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ABSTRACT

This research paper examines the potential impact of Brexit on Slovak workers' motivation to pursue
employment opportunities in the UK. The purpose of this study is to assess the impact of Brexit on labor
migration from Slovakia to the UK and to analyze the migration intentions and institutional perceptions
of Slovak workers in the context of the 2030 Agenda. The research methodological framework is based
on quantitative methods, including questionnaire surveys, descriptive statistics, and chi-square hypothesis
testing, supported by graphical analyses. The empirical base comprises results from a survey of Slovak
workers with work experience in the UK, selected from a sample of 867 valid questionnaires collected in
2022 as part of an international research project. The results have indicated that, to some extent, Brexit
will also affect the labor market in Slovakia, as some Slovaks working in the UK intend to return to Slovakia
after Brexit comes into force, up to 21% of respondents have no intention of returning to the UK for work.
However, a larger share of Slovak workers currently working in the UK will not feel affected by Brexit, facing
increased bureaucracy or differential treatment, as 72% of the 158 respondents with UK work experience
plan to return to the UK for work. The prospects for further research include conducting a cross-country
comparative analysis of labor migration, an in-depth study of the sectoral structure of migration flows, and
an assessment of the long-term consequences of Brexit for the sustainability of labor markets.
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Tpyaosaa murpauma B KOHTeKcTte Brexit n peanusauum
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AHHOTALMUA

HacTosulee wuccnegoBaHue MNOCBALWEHO Yr1y6AEHHOMY aHanM3y MNOTEHLMaNbHOTO BAMAHKUA Brexit Ha
MOTMBALIMIO CNOBALKUX PabOTHUKOB K TPyAOyCTPOWCTBY B BenukobputaHuu. Llenbio mccnenoBaHuUs
ABNSAETCA OLLEHKa BO34eNCTBUA Brexit Ha TpyaoByto murpaumio ns CioBakum B BeNnKobpuTaHuio, a TakKe
aHaNM3 MUFPALMOHHBIX HaMEPEHUA M MHCTUTYLMOHANbHOrO BOCMPUATUSA CNOBALIKMX PabOTHUKOB B
KoHTeKcTe MNosecTkn aHs OOH Ha nepuoa ao 2030 r. MeToaonorMyeckan ocHOBa UccaeaoBaHMA 6asupyetca
Ha KOJIMYECTBEHHbIX METOAAX, BKAKOYAA aHKETHbIM OMpPOC, OMUCATENIbHYK CTAaTUCTUKY W MPOBEPKY
CTAaTUCTUYECKMX TMMOTE3 C UCMO/Ib30BAaHUEM KPUTEPUA XW-KBAApaT, C rpaduyeckum npeactaBieHMeMm
pe3ynbTaTtoB. IMNUPUYECKYIo basy nccneaoBaHUA COCTABAAIOT pPe3y/bTaTbl ONpPoca C/I0BaLLKUX PabOTHUKOB,
MMEIOLLMX OMbIT TPYAOBOW AeATeNbHOCTM B BennkobpuTaHuu, oTobpaHHble M3 MaccuBa 867 BanMAHbIX
aHKeT, cobpaHHbix B 2022 r. B pamKax MeX/[AyHapoAHOro MCCNeaoBaTe/IbCKOro MpoeKTa. PesynbTathbl
nccnenoBaHMA MoKasanu, 4To Brexit B onpeaenéHHOM CTeneHU OKaXKeT BAMAHME M Ha PbIHOK TpyAa
CnoBaKuu, MOCKO/IbKY YacTb C/I0BALLKUX PabOTHUKOB, 3aHATLIX B BenMKobpuUTaHUK, NNaHMpPYeT BEPHYTLCA B
CnoBakuto nocne BctynaeHma Brexit B cuay, npm atom g0 21% pecnoHAeHTOB HE HAMEPEHbI BO3BPaLLaTbCA
B BenukobputaHuio AN NPOAO/KEHUA TPYAOBOW AesaTenbHOCTU. Bmecte ¢ Tem 6onee 3HauuTeNbHasn
[0/1A CNIOBALKUX PabOTHUKOB, Y¥Ke MMEIOLLMX OMbIT PaboTbl B BEIMKOBPUTAHNK, HE OXKUAAET HEraTUBHbIX
nocneacteuii Brexit B Buae ycuneHua 6ropoKpatuUueckux 6apbepoB uan auddepeHLMpoBaHHOro
OTHOLEHNSA: 72% 13 158 onNpoLLEHHbIX C ONbITOM PaboTbl B BeNMKOBPUTAHUM NNAHUPYIOT BHOBb BEPHYTHCSA
B CTPaHy ANA TPyAoyCTpoicTea. NepcneKkTmBbl Aa/sbHEMLWNX UCC/eA0BaHUI CBA3aHbl C NPOBEAEHUEM
MEKCTPAHOBOro CPaBHUTE/IbHOTO aHaAu3a TPYAOBOW MUrpaLuu, YraybaEHHbIM U3yYeHMeM OTpac/ieBoi
CTPYKTYPbl MUTPALMOHHbLIX MOTOKOB W OLLEHKOW A0ArOCPOYHbIX MOCc/AeacTBMA Brexit ana ycronumsocTu
PbIHKOB TPYAa.

KNKYEBbLIE CJ/IOBA: 4enoBe4vyeckuit Kanutan, PbIHOK Tpyda, 3KOHOMWKa Tpyda, Murpauma,
MeXAYHaPOAHAnA MUTpaLLMA, MUTPaALMOHHAA CTPATerma, CoBaLKne paboTHMKK, BennkobputaHua
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INTRODUCTION

The research paper addresses the recent phenom-
enon of a member country of the European Union
(hereinafter — EU) initiating the process of its de-
parture from the EU, marking the first instance in
the union's history. As this phenomenon has not pre-
viously occurred, it has attracted significant atten-
tion from a diverse range of individuals and groups,
including those within the European Union and be-
yond. It was also the fact that the UK's exit from the
European Union may set a precedent for future exits
by other countries from the EU. The negotiations re-
garding the rights of UK citizens after leaving the
European Union had also attracted attention. This
was a complex process in which UK leaders, led by
Prime Minister Boris Johnson, sought to guarantee
the preservation of as many rights as possible for
both EU and UK citizens following the UK's with-
drawal from the EU. On the other hand, several
national leaders were concerned that citizens of a
country that had voluntarily left the European Union
would be favored at the expense of their own citi-
zens. This issue is anticipated to have a significant
impact on the UK labor market and the EU single la-
bor market, particularly regarding employment and
the availability of skilled and unskilled positions
across various sectors in both economies.

This paper presents a framework for a new and so
far unexplored issue, where the novelty is how the
circumstances of Brexit will affect the motivation of
Slovak workers to work in the UK after Brexit is in
force, and to what extent the UK labor market will
suffer from the outflow of labor from EU member
states, illustrated by a Slovak case as an example.
This paper aims to fill this gap in the literature by
assessing the impact of Brexit on labor migration
from the Slovak Republic to the UK and whether
and how Brexit would affect the inflow of the Slo-
vak labor force to the UK in terms of the Agenda
2030 elements, such as human capital development,
multiculturalism and tolerance, development coop-
eration, contributing to sustainability goals.

The uniqueness of the paper lies in its explora-
tion of the impact of the Brexit issue on labor migra-
tion trends, as well as its examination of the paral-
lels and synergies between this issue and the United
Nations' Agenda 2030. To put it in nutshell the
purpose of this study is to estimate to which Brexit
would affect the inflow of Slovak labor force to the
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UK along with the intention of Slovak workers to
work in the UK when Brexit is to be in force when
Agenda 2030 aspects such as multiculturalism and
tolerance, development cooperation, contributing to
sustainability goals are to be highlighted. Thus, the
purpose of this study is to assess the impact of Brex-
it on labor migration from Slovakia to the UK and
to analyze the migration intentions and institutional
perceptions of Slovak workers in the context of the
2030 Agenda.

This paper is organized as follows. Following
the introduction in Section 2, the essential theoret-
ical background is presented in accordance with
the description of global migration and Brexit is-
sues as presented in the relevant literature. Section
3 provides a more detailed account of the research
methodology. Section 4 presents the findings of the
empirical analysis. Section 5 discusses the contribu-
tions, advantages, and recommendations associated
with these findings, as well as significant insights.
In conclusion, this study demonstrates the relevance
of its findings and suggests research directions for
future investigation.

LITERATURE REVIEW

As argued by Marginean et al. (2020) and Privara
et al. (2023), labor migration inherently brings both
positive and negative effects. These effects must
be considered equally by both the emigrating and
immigrating countries (i.e., the country of origin
and the country of destination). Most of the criteria
used to evaluate these effects depend on the labor
force's proficiency level, the magnitude of remit-
tances, and other pertinent factors. In evaluating the
international migration of highly skilled labor, the
movement of human capital is a key consideration.
As Walter (2020) and Yildiz (2021) have observed,
the creation of a single internal market represents
one of the most significant achievements of the EU
integration process. This has entailed the removal
of almost all restrictions on the free movement of
people, labor, goods, services, and capital. The free
movement of workers not only affects the workers
themselves but also their family members, even if
they are not EU citizens. However, their right to re-
side derives from the worker's rights, who must be
an EU citizen. As demonstrated by Sargent (2023)
and Aucejo (2021), there are multiple points of syn-
ergy between labor migration and the 2030 Agenda.

23



SOCIAL POLICY AND QUALITY OF LIFE

This is because both issues pertain to foundational
matters of global development and sustainability.
Labor migration can be a valuable factor for eco-
nomic growth and development, as it enables the
transfer of labor to locations where it is needed. This
can lead to increased productivity, create new jobs,
and promote economic growth, all of which are ob-
jectives of the 2030 Agenda. Migration can provide
people with access to better job opportunities, edu-
cation, and training, thereby contributing to the Sus-
tainable Development Goals (Mura & Stehlikova,
2025; Lincényi, 2017; Glimm & Fabus, 2024). Be-
las et al. (2023) and Daoudy et al. (2022) argue that
labor migration can contribute to the development
of multicultural societies and improve intercultural
understanding and tolerance, which is significant for
achieving the sustainable development goals, such
as promoting peace and inclusiveness. Migration
can stimulate the exchange of ideas, experiences,
and innovations between countries, fostering tech-
nological development and innovation in line with
the 2030 Agenda, which promotes sustainable de-
velopment through technological progress. Finally,
migration can be a means to achieve the sustainable
development goals in health, education, economic
growth, and other areas, as it enables people to ac-
cess better resources and opportunities (Nijenhuis &
Leung, 2017; Fojtikova et al., 2023).

As stated by Mishchuk et al. (2023) and Simio-
nescu et al. (2019), on Tuesday, June 23, 2016, UK
citizens held a referendum to determine whether to
remain in or leave the EU. The results of the refer-
endum indicated that 52% of the electorate voted in
favor of leaving the EU, while 48% voted in favor
of remaining in it. Most voters thus opted to leave
the EU. This majority represented approximate-
ly 17.4 million citizens, with a turnout of over 30
million. Lulle et al. (2019) acknowledge that, when
examining the implications of Brexit for the labor
market, one of the European Commission's primary
concerns is safeguarding the rights of EU citizens
in the UK and UK citizens residing in the EU. The
EU27 Member States have put in place various na-
tional crisis measures to prevent a situation in which
UK citizens are forced to depart the Member States
and vice versa following the imminent exit. These
measures guarantee that the families of workers re-
siding in the country may also reside therein, thus
conferring upon them the status of lawful residents.
The Member States, with the assistance of the Com-

mission, are working to ensure that this principle
is applied across the board, while recognizing that
some Member States will approach the issue with
some flexibility (Billing et al., 2019; Rozsa et al.,
2023; Mishchuk et al., 2025).

As for the analysis of the EU labor market sit-
uation after Brexit, individual Member States will
make their migration policies towards the UK,
which will make the free movement of UK residents
much more difficult. Adler-Nissen et al. (2017) and
Pollard (2021) concur that from 1 January 2021,
EU states have started to view UK citizens as
third-country nationals. Consequently, EU member
states are at liberty to establish their own criteria for
the admission of UK nationals to their respective ju-
risdictions. If UK citizens wish to obtain permanent
residence in EU member states, they must prove
that they are legally residing in the state's territory.
Tian et al. (2021) and Dhingra et al. (2017) posit that
Malta and Ireland have indicated that British nation-
als will continue to be subject to the same terms and
conditions as previously, with only a limited num-
ber of potential modifications. Austria, for example,
intends to require a criminal record, and Lithuania
plans to introduce a language test, but Slovakia does
not appear to be joining these countries. The only
change for UK citizens living in Slovakia would be
the obligation to exchange their EU citizens' cards
for a new residence card by the end of 2020. Slo-
vakia has adopted a law on the regulation of rights
applicable to UK citizens, under which the status of
Brits living in Slovakia will not change after Brexit,
as they will be guaranteed all the rights of an EU cit-
izen, except the right to vote and stand for election
to the European Parliament. However, another issue
is how these changes will affect family members of
UK citizens from outside the European Union. In
Slovakia, registered family members of British citi-
zens who are third-country nationals will be able to
remain after Brexit under the same conditions. Still,
they will have to obtain the same residence card
(Vojtovic et al., 2021; Hajduova et al., 2025).

Subsequently, the shape of the UK's migration
system, which is based on a points-based system,
is another point of contention. As noted by Es-
maeilzadeh and Mirzaei (2018) and Morgan (2017),
immigrants will need to score 70 points under the
new points system to be eligible for a visa. From 1
January 2021, applicants would need to earn more
than £25,600 a year, have a job offer in the UK,
and speak English to a sufficient level to be eligible
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for a visa. However, there are also exemptions for
those earning between £20,480 and £25,600 a year
in understaffed areas, such as the National Health
Service (hereinafter —- NHS). Entrepreneurs and sole
traders will be largely unaffected, and the obligation
to apply for a visa will remain on the same terms as
before (in this case, as before Brexit, i.e., they will
not require any investment in their business from the
UK). For all job applicants, there will be a system
where the following three conditions would apply:
having a job offer from a sponsor, i.e. an employ-
er approved by the relevant authorities - 20 points;
having a job offer that is on the 'required skill level'
list — 20 points; and speaking English to a sufficient
level - 10 points (Walter, 2020).

For the analysis of the new immigration rules
for experienced and highly skilled workers, all ap-
plicants (EU and non-EU) interested in living and
working in the UK will be required to score 70
points to obtain a visa. Dovalova et al. (2018) in-
dicated that migrants coming from the NHS are to
have a more lenient list of requirements due to staff
shortages in the area. Additionally, points will be
awarded for specific skills in areas where the UK is
experiencing a labor shortage. If migrants deemed
necessary by the UK government fail to attain the
requisite number of points or the specified income
level, they may still be permitted to enter the UK if
they apply to work in areas experiencing job scar-
city and economic vulnerability. These risk areas
are to be listed in a UK government list. The same
applies to applicants with a PhD in each risk area.
Individuals who accumulate a requisite number of
points and are subsequently admitted to the UK may
be designated as highly skilled, even in the absence
of a specific job offer. In such cases, the designa-
tion is made based on support from a relevant and
competent authority, which may include bodies
with expertise in science, technology, engineering,
or mathematics. Since 1.1.2021, temporary visas for
low-skilled workers are no longer valid (Svendsen,
2019; King, 2020). As Pollard (2021) and Rozsa et
al. (2022) contend, UK businesses must adapt to the
end of free movement. It is therefore imperative that
employers stop relying on the UK immigration sys-
tem as a substitute for investing in workforce reten-
tion. The new regulations in this domain are expect-
ed to have a detrimental impact on the labor market,
potentially causing significant disruption across
numerous segments, particularly in the healthcare
sector.
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METHODOLOGICAL APPROACH

The objective of this study is to ascertain the in-
fluence of Brexit on labor migration from the Slovak
Republic to the UK and to evaluate its potential im-
pact on labor inflow into the UK. The objective of
this research is to examine the influence of Brexit on
labor migration between Slovakia and the UK, with
particular consideration of the elements outlined in
the 2030 Agenda. The primary research method was
a questionnaire survey conducted within the frame-
work of the APVV project output, from which ques-
tions related to migration were analyzed. In terms of
the Slovak Research and Development Agency proj-
ect dealing with the issue of impact on the migration
to work abroad, within the pilot survey conducted
during September and December 2022, 1276 work-
ers working abroad were anonymously contacted
through the survio.com questionnaire survey; 867
returned fully completed questionnaires (68%) were
assessed and subsequently 207 questioners regard-
ing workers experienced in working in Britain were
selected as the observed sample for the research.
In particular, the Slovak workforce comprised 103
women and 104 men with practical experience of
working in the UK. The problem with a convention-
al research sample that does not include these crite-
ria is that it would not provide relevant feedback on
the Brexit research questions. Thus, when selecting
the sample, the intention was to recruit a group of
Slovak workers in the U.K. These were groups of
Slovaks who work or have worked in the UK., as
well as advisory groups on issues related to working
and learning in the U.K. The results section eval-
uates the data from the questionnaire survey and
the responses from respondents, who are Slovak
workers working in the UK. The questionnaire was
designed to address the area to find out about their
experiences and attitudes in their work in the UK.
The results of this survey will be interpreted and an-
alyzed using graphs and the Chi-square test, along
with the hypothesis verification.

Regarding the continued relevance of the 2022
data, if it was collected to track long-term devel-
opments or inform multi-year strategies, it remains
relevant as part of a larger dataset. The data con-
tinues to provide valid projections or insights into
future outcomes. There is no urgent need for newer
data since the 2022 dataset captures relevant and ac-
tionable insights. This may be because the context
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it represents has not drastically shifted or because
real-time updates are not critical for the type of de-
cisions being made. The external factors, such as
economic conditions and Brexit regulatory frame-
works, that were important when the data was col-
lected, have not changed drastically. In such cases,
the 2022 data continues to provide an accurate re-
flection of the current situation. Even if there were
minor short-term changes in the external environ-
ment (e.g., brief economic downturns, migration
outbreaks), the 2022 data still reflects broader trends
that were not affected by these temporary fluctua-
tions. To address potential bias in self-reported data,
self-reported data were combined with objective
data to cross-verify information and reduce reliance
on self-reporting alone. Respondents were assured
of their security by maintaining anonymity and
confidentiality, which can reduce social desirability
bias. Clear and specific wording in questions was
used to avoid leading respondents or allowing for
misinterpretation. Complex or ambiguous questions
were eliminated, which can result in inaccurate re-
sponses. Validation questions or consistency checks
were implemented within the survey to identify and
correct inconsistencies or implausible answers. By
and large, applying these aspects minimized poten-

tial bias in self-reported data, improving the reliabil-
ity of the collected information.

RESULTS

The following will be observed in the question-
naire survey findings. The initial step is to analyze
the UK economic sectors in which Slovak immigrant
workers are employed. Then, from the perspective
of Slovak workers in the UK, the dependencies will
be statistically investigated concerning the attitude
of the British authorities towards domestic workers
according to the age and education of the respon-
dents, the attitude towards workers from other coun-
tries also according to the age and education of the
respondents, and finally the attitude of the British
co-workers towards workers from Slovakia accord-
ing to the age and education of the respondents.
Finally, issues regarding attitudes towards dealing
with the situation arising after Brexit, 31.12.2020,
interest in obtaining UK citizenship and remaining
in the UK, and intention to stay/return from the UK
to Slovakia will be examined.

Figure 1 shows the most significant sectors in the
UK where Slovak workers are employed: gastrono-
my, agriculture, services, and construction.
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Figure 1. Respondents' job positions by economic sectors
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In the gastronomy sector, jobs related to the sale
and preparation of food are predominantly repre-
sented. In the agriculture sector, answers associat-
ed with harvesting crops, etc., have been included.
Services represent occupations related to the sale of
goods of various kinds (respondents gave a signifi-
cant number of specific service responses, so their
answers have not been changed here). The service

73
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sector is abundantly represented. The administra-
tion, transport, education, manufacturing, financial,
and healthcare sectors are less represented. Re-
garding the UK authorities' attitude towards Slovak
workers compared to domestic workers, Figure 2
shows that up to 35% (i.e., 73 respondents) reported
no experience of different treatment by the authori-
ties compared to domestic workers.

= Nevyplnené
= ano
= skor ano
34 = Neviem
m Skor nie
= Nie

‘\ 30
58
5

7

Figure 2. Different treatment of workers by the authorities compared to domestic workers

This result shows that the European Union's pol-
icy of discrimination based on the country of origin
does work, at least to some extent. A further 28% (i.e.,
58 respondents) said that they would rather not expe-
rience differential treatment. These supports stated
general assumptions; 3% could not comment on the
question, and it is assumed that the seven respondents
in question had minimal interaction with the author-
ities or did not compare them with their co-workers.
Nevertheless, 15% and 2% (i.e., 30 and 5 respon-
dents) indicated that such discrimination does occur.

In the calculation in Appendix 1, the relationship
between respondents' education and their responses
to the question about the difference in treatment by
the authorities compared to domestic workers was
examined. When interpreting the results, it is es-
sential to note that the dependence holds only if the
calculated value is more significant than the value
found in the respective tables. In this case, the giv-
en value is 47.189, whereas the tabulated value is
31.41. So, this means that the null hypothesis HO
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has been rejected and the alternative hypothesis H1
has been accepted, indicating a dependency between
the answers. The findings suggest that workers with
lower levels of education are more likely to perceive
differential treatment than those with higher levels
of education.

In the calculation in Appendix 2, the calculated
value is 16.96, whereas the tabulated value is 21.03.
Thus, the hypothesis H1 has been rejected and HO
accepted, indicating a dependence between the re-
sponses. Hence, it is assumed that, regardless of age,
Slovak workers in the UK perceive the authorities'
attitude equally. Hence, no statistical dependence
can be established in this case. In terms of the differ-
ence in treatment by the UK authorities compared to
workers from other countries, from the perspective
of Slovak workers in the UK, Figure 3 shows that
69% (i.e., 143 respondents) had a positive experi-
ence in this respect; this means that these 69% ex-
perienced little or no difference from the authorities
compared to workers from other countries.
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Figure 3. Different treatment of workers by the authorities compared to workers in other countries

It means the EU's anti-discrimination policy
works even better in this respect than in the previous
survey question. The exact number of respondents
who did not complete this survey question is proba-
bly for the same reasons as in the last question. 8%
of respondents (i.e., 17) reported experiencing a dif-
ference in treatment. Again, it was calculated wheth-
er their education affected their answer, as shown
below: 7% of respondents were unable to provide an
answer to this question.

When examining the relationship between re-
spondents' education and the attitudes of authorities,
compared with workers in other countries, Appendix
3 shows that the calculated value is 47.18, whereas
the tabulated value is 31.41. Therefore, the null hy-
pothesis (HO) has been rejected, and the alternative

‘-

59%

hypothesis (H1) has been accepted, indicating a de-
pendency between the responses. This indicates that
a dependency exists within the specified calculation.
It may therefore be assumed that workers with less
education are more likely to perceive differences in
the attitudes of authorities than workers from other
countries.

From the calculation in Appendix 4, it can be in-
ferred that the value 16.96 is less than the tabulated
value 21.03. Thus, the hypothesis H1 has been re-
jected, and HO has been accepted, indicating a de-
pendence between the responses. It is therefore as-
sumed that, as in the previous calculation regarding
age, there is no evidence that workers, based on their
age, perceive the attitude of authorities compared to
workers from other countries differently.

n/a
17% = Nevyplnené

= ano

= skor dano
yes = Neviem
7% .

= Skor nie
rather yes = Nie
2%

do not know

5%

rather no
10%

Figure 4. Attitudes of British employees to Slovak co-workers in the UK
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This research question focused not on authori-
ties' attitudes towards workers, but on co-workers'
attitudes towards them. The objective of the inquiry
was to ascertain whether discriminatory practices in
the workplace based on national origin existed. As
illustrated in Figure 4, the data indicate that 69%
of respondents reported experiencing minimal or no
noticeable discrepancy in their treatment. The ex-
act number of respondents who answered the ques-
tion was not provided. Differences were noted in
responses, indicating either ignorance or acknowl-
edgement of workplace discrimination. Only 5% of
respondents were unable to answer the question. It
is noteworthy that up to 9% of respondents indicated
they had experienced differential treatment by col-
leagues, an increase of 1 percentage point from the
previous question. This means there is still room for
improvement in workplace discrimination, as the
European Commission is working to address this
through its anti-discrimination policy across the Eu-
ropean Union.

The objective of the calculations presented in
Appendix 5 was to test the veracity of the hypothe-
sis H1, which posits that an individual's education-
al attainment is a determining factor in how their
colleagues treat them. Additionally, the hypothesis

other
3%

n/a

T~

do not know
7%

other country
7%

return to Slovakia
15%

COILAJIBHA S ITOJIMTUKA 1 KAYECTBO XXN3HU

suggests that workers with lower educational attain-
ment are more susceptible to experiencing differ-
ential treatment from their colleagues. As the cal-
culation shows, the value 39.83 is greater than the
tabulated value 31.41, indicating that H1 is accepted
and HO is rejected. Thus, as in the previous calcula-
tions, Slovak workers in the UK with lower educa-
tion are more likely to perceive a different attitude
among their co-workers.

The calculation in Appendix 6 yields 26.69,
whereas the tabulated value is 21.03. Thus, the null
hypothesis HO has been rejected and the alternative
hypothesis H1 has been accepted, indicating de-
pendence among the responses. This suggests that
workers in younger age groups are more likely to
perceive differential treatment from their colleagues.
However, it is commonly observed that younger and
less experienced workers are approached with a cer-
tain degree of skepticism. Therefore, it is reasonable
to conclude that similar results would be expected
in Slovakia.

Figure 5 shows that 50% of respondents intended
to work in the UK after Brexit. It can be concluded
that half of the respondents do not feel threatened by
Brexit and plan to continue living in the UK, 18% of
respondents did not complete the survey question.

= né

= Ostat vo VB
Ndvrat do SR

= |nd krajina

= Neviem
Nevyplnené

stay in the UK
50%

Figure 5. Respondents' attitude to dealing with the situation after 31.12.2020

An additional 7% of respondents indicated that
they were unsure how to respond to the question or
that they were currently uncertain about how they
would answer it. Of the remaining respondents,
15% indicated that they had been affected by Brexit
and therefore chose to return to the UK. It may be
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reasonably assumed that this group of workers pri-
marily utilized the free movement of labor for sea-
sonal employment, rather than for regular, weekly,
or monthly services. In addition, responses indicat-
ing that the respondents intend to work in another
country are included in the group of individuals
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who perceive themselves to be affected by Brexit.
Responses in the “other” category are specified as
answers such as seasonal work, commuting between
the UK and Slovakia, and other.

no
32%

yes
= 7%

rather no
11%

Figure 6 presents the interpretation of how the

proportion of respondents who intend to stay in the
UK make their decisions.

21% = Neuvedené
= Ano

= Skér dno

= Neviem

= Skor nie

= Nie

rather yes
3%

do not know
26%

Figure 6. The interest of Slovak workers in becoming UK citizens

The group that does not intend to apply for UK
citizenship has the most significant representation.
This group represents 32%; the next 11% said they
were not planning to acquire citizenship. The sec-
ond-most represented group responded that they do
not yet know whether they would apply for citizen-
ship. Therefore, they are either lacking the necessary
information to act on the issue or unwilling to pro-
vide details of their future plans. In this group, re-
spondents' answers of “other” or failure to complete
the question were also included. Respondents who

Ano; 150; 72%

are either considering obtaining citizenship or open-
ly interested in obtaining it are the least represented.
Together, this group represents 10% of respondents.
The outlier on this question is represented by re-
spondents who are already holding UK citizenship.
It is assumed that these respondents were included
in the “n/a” responses.

Figure 7 indicates that the majority of respon-
dents (72% of the 158 individuals with UK work
experience) intend to return to the UK for work pur-
poses.

Nevie, neuvedené; = Nie
14; 7%

= Ano

= Nevie,
neuvedené

Nie; 43; 21%

Figure 7. The interest of Slovak workers in becoming UK citizens
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However, in this case, the aforementioned model
situation is not subject to the effects of the Coro-
navirus, and thus, these results can be considered
indicative or, at the very least, not applicable at this
time. However, the situation regarding Brexit is
complicated enough on its own without the added
threat of a pandemic, and 7% of respondents are still
undecided or unwilling to share their personal plans
on this issue. Conversely, up to 21% of respondents
have no intention of returning to the UK for work.
Without further information, it can be stated that at
least some of the respondents who have already de-
cided and those who have not (i.e., some of the 28%
in total) have been affected by Brexit.

DISCUSSION

The research paper addresses the intricate issues
surrounding Brexit, its ramifications for the Slovak
workforce employed in the UK, and its implications
for labor markets in Slovakia and the UK. To ascer-
tain the extent to which Brexit would affect the flow
of labor between Slovakia and the UK, it can be ar-
gued that Brexit will also affect the labor market in
Slovakia, as some respondents have indicated their
intention to return. The research focused on respon-
dents who had gained work experience abroad, with
a particular emphasis on those who had worked in
the UK. The research findings indicate that a signif-
icant proportion of workers currently employed in
the UK will not perceive any direct impact of Brexit.
This is evidenced by the survey results, which re-
vealed that only a quarter of respondents reported
experiencing any direct effects of Brexit. Next, it
can be implied that only a small proportion of re-
spondents will want to apply for UK citizenship,
as only a tiny proportion of respondents indicated
an interest in applying for UK citizenship; similar-
ly, it is the case that a proportion of respondents is
planning to return to Slovakia after the Brexit deal
comes into force.

When it comes to the impact of Brexit on Slo-
vak workers, those who wish to apply for jobs in
the UK after the transition period will face slight-
ly worsened conditions. Still, for workers already
working in the UK, the UK government assures that
they will not be affected to the same extent and will
be able to remain in the territory without facing in-
creased bureaucracy or differential treatment. The
analysis of the findings indicated that workers with
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less education were more likely to perceive a dif-
ference in treatment, whether from the authorities
or from their colleagues. However, this assumption
does not necessarily mean that discrimination is tak-
ing place. By and large, it is essential to consider
what kinds of jobs workers in the UK are applying
for, and whether they really have the training and
qualifications for those jobs. This is because, even
in cases where discrimination occurs, it is not due
to the country of origin per se, but rather to a lack
of specific skills or knowledge necessary for the job
in question or for communicating with the relevant
authorities. Prospective workers in the UK should
also keep up to date with current events through the
UK Government's website, which provides regular
updates on changes and developments in the UK-
EU negotiations. Those considering employment
opportunities in the UK are encouraged to visit the
Office for Slovaks Living Abroad website, which
provides comprehensive information on available
employment options and the associated conditions
in foreign countries. It is, however, important not to
neglect the fate of those who will continue to work
in the UK after the country departs from the EU.
These individuals will not be subject to the single
labor market and free movement of workers, as set
out in the EU's current legislation. It is therefore of
the utmost importance that negotiations continue to
ensure the maintenance of as many of the benefits
currently enjoyed by citizens of other EU Member
States working in the UK as possible. Many coun-
tries, including the Slovak Republic, have decided
to treat UK citizens working in Slovakia similarly to
preserve these benefits.

The synergies between labor migration and the
2030 Agenda underline the significance of consid-
ering migration policies and initiatives within the
broader framework of the Sustainable Development
Goals as set out in Agenda 2030. In this case, it is
not only about reducing discrimination in employ-
ment as such, but also about reducing discrimina-
tion in the employment of workers in the UK from
other Member States. Many Slovaks working in the
UK have not experienced differential treatment, and
there is not a great deal of discrimination based on
country of origin; hence, it can be argued that an-
ti-discrimination policy is working in this regard.
On the negative side, it is perhaps too narrowly fo-
cused and does not account for discrimination based
on educational attainment. However, this statement
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is highly questionable because employers cannot be
blamed for preferring a more skilled workforce.

To justify that the data collected in 2022 remains
relevant, several factors must be demonstrated to
ensure that the data align with current needs and
objectives. If the data was gathered to track long-
term trends in respondents” preferences, and those
trends have not shifted significantly, the data re-
mains relevant. The 2022 data pertains to respon-
dents” behaviors that are stable over time, and the
same characteristics are being studied; the data re-
mains applicable. The 2022 data shows trends that
have continued into 2023 and 2024. If key indicator
conditions have remained stable, the data is likely
still relevant for analysis and decision-making. This
consistency suggests that the 2022 data accurately
reflects ongoing trends rather than outdated infor-
mation. Since 2022, no significant events have oc-
curred that could dramatically alter the data's rele-
vance. In stable contexts, data from 2022 is likely
still applicable. The data remain applicable because
the factors it measured have not changed rapidly.
The data sources used in 2022 remain reliable and
accurate. No identified biases, errors, or inconsis-
tencies in the data have emerged since 2022, rein-
forcing the accuracy and continued relevance of the
information. The target audience or demographic
for which the data was collected remains the same.
For instance, if the data focused on a customer seg-
ment or region whose behavior has not shifted sig-
nificantly, the insights from 2022 remain relevant.

Generally speaking, COVID-19 had a profound
impact on labor migration, disrupting global migra-
tion patterns and affecting both migrant workers and
host countries. According to Gavurova et al. (2023),
Watterson (2020), and Belas et al. (2022), among
the key impacts, aspects such as border closures
and travel restrictions, imposed by many countries,
could have included halting or severely restricting
labor migration. This left many migrants stranded
in their home or host countries without work or the
ability to return home. Secondly, there are job loss-
es and economic hardship when migrant workers,
especially in sectors like hospitality and healthcare,
face widespread job losses due to economic slow-
downs. Many lacked access to social safety nets,
increasing their vulnerability. Next, there is a shift
in labor demand in some industries, such as health-
care and logistics, which saw an increased demand
for migrant labor. However, sectors such as tour-

ism and manufacturing experienced reduced labor
needs, leading to changes in migration patterns. In
international economics, remittances declined in
2020, a critical source of income for many develop-
ing countries, as migrant workers earned less or lost
jobs. This negatively affected households dependent
on these funds. Finally, within the health and safety
concerns, migrant workers often faced higher risks
of COVID-19 exposure due to overcrowded living
conditions, lack of healthcare access, and unsafe
work environments, exacerbating the pandemic's
impact on their health and well-being. To sum up,
COVID-19 disrupted labor migration, causing eco-
nomic hardship for migrants and altering labor mar-
ket demands, while also exposing vulnerabilities in
migrant workers' access to protections.

CONCLUSION

This paper demonstrates that Brexit will also af-
fect the Slovak labor market, as evidenced by the
intention of some Slovak workers in the UK to re-
turn to Slovakia. On the other hand, a larger share
of workers currently working in the UK will not be
affected by Brexit. We have concluded that work-
ers with lower educational qualifications are more
likely to perceive a different attitude, either from the
authorities or from their colleagues, which is why it
is crucial to consider which jobs workers in the UK
are applying for and whether they have the skills
and qualifications for those jobs. In conclusion, the
research results indicate that Slovak workers seek-
ing employment in the UK after the Brexit transition
period may encounter somewhat more challenging
conditions. However, workers currently employed
in the UK can find reassurance in the UK govern-
ment's commitment to ensuring their continued
presence in Britain without undue bureaucratic hur-
dles or discriminatory treatment. As a limitation of
the research, it should be noted that some question-
naires were incomplete, some responses were irrel-
evant, and the statistical data varied across sources.

To justify that the 2022 data is still relevant the
objectives of the data collection align with current
goals, the trends and patterns it identifies have con-
tinued into the present, no major disruptions have oc-
curred since the data was collected, the data quality
remains high, and sources are reliable, the target au-
dience or environment has not significantly changed
as well as experts validate its continued usefulness,
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and any newer data supports rather than contradicts
it. In this context, the 2022 data remain a relevant
and helpful resource for making informed decisions.
By going deeper and making this explored topic co-
herent and compact further research will be devoted
to exploring the issues such as the healthcare spend-
ing on the healthcare workforce composition trends
in the UK and Slovakia; the demand for healthcare
labor in the Slovak Republic and EU countries; a
statistical analysis to explain the reasons behind the
migration trends presented on the Slovak healthcare
system labor force and EU member states versus the
UK.
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Appendix 1
Dependency calculations on respondents' education compared to those of domestic workers
Level 1 2 3 4 5 Total
Elementary 1 1 0 0 0 2
Apprenticeship 0 3 0 0 2 5
Secondary with graduation 2 20 7 23 36 88
Univ - Be. 0 2 6 9 13 30
Univ - Master 5 13 2 4 19 43
Univ - Phd. 0 0 0 3 0 3
Total 8 39 15 39 70 171
0,093567 0,45614  0,175439 0,45614 0,818713
0,233918 1,140351  0,438596  1,140351 2,046784
4,116959  20,07018  7,719298  20,07018 36,02339
1,403509 6,842105  2,631579  6,842105 12,2807
2,011696 9,807018 3,77193  9,807018 17,60234
0,140351 0,684211  0,263158  0,684211  1,22807
8,781067 0,648448  0,175439 0,45614 0,818713
0,233918 3,032659  0,438596  1,140351 0,001069
1,08855 0,000245 0,067026  0,427693 1,52E-05
1,403509 3,426721 4311579  0,680567  0,04213
4,439021 1,039576  0,832395  3,438502 0,110977
0,140351 0,684211 0,263158  7,838057  1,22807
47,18875
df = 20
Critical value 31,41
35
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Appendix 2
Dependency calculations on the age of respondents compared to those of domestic workers
Age group 1 2 3 4 5 Total
18-25 2 13 5 13 17 50
26-33 0 9 7 15 26 57
34-44 4 12 3 7 24 50
45 and more 2 5 0 4 3 14
Total 8 39 15 39 70 171
2,339181 11,40351  4,385965 11,40351 20,46784
2,666667 13 5 13 23,33333
2,339181 11,40351  4,385965 11,40351 20,46784
0,654971 3,192982 1,22807  3,192982 5,730994
0,049181 0,223509  0,085965 0,223509 0,587551
2,666667 1,230769 0,8 0,307692  0,304762
1,179181 0,031201  0,437965 1,700432 0,609551
2,762114 1,022653 1,22807  0,203971 1,301402
16,95614
df = 12
Critical value 21,03
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Appendix 3
Dependency calculations on the age of respondents compared to workers in other countries
Level 1 2 3 4 5 Total
Elementary 1 1 0 0 0 2
Apprenticeship 0 3 0 0 2 5
Secondary with graduation 2 20 7 23 36 88
Univ - Be. 0 2 6 9 13 30
Univ - Master 5 13 2 4 19 43
Univ - Phd. 0 0 0 3 0 3
Total 8 39 15 39 70 171
0,093567  0,45614 0,175439  0,45614 0,818713
0,233918 1,140351 0,438596 1,140351 2,046784
4,116959 20,07018 7,719298 20,07018 36,02339
1,403509 6,842105 2,631579 6,842105 12,2807
2,011696 9,807018  3,77193 9,807018 17,60234
0,140351 0,684211 0,263158 0,684211 1,22807
8,781067 0,648448 0,175439  0,45614 0,818713
0,233918 3,032659 0,438596 1,140351 0,001069
1,08855 0,000245 0,067026 0,427693 1,52E-05
1,403509 3,426721 4,311579 0,680567  0,04213
4,439021 1,039576 0,832395 3,438502 0,110977
0,140351 0,684211 0,263158 7,838057  1,22807
47,18875
df= 20
Critical value 31,41
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Appendix 4
Dependency calculations on the age of respondents compared to workers in other countries
Age group 1 2 3 4 5 Total
18-25 2 13 5 13 17 50
26-33 0 9 7 15 26 57
34-44 4 12 3 7 24 50
45 and more 2 5 0 4 3 14
Total 8 39 15 39 70 171
2,339181| 11,40351| 4,385965| 11,40351| 20,46784
2,666667 13 5 13| 23,33333
2,339181| 11,40351| 4,385965| 11,40351| 20,46784
0,654971| 3,192982| 1,22807| 3,192982| 5,730994
0,049181| 0,223509| 0,085965| 0,223509| 0,587551
2,666667| 1,230769 0,8] 0,307692| 0,304762
1,179181] 0,031201| 0,437965| 1,700432| 0,609551
2,762114| 1,022653| 1,22807| 0,203971| 1,301402
16,95614
df= 12
Critical value 21,03
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Appendix 5

Dependency calculations on respondents' educational attainment compared to workplace
relationships or co-workers' attitudes

Level

1

2

3

Total

Elementary

1

2

Apprenticeship

3

OO |~

5

Secondary with graduation

11

27

88

Univ - Be.

3

o)}

30

Univ - Master

11

7

43

Univ - Phd.

S| |wW| o ||~

3

O | |[W [ O[O

0

3

Total

—
[o)

32

10

40

171

0,187135

0,374269

0,116959

0,467836

0,853801

0,467836

0,935673

0,292398

1,169591

2,134503

8,233918

16,46784

5,146199

20,5848

37,56725

2,807018

5,614035

1,754386

7,017544

12,80702

4,023392

8,046784

2,51462

10,05848

18,35673

0,280702

0,561404

0,175439

0,701754

1,280702

3,530885

1,046144

0,116959

0,467836

0,853801

0,467836

4,554423

0,292398

1,169591

0,008476

0,006645

1,815493

0,895062

1,999284

0,054642

0,013268

1,21716

6,004386

0,147544

0,002908

0,000136

1,083848

0,105318

0,929991

0,022542

0,280702

10,59265

0,175439

0,701754

1,280702

39,83782

df=

20

Critical value

31,41
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Appendix 6

Dependency calculations on the age of respondents versus workplace relationships

or co-workers' attitudes

Age group 1 2 3 4 5 Total
18-25 6 11 3 10 20 50
26-33 2 7 3 16 29 57
34-44 5 6 4 14 21 50
45 and more 3 8 0 0 3 14
Total 16 32 10 40 73 171
4,678363| 9,356725| 2,923977| 11,69591| 21,34503
5,333333| 10,66667| 3,333333| 13,33333| 24,33333
4,678363| 9,356725| 2,923977| 11,69591| 21,34503
1,309942| 2,619883| 0,818713| 3,274854| 5,976608
0,373363 0,2886| 0,001977| 0,245906| 0,084755
2,083333| 1,260417| 0,033333| 0,533333| 0,894977
0,022113| 1,204225| 0,395977| 0,453906| 0,005577
2,180477| 11,04845| 0,818713| 3,274854| 1,482479
26,68677
df= 12
Critical value 21,03
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