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Abstract
The hospitality industry is dependent on migrant employees. This statement is also valid for Slovakia,
where the percentage of migrant workers rose in recent years. This research seeks to answer whether
part-time and full-time applicants are overqualified and, if so, to examine whether male and female
applicants tend to be overqualified using Pearson's chi square test, focusing on the likelihood of
overqualification in both genders. Drawing from the immigrant hospitality applicants' CVs, which were
collected and examined, the paper strives to explore their profiles and previous experience in the
hospitality industry, but mainly to analyse the education they have attained. The data were collected
through quantitative methods, comprising CV analysis and netnography. The analysed CVs were
obtained randomly from a job recruiting and advertising domain in order to achieve the maximum
objectivity possible. The findings show the majority of applicants to be of Ukrainian and Serbian
nationality. Most of the international candidates possess appropriate knowledge of the Slovak language
and already have work experience in the hospitality sector. More applicants were attained that had a
tertiary education than with secondary education only. Thereby, the results suggest a tendency for migrant
applicants to be overqualified regardless of their sex while presenting possible insights into the researched
issues.
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Introduction
Globalisation is one of the most significant processes shaping the world in the past decades, with
the growing relationships and interdependence between the economies, cultures and political systems of
the world's countries having a major impact on international affairs, largely driven by trade in goods and
services, technology and investment flows, people and information. Because it is a phenomenon primarily
impacting the movement of people, it is important to clarify the concept of migration in order to taken
an approach toward globalisation because the term is often misinterpreted in general discourse and the
public notoriously confuses concepts such as immigration and emigration. The International
Organization for Migration (IOM) understands migration to mean the movement of people from the
place where they have habitually resided either across a border or internally. Distinguished by the
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direction of movement, immigration is a person entering another country from the country where they
have lived and emigration is when they leave that country (IOM, 2019).
This paper discusses the characteristics of the current state of immigration-related catering and
accommodation services in Slovakia. "Slovakia has not been a traditional destination for migrants. It is a
culturally homogenous country that has not been influenced by the dramatic growth of migration during
the 20th century." (Vidová and Sika, 2018, p. 44) However, the 2004 enlargement of the European Union
has sparked a higher influx of migrants to Slovakia, thus causing migration to receive more attention
among researchers in various scientific disciplines. Notwithstanding, it is crucial that the topic raised here
has not yet been published in Slovakia, as it would uniquely contribute to research into cross-border
migrations.
Tourism has also become a critical component of national GDP and, according to the World
Travel and Tourism Council (WTTC), this sector has accounted since 2007 for at least 2% of Slovakia's
GDP, hovering in this time around the 2018 figure of 2.6% (WTTC, 2020). In 2019, Slovakia recorded
a record number of visitors, almost 6.5 million. A total of 17,703,695 overnight stays were recorded in
Slovakia in 2019, an almost 15% rise compared to the previous year of 15,155,083 (Statistical Office of
the Slovak Republic, 2020). Businesses and facilities operating in the restaurant, hotel and other touristrelated sectors are creating jobs and mostly employing people with no professional qualifications and
prior experience. Other studies carried out in selected EU countries show foreign workers to be playing
a major role in tourism (Janta et al., 2011; Devine et al., 2007; Zopiatis et al., 2014). It can be interpreted
as the migrants opting to take these jobs from having been economically motivated and seeking to
improve their own lives, as well as the situation of relatives they have left behind through remittances,
one of the most significant sources of income for developing countries. This type of movement described
here can be considered economic migration. It also involves the money migrants send home from abroad.
Bringing benefits both to migrant families and their home countries, remittances are one of the
consequences of migration (Jančíková, 2014, p.6).
This paper primarily concentrates on job seekers coming from other countries as it takes a closer
look at their countries of origin, gender and previous experience in the hospitality industry. Their
education is particularly stressed, with attention focused on the highest levels, with the intention of
providing answers to the questions of whether they meet the educational criteria for the desired job
position and whether they are not overqualified for it. First, the theoretical framework is defined for the
issue to be researched along with an attempt to capture the current state in the home environment. This
paper seeks to profile foreign job-seekers and discover whether they had qualifications vastly higher than
what was required for the position they took in this sector, taking into account also their sex since current
opinion indicates no likelihood between over-education of male and female workers (McGoldrick and
Robst, 1996; Renes and Ridder, 1995, Larsen et al, 2018). The findings here could aid in avoiding
unnecessary employment of immigrants in low-paid jobs for which they are obviously overqualified and
enable them to utilise their education and the human capital potential they possessed when they came to
Slovakia.

1. Literature review, migration, and hospitality sector of Slovakia
Slovakia's geographic location and its population's increasing standard of living in the wake of
deepening poverty in some regions of the world are extremely important factors turning it not just into
a transit country, but ultimately a destination for migrants, too. "Even though Slovakia had historically
experienced emigration, the new socioeconomic situation developed both in Europe and Slovakia after
1989 brought a major turnaround. After many years of population declines due to emigration, Slovak
Republic was now transforming itself into a country with a rising official migrant population as new
foreign migration trends started to appear." (Divinský, 2007, p.8). There are several reasons why migrants
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choose to leave their native countries and a number of factors encouraging them in some extent to
emigrate. The so-called "push factors" include conflicts, persecution, political instability, social
inequalities and both poor employment and career opportunities. But there are also "pull factors" like the
draw of a higher standard of living and better work (Lee, 1966). The data captured in Graph 1 show the
number of immigrants rising since 2000. Although it would fall in 2004, "this extraordinary decrease was
caused by an administrative correction and not by the sudden departure of part of the foreign population
from Slovakia. In the autumn of 2004, there was a cleanup in registered alien files and a removal of
duplicate cases that had appeared over the previous years." (Divinský, 2009, p.29)
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Graph 1: Number of immigrants in Slovakia
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Source: Own proceedings according to Presidium of the Police Force, Bureau of Border and Foreigners Police

Several researchers from outside Slovakia have discussed migrants working in hotels, restaurants
and other accommodation and catering facilities. Devine et al. researched migrant workers in Northern
Ireland, seeking answers to questions about nationality, education, economic situation and country of
origin. Their findings showed migrants mainly arriving for economic reasons as wages in their countries
or origin ranged lower by several orders of magnitude (Devine et al., 2014).
The migrant situation was studied in Cyprus, where waves were heading soon after the country
joined the EU during a period of its greatest demand for labour. Some of them that found their way into
the hospitality industry faced abuse from their employers, primarily in the form of below-average wages
and uncontrollable working conditions (Zopiatis et al., 2014). Further research showed many migrants
entering the sector via seasonal or casual work to be often employed below the level of their qualifications
(Baum, 2012). It can be concluded from the dual labour market theory that companies and their staff are
divided into primary and secondary sectors. The primary sector satisfies basic demands in the economy
and is composed essentially of larger companies better established in the labour market that provide
higher-paying jobs. In contrast, the secondary sector responds to fluctuating or seasonal demand and
relies mainly on cheap labour working in low-income jobs. The two-sector approach implies workmigration driven by demand in developed countries for labour cheaper than what is available domestically
(Bean–Brown, 2015). Arguments have been made for closely linking the higher level of migrant
employment in the tourism sector to reluctance among the local workforce to accept employment in such
low-paid jobs, jobs with low social standing, or accept seasonal jobs (William and Hall, 2000; Monterrubio
and Espinosa, 2013). Low salaries, a disagreeable management style and unsuitable scheduling of working
hours also contribute to the high staff turnover found in the hotel industry (Vetráková et al., 2020), a
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finding concurred by Wright et al. (2019). Based on qualitative research in Australia, they found the local
workforce not interested in jobs in the hospitality industry, with a preference for better paid positions
elsewhere, forcing employers in the sector to turn to workers from outside of the country. Such a trend
presents certain challenges for them to attract and retain employees and, over the long term, recruitment
and training becomes costly and time-consuming (Janta and Ladkin, 2009). In light of such information,
the belief that migrants are competing with local labour and taking away jobs becomes questionable.
When selecting a target country, migrants take their own human capital into account, which
includes their education, experience, job and language skills and the work habits they have obtained from
their country of origin. Migrants also choose a destination where they will be able to best apply this
human capital (Chrančoková and Smrčková, 2015). Language skills are among the most common
problems job-seeking immigrants encounter in a new country, as illustrated in the example of Poles
coming to work in the United Kingdom (Janta et al., 2011). Analysing the relationship between human
capital and wage levels for people employed in areas not demanding high skills, immigrants with higher
education were found to be earning higher-percentage wages compared to those working in low-skill
jobs. In addition, there was a positive effect on income from knowledge of the destination country's
language (Hall and Farkas, 2008). Another study of education among immigrants living in the United
States concluded that only 26% had acquired jobs corresponding to their level of education, with 45%
undereducated and 29% overeducated. In comparison, 40% of the US work force was engaged in
activities matching their qualifications (26% undereducated and 33% overeducated). Among highly
qualified immigrants that had received the equivalent of a master's degree and/or university education,
79% were working in positions not matching their qualifications, compared to 70% of the domestic
workforce (Chiswick and Miller, 2009). Another study of immigrants in the United Kingdom attributes
the possible cause of this difference to devaluation of the qualifications and previous experience they had
received in their home countries (Qureshi et al., 2011). Migrant workers across EU economies, and
especially in the hotel sector, are often overqualified for the work they are to do. Eurostat (2011) noted
foreign-born persons in 2008 experiencing significantly higher overqualification rates than nationals (34%
compared to 19%) in the EU27. Based on the figures it could be considered that immigrants working in
Slovakia will accordingly have skills available that exceed the requirements of the jobs they hold.
Based on immigration data and the number of tourists, a certain percentage of immigrants can
be expected to be working in the services, accommodation and tourism sectors. According to the
Statistical Office of the Slovak Republic, the number of foreign nationals working in these sectors has
been growing since 2012 (prior to that year, there were no data about workers from foreign countries in
Slovakia). Absolute numbers have been rising, although the proportion of foreigners from European
countries and EU Member States, as well as from third countries, both with and without work permits
has changed. These numbers for 2012-19 are displayed in the table below.
Table 1: Number of workers employed in trade, services and hospitality sector

3rd with wp

2012
606

2013
521

2014
384

2015
424

2016
504

2017
672

2018
964

2019
1,690

EU/EEA

139

307

774

1,086

1,542

1,723

2,877

2,272

3rd without wp

79

119

223

322

442

753

1,127

1,701

All immigrants
All workers

824
594,029

947
588,573

1,381
599,520

1,832
603,993

2,488
610,744

3,148
621,575

4,968
632,792

5,663
632,911

Source: Own proceedings according to Central Office of Labour, Social Affairs and Family
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According to the Statistical Office of the Slovak Republic, there has been a slight increase of
workers employed in the trade, services, and hospitality industry in 2012 and 2019. The figures gathered
from the statistics claim that in 2012 there were 594,029 employees. Since 2018 the total number of
employees has remained approximately on the same level, and in 2019 we registered 632,911 workers.
Based on the data we can conclude the share of migrant workers employed in the trade, service, and
hospitality industry has been gradually increasing from 0.14% in 2012 up to almost 0.9% in 2019. The
most significant increase is observed between years 2017 and 2018, when migrants composed 0.51% and
0.79%, respectively.

2. Aim, methods, and data
The purpose of this research study is to address a range of questions about migrant applicants in
the hospitality sector in Slovakia. Specifically, this study seeks to seek information on the profile of
migrant applicant, comprising their country of origin, level of education attained, previous experience
from the hospitality industry, and to ascertain the degree of overqualification and assess possible variance
between male and female applicants. Additionaly, the article endeavours to ascertain the interest of
undergraduates working in the hospitality sector. In spite of not having attained full tertiary education,
we consider undergraduates overqualified as well, since the hospitality industry does not require exacting
skills, suggesting they can put acquired knowledge to good use in a post related to their study. Albrecht
and Zemke identify three personalities factors that are important in the hospitality sector: an adequate
level of self-esteem, social skills, and level of tolerance for social contact (Albrecht and Zemke, 1985).
This statement is supported by Lashley who claims that most employers require little of students, but
social skills and willingness to learn are desired (Lashley, 2011).
The article stems from a study examining immigrant applicants in Slovakia's hospitality sector.
The data were gathered collecting and examining applicants' CVs as the selected technique enabled us to
obtain desired information quickly and economically.
Thereby, our methods comprise a quantitative research in order to gain relevant insights of
specific issues, and using netnography, a modern version of ethnography (Janta and Ladkin, 2009). The
paper seeks to provide information on the profile of migrant applicants in the Slovak hospitality sector,
specifically nationality, demographic characteristic, employment background, and mainly level of
education. The research focuses on candidates, either full-timers and part-timers, who apply for the
occupation of a waitperson, chef, cook, salesperson, barman, receptionist, room service waitperson and
guide, however, the exact occupation preferences will not be stated as most candidates apply for various
positions. The individual CVs were extracted from an internet Slovak recruiting and advertising platform
Profesia.sk, which belongs to one of the most germane domains including both job advertisers and job
seekers.
The study concerning CV analysis was conducted using data from June 24 to October 15, 2020.
To achieve our objective, we filtered all CVs and limited our criteria to those applicants whose mother
tongue was different from the Slovak. In addition, we took into consideration applicants' preference to a
region in which they would like to be employed as we assume most applicants want to work in the capital
of Slovakia. This might be reflected in, for instance, lower percentage of Ukrainians who are thought to
seek a job in eastern region, thereby leading to irrelevant outcomes. Therefore, we kept a ratio "applicants
per region" and based on the quotient we have examined selected sample of CVs according to 8 selfgoverning regions, which are Bratislava, Trnava, Nitra, Trenčín, Žilina, Banská Bystrica, Prešov and
Košice region. We have analysed a total number of 493 CVs out of 914, which were chosen randomly in
order to achieve maximal transparency and objectivity.
Since the hospitality industry is thought to employ a large number of immigrants, because it is
considered a sector which is easy to enter due to little prerequisite of knowledge or skills required
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(Filimonau and Mika, 2017; Williams and Hall, 2000), the second part of the study sought an answer to
hypotheses of whether they are overqualified for the desired occupation and whether overqualification
applies equally regardless the sex of immigrants. The fact is that approximately one third of EU migrant
hospitality workers is overqualified (Eurostat, 2011), thus we expect akin value in the context of Slovakia.
To prove or debunk the last hypothesis mentioned, we will analyse migrants' education profiles
and those with tertiary education will be considered overqualified as the hospitality sector is perceived to
be demanding low qualification. Besides, to investigate the possible variance between the variables "sex"
and "overqualification" of male and female applicants' human capital we have used Pearson's chi-squared
test with following formula:
𝜒2 = ∑

(𝑂 − 𝐸)2
𝐸

At this point, it is important to set H0 and H1 hypotheses:
H0: There is no significant difference between men's and women's level of overqualification.
H1: There is a significant difference between men's and women's level of overqualification.
Based on the Pearson's square test of independence we either confirm or reject null hypothesis.
The level of significance is set at α=0.05. "The degrees of freedom is dependent on the size of the table
being studied, and can be calculated using the following simple formula […] (# Rows - 1)*(# Columns 1)" (Walker, Ugoni, 1995, p. 63). Following the formula, the degree of freedom equals 1, thereby the
critical value for chi square test at this degree of freedom, and level of significance 0.05 (5%), is 3.841
(Dougherty, 2002, p. 9).

3. Results
Overall, there were 914 migrant applicants' CVs, of which 493 were examined. It follows that
53.94% of all CVs were subjected to examination. Results were analysed from applicants from Slovakia,
the majority being from Bratislava region (BA), followed by Košice (KE), Prešov (PO) and Banská
Bystrica region (BB). The minor immigrants' interest to work was registered in Trnava (TT), Nitra (NR),
Žilina (ZA), and Trenčín region (TN). The following Table contains the collected data concerning sex of
the migrant applicants (M – man; W – woman), their highest level of education attained (P – primary; S
– secondary; T – tertiary education, including tertiary students), as well as their command of the Slovak
language (SL) and any foreign language (FL) at level B2 or higher (Common European Framework of
Reference for Languages). The overall number of tertiary educated applicants excluding undergraduates
is stated in brackets. Moreover, the table also shows whether the applicants have gained experience related
(rel) or unrelated (unr) to their desired occupation, and it also provides data regarding overqualification
of men (OQ M) and women (OQ W). Last but not least, following table contains overall share of CVs
according to the individual region (%), and number of examined CVs (n).
Table 2: Results of our investigation
CVs
BA
TT
NR
TN

Sex
M W

Education
P S
T

SL
FL
yes no yes no

Exp
rel unr

OQ M
yes
no

OQ W
yes
no

%

n

37.32

184

83

101

1

83

100(49)

160

24

159

25

157

27

42(19)

41

58(30)

43

9.74

48

22

26

-

20

28(8)

39

9

41

7

42

6

15(4)

7

13(4)

13

6.29

31

12

19

-

14

17(6)

25

6

27

4

23

8

7(2)

5

10(4)

9

1.83

9

2

7

-

2

7(3)

9

-

9

-

8

1

1

1

6(3)

1
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ZA
BB
PO
KE
All

5.07

25

12

13

-

16

9(3)

23

2

17

8

20

5

4(1)

8

5(2)

8

7.30

36

17

19

-

11

25(5)

35

1

32

4

28

8

10(2)

7

15(3)

4

16.02

79

31

48

-

9

70(18)

59

20

63

16

59

20

26(7)

5

44(11)

4

16.43

81

25

56

-

5

76(17)

65

16

69

12

64

17

24(6)

1

52(11)

4

100

493

204

289

1

160

332(109)

415

78

417

76

401

92

129(41)

75

203(68)

86

Source: Own proceedings according to our findings.

By drawing on results from our research, we can observe that there were more female (58,6%)
than male (41,4%) migrant applicants. Note that the age parameter is not included in the paper, as it will
form part of further research. The ration between sexes fluctuates around the same level, nevertheless
the eastern regions Prešov and Košice register more female applicants. The Table 3 contains data
concerning country of destination of examined applicants and their CVs.
Table 3: Overview of immigrant applicants' countries of origin

Country
Ukraine
Serbia
Poland
Czechia
Hungary
Russia
Belarus
China
Belgium
Lebanon
Dom. Rep.
Turkey
Egypt
Mexico
Italy
Spain
Vietnam
Thailand
Austria
Germany
Kazakhstan
Albania
All

BA
76
56
3
15
8
7
4
2
2
1
1
2
1
2
2
1
1
2
1
184

TT
23
12
2
1
4
1
1
2
1
-

NR
22
4
1
1
1
1
1
-

TN
6
2
1
-

ZA
17
2
1
2
1
1
1
-

BB
19
7
1
4
2
1
2
-

1
48

31

9

25

36

PO
68
1
2
1
4
2
1
79

KE
72
1
5
3
81

All
303
84
10
23
18
18
9
2
2
1
1
2
3
2
5
3
1
1
1
1
2
1
493

Source: Own proceedings according to our findings.

The majority of in-migrants applying for a job in hospitality industry are Ukrainians (303),
comprising 61.4% of all applicants. They are followed by Serbians, who account for 17% (84) of all job
candidates. Beside, we register 4.7% (23) of Czechs, 3.7% (18) of Russians and Hungarians. Belarussians
represent 1.8% (9) followed by 1% (5) of Italians, and the reminder is composed of nations with only 1-3
applicant/s. Share of Ukrainians is germane in all regions, but primarily in Prešov and Košice, while
Serbians are mostly concentrated in western part of the country, in regions of Bratislava, Trnava, Nitra,
and in the region of Banská Bystrica as well.
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Concerning immigrants and their attained level of education, we record solely applicants with
secondary and tertiary education, except for one case with primary education only. The overall number
of migrants with tertiary education greatly outnumbers those with secondary, significantly in Prešov and
Košice region.
In addition to the maximal level of education attained, we also examined both command of Slovak
and any foreign language at minimal level of B2. The results show the positive in favour of immigrants,
since more than 84% master Slovak and other foreign language/s at given level. Considering the language
proficiency, 84.2% of all applicant master the Slovak language, while 84.6% speak other foreign
language/s. Regions which move below the nationwide average of the Slovak speaking applicants are
Trnava (81.3%), Nitra (80.6%), Košice (80.2%) and Prešov (74.7%), while Bratislava (87%), Žilina (92%),
Banská Bystrica (97.2%) and Trenčín (100%) scored more than the average. Lowest number of applicants
mastering any foreign language is registered in Žilina (68%), and Prešov region (79.7%), putting them
below the average. The highest number of foreign language speakers among applicants is recorded in
Trenčín (100%), followed by Banská Bystrica (88.9%), Nitra (87.1%), Bratislava (86.4%), Trnava (85.4%),
and Košice (85.2%).
We were also interested and wanted to find out whether they had had previous experience in
hospitality industry. The findings of the analysis demonstrate that the majority of applicants (81.3%) have
already worked in hospitality sector, while 18.7% (92) of applicants will probably first meet with the
hospitality industry for the first time. The highest share of those already having work experience from
the sector apply for a job in Trenčín (88.9%), Trnava (87.5%) and Bratislava region (85.3%), while in
Nitra (74.2%), Prešov (74.7%), Banská Bystrica (77.8%), Košice (79%), and Žilina region (80%).
From the data we have obtained it is clearly visible that 129 out of 204 men, and 203 out of 289,
meaning 63.2% and 70.2% respectively, were overqualified, while 41 (20%) male and 68 (23.5%) female
applicants attained university education. From the percentage results, it can be concluded that women
are more likely to apply for the positions for which they are overqualified. The highest share of
overqualified applicants is registered in Prešov and Košice region, where 88.6% and 93.8% of applicants
possess knowledge that exceeds the minimal job requirements. These regions are followed by Trenčín
(77.8%) and Banská Bystrica region (69.4%). On the other hand, Žilina is the only region in which the
ratio of overqualified is below 50% (36%). Bratislava (54.3%) and Nitra (54.8%) are approximately on
the same level concerning the share of the overqualified. Trnava (58.3%) also belongs among regions, in
which the share of the overqualified is below the nationwide average of 67.3%. However, if we take into
account graduates only, 19.3% of all applicants attained tertiary education.
Table 4: Distribution of overqualified applicants based on the nationality and region

Country
Ukraine
Serbia
Poland
Czechia
Hungary
Russia
Belarus
China
Belgium
Lebanon
Dom. Rep.
Turkey
Egypt

BA
51(18)
22(9)
2(2)
7(5)
2(1)
4(3)
3(2)
2(2)
1(1)
1(1)
1(1)

TT
17(3)
5(1)
1
1(1)
1(1)
1
1(1)
1(1)

NR
12(3)
2(1)
1(1)
1
-

TN
5(2)
1
1(1)
-

ZA
7(2)
1
1(1)
-

BB
15(3)
5
2(1)
1
1
-

PO
KE
63(13) 69(15)
1(1)
1
3(1)
3(1)
3(1)
2(2)
-

All
239(59)
36(6)
5(3)
13(10)
7(3)
12(5)
6(4)
0
2(2)
1(1)
1(1)
1(1)
2(2)

%
78.9(19.5)
42.9(13.1)
50(30)
56.5(43.5)
38.9(16.7)
66.7(27.8)
66.7(44.4)
0(0)
100(100)
100(100)
100(100)
50(50)
66.7(66.7)
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Mexico
1(1)
Italy
1(1)
Spain
1(1)
Vietnam
Thailand
Austria
1(1)
Germany
Kazakhstan
Albania
All
100(49)

28(8)

1(1)
17(6)

7(3)

9(3)

1(1)
25(5)

2(2)
100(100)
2(2)
40(40)
1(1)
33.3(33.3)
0
0
0
0
1(1)
100(100)
0
0
1(1)
1(1)
50(50)
0
0
70(18) 76(17) 332(109) 67.3(22.1)

Source: Own proceedings according to our findings.

The Table 4 shows the ratio between applicants with or without tertiary education (including
undergraduates; number of graduates is stated in brackets). Considering only nationalities with at least 15
applicants, it stems from the table that the highest share of the overqualified come from Ukraine (78.9%),
Russia (66.7%), Czechia (56.5)%, Poland (50%), Serbia (42.9%) and Hungary (38.9%), however, their
distribution across regions varies. The major part of undergraduates and tertiary-educated Ukrainian
migrant applicants is registered in eastern regions of Prešov and Košice, with more than 94% of the total
number. On the other hand, the lowest share is recorded in Nitra (54.5%) and Bratislava (67.1%). As for
the second most numerous nationality, Serbians, only 42.9% are considered overqualified. Excluding
Prešov region (since there is only one Serbian applicant), Bratislava registers the lowest proportion of
overqualified Serbian applicants, while on the contrary, the most numerous part apply for a job in Banská
Bystrica region (71.4%). If we disregard undergradutes and focus solely on those who attained any form
of tertiary education, there is 19.5% of Ukrainians while only 13.1% of Serbians. Using Pearosn's
coefficient, we identify a possible relationship between applicants' sex and overqualification:
Table 5: Observed values

Observed
Man
Women
All

Overqualification
129
203
332

Appropriate
qualification
75
86
161

All
204
289
493

Source: Own proceedings according to our findings.

The next step consists in creating a contingency table bearing expected values. These are obtained as
follows:
a) 332*204/493=137.38
b) 161*204/493=66.62
c) 332*289/493=194.62
d) 161*289/493=94.38
Table 6: Expected values

Expected

Overqualification

Man
Women
All

137.38
194.62
332

Appropriate
qualification
66.62
94.38
161

All
204
289
493
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Source: Own proceedings according to our calculations.

Having obtained the expected values, we compare them with what has been observed. Using the
formula of Pearson's chi square test, we calculate values for each category:
a)
b)
c)

(129−137.38)2
137.38
(75−66.62)2

= 1.05

66.62
(203−194.62)2
164.62
(86−94.38)2

= 0.51

= 0.36

d)
= 0.74
94.38
𝜒 2 =0.51 + 1.05+0.36 + 0.74 = 2.66
Thus, the value of 𝜒 2 is approximately 2.66. Its value is smaller than 3.841, therefore we have
enough evidence and the null hypotheses can be confirmed, indicating there is no significant difference
between sexes regarding overqualification. Immigrant applicants are more likely to be overqualified.
However, in fact, the degree of their overqualification based on education is not higher than on the EU
level, and there is no substantial difference between gender rather than difference across individual
regions.

4. Discussion
Based on the findings we can conclude that female migrant applicants tend to seek a job in the
hospitality industry. The same scenario can be observed in the capital of Norway, Oslo, with 60% female
staff (Bråten et al., 2012). Lower participation of men applying for the positions concerning hospitality
sector might be argued by higher interest in working in other sectors, predominantly in industrial
production. The fact is that this sector employs by far most migrants coming to Slovakia (COLSAF,
2020), although we lack the information about male and female workers ratio. Thus, we assume women
usually apply for posts which do not require physical strength.
Labour migrants who came to Slovakia after Slovakia's accession to the EU were characterized
by a high number of education attainment and more than 50% of migrant workers had university
education (Přívarová and Přívara, 2015). In spite of the relatively high number, it is not as high as in the
USA, where almost 80% of immigrants with university or higher education attained are overqualified.
The profiles of hospitality immigrant applicants emerging from the study indicate high level of
qualification of male and female applicants. The hospitality industry is considered as one requiring low
qualification, therefore it is surprising that many undergraduates and people with university diploma are
willing to work in the sector regardless their education. In spite of the high qualification, the case of
Slovakia is not unique, since similar phenomenon might be observed across the globe (Janta, 2009;
Chiswick and Miller, 2009; Qureshi et al., 2011). In case of Slovakia, 67.3% of applicants willing to work
in the hospitality sector are overqualified, suggesting we confirm out hypothesis and identify with
academics discussed in the theoretical part, although the degree of overqualification varies. On the other
hand, if we are to exclude undergraduates and focus solely on the tertiary-educated, 22.1% of all
applicants have attained tertiary education and already graduated. Wadsworth et al. found that 44% of
EU nationals working in the UK hospitality sector have some form of higher-education compared with
23% of UK-born (Wadsworth et al., 2016). Other academic research suggests that migrant workers have
higher levels of productivity and are often overqualified for their jobs (Adams et al., 2016). Similar results
were obtained by Baum et al. (2007), claiming that 46.8% of the UK migrant hospitality employees
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attained university qualification, suggesting their overqualification (Baum et al., 2007). The overall
number of the tertiary-educated in the hospilatily is lower than in the UK, but it turned out the sector is
attractive for undergraduates.
The prime reason and willingness of taking up lower paid jobs while being over-educated might
be the lack of recognition or devaluation of their qualification (Qureshi, 2011; Chiswick, 1978). Belot and
Ederveen share the same idea, claiming that immigrants are discriminated by not recognising professional
qualification acquired abroad (Belot and Ederveen, 2011). Another reason, which might contribute to
this, is insufficient command of the language of host country. Under-skilling may reflect lower language
proficiency which may not essentially affect migrants' performance at work (Perry, 2017). Undoubtedly,
the language plays an important role, since both language and cultural distance can affect migrants' choice
of country of destination (Kiner, 2020). Polish migrants working in the UK hospitality sector often face
difficulties making themselves understood due to insufficient language competence (Janta, 2011).
However, from our findings, suggesting most migrants master the Slovak language, the explanation for
this must be something different. It can be concluded that migrant applicants possess appropriate
knowledge of the Slovak and other foreign language/s, majority of them attained university education,
making them overqualified for desired positions, although hospitality sector seems as the most easiest
way to find a job as their previous job experience in this sector suggests. The fact is that migrants despite
their qualification opt for low skilled jobs in the hope they can climb the occupational ladder and move
to better jobs (Gautier, 2002). On the other hand, immigrants or ethnic minorities might be discriminated
against in the about market (Piracha and Vadean, 2012). This is, from our point of view, very unlikely
since The Anti-Discrimination Act, in force since 1 July 2004, creates adequate instruments for equal
treatment of migrants and for active suppression of discrimination.
Our subgoal was to determine whether female workers are more overqualified than male workers.
To prove or debunk our hypotheses we opted for Pearson's square test. As other academics suggest,
there is no differential between gender and likelihood of overeducation (McGoldrick and Robst, 1996;
Renes and Ridder, 1995). Based on our calculations we identify with previous statement, as there is
sufficient evidence to conclude that the null hypothesis is true and alternative hypothesis can be rejected,
meaning there is no significant difference between men and women.
The Slovak hospitality sector employs more than 630 000 people, of which 0.79% are migrant
workers. For comparison, UK data suggests that 12.3% of employees in the UK's hospitality sector are
EU nationals, compared to 72.7% who are British nationals and 15.0% are nationals of the rest of the
world (KPMG, 2017). In the context of Slovakia, the majority of applicants come from Ukraine. It is not
a surprising fact, since they comprise a significant part of all immigrants living in Slovakia. For illustration,
out of 143,451 immigrants, Ukrainians accounted for 26,7% (38 307). Serbians, as it results from our
findings, are the second most frequent immigrants. Their share of all immigrants residing in Slovakia is
11,6% (16 604) (BBFP, 2019). We observe that individual nationalities are not distributed equally across
Slovakia, as diverse spectrum of nationalities are interested in working the region of Bratislava, mainly in
the capital of Slovakia. It is explicable as it is the region with highest GDP in Slovakia, and one of the
highest within the EU, placing in 8th place (Eurostat, 2019). Higher concentration and prevalent part of
Ukrainians preferably apply for a position in eastern regions of Slovakia, which can be explicated by
gravitational theory of migration and geographical closeness of both eastern regions and Ukraine
(Galanská, 2014; Kiner, 2020).
Hospitality is among the largest and fastest growing industries in the world. It requires a lot of
staff as the demand for workers changes due to seasonality, suggesting workers are usually hired for a
limited period. Salaries tend to be low because positions do not necessarily require high skills, and
conditions are often difficult, including night shifts and weekend work. Therefore, jobs in the hospitality
sector are not very attractive to the local population, especially in developed countries. Many migrant
workers do not see the hospitality industry as a sector in which they want to build their careers, trying to
move to other sectors of the host economy or return home. However, work often gives them the
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opportunity to send money home or to gain new language skills that can be useful later in their careers.
As a result, they can return home and start their own hospitality business based on the skills they have
acquired.
5. Conclusion
This article reports an exploratory study on immigrants applying for a position in hospitality
sector in the context of the Slovak Republic. The paper sought to analyse their profiles regarding sex,
countries of origin, skills and primarily qualification levels. Concerning maximal level of education
attained, the paper strived to find an answer to hypothesis of whether there is a significant difference in
overqualification between male and female immigrant hospitality applicants.
From the results obtained we conclude that majority of applicants came from Ukraine and Serbia,
mainly due to close geographical and cultural distance and better economic situation.
The underpinning education level attained by international applicants is relatively excellent,
suggesting a certain degree of overqualification relative to job requirements. The number of applicants
speaking Slovak at level B2 and other foreign language/s is high and can interact with either domestic or
international clientele, indicating that immigrants can be integrated in the country's labour market with
ease. What is more, most applicants already possess experience relevant to hospitality sector. Based on
our calculations and findings we claim that overqualification concerns male and female applicants evenly,
indicating there is no germane difference between sexes regarding this matter.
To sum up, we conclude that migrant hospitality applicants are overqualified for such a work. In
spite of an appropriate command of Slovak language and education attained, we hold an opinion that the
applicants opt for such a job due to simplicity to enter hospitality labour market and having previous
experience.
One of the complications we dealt with throughout the article compilation was relatively small
number of applicants and CVs available, possibly due to unfavourable COVID-19 pandemic restrictions,
resulting in a small research sample. As a consequence, we were obliged to extend the period of CV
collection from intended one month into period exceeding three months of the date of CV publication.
In addition, the data were collected during summer season, when demand for hospitality workers is higher
compared to the rest of the year, resulting in possible higher number of seasonal workers. Another
possible limit of the research might be a fact that not all immigrant applicants probably took an
opportunity to use a service of the domain Profesia.sk and rather opted for other channels or neither.
Another intricacy was that candidates could deliberately or unknowingly embellish their CV data,
primarily with regard to language competence, in order to convince recruiters that they spoke Slovak or
another foreign language at a given level, while the language level could be lower. In further research on
this topic it would be desirable to obtain a larger research sample by combining various tools available,
such as various job advertising domains and Central Office of Labour, Social Affairs and Family.
Additionally, it would be convenient to investigate not solely applicants, but also immigrants
already employed in the hospitality industry and compare gathered results with profiles of native
hospitality workers and analyse a degree of overqualification in both genders. Overall, it would be useful
to combine quantitative with qualitative research in this area, for example to conduct interviews or focus
groups. Therefore, presented research opportunities will form an object of our further investigation,
while appealing to other academics for conducting a research on this topic.
This research was funded by Vega research project no. 1/0037/20: "New challenges and solutions
for employment growth in changing socioeconomic conditions" and VEGA research project no.
1/0287/19 "Integration of immigrants in EU countries from the point of view of migration policies".
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