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ABSTRACT:

Following the Russian invasion of Ukraine in 2022, an unprecedented wave of Ukrainian citizens
has entered the Czech labour market. Despite many of them possessing robust levels of human
capital and advanced educational or career backgrounds, systemic and institutional barriers
have structurally pushed many of the highly skilled professionals into low-status, physically de-
manding employment roles. This forced occupational displacement has led to the emergence of
a highly vulnerable workforce demographic conceptualised as "hidden expatriates." Unlike tra-
ditional expatriates, who may benefit from extensive organisational support or utilisation of
their professional skills, these individuals may frequently face severe underemployment and
possibly a profound "brain waste" phenomenon.

Anchored in the sustainable careers framework and supported by the job demands-resources
(JD-R) model, this thesis empirically examines the career sustainability of this specific expatriate
group. Specifically, the research aims to investigate how two primary work-related antecedents,
namely quantitative workload and person-job fit, may be associated with the core career sus-
tainability indicators. These indicators include health (measured through job exhaustion), hap-
piness (evaluated via subjective career success) and productivity (assessed through perceived
internal and external marketability).

To address these objectives, a quantitative, cross-sectional research design is employed. Primary
data has been collected via a digital survey from a non-probability sample of 103 Ukrainian hid-
den expatriates who are currently employed in manual, service, or entry-level roles in Czechia.
By focusing strictly on these demanding employment roles, the research strives towards uncov-
ering possible mechanisms threatening this displaced workforce. The collected data is then an-
alysed using multiple linear regression analyses to test the theoretical hypotheses.

The findings suggest that quantitative workload is positively associated with job exhaustion and
negatively associated with subjective career success and internal marketability. Person-job fit,
in contrast, is positively associated with subjective career success and perceived marketability,
and negatively associated with job exhaustion. These results indicate that demanding work con-
ditions and the underutilisation of workers’ skills may be important factors in understanding the
career sustainability of Ukrainian hidden expatriates in Czechia.

Finally, this study aims to contribute to the international human resource management (IHRM)
literature by applying the sustainable career lens to a frequently overlooked expatriate group.
The thesis highlights a possible managerial need for host-country employers and policymakers
to implement systemic changes. It is argued that by actively mitigating work requirements



resulting in high quantitative workload and proactively utilising the latent human capital of dis-
placed workers, organisations may prevent workforce degradation and support a more sustain-
able career ecosystem within the researched demographic group.

KEYWORDS: Ukrainian expatriates, hidden expatriates, career sustainability, expatriation, in-
ternational human resource management, brain waste, perceived overqualification
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1 Introduction

"I'have found that a great enterprise can be best built when the entrepreneur sets out
to serve his customers and employees, because only then will the customers and em-

ployees serve him and his vision." — (Bata, 1932, p. 205)

The philosophy of the Czechoslovakian industrialist Tomas Bata highlights that an organ-
ization’s success depends on sustaining the well-being and potential of its workforce.
Recently, this ideal has faced new challenges within the Czech labour market. Following
Russia’s invasion of Ukraine in 2022, Czechia has become one of the largest recipients of
Ukrainian citizens relative to its population, hosting approximately 396,820 Ukrainians
as of January 2026 (United Nations High Commissioner for Refugees, 2026). The Czech
labour market, historically defined by exceptionally low unemployment (World Bank,
2026), received an influx of a highly skilled workforce (Postepska & Voloshyna, 2025, p.
7).

However, despite their high levels of human capital, many Ukrainian workers in Czechia
are often underemployed. Due to institutional barriers and the fact that Ukraine is not a
part of the European Union, many highly skilled professionals are unable to utilise their
acquired education and are structurally pushed into low- and entry-level industries
(CEDEFOP, 2024, p. 17). This work below one’s qualification has impacted approximately
58% of Ukrainians in the country, including 63% of women and 45% of men (PAQ Re-
search, 2023, p. 12). The lower-level roles they frequently accept are characterized by
high physical demands and low wages, often treating workers as easily replaceable (Holy,

2023).

Within modern international human resource management (IHRM) literature, individu-
als employed in such roles due to institutional or contextual barriers are conceptualized
as "hidden expatriates." Despite their critical role in host economies, hidden expatriates
seem to remain underexplored in IHRM research. Furthermore, we currently know very

little about their health, happiness, and productivity as sustainable career indicators. To



address this, this thesis utilises the concept of sustainable careers as defined by De Vos
et al. (2020) as its central theoretical framework. The primary objective of this study is
to empirically examine the career sustainability of Ukrainian hidden expatriates working

in Czechia.

By examining Ukrainian hidden expatriates in Czechia, this thesis contributes to interna-
tional human resource management and sustainable career research by focusing on a
group that remains underrepresented in expatriation studies. Specifically, the thesis in-
vestigates how quantitative workload and person-job fit are associated with three sus-
tainable career indicators: job exhaustion, subjective career success, and perceived in-
ternal and external marketability. In doing so, the study offers a certain empirical insight
into how demanding work conditions and human capital underutilisation relate to the

career sustainability of displaced international workers.

1.1 Background of the thesis

In the current era’s labour market, which may be described as rather turbulent and vol-
atile, the primary challenge for human resource management (HRM) seems to be shift-
ing from simply maximizing performance to ensuring long-term preservation of work-
force (Kramar, 2014, p. 1077). For some time, many researchers have increasingly argued
in favour of a paradigm shift from traditional "work intensification" towards more sus-
tainable HRM practices aimed at regenerating human and social resources, rather than
consuming them (Ehnert et al., 2016, p. 90). Traditionally, career outcomes were primar-
ily evaluated through objective indicators of success, such as salary increases or an indi-
vidual’s promotions. However, the new trends and reality of global employment, such as
the growing importance of individual voice or disruptions, like the Covid-19 pandemic
along with rapid digitalization, have encouraged a much broader understanding of what
individuals and organizations truly value. As noted by Mello, Erro-Garcés, et al. (2025),
these paradigm shifts in global mobility emphasize the need to move beyond solely or-
ganizational goals to consider what individuals perceive as meaningful and sustainable

in their own careers.



Consequently, the conceptual model of sustainable careers introduced by De Vos et al.
(2020) provides the central theoretical anchor for this thesis. Rather than viewing career
success through external variables, this framework focuses on the absolute necessity of
achieving an individual's health, happiness, and productivity to prevent exhaustion and

resource depletion (Donald et al., 2024).

This need for career sustainability is exceptionally critical in the context of modern global
mobility, particularly for self-initiated expatriates (SIEs). Unlike traditional corporate as-
signees who receive significant support from their organizations (Shaffer et al., 2012),
SIEs relocate and seek work abroad independently (Suutari & Brewster, 2000). While this
grants them autonomy, their lack of institutional backing might make them highly vul-
nerable to economic and geo-political shocks. This fragility was very much highlighted
during the Covid-19 pandemic, as a large part of SIEs had to navigate this crisis on their
own (Cerdin & Selmer, 2014; Haak-Saheem, 2020; Kelly & Conroy, 2024). The described
essential vulnerability might make SIEs a very relevant demographic for applying a sus-
tainable career perspective. Furthermore, their professional lives are frequently charac-
terized by high "work density", conceptually defined as a high concentration of complex
job demands, expansive job scope, and intense professional responsibilities compressed
into specific timeframes (Mello et al., 2023a, 2024; Mello, Suutari, et al., 2025). When
global workers are forced to navigate this rather demanding combination of cross-cul-
tural adjustment and intense professional demands without organizational protection,

their long-term health, happiness, and productivity might face certain challenges.

This challenge to career sustainability, affecting expatriate workers, has arguably
emerged on quite a large scale following the Russian invasion of Ukraine in 2022. The
conflict triggered a wave of involuntary international mobility, forcing millions to enter
foreign labour markets out of necessity (European External Action Service [EEAS], 2022).
This situation has created a substantial population of "hidden expatriates", namely work-

ers who are structurally pushed into low-status and often physically demanding jobs in
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their host countries (Haak-Saheem & Brewster, 2017). Czechia currently hosts one of the
highest proportions of these displaced individuals in Europe relative to its population,
which stand for 3.45% of the total population (Konsorcium nevladnich organizaci, 2025).
From an academic perspective, this case might not only be important socially, but even
more so theoretically. The above-described situation may provide a unique empirical
setting which might help us to examine how the sudden loss of professional employment
status and the intense demands of new roles could act as direct antecedents that are
associated with an expatriate's subjective career success (happiness), job exhaustion
(health), and internal, as well as external perceived marketability (productivity) over

time.

The integration of this, in many cases, highly skilled workforce into the Czech labour mar-
ket seems to present a significant managerial paradox. While many Ukrainian workers
possess advanced education or training, the systemic mismatch between their "white-
collar" human capital and the "blue-collar" roles they are currently fulfilling may create
a phenomenon of significant "brain-waste" (Mackova et al., 2025, p. 67), resulting in a
missed opportunity for Czech businesses (Szkudlarek et al., 2021, p. 31) and economy as
a whole. This thesis aims to apply the sustainable career perspective to this arguably
under-researched and vulnerable expatriate population. By doing so, it seeks to uncover
how modern HRM, as well as government organizations, can better understand and mit-
igate the challenges related to the career sustainability of hidden expatriates in an era
of crisis-driven global mobility in host countries which seem to be increasingly relying

upon such workforce (d’Albis et al., 2018; Newman et al., 2018).

1.2 Research gap and problem statement

Despite the growing recognition of self-initiated expatriates (SIEs) in managerial litera-

ture, a specific research gap remains.

Firstly, expatriate research has historically mainly focused on highly skilled corporate or

self-initiated expatriates (Andresen et al., 2013; Biemann & Andresen, 2010; Cerdin &
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Selmer, 2014; Haslberger & Vaiman, 2013; Suutari & Brewster, 2000), while hidden ex-
patriates remain underexplored. As Haak-Saheem & Brewster (2017) demonstrate, a
vast segment of global expatriates actually consists of "hidden expatriates" who are
structurally forced into low-earning industries requiring less formal education. Despite
their critical importance to host economies (Haak-Saheem & Brewster, 2017, p. 13), such
as in Czechia, where Ukrainian workers contribute significantly more to the state than
they receive in support (Ministerstvo prace a socidlnich véci [MPSV], 2025), this demo-

graphic remains largely overlooked in mainstream IHRM literature.

Secondly, research on Ukrainian workers in Czechia has focused more on legal, social, or
labour market integration than on career sustainability. While an increasing amount of
socio-economic literature documents the influx of Ukrainian citizens to Czechia, this re-
search primarily addresses short-term legal integration, social welfare, or basic employ-
ment statistics (International Organization for Migration, 2024; Mentzelopoulou & Orav,
2025). Consequently, there is a profound lack of research examining this population
through the lens of HRM, specifically regarding the factors that define their workplace

welfare (Piwowar-Sulej et al., 2022, p. 600).

Thirdly, we know little about how specific work-related antecedents, such as quantitative
workload and person-job fit, relate to health, happiness, and productivity among this
group. While significant emphasis is placed on initial labour market inclusion, very little
empirical research targets the specific career trajectories, potential overqualification,
and career satisfaction of this highly vulnerable subgroup (Adamovic & Cooney-

O’Donoghue, 2025, p. 91; Usanova et al., 2023, p. 2).

Problem statement:

The central problem addressed in this thesis is the limited empirical understanding of
how work-related conditions are associated with the career sustainability of Ukrainian
hidden expatriates in Czechia. Although Ukrainian workers play an important role in the

Czech labour market, many are employed in roles that do not fully utilise their education,



12

skills, or previous professional experience. This raises important questions about their

health, happiness, and productivity as sustainable career indicators.

1.3 Research objectives and questions

The primary objective of this thesis is to empirically examine the career sustainability of
Ukrainian hidden expatriates working in Czechia. Specifically, the thesis aims to investi-
gate how two specific work-related antecedents (quantitative workload and person-job
fit) are associated with the three core indicators of career sustainability, namely health
(job exhaustion), happiness (subjective career success), and productivity (perceived in-

ternal and external marketability) (De Vos et al., 2020).

To achieve this objective and maintain a cohesive theoretical narrative, this study is

guided by one primary research question, supported by two specific sub-questions:

Main Research Question (MRQ): How are work-related antecedents associated with the

career sustainability of Ukrainian hidden expatriates in Czechia?

To systematically answer this main question, the following sub-questions are addressed:

Sub-Question 1 (SQ1): To what extent is quantitative workload associated with health,

happiness, and productivity among Ukrainian hidden expatriates in Czechia?

Sub-Question 2 (SQ2): To what extent is person-job fit associated with health, happiness,

and productivity among Ukrainian hidden expatriates in Czechia?
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1.4 Definitions of key terms

In this chapter, the key terms related to this thesis are defined to provide conceptual
clarity for the reader and to establish how these concepts are specifically operationalized

within this study's theoretical framework.

Sustainable Career: Serving as the central theoretical framework of this thesis, a sustain-
able career is a trajectory characterized by the continuous preservation and renewal of
personal resources over time. Rather than being just a single variable, it represents the
overarching lens through which the employee’s experience is evaluated. In this study, it
is structurally measured through three core outcome indicators: health (job exhaustion),
happiness (subjective career success), and productivity (internal and external perceived

marketability), following the theoretical framework proposed by De Vos et al. (2020).

Self-Initiated Expatriate (SIE): An individual who is highly educated or skilled, follows
international work experience by their own initiative, without the structural support of
an organization in their home country, and with the intent of a temporary stay which

lasts more than one year (Suutari & Brewster, 2000).

Hidden Expatriate: A specific subset of the SIE population relocating independently for
work but frequently excluded from traditional expatriate management research. Rather
than lacking professional skills, these individuals may often be characterized by a severe
mismatch between their acquired qualifications and their current labour market position
influenced by the contextual factors in their host country (e.g. legislative barriers, pro-
tection of workers’ rights), which structurally push them into low-status, entry-level, or
physically demanding roles, in contrast to the domestic workers (Haak-Saheem &

Brewster, 2017).

Brain Waste: Brain waste refers to the systemic underutilisation of an expatriate’s skills,
education, and qualifications in the host-country labour market. In this thesis, person-

job fit, measured through demands—abilities fit, is used as an individual-level indicator
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that captures one aspect of this broader phenomenon. However, brain waste itself is
understood as a wider structural issue that also includes institutional, legal, and labour

market barriers (Pires, 2009, p. 2).

Quantitative Workload: In a general sense, workload represents the "sheer volume of
work required of an employee" (Spector & Jex, 1998, p. 358). In this thesis, quantitative
workload is specifically defined as the employee's perceived amount of work in terms of
both volume and pace. Within the theoretical framework of this study, it acts as a pri-
mary job demand which should be negatively associated with the career sustainability

of hidden expatriates.

Person-Job Fit: In organizational research, person-job fit refers to the “judgments of con-
gruence between an employee’s skills and the demands of a job” (Cable & DeRue, 2002,
p. 875). In this thesis, it is measured specifically through demands-abilities fit. Within the
context of hidden expatriates, it measures the possible match or mismatch between a
worker's advanced personal abilities, education, and training and the actual require-
ments of their current employment role. This antecedent arguably allows us to partially
evaluate the brain waste phenomenon and its possible impact on long-term career sus-

tainability (Cable & DeRue, 2002).

1.5 Structure of the thesis

The thesis is organized into five main chapters: Chapter 1 introduces the research topic,
theoretical background and the specific research questions. Chapter 2 provides a com-
prehensive literature review, spanning from the changing landscape of global mobility to
the specific context of Ukrainian hidden expatriates. Chapter 3 focuses on the method-
ological approach, including the research design, sampling strategy and data analysis
methods used to survey the target population. In chapter 4, empirical findings of the
guantitative analysis shall be presented. Finally, chapter 5 concerns itself with the dis-
cussion of these findings in relation to the previous literature, offers theoretical and

managerial implications and acknowledges the limitations of this thesis.
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1.6 Delimitations of the thesis

To ensure the methodological feasibility and analytical focus of this research, several

strict delimitations have been established.

Firstly, the empirical research is strictly limited to the Ukrainian workers in Czechia. Con-
sequently, the findings may not be broadly generalizable to Ukrainian workers in other
host countries, as varying socio-economic environments, national integration policies,
and institutional support systems might significantly differentiate the expatriate experi-

ence.

Secondly, the target population is demographically narrowed to Ukrainian hidden expat-
riates currently employed in manual, service, or entry-level roles (e.g., manufacturing,
cleaning, laundry, or hospitality). This focus is strictly enforced through a three-stage,
logic-based screening process at the beginning of the survey, ensuring that individuals in
professional office or corporate positions are excluded. Crucially, while a lack of person-
job fit serves as a central explanatory variable, experiencing a mismatch is not a require-
ment for inclusion. The study aims to capture varying degrees of fit within this specific
workforce to statistically test its association with the outcomes. Individuals outside this
demographic, such as traditional corporate assignees, unemployed refugees, or expatri-

ates from other nations, are excluded.

Lastly, this thesis limits its conceptual scope by measuring career sustainability strictly
through the three established outcome indicators: health (job exhaustion), happiness
(subjective career success), and productivity (perceived internal and external marketa-
bility). The investigation of antecedents is deliberately restricted to quantitative work-
load and person-job fit. By adopting a strictly quantitative research design, this thesis
aims exclusively to measure statistical relationships and test theoretical pathways, rather

than exploring the deeper, subjective qualitative narratives of the expatriate experience.
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1.7 Author’s declaration on the use of Al

In accordance with the guidelines regarding academic integrity and the transparent use
of digital tools, the author acknowledges the use of artificial intelligence (Al) during the
preparation of this thesis. Specifically, the large language model Gemini was utilised as
an assistive tool strictly for language translation and for proofreading, as well as the use
of appropriate academic language. Al was employed to accurately translate the survey
instrument from English into Ukrainian to ensure cultural nuance and comprehensibility
for the target sample. Furthermore, Al was used during the final drafting phases for
grammatical proofreading and structural refinement of the English text. All core research
design, data collection, statistical analysis in SPSS, theoretical interpretation, and intel-

lectual conclusions remain as the original work of the author.
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2 Literature review

Given that both the dynamics of international work and the literature describing it have
undergone a rather significant paradigm shift over the past years (Mello, Erro-Garcés, et
al., 2025), it shall be highly beneficial to examine this evolution through a modern theo-

retical lens.

Firstly, the primary theoretical anchor of the thesis is established, namely the sustainable
career framework. Section 2.1 introduces the core dimensions of this model (person,
context, and time) and its three key outcomes (health, happiness, and productivity). Fol-
lowing this, Section 2.2 examines the main work-related antecedents utilised in this
study, specifically focusing on quantitative workload (explained through the job de-
mands-resources (JD-R) theory) and person-job fit (measured through demands-abilities

fit), which aims to evaluate the potential brain waste reality of the target demographic.

After the theoretical mechanism is established, Section 2.3 explores why the specific
population of hidden expatriates is theoretically critical to study, tracing the changing
landscape of expatriation from traditional corporate assignees to self-initiated and highly
vulnerable workers (i.e. hidden expatriates). Section 2.4 then grounds these concepts in
the specific empirical context of Ukrainian workers in Czechia, detailing how pre-war
trends, the acceleration caused by the war, and systemic labour market barriers intensify
the risks to their career sustainability and why this specific demographic may be included
in the category of hidden expatriates. The section also provides arguments as to why this
specific demographic’s career sustainability may be crucial for the host economy. Finally,
Section 2.5 utilises this literature to construct the conceptual research model and for-

mulate the specific hypotheses that will be empirically tested in this thesis.
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2.1 The theoretical framework of sustainable careers

In this chapter, the sustainable careers model is introduced as the primary theoretical
framework of the thesis. Establishing this lens first shall provide the necessary founda-
tion for measuring the associations with the specific challenges that Ukrainian hidden

expatriates might face in their host country.

2.1.1 The sustainable careers framework

PROCESS MODEL OF SUSTAINABLE CAREERS

DIMENSIONS OF SC INDICATORS OF SC
CONTEXT
Workgroup Organization
Occupation Institution
Nation Private life
Proactivity Adaptability HAPPY
2 Satisfaction
ey Career success
{ g J \ Person-
Changes | Agency | CcareerFit \ 7
Events Meaning / ‘ .
4 HEALTHY PRODUCTIVE
4 : Well-being | Performance
S Stress ocB

Physical health Employability

Figure 1. Conceptual model of sustainable careers (De Vos et al., 2020)

De Vos et al. (2020), who introduced the model of sustainable careers, define a sustain-
able career as a sequence of career experiences that offer ongoing growth, renewal and
meaning over an individual’s lifespan. Unlike the traditional metrics of career success,
such as salary and promotions, career sustainability focuses on the preservation of hu-
man capital. The foundational argument behind the suggested paradigm shift from tra-
ditional career success metrics to the career sustainability, the authors argue, lies in the
fact thatin the long term, unsustainable careers (even if remunerated enough financially)
may lead to employee burnout, skill degradation and, consequently, to structural issues

such as staff shortages.
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As can be seen in figure 1, the authors of the model conceptualize career sustainability
not as a static achievement, but rather as a dynamic, ongoing process. The visual model
shows that the three ultimate indicators of career sustainability (health, happiness and
productivity) are continuously shaped by the constant interaction of three main dimen-
sions, namely the person, their environment (context) and the progression of the indi-

vidual lifespan (time).

2.1.2 The three mainindicators of sustainable careers: Health, happiness and produc-

tivity

In order to measure the interaction between the dimensions of sustainable careers de-

scribed above, De Vos et al. (2020), use three core interconnected indicators:

Health refers to both physical and mental well-being of the worker. Within demanding
environments, such as those where hidden expatriates are most frequently employed,
health might often be one of the first resources to be depleted. For instance, performing
a high volume of demanding tasks within a very short period of time would without any
doubt negatively predict the health indicator, leading to physical deterioration and emo-

tional exhaustion (Makela et al., 2022).

Happiness represents the subjective psychological satisfaction that an individual derives
from their career. While in general populations, career happiness could be negatively
associated with arguably predictable factors such as low financial remuneration or the
lack of career advancement opportunities, the Ukrainian hidden expatriates may find
themselves being influenced by a much broader group of factors. These may include job
fit (Edwards, 1991) in regard to their possible overqualification, language barriers, lack
of organizational support, inability to bond with colleagues, or other contextual factors
outside of their employment, such as the safety of their families and relatives, legal ob-
structions, cultural barriers or a lack of social acceptance and integration support from

the local community.
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Productivity, in the authors’ model, extends far beyond the traditional economic sense
of the word as in measuring workers’ output. Rather, it contains both current perfor-
mance and the future potential of employability (Makkonen, 2015). A sustainable career
ensures the worker remains employable, relevant and willing to work in the long term,
rather than developing an intention of abandoning their career. For an average Ukrainian
expatriate in Czechia, the upward mobility or future employability may be severely lim-
ited due to them fulfilling roles requiring less, if any, formal education and offering very
limited promises of promotion or professional skill development. This may often provide
little gain in professional knowledge or human capital to the worker. For those facing
overqualification in their jobs, even a more significant risk may be posed by the erosion
and decay of their original skills and the prolonged gaps in their careers, further limiting
their likelihood of finding suitable professional jobs in the future. Therefore, this thesis
uses health, happiness, and productivity as the outcome indicators through which career

sustainability is assessed.

2.1.3 The core dimensions: Person, context, and time

The whole model of career sustainability seems to be driven by the following three core
dimensions: person, context and time. In order to understand how the career sustaina-
bility of the Ukrainian expatriates is shaped by these dimensions, we may need to ex-

plore them in more depth.

The person dimension includes the individual agency, motivations, human capital, skills
or personal values of the worker. For the majority of our researched demographic, this
dimension may consist of possessing a strong work ethic and the urgent agency to sup-
port their families. For approximately half of our targeted demographic, which seems to
be impacted by overqualification, these factors might also define highly educated indi-
viduals whose professional identities are currently being ignored or supressed by the

Czech labour market.
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The context dimension represents the environment surrounding the worker, ranging
from the workplace (micro-context) to more distant surrounding factors such as the legal
and institutional realities of the host country (macro-context). For the entirety of the
Ukrainian workforce, regardless of their educational background, this dimension could
be defined by demanding environments (both physically and psychologically), language
barriers, low organizational support and the legal barriers, which, as will be explored in
later chapters, have been mitigated to a certain point by the temporary protection status

as a result of the war in Ukraine.

Lastly, the dimension of time acknowledges that individual career evolves through one’s
lifespan. Once again, this dimension seems important in the context of the Ukrainian
workers, given that they tend to remain in very demanding jobs continuously and possi-
bly without outlooks for their situation to improve over any time soon. This could even-
tually take away opportunities for future development or upward mobility that the work-
ers may find, even if their careers shall be otherwise sustainable. Regarding the workers
experiencing the brain waste phenomenon, these could be especially vulnerable to the
factor of time because their professional skillsets and human capital may start to deteri-
orate over time. Although sustainable careers are theoretically understood as develop-
ing over time, this thesis focuses on current indicators of career sustainability, as the

empirical data were collected at one point in time.

Overall, the sustainable careers framework provides a vital, overarching, central tool for
measuring and evaluating how the careers of Ukrainian hidden expatriates are impacted
after their integration into the Czech labour market. This framework seems to be espe-
cially relevant and suitable for such an evaluation, given that the mentioned workers
seem to be impacted by unsustainable working conditions and factors surrounding their
stay in the host country. To fully understand the mechanisms potentially degrading these
three indicators, it shall be necessary to uncover and examine the specific antecedents

present in their work environments.
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2.2 Main antecedents and indicators of sustainable careers evaluated in

the thesis

To further analyse the psychological and physical toll of the expatriate experience, this
thesis applies specific theoretical concepts to the observed population. This section in-
troduces the primary possible antecedents that could threaten the sustainable career
indicators of the Ukrainian hidden expatriates in Czechia, specifically focusing on the

context and person dimensions of the sustainable career model (De Vos et al., 2020).

2.2.1 Quantitative workload

As was already formerly mentioned, in their paper, De Vos et al. (2020) identify the con-
text dimension as one of those which allows us to analyse the sustainability of careers.
Within this dimension, the authors argue, the job demands and resources model as de-
scribed by Bakker & Demerouti (2017) allows us to observe a broad spectrum of ante-
cedents which either positively (job resources) or negatively (job demands) influence

the employees’ career sustainability.

Therefore, to precisely identify the first suitable antecedent that may be influencing the
career sustainability of the Ukrainian hidden expatriates in Czechia, this thesis uses the
job demands and resources (JD-R) model, namely in its form as described by Bakker &
Demerouti (2007). According to the JD-R model, the specific risk factors associated with
job stress in any work environment may be categorized into two main groups: job de-

mands and job resources.

Job demands refer to the physical, psychological, social or organizational aspects of the
work which require sustained effort and could therefore be associated with physical and
psychological costs. For the demographic of the hidden expatriates whom this thesis fol-
lows, the compounding effects of their job demands may be very significant. As was al-
ready described, most of the jobs of the Ukrainian workers may include lifting heavy

objects, long shifts or extreme environments (e.g. too cold or hot). From the
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psychological perspective then, similar demands may apply to them as to any regular
expatriate, such as different language, laws, surrounding environments, the possible per-
ceived overqualification, missing one’s family or the necessity to sustain it in the new

environment.

The term job resources then describes aspects of the job which support the employee
in achieving their goals and reduce the job demands, or the pressure caused by them.
While standard supportive tools may be beneficial in normal expatriate populations (e.g.
cross-cultural training), the Ukrainian hidden expatriates may actually benefit from more
context-specific resources, such as language proficiency, organizational support frame-
works or established social capital in the host country. Without these, they may very well

be limited in their ability to face their job demands.

The JD-R model explains that once the job demands chronically exceed the job resources,
the resulting situation may become highly unsustainable for the workers. As Makela et
al. (2022) note in the context of global mobility, this significant imbalance may lead to-

wards severe burnout, exhaustion and a rapid decline in career sustainability.

Emotional
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Figure 2. Work resources model (Bakker et al., 2008)
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As illustrated in figure 2, the JD-R model operates through two separate but intercon-
nected pathways, namely the health impairment process and the motivational process.
As can be seen in the upper part of the model, the health impairment pathway shows
negative chronic job demands, in this case given by factors such as work pressure, emo-
tional demands or work-home conflict. Such negative factors positively predict severe
physical and emotional exhaustion, while simultaneously positively predicting cynicism,
which both together negatively impact performance. On the contrary, the lower motiva-
tional pathway shows supportive job resources such as colleague support, team cohe-
sion or supervisor support. These factors act as a positive buffer, negatively predicting

cynicism and disengagement.

Ultimately, this model may reveal quite a critical vulnerability for our demographic group.
Because of being constantly pressured by an increased number of demands and sup-
ported by a low number of resources due to the mentioned contextual barriers in
Czechia, the Ukrainian hidden expatriates may be significantly prone to cynicism and ex-
haustion. This, as the model shows, negatively affects their overall performance, practi-
cally guaranteeing low career sustainability and high burnout rate if no HRM policies

shall be implemented.

In order to identify arguably one of the most likely antecedents which may predict these
negative consequences, we may try to follow the paper by Bakker et al. (2004). In their
work, which focuses on the implications of the JD-R model, the authors demonstrate
that specific work demands, namely work pressure and quantitative workload, act as
essential predictors of the exhaustion component of burnout, which could be seen as a

direct antagonist to sustainable careers.

To further understand why quantitative workload may be especially severe for the de-
mographic observed by this thesis, the specific nature of their employment should be
explained. If there shall be at least one attribute which the majority of Ukrainian hidden

expatriates in Czechia share, it would be the frequent necessity to work in demanding,
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low-paying employment roles. These environments are described as those containing
high volume of work, predominantly manual labour in physically demanding industries.
Quantitative workload, then, might serve as a vital antecedent allowing us to understand
the demands of this work, as Spector & Jex (1998, p. 358) define it as "sheer volume of
work required of an employee". To further support this argument, the concept of high-
density work, as introduced by Tesluk & Jacobs (1998), who relate it to environments
characterized by high intensity of tasks, complex demands and rapid execution, may be

introduced.

Mello et al. (2023b) adapt and extend this model for the context of international expat-
riates. They note that global work itself undoubtedly contains high-density demands due
to multiple compounding pressures, such as learning a new language, navigating a new
culture, and managing the loss of family support. While Mello et al. (2023b) connect the
high-density work concept primarily to a traditional managerial view of self-initiated ex-
patriates, emphasizing cognitive challenges, this thesis argues that the concept may be
equally applicable to hidden expatriates fulfilling manual or blue collar employment

roles.

Finally, besides facing the majority of the described cognitive challenges, the work of the
Ukrainians in Czechia often consists of difficult manual labour, making them face im-
mense physical demands as well. Therefore, by supporting the career sustainability
framework with the JD-R framework and high-density theory of global mobility, we may
see that the compounding physical and cognitive pace of their work could create a sig-
nificant quantitative workload. This workload may act as a chronic job demand, pushing
the workers down the health impairment pathway towards job exhaustion, potential
burnout and, ultimately, degraded career sustainability. Furthermore, high quantitative
workload may also be relevant for subjective career success and perceived marketability
because it can reduce the time, energy, and psychological resources workers have
available for career planning, skill development, language learning, and job search

activities. For hidden expatriates, these resource losses may be especially consequential
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because career recovery in the host country often requires active efforts to rebuild
employability. Therefore, quantitative workload is examined as a job demand that may

be negatively associated with sustainable career indicators.

2.2.2 Person-job fit

While quantitative workload may act as a severe environmental demand within the con-
text dimension of sustainable careers, another specific psychological challenge may also
uniquely influence the person dimension of the target population. According to De Vos
et al. (2020), the person dimension includes an individual's human capital, skills, and
professional identity, with the authors specifically highlighting person-career fit as a key
antecedent regarding career sustainability. This antecedent may hopefully allow us to
describe a certain component of the brain waste phenomenon within the target popu-
lation. However, to accurately capture the reality of hidden expatriation, this thesis ar-
gues that a slight conceptual adaptation of the antecedent may be necessary. While Par-
asuraman et al. (2000, p. 11), define person-career fit as “... the extent to which an indi-
vidual’s career experiences are compatible with his or her needs, values, interests, and
talents”, it may be argued that this definition is rather broad and focused on long-term
career orientation of traditional workers. While the demographic group, whom this the-
sis focuses on, certainly strives towards long-term career experiences, it is argued that
their current position should be assessed in short-term view, given that their employ-
ment is oftentimes temporary and not compatible with the workers’ original education

or profession.

To possibly find a more precise antecedent which may help us to capture the brain waste
phenomenon or perceived overqualification within the short-term career experience of
our target population, this thesis draws on the person-environment fit theory as de-
scribed by Mello (2023), which encompasses various sub-theories related to person-ca-
reer fit. These include the person-job fit, as defined by Cable & DeRue (2002, p. 875)
who describe it as “judgments of congruence between an employee’s skills and the de-

mands of a job.” Because the target sample is engaged in temporary, displaced
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employment rather than structured long-term career trajectories, evaluating their im-
mediate person-job fit may arguably be more suitable and empirically measurable than
assessing their overarching person-career fit. Specifically, this thesis utilises the de-
mands-abilities fit sub-tree of this concept, relying on the validated foundational work
of (Cable & DeRue, 2002), who built upon the earlier operationalizations by Cable &
Judge (1996).

In this thesis, person-job fit is not treated as identical to brain waste or perceived over-
qualification. Rather, it is used to capture the individual-level experience of fit or misfit
between respondents’ abilities and the demands of their current job. This allows the
study to examine how the broader problem of skill underutilisation may be reflected in

workers’ perceived fit with their employment role.

Person-job (demands-abilities) fit evaluates the congruence between an employee's per-
sonal skills, education, and training, and the actual requirements of their employment
role. For traditional self-initiated expatriates, a high person-job fit should be a funda-
mental resource that could drive motivation and career satisfaction. For the Ukrainian
hidden expatriates in Czechia, however, this dynamic may frequently be inverted, result-

ing in a profound lack of fit driven by the phenomenon of "brain waste" (Pires, 2009).

Currently, approximately half of the incoming Ukrainian expatriates possess a degree of
higher education. However, because these degrees were obtained outside of the Euro-
pean Union, they are frequently not legally recognized by the Czech government. This
systemic barrier may place many highly educated professionals, such as teachers, doc-
tors, nurses, managers, or engineers, into situations where they might be left with no
choice but to apply for secondary-market jobs that require no formal higher education
or specific professional skillsets. A representative of one of the companies where the
data for this study was gathered, for instance, recalled employing a former bank man-
ager and a paediatrician, both of whom were forced by circumstances to work as laundry

workers.
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While a counterargument could be made that these workers might redeem their higher
education through the legal recognition process (nostrification) of their Ukrainian de-
grees in the Czech Republic, such process may pose practical requirements that could
hardly be achievable for temporary or hidden expatriates. For white-collar workers such
as medical doctors, for example, achieving B2-level proficiency in the Czech language is
mandatory, alongside completing their postgraduate certifications entirely in Czech.
Consequently, although theoretically possible, the systemic hurdles of nostrification ef-

fectively discourage the vast majority of those impacted by them.

In the observed population, these increased external demands might create a brain
waste reality, where the Czech labour market could be unable to fully redeem the po-
tential of its workers. Within the JD-R framework, this systemic mismatch represents a
profound deficit in job resources (the inability to utilise one's advanced skills). This se-
vere discrepancy between the workers” human capital and their actual careers may re-
sult in a high sense of perceived overqualification. Consequently, this persistent lack of
demands-abilities fit could act as a psychological stressor that is associated with their
overall health, happiness, and productivity, largely degrading their career sustainability
over time. Therefore, person-job fit is examined as a person-work alignment factor that

may be positively associated with sustainable career indicators.

2.2.3 Job exhaustion (health)

After the antecedents, which this thesis focuses on, were introduced, it may now be
necessary to introduce the chosen indicators which shall be used to evaluate the out-
comes of sustainable careers that are influenced by the chosen antecedents within the
population of Ukrainian hidden expatriates in Czechia. Firstly, a specific indicator from
the “health” outcome needs to be chosen. Within the JD-R framework, the depletion of
an employee's health seems to be very frequently operationalized through “job exhaus-
tion” (Demerouti et al., 2001). Given the highly physical and demanding nature of the
target demographic’s jobs, generalized health surveys could fail to capture the specific

occupational strain that these workers need to endure. Méakelda et al. (2022b)
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demonstrate that for expatriates navigating the intense, compounding demands of
global mobility, job exhaustion serves as the primary and most acute indicator of de-
pleted well-being. By measuring emotional and physical exhaustion (Halbesleben &
Demerouti, 2005), it is believed that this thesis captures an important factor negatively
associated with the health dimension of the sustainable careers model within the

Ukrainian hidden expatriates in Czechia.

2.2.4 Subjective career success (happiness)

Secondly, the indicator of happiness needs to be established. Objective metrics of career
happiness, such as hierarchical progression, formal promotions, or high financial remu-
neration, may largely be absent for hidden expatriates who are structurally pushed into
low-status roles (Haak-Saheem & Brewster, 2017). Consequently, evaluating their hap-
piness may require an internal, psychological approach. In this thesis, happiness is es-
tablished to be operationalized through subjective career success, defined as an individ-
ual's internal evaluation of their career progress across various personal dimensions
(Greenhaus et al., 1990). As noted by Mello et al. (2023a), assessing subjective career
success allows researchers to capture what expatriates personally value and perceive as
meaningful, providing a highly accurate measure of career happiness despite disadvan-

tageous external circumstances.

2.2.5 Perceived internal and external marketability (productivity)

According to the sustainable careers framework, employees’ productivity goes beyond
immediate task performance or daily output and rather fundamentally encompasses an
individual's ongoing relevance to employers and long-term employability (De Vos et al.,
2020; Makkonen, 2015). For Ukrainian hidden expatriates, the greatest threat to produc-
tivity may very well be the "brain waste" phenomenon and the subsequent degradation
of their human capital (Pires, 2009). Therefore, this thesis measures productivity through
perceived marketability, specifically divided into internal and external dimensions (Eby

et al., 2003). Evaluating internal marketability determines whether these workers feel
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valued as a resource by their current employers, while external marketability assesses
their confidence in securing comparable employment elsewhere in the host country. To-
gether, it is believed, these metrics reliably capture the productivity and employability

of this displaced workforce.

2.3 The changing landscape of expatriation

Having established the theoretical framework of sustainable careers and the primary
work-related antecedents of this study, namely quantitative workload and person-job fit,
it is now necessary to examine the specific demographic group experiencing these con-

ditions, while tracing the evolution of how expatriates are viewed in modern literature.

2.3.1 From corporate assignees to self-initiated expatriates

Historically, we may say that international human resource management (IHRM) has
been primarily focusing on research regarding assigned expatriates (AEs) (Black &
Gregersen, 1990; Tung, 1998). This group has typically included highly skilled individuals,
such as managers or specialized workers, sent by their employer (usually multinational
corporations) to foreign subsidiaries for a defined period of time (Collings et al., 2007).
These workers generally benefited from broad support provided by their parent com-
pany, such as organizational sponsorship, lucrative financial packages or relocation assis-

tance (McNulty & De Cieri, 2011).

Throughout time, however, the rise of globalisation, ease of global mobility and an in-
creasing number of workers deciding to seek work experience abroad have made re-
searchers focus on a new type of workers, namely the self-initiated expatriates (SIEs)
(Brewster et al., 2021; Selmer & Lauring, 2010). Unlike their corporate counterparts,
these workers decide to relocate abroad to seek temporary employment without any
organizational support in their home country (Andresen et al., 2014). Contemporary re-
search suggests that the SIEs operate under very different circumstances than tradition-

ally viewed assignees, such as different career motives, higher personal risk and
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significantly lower levels of perceived organizational support upon arrival in the host
country (Doherty et al., 2011; McDonnell & Scullion, 2013, p. 15). Overall, it is rather
apparent that the burden of career management shifts entirely from the employing or-
ganization to the individual, namely the SIE in this case (Yussuf, 2024, p. 13). Conse-
guently, we need to understand that any type of a SIE may be facing much vaster and
more diverse challenges during and after their relocation than other groups of global
workers. These include global domestics, global virtual team members, short-term as-
signees, international business travellers, flexpatriates or corporate expatriates (Shaffer

et al., 2012).

To fully understand the implications of this shift, the SIE experience, we may argue, could
be viewed through the lens of career sustainability. As demonstrated by Wu et al. (2026),
an employee's career sustainability is not a static achievement but rather a highly dy-
namic process characterized by latent transitions over time. Maintaining a balance be-
tween health, happiness, and productivity requires continuous proactivity and the con-
stant renegotiation of person-environment fit. This dynamic may be particularly signifi-
cant in the context of global mobility. Zong et al. (2026) explore these dynamics among
SIEs, identifying distinct career sustainability profiles: sustainable, unsustainable, and
transitional. Because SIEs lack formal organizational support, their ability to navigate into
sustainable profiles relies heavily on individual person-related factors such as agency,
resilience, and an entrepreneurial mindset. Given these findings, we may believe that
SIEs seem to be facing much vaster and more diverse challenges during their relocation
than other groups of global workers, such as short-term assignees, international busi-

ness travellers, or corporate expatriates (Shaffer et al., 2012).

2.3.2 The concept of hidden expatriates

While the recognition of SIEs as a separate group of expatriates has, without a doubt,
broadened the scope of international human resource management, we may still say
that much remains to be researched further. One of the research gaps of the current

HRM literature lies in the fact that it seems to be leaning towards a “managerial” bias,
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where the researchers tend to work with samples of highly skilled or trained expatriates,
such as managers, executives or highly specialized workers (Haak-Saheem et al., 2019).
This is understandable given that Suutari & Brewster (2000), along with other authors,
define expatriates as workers, who are, besides other criteria, highly skilled or special-

ized.

In their paper, however, Haak-Saheem & Brewster (2017) challenge this criterion, point-
ing towards the fact that the majority of expatriate workers worldwide actually consists
of workers employed in low-paying and often physically demanding occupations, espe-
cially in developed economies as their host countries. It might be important to empha-
size the fact that the authors address these workers as “low status” not necessarily be-
cause of their actual qualifications, but rather because of their structural position in the
host country’s labour market and oftentimes an unfair treatment, in opposition to the
home population. Hidden expatriates, quite interestingly, often possess rather high de-
grees of education from their home country, which they are unable to redeem in their
host country due to many reasons, such as legal barriers or finding any available work
hastily due to their displacement. This, as a result, forces such workers to accept roles

which may be below their competency levels (Al Ariss, 2010).

Building upon the sustainability profiles identified by Zong et al. (2026), it can be argued
that hidden expatriates are structurally pushed towards the "unsustainable" career pro-
file. While standard SIEs can leverage their individual agency and career adaptability to
regain person-environment fit and transition to a sustainable career (Wu et al., 2026),
hidden expatriates face significant contextual barriers that may severely restrict their
agency. In order to contextualize the emergence of the newly identified expatriate group
and better understand why they may be treated differently by their organizations, as
opposed to traditional expatriates, Haak-Saheem & Brewster (2017, p. 13) propose a

conceptual model, as shown in figure 3.
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Figure 3. Conceptual framework of hidden expatriates (Haak-Saheem & Brewster, 2017)

As illustrated above, the authors’ conceptual model demonstrates a clear relationship
between contextual factors (e.g. host country’s labour or immigration laws) and organi-
sational expatriate management, where an organization may use various HRM policies
and practices to treat different kinds of expatriates in different ways. It is also worth
noting that the contextual factors themselves influence the types of expatriates who en-
ter the particular foreign labour market. Three distinct expatriate categories are re-
garded in the model, namely the “Organisationally assigned and high-skilled self-initi-
ated”, “Semi-skilled self-initiated” and “Hidden” expatriates. As was already foreshad-
owed, the authors argue that companies use a broad variety of HRM policies and prac-
tices to treat the various incoming expatriate types differently. Furthermore, it is argued
that such policies which are focused on the group of hidden expatriates are less support-
ive and more restrictive than those offered to their highly-skilled counterparts working
in better employment roles. By mapping the relationships between the mentioned
groups and surrounding factors, the model confirms that the hidden expatriates are not
only a large group of globally mobile employees who have not been largely addressed
by the IHRM literature, but also a group which arguably suffers from receiving much less
organizational and contextual support in comparison to traditional expatriate groups.
Therefore, Ukrainian hidden expatriates provide a theoretically relevant group for exam-
ining how underemployment and demanding work conditions relate to career sustaina-

bility.
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2.4 The context of Ukrainian expatriates in Czechia

Having established the theoretical frameworks and the defining characteristics of hidden
expatriates, it is now necessary to present the specific empirical situation of Ukrainian
workers in Czechia. Without clearly understanding their motives, background, and the
recent challenges they might be facing, the application of supportive HRM frameworks

to their specific life situation could only be suggested with great difficulties.

2.4.1 The pre-war trends

Even before the events of 2022, Czechia has been establishing an increasing reliance on
the foreign labour supply to sustain its economic growth. Within this demographic group,
Ukrainians have formed one of the largest sub-groups, providing vast number of workers
for sectors defined by high degrees of manual labour. Industries such defined included
construction, manufacturing, automotive, warehouses, and perhaps most importantly
service-related jobs, such as cleaning, cooking or laundry (Vollmer et al., 2010). The pre-
war migration, however, may be defined as one purely relying on economic motives. The
Ukrainian workers were voluntarily relocating to Czechia, in order to fill the labour short-

ages in the mentioned industries (Cernik, 2006, p. 25).

This stream of Ukrainian expatriates has been rather steadily increasing throughout the
pre-war years, creating a significant Ukrainian community in Czechia and also promoting
the creation of a large number of various organizations streamlining these processes.
These include, for instance, work agencies, often owned by the Ukrainians themselves,
which offer to take full responsibility of the paperwork surrounding the incoming Ukrain-
ian worker, including taxes and social security contributions, in exchange for a percent-
age of the worker’s hourly wage. This so called “client system” (Cernik, 2006) has gradu-
ally increased the ease of work and reduced the time required to find a job for many of
the incoming expatriates, while often putting them in vulnerable and exploitable posi-

tions in relation to their employers. In comparison to the current Ukrainian population
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in Czechia, however, this migration was generally planned, voluntary and aligned with

the traditional models and views of self-initiated expatriation (Fedyuk & Kindler, 2016).

To better illustrate the scale and structure of the Ukrainian expatriation to Czechia and
the already-present dependency of the Czech economy on this trend before the events
of 2022, we may have a look at pre-war data provided by the Czech institutions. Accord-
ing to the (Czech Statistical Office, 2022a), the number of legally residing Ukrainians in
Czechia had reached 196 875 citizens by 31.12.2021, making them the largest foreign
minority in the country. For reference, the annual census by the (Czech Statistical Office,
2022b) has recorded that the Czech population reached 10 524 167 individuals by the
end of 2021, making the Ukrainians approximately 1,9% of the whole population. This
statistic alone, we may argue, already points towards the ongoing trend of voluntary

Ukrainian expatriation before the start of the war.

The article by Ruschka (2022), released just after the start of the war in Ukraine, com-
ments on further interesting trends observable among the pre-war Ukrainian expatriate
group. Besides providing vital statistics surrounding this demographic, the author com-
ments on three main observations. Firstly, the author acknowledges that besides the
Ukrainians accounting for 32% of all job seekers registered at the Czech labour offices,
the Ukrainian workers were mostly concentrated in physically demanding and low-skilled
occupations, such as machine operators, assemblers or drivers. Secondly, the hidden ex-
patriate status of the workers could be observable not only through their careers them-
selves, but also through the legal entry they have used to access Czechia. The author
specifically points out that the number of Ukrainians who entered Czechia thanks to the
European blue card (a tool specifically aimed at skilled workers with higher education or
skillset) was negligible in comparison to those who have used work permits and other
tools. Lastly, the author notices that on average, the Ukrainians earned significantly less
on average than Czechs or other foreigners. He then acknowledges, however, that there
were practically no differences in wages between Ukrainians and Czechs once they were

working on the same position. This final observation, we might argue, further supports
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the argument that the issue of Ukrainian hidden expatriates lies in the fact that they are
contextually pushed into low-earning careers, rather than being treated unfairly as a mi-

nority group.

Finally, we may explore different ways and channels through which the Ukrainians were
entering Czechia before the war, in order to access better wage conditions than they
might receive in their country of origin. This description seems rather vital, as it allows
us to understand the shift in Ukrainian expatriation which we may observe in the next
chapter regarding the acceleration of the Ukrainian relocation trends. Before the crisis
caused by the Russian invasion of Ukraine, the academic research and institutional re-
ports differentiated three channels through which the Ukrainian workers were entering

the Czech labour market (Fedyuk & Kindler, 2016).

Firstly, as was already mentioned, highly skilled or trained workers with higher education
were able to enter Czechia with either the EU blue card or the intra-corporate transferee
card (Ministry of the Interior of the Czech Republic, n.d.-b, n.d.-a). While both of the
permits have different definitions which may be too detailed to describe in this chapter,
we may simply say that the intra-corporate transferee card aims to help assigned expat-
riates (i.e. those sent by their parent companies to subsidiaries abroad), while the EU
blue cards strives to support SIEs who have a university degree and are offered a high-
paying job in a country within the European Union. Both of these permits apply to work-

ers from countries outside of the EU.

Secondly, we may mention the legal routes used by the hidden expatriates, by which we
mean simply those who might have looked for any kind of work not requiring any pro-
fessional skills. These workers were legally traditionally relying on two channels, namely
the short-term visas and the employee card (Ministry of the Interior of the Czech Repub-
lic, n.d.-c, n.d.-d). While the short-term visas allowed the workers to legally work in
Czechia for up to 90 days (originally meant for seasonal work such as summer agricul-

ture), the employee card allowed the workers to stay in the host country for up to two
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years, before the need to renew the card. According to the available literature, however,
these channels had several drawbacks, which led to the creation of widely used illegal
channels that shall be mentioned shortly. While the employee card offered its holder a
legal worker status, the high degree of bureaucracy, waiting times, the requirement to
return to Ukraine and apply at the Czech embassies there, the government quotas for
card holders and the refusal of a large part of Czech employers to engage in this lengthy
process led many of the Ukrainian workers to the decision of not using the legal channels
(Satra, 2002). Furthermore, many of them were only interested in short-term and imme-
diately accessible work which was practically unviable due to the legal obstructions of

applying for the employee card.

Thirdly, mostly due to the mentioned factors, illegal channels of hidden expatriation
were opened. As of June 2017, the EU granted Ukraine visa-free travel. Owners of a bio-
metric passport could legally enter Czechia for up to 90 days for the purposes of tourism
and visiting relatives and friends (KPMG, 2022). As we may expect, this visa-free time
period was only intended for purposes unrelated to employment, which would be illegal.
Many workers and Czech companies, however, saw a possibility of easily accessible em-
ployment without the need of potential “costs” such as social security contributions or
health insurance, even despite the risk of such illegal act being uncovered by the author-
ities. Furthermore, some Ukrainian citizens were able to become owners of multiple
passports to their name, which allowed them to prolong the 90-day period to much
longer spans of time. The last widely used illegal channel consisted of entering Poland,
one of the EU states, which offered more worker visas processed rather promptly. The
workers who wished for Czechia to become their final destination were then able to
cross the Polish-Czech border for the sake of working in Czechia, although illegally

(Fedyuk & Kindler, 2016).

2.4.2 The acceleration caused by the war in Ukraine

In February 2022, the Russian invasion to Ukraine has changed the situation of many

Ukrainians fundamentally. Those living in the impacted areas were forced to relocate
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overnight, either to the western part of Ukraine or abroad to countries such as Poland,
Czechia, Slovakia or Germany. Given these circumstances, the motives regarding the
Ukrainian migration shifted rapidly from purely economic ones to those regarding per-
sonal safety and survival. Furthermore, the amount of new incoming Ukrainians has
been unprecedented for Czechia, strongly accelerating its already ongoing labour market

trends (United Nations High Commissioner for Refugees, 2026).

Reflecting upon the previous section, we have seen that before the war, Ukrainians were
facing significant contextual obstacles when trying to enter the Czech labour market. This
situation has changed profoundly, given that the Czech authorities, just as those of other
western states, granted the incoming refugees a status of temporary protection. This
meant that Ukrainians in Czechia were now able to access jobs practically instantly, with-
out unnecessary bureaucracy and while receiving refugee support from the Czech gov-
ernment, if eligible (Postepska & Voloshyna, 2025). Much help in other areas such as
housing, integration support or schooling has been provided both by the governmental
and private Czech institutions, as well as by the citizens themselves (International Organ-

ization for Migration, 2024).

It is here where the argument is proposed as to why this thesis refers to the Ukrainians
in Czechia as hidden expatriates, rather than simply war refugees or migrants. While it is
indisputable that the war in Ukraine has been the main catalyst responsible for the relo-
cation of the majority of Ukrainians currently living in Czechia, there are several reasons
for this specific categorization as hidden expatriates, given that the behaviour of this
demographic group is very much aligned with the researched demographics of expatri-
ate literature in IHRM. Firstly, we may say that the activation of the temporary protection
status for all citizens of Ukraine has enabled legal regularization of all Ukrainians who
had been participating within the Czech labour market before the war. Consequently,
those workers who had for instance been using the 90 day permits and were returning
to Ukraine or those who were struggling to receive the employee card were immediately

able to work in Czechia without legal obstructions. Secondly, by choosing to emigrate,
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rather than remain as internally displaced individuals within other regions of Ukraine,
this demographic group had demonstrated a certain degree of mobility agency which
traditionally defines SIEs. Lastly, and perhaps most importantly, we may say that the de-
liberate decision of this demographic to integrate into the host country’s labour market
has changed their functional status. By transitioning from passive recipients of humani-
tarian aid to active participants filling the host country’s structural labour shortages, they
technically act as foreign workers. However, because their human capital is most fre-
guently misaligned with their actual employment roles and because they remain outside
of traditional corporate frameworks, the label of hidden expatriates serves as the most

accurate lens through which we may analyse their position in the Czech economy.

Coming back to the events which unfolded after the start of the war, another important
observable trend was the feminization of the Ukrainian expatriation to Czechia (Ruschka,
2022). While the pre-war incoming groups of Ukrainians largely consisted of, among oth-
ers, male construction workers, who usually had the intent of working abroad for very
short periods of time and sending remittances home to their families, the new wave
caused by the war in Ukraine brought whole families to participate in the Czech economy.
Besides imposing many new challenges upon the families themselves, the Czech govern-
ment and private organizations (e.g. inclusion of the Ukrainian children in the Czech
schooling system), the Czech labour market has been supplied by an unprecedented
number of workers participating in much broader group of industries, ranging from con-
struction to hospitality. This rapid integration into broader industries, often requiring
lesser formal education or specialization had possibly, however, resulted into a severe
human capital mismatch, which would follow approximately about half of this demo-

graphic (PAQ Research, 2023).

Ultimately, the unique combination of these historical labour market structures and the
sudden, forced acceleration caused by the war seems to have created a highly unstable
environment for the Ukrainian hidden expatriates in Czechia. By being contextually

pushed into high-density, low-status roles despite their actual qualifications, these
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workers tend to be facing intensified risks to their career sustainability. The severe phys-
ical demands and psychological displacement may actively threaten their health, while
the legal barriers and perceived overqualification degrade their subjective happiness and
the lack of upward mobility seems to severely limit their long-term productivity and em-
ployability. Overall, this thesis argues that the specific situation of the Ukrainian hidden
expatriates in Czechia may provide us with a demographic group, which may benefit
from the use of the lens of sustainable career framework, in order to investigate the
challenges possibly threatening the career sustainability of this group, upon which the
Czech economy seems to be increasingly relying. This specific empirical context may pro-
vide us with enough information to conduct a quantitative test of these mentioned rela-
tionships, formulating research model and hypotheses development in the following

chapter.

2.5 Research model and hypotheses development

This section formulates and proposes the specific hypotheses based on the theoretical
frameworks presented above. By following the concepts of sustainable careers, the JD-R
model, high-density work, and perceived overqualification within the context of Ukrain-

ian hidden expatriates, a cohesive research model is hereby established.

2.5.1 The association between quantitative workload and career sustainability

According to the health impairment pathway of the JD-R model, chronic job demands
that are not sufficiently offset by resources lead to the depletion of employees' energy
and wellbeing (Bakker & Demerouti, 2007). For hidden expatriates, demanding work en-
vironments characterized by severe quantitative workload may act as significant job de-
mands. Prolonged exposure to this antecedent is theoretically expected to deplete per-
sonal resources, threatening the sustainable career indicators of happiness, productivity,

and health (De Vos et al., 2020).

Therefore, the following general hypothesis is proposed:
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H1: Quantitative workload is negatively associated with sustainable career indicators.

Specifically, it is expected that quantitative workload shall have varying negative associ-
ations with the specific indicators. Firstly, the volume and pace of physical labour is ex-
pected to act as a depleting demand, being positively associated with job exhaustion
(health impairment) (Demerouti et al., 2001; Spector & Jex, 1998). Secondly, high quan-
titative workload is relevant for subjective career success (happiness) because constant
exhaustion is expected to be negatively associated with the psychological satisfaction
and meaning derived from work (Spurk et al., 2019). Thirdly, regarding productivity, ex-
cessive workload should limit an individual's capacity to demonstrate value beyond basic
task execution, being negatively related to internal marketability (Eby et al., 2003). Cru-
cially, regarding external marketability, high workload reduces the time, energy, and psy-
chological resources workers have available for career planning, skill development, lan-
guage learning, and job search activities. For hidden expatriates, these resource losses
should be especially consequential because career recovery in the host country often
requires active efforts to rebuild employability (Cerdin & Selmer, 2014). Consequently,

the following specific hypotheses are proposed:

e H1la: Quantitative workload is negatively associated with the happiness (subjec-

tive career success) of Ukrainian hidden expatriates.

e H1b: Quantitative workload is negatively associated with the productivity (per-

ceived internal marketability) of Ukrainian hidden expatriates.

e Hlc: Quantitative workload is negatively associated with the productivity (per-

ceived external marketability) of Ukrainian hidden expatriates.

e H1d: Quantitative workload is positively associated with health impairment (job

exhaustion) among Ukrainian hidden expatriates.
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2.5.2 The association between person-job fit and career sustainability

In contrast to job demands, person-job fit should act as a vital resource for workers nav-
igating complex career transitions (Kristof-Brown et al., 2005). When individuals per-
ceive that their abilities match the demands of their new environment, they should be

better equipped to sustain their well-being and productivity (Cable & DeRue, 2002).

Therefore, the following general hypothesis is proposed:

H2: Person-job fit is positively associated with sustainable career indicators.

Specifically, finding a suitable match in the host country is expected to positively influ-
ence the specific career outcomes of this vulnerable population. Because person-job fit
provides a cognitive and psychological alignment between an individual's human capital
and their employment reality, it should be positively associated with greater subjective
career success (happiness), as it allows workers to feel competent and valued (Kristof-
Brown et al., 2005). Regarding productivity, this alignment means workers can effectively
utilise their skills, directly increasing their perceived internal marketability (Eby et al.,
2003). Furthermore, maintaining and applying their abilities prevents the degradation of
their human capital, keeping them relevant and confident in their external marketability
(Forrier et al., 2015). Finally, this alignment acts as a crucial resource provider that, to a
certain degree, mitigates stress, negatively associating with job exhaustion (health im-

pairment). Consequently, the following specific hypotheses are proposed:

e H2a: Person-job fit is positively associated with the happiness (subjective career

success) of Ukrainian hidden expatriates.

e H2b: Person-job fit is positively associated with the productivity (perceived inter-

nal marketability) of Ukrainian hidden expatriates.

e H2c: Person-job fit is positively associated with the productivity (perceived exter-

nal marketability) of Ukrainian hidden expatriates.
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e H2d: Person-job fit is negatively associated with health impairment (job exhaus-

tion) among Ukrainian hidden expatriates.



44

3 Methodology

This chapter describes the research methodology of the study. The applied research ap-
proach, design, and methods, as well as the data collection, sampling strategy, and data
analysis process. Moreover, it discusses the quality of the research through the lenses of

reliability and validity.

3.1 Research philosophy and approach

This thesis adopts a positivist research philosophy, which assumes that social reality can
be observed and measured objectively through quantifiable data (Saunders et al., 2023).
By relying on established theoretical frameworks, mainly the career sustainability frame-
work introduced by (De Vos et al., 2020), this research follows a deductive approach
(Saunders et al., 2023). Hypotheses were formulated based on existing literature regard-
ing career sustainability framework and its supporting theories, such as the JD-R model,

and were later tested using empirical data collected from a specific target population.

3.2 Research design

To effectively examine the relationships between quantitative workload, person-job fit,
and the career sustainability outcomes of the Ukrainian hidden expatriates, this study
uses a quantitative, cross-sectional research design. A cross-sectional survey methodol-
ogy was selected as it should allow for efficient data collection from a large pool of re-
spondents at a single point in time, providing a clear picture of the current reality which
this specific demographic in the Czech labour market may be facing. The study measures
current indicators of career sustainability rather than career sustainability as a longitu-
dinal process. Because data were collected at a single point in time, the thesis cannot
examine how health, happiness, and productivity evolve over the career trajectory. Lon-
gitudinal research would be needed to assess whether quantitative workload and per-

son-job fit influence changes in career sustainability over time.
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3.3 Data collection

This section explains the sampling strategy, as well as the ways used to obtain the data

from the target population.

3.3.1 Sampling strategy

Given the hardly accessible nature of hidden expatriates, who tend to operate in low-
status and manually intensive industries, oftentimes forming social clusters which stand
beside the host country’s native population, obtaining a randomized probability sample
was not feasible for the goals of this thesis. Therefore, this paper utilised a non-proba-
bility sampling strategy combining convenience and snowball sampling as described by
Saunders et al., (2023). Initial contacts were established through specific Czech employ-
ers in the manufacturing, laundry, and service sectors who employ a high volume of
Ukrainian workers. Participants were asked and encouraged to forward the survey link
to other Ukrainian workers in similar employment situations, allowing the research to

penetrate deeper into this specific demographic network.

3.3.2 Sample

The target population consisted of Ukrainian nationals currently residing in Czechia and
participating in the Czech labour market. To accurately capture the phenomenon of hid-
den expatriation and the possible brain waste phenomenon, the sample was restricted
to individuals currently employed in manual, entry-level, or physically demanding jobs,
including blue collar jobs. Traditional corporate assignees or SIEs operating in white-col-
lar environments, office workers and unemployed refugees were deliberately excluded

from the study through initial screening questions.

3.4 Questionnaire design and measures

The survey was administered digitally via Google Forms, with the responses being col-

lected between 20.04.2026 and 29.04.2026. To reduce cognitive demands and survey
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fatigue for an arguably vulnerable demographic operating in demanding environments,
the questionnaire was translated into Ukrainian and optimized for mobile devices. The
translation was done with the assistance of the Al model Gemini. Before the survey was
administered, however, the translation was discussed with Ukrainian native speakers to
ensure absolute adherence to the original survey design. Furthermore, all previously
validated 7-point Likert scales were adapted into 5-point Likert scales, given that meth-
odological literature demonstrates that 5-point and 7-point scales produce statistically
comparable data characteristics and means when rescaled, making this adaptation ap-
propriate for ensuring higher completion rates among this specific population (Dawes,

2008).

3.4.1 Dependent variables

Career sustainability was measured through its three core indicators:

1) In order to measure the happiness outcome, as defined by De Vos et al. (2020),
it was decided to use “Subjective career success”, as the authors of the sustaina-
ble career framework themselves refer to it as a valuable tool for measuring hap-
piness in career sustainability. The outcome was measured while using a 5-item
validated scale adapted from Greenhaus et al. (1990), assessing satisfaction with
career progress and goals. The statistical viability of the scales was proven by its
Cronbach’s alpha being .88 in the case of Greenhaus et al. (1990) or .901 in the
case of Mello (2023).

2) To measure the outcome of productivity, the validated scales of “Perceived mar-
ketability” were chosen, as these arguably fulfil the role of “employability”, as
described by De Vos et al. (2020) and were traditionally used by researchers to
measure such outcomes (Mello et al., 2023a). To provide a complete understand-
ing of employability, this scale was split into two dimensions based on Eby et al.
(2003): “Perceived internal marketability” (3 items), assessing value to the cur-

rent employer, and “Perceived external marketability” (3 items), assessing the
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ability to find comparable work elsewhere. To ensure that the scales were statis-
tically viable, it was found that the Cronbach’s alpha for the internal marketability

was 0.73 and 0.74 for the external perceived marketability (Eby et al., 2003).

Lastly, to evaluate the health within the career sustainability of the sample, “Job
exhaustion” was chosen as a validated scale. To support this decision, it may be
stated that De Vos et al. (2020) describe both physical and mental health as the
outcome of sustainable careers. Other authors, such as Makel3d et al. (2022b) or
Demerouti et al. (2001) have identified job exhaustion as a valuable scale to
measure this specific outcome. In order to measure job exhaustion, this thesis
used an 8-item subscale from the Oldenburg Burnout Inventory (OLBI) (Halbes-
leben & Demerouti, 2005), evaluating physical and emotional depletion. Four of
these items were positively worded and required reverse-coding prior to the data
analysis to ensure mathematical consistency. According to Halbesleben &

Demerouti (2005), these validated scales provided Cronbach’s alpha of .82.

Independent variables

Quantitative workload: Firstly, in order to evaluate the context dimension of sus-
tainable careers, quantitative workload was selected as a key antecedent, align-
ing with the JD-R model discussed in the theoretical framework. This variable was
measured using the 5-item Quantitative Workload Inventory (QWI) developed by
Spector & Jex (1998). A 5-point specific frequency scale was utilised (ranging from
1 = Less than once per month or never, to 5 = Several times per day) to accurately
assess the intensity, pace, and volume of job demands experienced by the re-
spondents. The statistical viability and internal consistency of this measure are
well established, with Spector & Jex (1998) reporting a Cronbach’s alpha of .82

for the scale.
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2) Person-Job Fit: Secondly, to evaluate the person dimension of the sustainable
careers framework, this study focuses on person-job fit. While De Vos et al. (2020)
explicitly highlight the broader concept of “person-career fit”, this thesis argues
that evaluating immediate person-job fit is a more accurate and measurable con-
ceptualization for hidden expatriates who are navigating temporary, displace-
ment-driven employment rather than long-term career trajectories. Drawing on
person-environment fit theory within the expatriate context (Mello, 2023), this
variable was operationalized specifically through the “Demands-abilities fit” sub-
tree. The measurement was conducted using a 3-item validated scale developed
by Cable & DeRue (2002), based on earlier uses by Cable & Judge (1996), which
assesses the perceived congruence between the worker's advanced personal
skills and the actual requirements of their current job on a 5-point Likert scale (1
= Not at all, 5 = Completely). This validated scale is seen in the context of this
thesis as vital for capturing the possible brain-waste phenomenon. The internal
consistency of this scale was proven to be highly reliable, with Cable & DeRue
(2002) reporting a Cronbach’s alpha of .89 in a single-firm sample and .84 in a

multiple-firm sample.

3.4.3 Demographic variables

To provide overview of the sample, several demographic and contextual factors were
included. These included age (measured continuously), gender, respondent's time of ar-
rival (pre-war vs. post-war), workers' highest level of education, past profession in

Ukraine, and current job industry.

Demographic and occupational variables were used to describe the sample and contex-
tualize the findings. They were not included as control variables in the regression models
due to the modest sample size and the risk of overfitting the models with too many cat-

egorical predictors.
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3.5 Data analysis strategy

The collected data was exported from Google Forms into Microsoft Excel for initial clean-
ing, which included transforming textual Likert responses into numeric values (1 to 5).
Out of the total of 136 responses, 103 have passed the screening questions and were
deemed to be suitable for the analysis. The cleaned dataset was then imported into IBM
SPSS Statistics software for statistical analysis. Negatively worded items (within the “job

exhaustion” scale) were reverse-coded.

Firstly, Cronbach’s alphas for each variable were established. Due to two of the variables
possessing a lower Cronbach’s alpha than would be statistically optimal (less than 0.7),
an item-total statistics analysis was conducted to identify problematic items. Specifically,
for the quantitative workload scale (initial @ = 0.507), the second item ("How often
does your job require you to work very hard?") was removed, which improved the alpha
to .648. Conceptually, this item may have been interpreted differently by respondents
working in manual or physically demanding jobs. In this context, “working hard” may be
seen as a general feature of the job rather than as a distinct indicator of quantitative

workload, which may explain its weaker fit with the remaining workload items.

Similarly, for the job exhaustion scale (initial @ = 0.558), the second item ("After work,
| tend to need more time than in the past in order to relax and feel better.") was removed,
improving the alpha to .610. This item may have been difficult for respondents to answer
consistently because it requires comparison to an unspecified prior period. For displaced
Ukrainian workers, “the past” may refer to the period before migration, before the war,
before the current job, or before entering Czechia. This ambiguity likely explains its

weaker contribution to the scale.

By removing these two items, the scales’ internal consistency was improved to more
acceptable levels for the context of this study. The final composite scores for the two
modified variables were then calculated using the remaining items. Individual items for

each variable were aggregated into composite mean scores, and the analysis proceeded
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sequentially. Firstly, descriptive statistics were calculated, secondly, a Pearson correla-
tion matrix was generated to check for multicollinearity. Finally, separate multiple linear
regression analyses were conducted for each dependent variable: job exhaustion, sub-
jective career success, perceived internal marketability, and perceived external market-
ability. In each model, quantitative workload and person-job fit were entered simultane-
ously as independent variables. Although the models were estimated separately, they
are reported together in a single regression table to enable clearer comparison across
the four sustainable career indicators. This approach allowed the study to examine the

unique statistical association of each antecedent with each outcome.

3.6 Validity and reliability

To ensure construct validity, the survey exclusively used scales previously validated in
established HRM and career literature, as described in the literature review section of
the thesis. Furthermore, to prove the internal consistency of the adapted 5-point scales
within this specific translated context, Cronbach’s alpha tests were conducted for all var-

iables.

The reliability analysis showed that two scales had internal consistency values below the
conventional a > 0.70 threshold. After item-total inspection, one item was removed
from the quantitative workload scale and one from the job exhaustion scale, improving
Cronbach’s alpha to .648 and .610, respectively. Although these values remain modest,
they were considered acceptable given the exploratory nature of this Master’s thesis,
the translated survey context, and the difficulty of accessing the target population. Nev-

ertheless, findings involving these two constructs should be interpreted with caution.

Because the study relied on self-reported survey data collected at a single point in time,
common method bias was assessed using Harman'’s single-factor test. All measurement
items were entered into an unrotated exploratory factor analysis with one fixed factor.

The single factor explained 30.04% of the total variance, which is below the commonly
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used 50% threshold. This suggests that common method bias is unlikely to account for

the observed relationships fully.

Overall, several additional procedures were conducted to strengthen the methodologi-
cal quality of the analysis. Firstly, internal consistency was assessed using Cronbach’s al-
pha, and item-total statistics were inspected for scales with low reliability. Secondly, re-
gression diagnostics were conducted to assess multicollinearity, linearity, homoscedas-
ticity, normality of residuals, and the presence of influential cases. Thirdly, because the
data were collected through a single self-report survey, Harman'’s single-factor test was
conducted as a basic diagnostic for common method bias. These procedures were used

to ensure that the regression results could be interpreted with appropriate caution.
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4 Findings

This chapter presents the results of the quantitative data analysis conducted to evaluate
the study’s theoretical model and test the formulated hypotheses. Primary data was col-
lected from a final sample of 103 Ukrainian hidden expatriates currently residing and
working in the host country. All statistical analyses were performed using IBM SPSS Sta-

tistics.

The chapter proceeds in four main stages. Firstly, it outlines the demographic and occu-
pational characteristics of the sample. Secondly, it presents the descriptive statistics for
all measured variables. Thirdly, it examines the initial relationships between variables
using Pearson bivariate correlation analysis. Finally, it details the results of multiple lin-
ear regression analyses used to test the associations between quantitative workload and
person-job fit on the outcomes of job exhaustion, subjective career success, and internal,

as well as external perceived marketability.

4.1 Description of the sample

Table 1. Sociodemographic characteristics of participants

Characteristic n %
Gender
Female 83 80.5
Male 20 19.5

Arrival to Czechia
Before 24.02.2022 (start of the war in Ukraine) 50 48.5
After 24.02.2022 53 51.5
Completed education
Elementary school 5 4.8
High school 52 50.5

Vocational training 26 25.25
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University degree 20 19.4

Past profession

Professional / Corporate / Management 8 7.8
Healthcare / Medicine 6 5.8
Education / Academia 33 32

Manual Labor / Trade / Service 47 45.6
Other 9 8.7

Current job

Factory/Manufacturing / Warehouse 12 11.6
Cleaning / Housekeeping / Laundry 50 48.5
Food Service / Kitchen / Hospitality 13 12.6
Retail / Customer Service 10 9.7
Construction 8 7.8
Delivery 8 7.8
Other 2 2

Note. N = 103. Participants were on average 31,34 years old (SD = 8,472)

Table 1 details the demographic and occupational characteristics of the 103 research
participants. The data reveals a highly specific demographic profile, characterized by a

significant majority of female respondents (80.5%).

Furthermore, the occupational data indicates a discrepancy between the participants'
education and their current employment. Despite nearly 20% of respondents possessing
a university degree, all participants currently fulfil manual labour, service, or entry-level

roles.



4.2 Descriptive statistics

Table 2. Descriptive statistics and correlations for study variables

Variable n M SD 1 2 3 4 5
1. Quantitative 103  3.72 0.74 —

workload
2. Person-job fit 103  3.31 1.09 -306" —
3. Subjective 103  2.73 0.84  -.410" .744™ —

career success
4, Internal 103  2.30 0.77  -.444" 468" 4917 —
marketability
5. External 103  3.64 0.73 -085 .589" 5517  .179 —
marketability
6. Job 103 349 0.52 440" -383" -398" -497" -150
exhaustion

**-Correlation is significant at the 0.01 level (2-tailed)

Table 2 presents the descriptive statistics, including means and standard deviations, as

well as the bivariate correlations for all study variables. As shown above, the participants

reported moderately high levels of quantitative workload (M = 3.72, SD = 0.74) and job

exhaustion (M = 3.49, SD = 0.52), reflecting the demanding nature of their current em-

ployment. Conversely, subjective career success among the sample was relatively low (M

=2.73,5D = 0.84).

When evaluating their career sustainability, participants reported low internal marketa-

bility within their current roles (M = 2.30, SD = 0.77). However, they reported a moder-

ately high perception of their external marketability to other employers (M = 3.64, SD =

0.73). Finally, person-job fit scores were moderate on average (M = 3.31), though this
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variable exhibited the highest standard deviation in the study (SD = 1.09), indicating a

wide variance in perceived fit among the respondents.

4.3 Correlation analysis

Prior to formal hypotheses testing, a Pearson bivariate correlation analysis was con-
ducted to evaluate the initial relationships among the study variables. The results, dis-

played in Table 2, align with the expected directions of the study's framework.

Quantitative workload, functioning as a severe job demand, was significantly and nega-
tively correlated with both subjective career success (r =-.410, p <.01) and internal mar-
ketability (r = -.444, p < .01). Furthermore, it showed a strong positive correlation with
job exhaustion (r = .440, p < .01). In contrast, person-job fit acted as a powerful job re-
source and demonstrated robust relationships with all favourable outcomes. Most nota-
bly, person-job fit exhibited a strong positive correlation with subjective career success
(r=.744, p < .01), representing the strongest relationship in the study. It also correlated
positively with both internal (r = .468, p < .01) and external marketability (r = .589, p
< .01), while being significantly negatively correlated with job exhaustion (r = -.383, p
<.01). Finally, it is worth noting that the relationship between quantitative workload and

external marketability was not statistically significant (r = -.085, p > .05).

4.4 Regression analysis

To test the main hypotheses of the study, a series of multiple linear regression analyses
were conducted. Quantitative workload and person-job fit were entered as the inde-
pendent variables (antecedents) to determine their associations with the dependent
variables of health (job exhaustion), happiness (subjective career success), and produc-

tivity (internal and external perceived marketability).

Prior to interpreting the models, regression diagnostics were conducted. Multicollinear-

ity was assessed using tolerance and variance inflation factor (VIF) values. Residual plots
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were inspected to assess linearity and homoscedasticity, while histograms and normal
probability plots were used to evaluate the normality of residuals. Cook’s distance was
inspected to identify influential cases. The diagnostics did not indicate serious violations

of regression assumptions.

Table 3. Results of multiple linear regression analyses for career sustainability indicators

Variables Job exhaustion Subjective Perceived Perceived
career internal external

success marketability marketability

B (t) B(t) B(t) B(t)
Independent
variables
1. Quantitative .356%** -.201%** -.332%x* .105 (1.245)
workload (3.940) (-2.995) (-3.830)
2. Person-job fit -.274%** .682%** .366%** 621 %**
(-3.035) (10.148) (4.223) (7.377)
Adjusted R? 247 .582 .305 344
F-statistic 17.686*** 72.034%** 23.395%** 27.780***

Note: N = 103. Standardized beta coefficients (B) are presented alongside their corre-
sponding t-values in parentheses. Demographic variables were not included as control
variables due to sample size constraints.

**p<.01, *** p<.001.

4.4.1 Associations with health (job exhaustion)

The first regression model, shown in Table 3, explains 24.7% of the variability of the de-
pendent variable (job exhaustion). Quantitative workload is positively associated with
job exhaustion (Beta = .356, p < .001). Person-job fit is negatively associated with job

exhaustion (Beta = -.274, p = .003). Therefore, Hypotheses 1d and 2d are supported.
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4.4.2 Associations with happiness (subjective career success)

The second regression model explains 58.2% of the variability of the dependent variable
(subjective career success). Quantitative workload is negatively associated with subjec-
tive career success (Beta = -.201, p = .003). Person-job fit is positively associated with
subjective career success (Beta = .682, p < .001). Therefore, Hypotheses 1a and 2a are

supported.

4.4.3 Associations with productivity (internal and external perceived marketability)

The third regression model explains 30.5% of the variability of the dependent variable
(internal marketability). Quantitative workload is negatively associated with internal
marketability (Beta = -.332, p <.001). Person-job fit is positively associated with internal

marketability (Beta = .366, p <.001). Therefore, Hypotheses 1b and 2b are supported.

Finally, the fourth regression model explains 34.4% of the variability of the dependent
variable (external marketability). Quantitative workload does not have a significant as-
sociation with external marketability (Beta = .105, p = .216). Person-job fit is positively
associated with external marketability (Beta = .621, p < .001). Therefore, Hypothesis 1c

is not supported, while Hypothesis 2c is supported.

4.5 Summary of hypotheses testing

Table 4 provides a final overview of the study’s theoretical propositions and the results
of the statistical testing. Overall, seven of the eight proposed hypotheses were sup-

ported by the collected data, while one hypothesis (H1c) was not supported.
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Table 4. Summary of research hypotheses

haustion) among Ukrainian hidden expatriates.

H 1. Hypotheses on quantitative workload Status

H1 | Quantitative workload is negatively associated with sustainable career | Partially
indicators. supported

Hla | Quantitative workload is negatively associated with the happiness (sub- | Supported
jective career success) of Ukrainian hidden expatriates.

H1b | Quantitative workload is negatively associated with the productivity | Supported
(perceived internal marketability) of Ukrainian hidden expatriates.

H1lc | Quantitative workload is negatively associated with the productivity | Not
(perceived external marketability) of Ukrainian hidden expatriates. Supported

H1d | Quantitative workload is positively associated with health impairment | Supported
(job exhaustion) among Ukrainian hidden expatriates.

H 2. Hypotheses on person-job fit Status

H2 | Person-job fitis positively associated with sustainable career indicators. | Supported

H2a | Person-job fit is positively associated with the happiness (subjective ca- | Supported
reer success) of Ukrainian hidden expatriates.

H2b | Person-job fit is positively associated with the productivity (perceived | Supported
internal marketability) of Ukrainian hidden expatriates.

H2c | Person-job fit is positively associated with the productivity (perceived | Supported
external marketability) of Ukrainian hidden expatriates.

H2d | Person-job fit is negatively associated with health impairment (job ex- | Supported
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5 Discussion and conclusion

This final chapter describes the empirical findings of the study, interpreting the statistical
results in the context of the sustainable careers framework, supported by the JD-R model.
It outlines the theoretical contributions of the research, offers practical recommenda-
tions for management and HR professionals, acknowledges methodological limitations,

and suggests areas for future research.

5.1 Discussion of key findings

The primary objective of this thesis was to empirically verify the career sustainability of
Ukrainian hidden expatriates in Czechia by examining how quantitative workload and
person-job fit are associated with their health, happiness, and productivity. The regres-
sion analyses largely validated the proposed theoretical model, with seven of the eight

hypotheses receiving statistical support.

To explicitly answer the main research question (MRQ), namely how work-related ante-
cedents are associated with the career sustainability of Ukrainian hidden expatriates in
Czechia, the findings suggest a dual mechanism. A severe contextual demand (quantita-
tive workload) is associated with resource depletion and lower career sustainability,
whereas cognitive and professional alignment (person-job fit) seems to be positively as-

sociated with well-being and employability. These findings are analysed in depth below.

5.1.1 Quantitative workload in the context of hidden expatriates

Regarding the first sub-question (SQ1), the findings indicate that quantitative workload
may act as a severely depleting antecedent within the researched group. As hypothe-
sized, high quantitative workload was positively associated with job exhaustion (H1d)
and negatively associated with both subjective career success (H1a) and internal mar-

ketability (H1b).
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These results align with the health impairment pathway of the JD-R model (Bakker &
Demerouti, 2007). Because the vast majority of the sample is currently employed in
physically demanding sectors, this intense workload appears to act as a chronic job de-
mand. The data suggests that heavy workloads and fast-paced environments may be as-
sociated with rapid energy drainage, leaving workers exhausted. This aligns with the find-
ings of Makela et al. (2022), suggesting that for international workers, the compounding
physical demands and the stress of displacement create a severe "resource tax" that ac-

celerates exhaustion.

Furthermore, the negative association with subjective career success may require a
deeper psychological explanation. Rather than offering opportunities for ongoing
growth and renewal, which De Vos et al. (2020) define as essential for career sustaina-
bility, the physically demanding roles appear to impact the workers' psychological re-
serves. Within the JD-R framework, chronic physical exhaustion is closely linked to in-
creased cynicism and psychological detachment from one's work. Because hidden expat-
riates may often view their current employment role as a temporary necessity rather
than a chosen vocation, this constant physical and emotional depletion likely strips away

their capacity to find personal meaning, autonomy, or satisfaction in their roles.

Finally, regarding the negative association with internal marketability, the findings indi-
cate that the workers' capacity for upward mobility or other career prospects within their
current employing organization appears to be limited. Within the JD-R framework, when
guantitative job demands are excessively high, individuals may have to allocate their
available personal resources to simply meeting baseline performance expectations. Con-
sequently, they may be left with limited surplus time or physical energy to invest in pro-
active behaviours that would enhance their internal value, such as skill development,
language acquisition, or professional networking. Furthermore, because hidden expatri-
ates are structurally pushed into low-status roles that frequently lack overarching organ-
izational support or formal career paths (Haak-Saheem & Brewster, 2017), this intense

workload may effectively contribute to these workers remaining in their current entry-
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level positions. Therefore, the host-country work environment appears to not only ex-
haust these workers but also restrict their perceived internal value, negatively associat-

ing with their long-term career sustainability.

5.1.2 Person-job fit in the context of hidden expatriates

Addressing the second sub-question (5Q2), the results indicate that person-job fit seems
to be consistently positively associated with stronger sustainable career indicators across
all measured dimensions (H2a—H2d). Rather than simply acting as a standard job re-
source, these findings suggest that for hidden expatriates, cognitive and professional

alignment may serve a more important function.

Specifically, for workers experiencing severe occupational downgrading, the sudden loss
of professional status could represent a significant psychological and resource deficit.
The strong positive association between person-job fit and subjective career success
(H2a), which presents the most significant statistical relationship in the study, could pos-
sibly be theoretically interpreted through this lens. When displaced workers find roles
that actually utilise their past education and training, they are likely able to reclaim a
portion of their original professional identity. This perceived alignment appears to per-
haps act as a certain psychological safeguard, allowing them to feel competent and val-

ued despite the broader context of their displacement.

Furthermore, the data indicates that person-job fit relates positively to both internal and
external marketability (H2b, H2c) and negatively to job exhaustion (H2d). Theoretically,
this could suggest that the opportunity to apply one's actual skills may actively prevent
the degradation of human capital. By maintaining their abilities in practice, workers may
experience reduced occupational strain and retain higher confidence in their ongoing
employability. Consequently, minimizing the gap between a worker's abilities and their
job demands appears to have a positive impact on keeping career trajectories sustaina-

ble, even within host-country labour markets, which may sometimes be rather restrictive.
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5.1.3 The role of external marketability in the context of hidden expatriates

Unlike the other sustainable career indicators, external marketability was not signifi-
cantly associated with quantitative workload. One explanation for the non-significant
relationship between quantitative workload and external marketability is that respond-
ents may perceive physically demanding work as specific to their current job rather than
as a factor that limits their broader employability. In manual and service labour markets,
workers may still believe that similar employment opportunities are available elsewhere,
even when their current workload is high. Because these roles frequently require less
formal education or specialized training, the sheer volume of work does not necessarily
alter the workers’ confidence in their ability to secure comparable, alternative employ-

ment in the host country.

Furthermore, we may try to interpret this finding through the lens of the specific legal
context surrounding Ukrainian workers in Czechia. As established by Postepska & Vo-
loshyna (2025), the temporary protection status grants these individuals unrestricted ac-
cess to the host country's labour market. Unlike traditional assigned expatriates or stand-
ard migrant workers, whose legal residency is often strictly tied to a single employer
through the so-called “employment card”, hidden expatriates under temporary protec-
tion possess the structural freedom to change employers at will. Consequently, their ob-
jective, legal capability to enter the external job market may not diminished. It shall be
said that this applies both to the workers who came to Czechia before and after the start

of the was in Ukraine.

Finally, from a psychological perspective, another explanation of this result may lay
within the career agency characteristic of self-initiated and displaced expatriates. As
Zong et al. (2026) demonstrate, navigating the highly volatile environment of global mo-
bility requires a high degree of individual agency and adaptability. Having already suc-
cessfully relocated and secured initial employment under crisis conditions, these work-
ers could very likely maintain a baseline confidence in their basic employability. There-

fore, while quantitative workload is negatively associated with their happiness and
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internal prospects, it is appears to be insufficient to impact their belief that they could

potentially secure basic employment elsewhere, if necessary.

5.2 Theoretical contributions

The thesis contributes to sustainable career research by applying the health, happiness,
and productivity framework to a vulnerable and underexplored group of international
workers: Ukrainian hidden expatriates in Czechia. It also contributes to expatriation re-
search by showing how hidden expatriation can be examined not only as a labour market
or migration issue, but also as a career sustainability issue. Finally, the thesis suggests
that person-job fit may be a useful individual-level lens for understanding how the

broader phenomenon of brain waste is experienced by displaced workers.

5.3 Managerial implications

The findings of this study offer actionable insights for Czech employers, HR departments,
and policymakers who seem to be increasingly reliant on the Ukrainian expatriate work-
force. To sustainably integrate this demographic and prevent human capital degradation,

the practical implications of this study are divided into two primary areas of action.

5.3.1 Implications for employers

Employers should not treat Ukrainian workers only as a solution to labour shortages in
low-status roles. A practical first step would be to map employees’ previous education,
professional experience, and career aspirations during onboarding. This would allow or-
ganisations to identify workers whose skills are currently underutilised and to create in-
ternal mobility or training pathways. To directly address this challenge of career mis-
match, companies can proactively create micro-promotion pathways (Usanova et al.,
2023). Transitioning overqualified workers into team-lead, administrative, or internal
training roles based on their actual home-country expertise could preserve their human

capital for the direct economic benefit of the employer.
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Furthermore, employers might see it beneficial to actively monitor workloads and phys-
ical demands placed on their employees. While significantly reducing physical labour de-
mands in certain sectors may be difficult, organisations could implement specific job re-
design interventions and improve supervisor support. As demonstrated by established
applications of the JD-R model (Bakker & Demerouti, 2017), allowing greater employee
participation in shift planning, facilitating adequate recovery periods, and providing clear
performance feedback may serve as powerful job resources. Finally, drawing on estab-
lished best practices for refugee integration, employers should offer supportive frame-
works focusing on training and skill recognition, such as offering internal language train-

ing during paid working hours (Adamovic & Cooney-O’Donoghue, 2025).

5.3.2 Implications for policymakers and support organisations

If the host economy is to sustainably integrate this demographic at a macro-economic

level, it would be advisable for systemic changes to be implemented by policymakers.

Firstly, improving qualification recognition pathways is vital. The formal legal recognition
of Ukrainian degrees (nostrification) remains a slow and restrictive process, streamlining
this bureaucracy should be essential to allow hidden expatriates to re-enter their actual
professional fields. Secondly, rather than relying solely on general language courses,
state support should fund targeted language training directly connected to specific oc-

cupational fields and professional vocabularies.

Additionally, support organisations should develop specialized career counselling tai-
lored for displaced skilled workers, helping them navigate the host country's corporate

landscape, rather than just placing them in highly demanding working environments.

Finally, policymakers should actively create institutional partnerships between integra-
tion agencies and employers to facilitate the mapping of migrant skills and ensure a
smoother transition from secondary labour markets into primary, skill-matched employ-

ment.
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5.4 Limitations and future research

While this study provides certain empirical insights, several methodological limitations

must be acknowledged.

Firstly, due to the use of non-probability convenience and snowball sampling, the find-
ings should not be interpreted as statistically representative of all Ukrainian workers in
Czechia. Rather, they provide analytically useful evidence about a specific group of
Ukrainian hidden expatriates working in manual, service, and entry-level occupations.
Furthermore, the sample inherently skews toward the specific social and professional

networks of the initial respondents.

Secondly, given the cross-sectional design of this thesis, the findings should be inter-
preted as evidence of statistical associations rather than causal effects. Although regres-
sion analysis identifies significant relationships between quantitative workload, person-
job fit, and sustainable career indicators, the study does not establish temporal or causal

direction.

Thirdly, although the survey was translated into Ukrainian and checked with native
speakers, a formal back-translation procedure was not conducted. This may have intro-
duced some measurement error, particularly because the meaning of scale items may
vary across linguistic and cultural contexts. In addition, adapting some validated scales
from a 7-point to a 5-point response format may affect comparability with previous stud-
ies. These decisions were made to reduce respondent burden and increase the comple-
tion rate among a vulnerable population, but they should be taken into account when

interpreting the findings.

Furthermore, although Harman’s single-factor test did not indicate severe common
method bias within this research, this procedure is only a basic diagnostic. Future studies

should reduce common method concerns through longitudinal designs, multi-source
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data, or temporal separation of predictor and outcome measures. Given that this thesis
measures current indicators of career sustainability, rather than career sustainability as
a longitudinal process, as the data were collected at a single point in time, the thesis
cannot examine how health, happiness, and productivity evolve over the career trajec-
tory. Longitudinal research would be needed to assess whether quantitative workload

and person-job fit influence changes in career sustainability over time.

Finally, it must be acknowledged that this study focuses exclusively on two specific ante-
cedents: quantitative workload and person-job fit. While these were selected based on
their theoretical relevance, career sustainability is highly complex and certainly influ-
enced by numerous other unexplored antecedents. Moreover, the hidden expatriate cat-
egory itself may require further conceptual refinement, particularly when applied to cri-

sis-driven migration contexts rather than traditional, voluntary global mobility.

Future research could examine Ukrainian hidden expatriates longitudinally to under-
stand how their health, happiness, and productivity change over time in the host labour
market. Qualitative research could also explore how workers themselves interpret occu-
pational downgrading, brain waste, and career recovery after displacement. Finally, com-
parative studies across different host countries would help assess whether the Czech
context produces unique challenges or whether similar patterns are visible among

Ukrainian workers elsewhere in Europe.

5.5 Conclusion

This thesis examined how quantitative workload and person-job fit are associated with
the career sustainability of Ukrainian hidden expatriates in Czechia. The findings suggest
that workload is linked to weaker sustainable career indicators, especially higher job ex-
haustion and lower subjective career success and internal marketability. Person-job fit
appears to be especially important, as it is positively associated with subjective career

success and perceived marketability, and negatively associated with exhaustion. Overall,
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the thesis shows that the sustainability of hidden expatriates’ careers depends not only

on their access to employment, but also on the quality and fit of that employment.
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Appendices

Appendix 1. Survey questionnaire (English)

Dear participant,

| am a Master’s student at the University of Vaasa in Finland. As part of my Master’s
thesis, | am conducting research on the career sustainability of Ukrainians currently living
in the Czech Republic.

The survey takes approximately 5 minutes to complete.

The survey is completely anonymous. No names or personal IDs are collected or shared

with anyone.

Participation is voluntary, and you can stop at any time.

Thank you in advance for your time and for sharing your experience with me.

Kind Regards,

Dominik Nicolas Soudil

(If you have any questions, feel free to contact me at: x0044825@student.uwasa.fi)
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1. Screening questions

1) Are you originally from Ukraine?
e Yes

e No

2) Are you currently living and employed in the Czech Republic?
e Yes

e No

3) Which category best describes your current job in Czechia?
e Manual labour / service / entry-level (e.g., factory, cleaning, laundry, kitchen,
warehouse, retail, construction)

e Corporate / professional / management (e.g., office job, IT, finance)

2. Quantitative workload

Measurement: 5-point specific frequency scale.
(Scoring: 1 = Less than once per month or never, 2 = Once or twice per month, 3 = Once

or twice per week, 4 = Once or twice per day, 5 = Several times per day)

4) How often does your job require you to work very fast?

5) How often does your job require you to work very hard?

6) How often does your job leave you with little time to get things done?
7) How often is there a great deal to be done?

8) How often do you have to do more work than you can do well?

3. Person-job fit

Measurement: 5-point Likert scale (1 = Not at all, 5 = Completely).
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9) The match is very good between the demands of my job and my personal skills.
10) My abilities and training are a good fit with the requirements of my job.
11) My personal abilities and education provide a good match with the demands that

my job places on me.

4. Subjective career success (Happiness)

Measurement: 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree).

12) | am satisfied with the success | have achieved in my career.

13) | am satisfied with the progress | have made toward meeting my overall career
goals.

14) | am satisfied with the progress | have made toward meeting my goals for income.

15) | am satisfied with the progress | have made toward meeting my goals for ad-
vancement.

16) | am satisfied with the progress | have made toward meeting my goals for the

development of new skills.

5. Perceived marketability (Productivity)

Measurement: 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree).

Perceived internal marketability (3 items):

17) My company views me as an asset to the organization.
18) Given my skills and experience, the company that | work for views me as a value-
added resource.

19) There are many opportunities available for me in my company.

Perceived external marketability (3 items):
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20) | could easily obtain a comparable job with another employer.
21) There are many jobs available for me given my skills and experience.
22) Given my skills and experience, other organizations view me as a value-added

resource.

6. Job exhaustion (Health)

Measurement: 5-point Likert scale (1 = Strongly Disagree, 5 = Strongly Agree).

23) There are days when | feel tired before | arrive at work.

24) After work, | tend to need more time than in the past in order to relax and feel
better.

25) | can tolerate the pressure of my work very well. (R)

26) During my work, | often feel emotionally drained.

27) After working, | have enough energy for my leisure activities. (R)

28) After my work, | usually feel worn out and weary.

29) Usually, | can manage the amount of my work well. (R)

30) When | work, | usually feel energized. (R)

7. Demographics

31) What is your age?

e (Insert your age)

32) What is your gender?
e Male
e Female

e Prefer not to say
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33) When did you come to the Czech Republic?

e Before 24.02. 2022 (start of the war in Ukraine)
o After 24.02. 2022

34) What is your highest completed level of education?

e Elementary school
e High School / secondary School
e Vocational training / trade school

e University degree

35) What was your primary profession or industry in Ukraine before relocating?

e Professional / corporate / management
e Healthcare / medicine

e FEducation / academia

e Engineering / IT / technical

e Manual Labor / trade / service

e Other (please specify)

36) What best describes your current job in the Czech Republic?

e Factory / manufacturing / warehouse
e Cleaning / housekeeping / laundry

e Food Service / kitchen / hospitality

e Retail / customer Service

e Construction

o Delivery

e Other
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Appendix 2. Survey questionnaire (Ukrainian)

OnNuUTYBaHHA WOAO CTabinbHOCTI Kap'epwn

LLlaHOBHMIA yyacHMKyY / LLlaHOBHa y4acHUuUe!

A cTyaeHT marictpatypu YHiBepcuTeTy Baaca (PiHnAHAINA). Y mexKax CBOEI maricTepcbKoi
po60TH A NPOBOAXKY AO0CAIAMKEHHA CTabiNbHOCTI Kap'epyM YKpaiHLiB, AKi 3apa3 NpoXKuea-
toTb y YecbKilt Pecnybniu,i.

3anoBHEHHA ONUTYBAaHHA TPUBATUME I'IpM6I'IM3HO 5 XBUAUH.

OnuTyBaHHA € NOBHICTIO aHOHIMHUM. oAHMX imeH abo NepcoHaNbHUX igeHTUIKaLin-

HUX A@aHNX He 30MpPaETbCA | HIKOMY He nepeaacTbes.

YyacTb € B,O06POBINbHOMO, | BU MOXKeTe NPUNUHUTU 3aNOBHEHHS B BYAb-AKUA MOMEHT.
3aspganeriab AAKYHO 33 BAl Yac Ta 3a Te, WO NOo4iAnNANCA 3i MHOKO CBOIM A0CBIAOM.

3 noBaroto,

AomiHik Hikonac Coyain

(AKwWo y  BaC  BMHMKHYTb  3anWTaHHA,  3BepTakTecAa  3a  aApecolo:

x0044825@student.uwasa.fi)



84

bnok 1: Bigbip (Screening questions)

1)

2)

3)

Bu pogom 3 Ykpainu?
Tak

Hi

Yn nporKMBAETE Ta UM NpaLtoeTe BM 3apa3 y YecbKilt Pecnybniui?
Tak

Hi

flka KaTeropin HanKpalle onucye Bally NOTO4YHy poboTy B Yexii?

PyyHa npaus / cdepa nocnyr / noyaTKoBMIA piBeHb (Hanpuknag, 3asoa,
nNpMbupaHHA, NpaabHA, KYXHA, CKAaa, po3apibHa Toprisnd, 6yaiBHMUTBO)
KopnopatueHa cdepa / npodeciiiHa AisanbHicTb / MeHegKMeHT (Hanpuknaag,

oodicHa poborTa, IT, diHaHcK)

Bbnok 2: KinbkicHe pob6oue HaBaHTaxKeHHA (Quantitative workload)

byab nacka, BKaXiTb, AIK YaCTO Balla po60Ta BMMaAra€ HaCTtynHoro. OuiHiTb 33 WKanoto:

(1 = Pigwe Hix pa3 Ha micaub abo Hikonu, 2 = OaMH abo ABa pa3um Ha micaub, 3 = OaunH

abo aBa pasu Ha TMKAEeHb, 4 = OanH abo aBa pa3u Ha AeHb, 5 = KinbKa pasiB Ha AeHb)

4)
5)
6)
7)
8)

AK yacTo Bawa poboTa BMMArae BiZ Bac NpaLLtoBaTN AyKe WBUAKO?

AK yacTo Bawa poboTa BMMarae BiZ Bac NPaLLloBaTN Ay¥Ke iIHTEHCMBHO?

AK yacTo Bawa poboTa 3a/MLWAE BaM 3aMasio Yacy A5 BUKOHAHHSA 3aBAaHb?

AK YacTo y Bac HAaKOMUYYETbCA BENUKUI 06CAr poboTu, AKY NOTPiIBHO BUKOHATU?
AK yacTo Bam A0BOAMTLCA BUMKOHYBATU Binblue pobOTK, HiXK BM 34aTHI 3pobutn

AKICHO?
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bnok 3: BignosigHicTb ntognMHu Ta pobotu (Person-job fit)
Byab Nacka, oujiHiTb CTyNiHb BaLOi 3roAu 3 HaCTYMHUMM TBEPAMKEHHSAMM 32 LLKA/OO Bif
1p005:

(1 = 30Bcim Hi, 5 = Linkom)

9) Bumorun moei poboTu ayxe aobpe BiANOBIAATbL MOIM OCOOUCTUM HaBUYKAM.
10) Moi 3ai6HoCTi Ta niarotoBka Aobpe BiANOBiAaOTL BUMOram Mo€i poboTu.
11) Moi ocobwucTi 34i6HOCTI Ta ocBiTa Aobpe BiaNoOBiAatOTb BUMOram, AKi BUCYBa€E A0

MeHe mos poborTa.

bnok 4: Cy6'eKTMBHMIA ycnix y Kap'epi (Subjective career success)
OuiHiTb 32 WKanot Biag 1 oo 5:

(1 = KaTeropuuHo He 3roaeH/-Ha, 5 = Llinkom 3rogeH/-Ha)

12) A 3agoBoneHUIt/-a ycnixom, AKOro A AocAr/-na y ceoin Kap'epi.

13) A 3a40B0ONEHMIA/-a MPOrpecom y AOCATHEHHI MOIX 3ara/ibHUX Kap'epHUX Ljinen.

14) 1 3aa0BONEHMIA/-a NPOrPecom y AOCATHEHHI MOIX LiNel LWoao piBHA AOX04y.

15) 1 3a40B0/1I€HUIA/-a NPOrPecom y AOCATHEHHI MOIX Ljifei Woao Kap'epHoro npo-
CYBaHHA.

16) 1 3ap40B0ONEHMIA/-a NPOrPECOM Y AOCATHEHHI MOIX Ljifei WoA0 po3BUTKY HOBUX

HaBUYOK.
BnoK 5: 3aTpebyBaHicTb Ha puHKY npaui (Perceived marketability)
OuiHiTb 332 WKanoto Big 1 Ao 5:

(1 = KaTeropuuHo He 3rogeH/-Ha, 5 = Llinkom 3roaeH/-Ha)

CnpuiiHATa BHYTPIWHA 3aTpPebyBaHicTb (3 NYHKTK)

(Perceived internal marketability (3 items)):

17) Mosa KomnaHisa BBaXa€ MeHe LiHHUM NPaL,iBHUKOM A5 opraHisaLiji.
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18) 3 ornsay Ha MOi HaBUYKM Ta AOCBIA, KOMMaHisA, B AKilA A NpaLolo, BBAXKaE MeHe
Ba*K/IMBMM PeCYpCoM.

19) Y moilt KomnaHii gna meHe € 6arato MOXKANBOCTEN.

CnpuitHATa 30BHIWHA 3aTPebyYBaHICTb (3 NYHKTH)

(Perceived external marketability (3 items)):

20) A mir 6u / morna 6 nerko 3HaMTK aHanoriyHy PoboTy B iHWOro poboToaaBUA.
21) Ha pu1HKy npaui € 6araTto BakaHCin 4na MeHe, BPaxoBYHO4YM MOi HaBUYKM Ta AOCBIA.
22)3 ornagy Ha MOi HaBMYKM Ta O0CBIA, iHWI opraHisaLii BBa*KaloTb MEHE LiHHUM

pecypcom.

BnoK 6: Po6oue BucHaxkeHHs (Job exhaustion)
OuiHiTb 32 WKanot Big 1 oo 5:

(1 = KaTeropuuHo He 3roaeH/-Ha, 5 = Llinkom 3rogeH/-Ha)

23) byBatoTb AHi, KONM A BiaYyBato BTOMY Lie A0 Npuxoay Ha poboTy.

24) Micns pob0oTn MeHi 3a3BMYait NOTPIOHO binblue Yacy, HiXK paHiwe, wWob poscna-
6uTKCA Ta BiauyTK cebe Kpalle.

25) 1 ayxe pgobpe BuTpumyto poboumin Tuck. (R)

26) Mig 4ac poboTu A YacTo BigYyBato cebe emMoLiiHO BUCHaXKeHUM/-010.

27) Nicns pob0oTn y meHe 3a/UWAETbCA A0CTaTHbO eHeprii ans go3sinnsa. (R)

28) Nicna po60TH A 3a3BMYali NOYYBaKOCA 3HECUNEHUM/-010 Ta BTOM/IEHUM/-010.

29) 3a3Buyait a1 gobpe cnpasnatoca 3 obcarom ceoei pobotu. (R)

30) Konu s npautoto, A 3a3BuYali Bigdysato npuname eHeprii. (R)

Bbnok 7: OemorpadiuHa iHpopmauia (Demographics)

31) Baw BiK?

e (BkaiTb Bal BiK)
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32) Bawa ctatb?
e Yonosiua
e XKiHoua

e He 6akato BKasyBaTu

33) Konu Bu npuixanu go YecbKkoi Pecnybniku?
e [l10 24.02.2022 (no4aToK BiHKU B YKpaiHi)
e [licha 24.02.2022

34) kKA Bal HalBULLMI 3aBepPLUEHNI PiBEHb OCBITU?

e [loyaTKoBa OcCBiTa
e (CepepHsa ocsiTa
e [lpodeciiHo-TexHi4Ha ocBiTa

e Buuia ocsiTa

35) Akoto byna Balla ocHoBHa npodecis abo ranysb AianbHOCTI B YKpaiHi 0 nepeizay?
e Cneujanict / KOpNopaTUBHUI CEKTOP / MEHEAKMEHT

e OxopoHa 340poB'a / meamumHa

e OcsiTa / HayKoBa AiaNbHICTb

e |HxKeHepia / IT / TexHiyHa cdhepa

e ®i3nyHa npauysa / poboui cneujianbHocTi/ chepa nocayr

e |Hwe

36) LLLo HaliKpalle onucye Bally TenepiwHo poboTy B Yecbkint Pecnybniui?

e 3aBog / BMpobHMUTBO / CKNag,

e [pubupaHHA / xaTHE rocnoaapcteo/ NpanbHA

e [pomazcbKe xapyyBaHHA / KyxHA / roTenbHUi bisHec
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