkov, povezanih z zdravjem. Anketiranci se povecini ne
strinjajo, da bi Cas, potreben za prilagajanje, in pomanjkanje zaupanja predstavljali pomembni
oviri.

Slika 10: Ovire pri zaposlovanju delavcev iz tretjih drZav (1 = popolnoma se ne strinjam, 5 =
popolnoma se strinjam)

Kompleksnost postopkov | - 2
Potrebna pomo¢ pri pravnih postopkih | N, : ¢
Jezikovne in kulturne ovire | NN :./
Potrebna pomo¢ pri iskanju primernega bivaliséa | NG : -
Potrebna pomo¢ pri zdravstvenih postopkih [ R : -
Cas, potreben za prilagoditev na novo delo | R : s
Pomanjkanje zaupanja | NI .7

N=83
Vir: Lastni izracuni na podlagi ankete
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Obstaja visoko strinjanje glede Sirokega nabora formalnih ovir, povezanih s pravnimi
dejavnostmi (slika 11). Najbolj perece so dolgotrajni postopki za pridobitev dovoljenja za delo
in bivanje, izku$nje, da imajo razli¢ni organi razlicne zahteve glede dokumentov, neustreznost
rokov za obravnavo uradnih dokumentov ter dolge ¢akalne dobe za pridobitev vizuma v
maticni drzavi za delavce iz tretjih drzav.

Slika 11: Formalne ovire, povezane s pravnimi dejavnostmi (1 = popolnoma se ne strinjam, 5 =
popolnoma se strinjam)

Dolgo takanje na dovoljenja za delo in bivanje | . -
Razli¢ne zahteve razli¢nih organov glede dokumentov | NI /-
Pomanjkanje specific¢nih rokov za obravnavo uradnih e ¢

dokumentov

Zapleteni postopki za zaposlovanje delavcev iz tretjih e

drzav

Dolgo ¢akanje na pridobitev vizumov v mati¢ni drzavi za .
tujce !

TeZave pri stiku z upravnimi uradi za oddajo dokumentov | RN />
Pomanijkljive informacije o predpisih in postopkih, ki se T e

nanasajo na zaposlitev delavcev iz tretjih drzav

N=70
Vir: Lastni izracuni na podlagi ankete

Slika 12: Posledice ovir, s katerimi se srecujejo podjetja pri zaposlovanju delavcev iz tretjih drzav (1
= popolnoma se ne strinjam, 5 = popolnoma se strinjam)

Nezmoznost pravotasne zaposlitve delavcev [ NRRRRIRNIDNIEIEEE /:
Nezmoznost nacrtovanja poslovnih procesov | RN : <
Finan¢ne izgube podjetia | NENGTNGINGNGNGNGNNEEEEEEEEE :°
Manj narotil in pogodb | NI .
Odpoved vlaganju v drzavo [ NI
Izguba ugleda podjetia [ NG
Brez posledic | NNEGTGNGEGEGEGE -

N=67
Vir: Lastni izracuni na podlagi ankete

Posledice ovir, s katerim se soocajo podjetja pri zaposlovanju delavcev iz tretjih drzav, se kazejo
v tem, da podjetja ne morejo pravocasno zaposliti delavcev, imajo tezave z nacrtovanjem
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poslovnega procesa ter véasih tudi manj narocil in pogodb (Slika 12). Najbolj problematicen
vidik zaposlovanja delavcev iz tretjih drzav so zapleteni formalno-pravni pogoiji (slika 13).

Slika 13: Ocena izjav o zaposlovanju delavcev iz tretjih drZav (1 = popolnoma se ne strinjam, 5 =
popolnoma se strinjam)

Pri zaposlovanju delavcev iz tretjih drZav so najbolj problematicni

zapletent formalni in pravni postopk. I ¢.5

Nasa zaposlitev delavcev iz tretjih drzav se povecuje le, ko imamo

teZave pri zapolnjevanju prostih delovnih mest z domacimi _ 3,6

delavci.

Zaposlovanje delavcev iz tretjih drzav prinasa jezikovne in

kulturne ovire, I ::

Pri zaposlovanju delavcev iz tretjih drZav je zanje potrebno

poskrbeti —stanovanje, pomoc pri zdravljenju itd. _ 31

Zaposlovanje delavcev iz tretjih drzav ovira pomanjkanje

zaupanja v delavce, ki prihajajo "samo na tranzit v drugo drzavo." _ 2,9
Zaposlovanje delavcev iz tretjih drzav je oteZzeno zaradi potrebe _ 27
po pripravi na delo. ’

N=57
Vir: Lastni izracuni na podlagi ankete

Na sploSno pa so izkusnje z zaposlovanjem delavcev iz tretjih drZav ve¢inoma pozitivne in
njihovo jezikovno znanje je zadostovalo za dobro opravljanje dela (slika 14). Podjetja se na
splosno ne strinjajo, da je bilo delavce iz tretjih drzav tezko vkljuciti v druge zaposlene.

Slika 14: Izkusnje z zaposlovanjem delavcev iz tretjih drZav (1 = popolnoma se ne strinjam, 5 =
popolnoma se strinjam)

Nasa izkusnja z zaposlovanjem delavcev iz tretjih drzav je

vecdinoma pozitivna in njihove jezikovne spretnosti so bile _ 4,1

primerne za dobro opravljanje dela.

Znanje delavcev iz tretjih drzav o jeziku in kulturi njihovih

domacih drzav je bilo koristno za nase stike z njihovimi drzavami. _ 3,7

Delavci iz tretjih drzav so bolj produktivni, kot smo pricakovali. _ 3,6

Preverjanje delavcev iz tretjih drZav zahteva vec virov kot

preverjanje domacih kandidatov za podobna delovna mesta. _ 33
Nasi kupci so raje imeli stike zdomacimi zaposlenimi kot z delavci _ 25
iz tretjih drzav. !

Delavci iz tretjih drzav so se tezko integrirali z drugimi _ )
zaposlenimi, zato sodelovanje ni potekalo zadovoljivo.

N=56
Vir: Lastni izracuni na podlagi ankete
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2.7.Sindikati in participacija delavcev pri upravljanju

Najpogostejsa oblika delavskega zastopstva v analiziranih podjetjih je sindikat. Zanimivo je, da
je v vzorcu skoraj polovica podjetij (42 %), ki nimajo nobene oblike delavskega predstavnistva
(Slika 15).

Slika 15: Sindikati in participacija delavcev pri upravljanju

V nasem podjetju ni prisotnih predstavnikov delavcev

42%
Predstavnik delavcev v organih upravljanja _ 13%

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

N=83
Vir: Lastni izracuni na podlagi ankete

Vec kot polovica anketirancey, ki imajo v svojem podjetju organiziran sindikat, delavski svet ali
neko drugo obliko sodelovanja delavcev pri upravljanju, predstavnikov delavcev ni vkljucila v
razpravo o izzivih, ki jih predstavljajo delavci iz tretjih drzav (slika 16). Zelo podobna je situacija,
ko gre za njihove prihodnje nacrte (slika 17).

Slika 16: Soocanje z izzivi, povezanimi z delavci iz tretjih drzav

Z delavskimi predstavniki sklepamo druge oblike
dogovorov glede zaposlovanja delavcev iz tretjih drzav, = 0%
kot so akcijski nacrti.

Ukrepe in druga ustrezna vprasanja glede zaposlovanja
delavcev iz tretjih drzav vkljuc¢ujemo v podjetniske - 5%
kolektivne pogodbe.

O trenutnem in predvidenem zaposlovanju delavcev iz - 7%
tretjih drzav se posvetujemo z delavskimi predstavniki. ?

Delavske predstavnike obves¢amo o trenutnem in _ 30%
predvidenem zaposlovanju delavcev iz tretjih drzav. ?
Predstavnikov delavcev nismo vkljucili v razpravo _ 56%

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

N=43
Vir: Lastni izracuni na podlagi ankete
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Slika 17: Nacrti za spopadanje z izzivi, povezanimi z delavci iz tretjih drzav

Z delavskimi predstavniki sklepamo druge oblike
dogovorov glede zaposlovanja delavcev iz tretjih drzav, l 2%
kot so akcijski nacrti.

Ukrepe in druga ustrezna vprasanja glede zaposlovanja
delavcev iz tretjih drzav vkljuCujemo v podjetniske - 5%
kolektivne pogodbe.

O trenutnem in predvidenem zaposlovanju delavcev iz
tretjih drzav se posvetujemo z delavskimi predstavniki.

Delavske predstavnike obves¢amo o trenutnem in _ 39%
predvidenem zaposlovanju delavcev iz tretjih drzav. °
Predstavnikov delavcev nismo vkljucili v razpravo — 47%

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

N=43
Vir: Lastni izrauni na podlagi ankete

Poleg tega veC kot polovica (54 %) vprasanih ne pozna razprav socialnih partnerjev o
zaposlovanju in izzivih, povezanih z delavci iz tretjih drzav, na sektorski in nacionalni ravni.
Nekaj vec kot Cetrtina (27 %) vprasanih je seznanjenih z razpravami, vendar ne ve, za kaj gre.

2.8.Vrzeli pri podpiranju zaposlovanja drzavljanov tretjih drzav

Rezultati raziskave kazejo, da so si podjetja prizadevala za izvajanje razlicnih ukrepov na
podrocju usposabljanja in pridobivanja kvalifikacij za podporo vkljuc¢evanju delavcev iz tretjih
drzav na trg dela. Vendar podrocja z najbolj opaznimi vrzelmi vkljucujejo ukrepe za boljse
usklajevanje potreb na trgu dela s kvalifikacijami delavcev iz tretjih drzav in uporabo digitalnih
orodij. Na podroc¢ju mehkih vescin podjetja zaznavajo precejSnje vrzeli pri zagotavljanju
dodatnih jezikovnih tecajev, racunalniske pismenosti in komunikacijskih vescin. Pri
informiranju in svetovanju so najbolj opazne vrzeli pri krepitvi znanja o trgu dela, svetovanju,
mentorstvu, inStruiranju in IKT programih oz. aplikacijah.

Ceprav so si podjetja moéno prizadevala za preprecevanje diskriminacije in ozave$¢anje o
raznolikosti, zaznavajo vrzeli pri zagotavljanju tedajev drzavljanske/socialno-kulturne
orientacije. Anketiranci menijo, da bi morala biti prednostna naloga pri olajSanju zaposlovanja
drzavljanov tretjih drzav skrajsanje trajanja pravnih (formalnih) postopkov, poenostavitev
postopka za izdajo delovnih vizumov in omogocanje spletne oddaje uradnih vlog in
dokumentov (slika 18).
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Slika 18: Predlagane spremembe predpisov za laZje zaposlovanje delavcev iz tretjih drzav (1 =
popolnoma se ne strinjam, 5 = popolnoma se strinjam)

Razsiritev seznama deficitarnih poklicev _ 63%
Razsiritev seznama drzav, katerih drZavljani lahko delajo
na podlagi bilateralnih sporazumov

MozZnost oddaje formalnih vlog in dokumentov preko
spleta

76%

Poenostavitev postopka izdaje delovnih vizumov 90%

Skrajsanje trajanja pravnih postopkov 90%

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

N=72
Vir: Lastni izracuni na podlagi ankete
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