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One of the key aspects of the globalization process is the expansion of the in-
ternational labour market. Based on semi-structured interviews with Geor-
gian labour migrants in the Czech Republic, this paper aims to define new 
trends in international labour migration. These interviews identified two 
groups of participants, conditionally named ‘New Generation’ and ‘Old Gen-
eration’. Comparative analysis of responses of these groups of respondents 
allows for the definition of new trends in the international labour market that 
were identified among both employers and migrant workers. The main new 
tendencies demonstrated by employers include changes in attitude towards 
migrant-workers, the support of migrants' professional growth, the creation of 
comfortable working conditions, the promotion of tolerance and a positive 
work culture, and changes in the recruitment process. The key new trends de-
veloping among migrant workers are a focus on professional growth and per-
sonal skill development, targeted search for jobs in areas of migrants' special-
ty, greater readiness to adapt to new living conditions, a new way of self-
representation on the international labour market and occupation jobs and 
positions that the older generation did not consider as their place of employ-
ment. These trends signify the emergence of a novel cohort of international 
labor migrants and establish novel labor relations in today's globalized 
world, contributing to the transformation of employment patterns on a global 
scale. 

Keywords: labour market, globalization, international labour migration, em-
ployment, Czech Republic, Georgia. 

Introduction: International Labour Migration and the Globalized World 

The modern world is a highly interconnected and interdependent system conditioned by 
the development of the globalization process. This process creates new challenges and 
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opportunities, changing the mechanisms of functioning of states, markets, businesses, 
and corporations (Stiglitz 2002). 

Globalization is a multifaceted process that covers society's economic, political, so-
cial and cultural spheres and determines the intensification of ties between nations, as 
well as the establishment of interconnected economic systems, dissemination of tech-
nology and information, deepening of the international division of labour, liberalization 
of markets, reduction of trade barriers, strengthening of the influence of international 
organizations, spread of global mass culture, unification of consumer preferences, etc. 
(Brynjolfsson and McAfee 2014; Bhagwati 2004; Sachs 2005).  

Globalization facilitates the movement of goods, increases foreign investments, ac-
celerates the cross-border movements of capital and labour, expands global production 
networks and supply chains, and enhances opportunities for international cooperation 
and scientific exchanges. Due to this, globalization strengthens the interdependence be-
tween national economies and expands international cooperation, thereby predetermin-
ing changes in the current world order, economic and socio-political development of states 
and deepening interstate interdependence. One of the most important manifestations of 
globalization is the intensification of international migration. 

Migration is a continuous process and complex phenomenon linked to the techno-
logical transformations affected by ‘a wide range of high-priority policy issues’ that are 
considered ‘a top-tier political issue’ and tightly connected with ‘human rights, devel-
opment, and geopolitics at national, regional and international levels’ (IOM 2020: xv; 
2022: xii). 

As the World Bank reported, 184 million people, or approximately 2.5 % of the 
world population, live outside their home country (World Bank 2023: xxiii). 

International labour migration (ILM) takes a specific place in the international 
movements of the population, which significantly modifies the global labour market. 

International labour migration, as a response to the imbalance in the economic de-
velopment of different countries and regions, occupies a special place in the globaliza-
tion process and ensures redistribution of labour on a global scale. ILM brings signifi-
cant changes to the function of the international labour market, shaping new trends that 
define the future of the global and local labour markets. 

ILM is rightly regarded as a most visible and important integral part of the globali-
zation process, which, on the one hand, supports the process of globalization and, on the 
other hand, is its consequence (Nyberg-Sørensen et al. 2002: 10, 15; Tacoli and Okali 
2001).  

The scale of international labour exchange between countries has increased dramat-
ically in recent decades and has become one of the most noticeable phenomena in glob-
al life. This period saw a quantitative increase in migration and an expansion of the ge-
ography of labour migration flows. Additionally, there was a significant reassessment of 
the role of labour migration in the economies of both developed and developing coun-
tries. Therefore, while international labour migration did not attract much attention of 
researchers and international organisations until the 1990s, in the light of the changes 
that have taken place in the international labour movement over the past four decades, 
this interest has begun to grow more and more. 
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International labour migration is recognized as an important factor in world devel-
opment that provides a more rational redistribution of factors of production and flexibil-
ity of the international labour market. According to recent studies, today's international 
labour market undergoes significant changes driven by globalization, various socio-
economic, environmental, and political factors, digital transformation and demographic 
shifts. 

First of all, it is necessary to note the intensification of international labour migration 
growth and its significance. As the International Labour Organisation (ILO) estimates, 
about 169 million people or about 5 % of the global workforce were migrant workers be-
fore the COVID-19 pandemic (ILO 2021: 11). A substantial proportion (68.4 %) of these 
workers was employed in high-income countries, underscoring the demand for labour in 
developed economies. Increased labour migration contributed to remarkable (over 650 %) 
growth in remittance from USD 128 billion in 2000 to USD 831 billion in 2022 (IOM 
2024). These funds play a crucial role in supporting the economies of developing na-
tions, often surpassing foreign direct investments and making up a significant part of the 
local budget. 

Since the end of the twentieth century, there have been pronounced demographic 
disparities influencing migration that generated new trends in the international labour 
market. Demographic changes in wealthier societies are associated with rapidly ageing 
of the population, while working-age populations continue to grow in emerging econo-
mies and low-income countries. This factor led to labour shortages in developed coun-
tries and stimulated the influx of migrants (Munz 2013; Bhagwati 2004), which, ultimately, 
caused changes in the structure and functioning of the labour market in both labour-re-
cipient and labour-donor countries. In turn, developing countries face an outflow of quali-
fied specialists, which slows down their economic development (Sachs 2005). 

In the twenty-first century, along with demographic factors, one of the drivers of 
migration flows are environmental factors, particularly climate change, extreme weather 
events, rising sea levels, resource scarcity, etc. (IOM 2024). The compelled relocation 
of people, including labour migration, appears as an adaptation strategy to mitigate neg-
ative implications of world-wide change and resulting employment problems.  

Another new trend in the international labour market is the changes in the migration 
flows. Following established conventions, labour mobility is defined as the phenome-
non of individuals migrating from one economic region to another, seeking employment 
opportunities deemed to be more abundant or lucrative in the destination economy. 
In this regard, the EU countries are becoming increasingly attractive for labour mig-
ration from non-European countries. Thus, according to Eurostat data, 2.3 million im-
migrants came to the European Union from non-EU countries in 2021, and among 
448.8 million people living in the EU, 27.3 million people or 6.1 % of the EU popula-
tion were non-EU citizens on 1st January 2023. A similar situation is observed in the 
Czech Republic. In 2021, about 78 % of all immigrants in the Czech Republic were 
from a non-EU country according to their previous residence. On January 1, 2022, 
the share of a non-national population in Czechia was about 5 % and 3.5 % among them 
were from non-EU countries (Eurostat 2022).  

Another trend is also observed, when increased number of population migrated to 
less developed countries (Arp 2014).  
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The dissolution of the socialist system in the late twentieth century also led to pro-
found transformations in global migration patterns, particularly affecting labour migra-
tion. While in the first years after the collapse of the Soviet Union and the disintegration 
of the Eastern Bloc the migration was ethnic and many individuals sought to return to 
their ancestral homelands or relocate to countries with shared cultural and linguistic ties, 
later this process took on an economic character, when people began to leave their home 
country in the hope for improving their quality of life.  

One of the new trends in international labour migration is the changes in the sec-
toral structure and nature of employment, a decline in the share of the industrial sector 
in the economy of developed countries and an increase in the service sector. According 
to the ILO (ILO 2021: 11), labour migrants are predominantly concentrated in agricul-
ture and construction or low-skilled industries. However, the development of technolo-
gies, the adoption of digitalization and automation have a powerful impact on the labour 
market and employment structure, manifested in the replacement of routine and low-
skilled types of work, leading to a reduction in jobs in traditional sectors of the econo-
my (Autor 2015; Castells 2010). At the same time, the development of AI and robotiza-
tion creates new jobs in high-tech areas that require workers with digital skills and in-
creased demand for IT specialists, data analysts and artificial intelligence engineers 
(Brynjolfsson, McAfee 2014; Sassen 2016). These new trends have increased the com-
petition for talents between countries and companies, thus contributing to the growth of 
international labour migration of highly skilled personnel (Milanovic 2016), and in-
creased the role of continuous education and retraining in the conditions of a rapidly 
changing economy (Castells 2010). In addition, companies adapt hiring strategies and 
methods, increasingly using digital platforms for hiring and managing personnel, ex-
panding the boundaries of international cooperation and reflecting on the growing im-
portance of intercultural skills and diversity (Baldwin 2020; Stiglitz 2002). 

The spread of the COVID-19 pandemic gave new impetus to changes in the global 
and local labour markets and accelerated the transition to remote and flexible forms of 
work. 

Today remote work is becoming the norm in different industries, especially in IT, 
finance and consulting, and companies strive to adopt flexible employment models and 
reduce reliance on traditional employment relationships.  

As labour migration to EU countries permanently increases and becomes a charac-
ter trend for both labour-recipient and labour-donor countries, the investigation of la-
bour migration to European countries and its peculiarities becomes an important subject 
for scholarly interest.  

International Labour Migration: Different Directions of Study 

There is no single factor that determines labour migration and each of the factors needs 
to be considered on the individual level as well as in combination with other factors. 
The impact of every factor and their combination on labour migration is complex, inter-
dependent and not always clear.  

The classical view on international labour migration goes back to the neoclassical 
economic school and is based on the assumption of perfect competition in the factor 
market. According to this approach, international labour migration results from inter-
country differences in labour supply and demand and therefore, intercountry differences 
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in labour force price. The representatives of the (neo)classical theory of international 
labour migration (Harris and Todaro 1970; Stark 1991; Tacoli and Okali 2001; Ra-
venstein 1885; Lee 1966, etc.) proceed from the assumption that ILM is a result of dif-
ferences in wages in various countries, when the labour force, striving to maximize in-
dividual utility, moves from places with low wages to places with higher incomes. This 
theory considers migrants as rational individuals who make migration-related decisions 
based on a comparative analysis of the costs and benefits associated with the move and 
estimates migration as a tool that levels inequality and, therefore, brings national labour 
markets into equilibrium.  

Developed in the frame of the classical theory of ILM, the Human Capital Theory 
as a main determinant of international labour migration considers differences in human 
capital (Chiswick 1986; Chiswick and Miller 2009; Becker 1964, etc.).  

The Human Capital Theory (HCT) of international labour migration considers each 
migrant to be the result of investments in his/her education, skills and health care. In 
addition to the economic losses of migration, the HCT also takes into account psycho-
logical losses, in particular, separation from relatives, adaptation to new conditions of 
life and culture etc., which remained outside the scope of the earliest visions of the neo-
classical economic theory of migration (Becker 1964, etc.).  

Within the confines of HCT of international labour migration, the simple Human-
Capital Migration Models are developed by Gary S. Becker (1964), Larry A. Sjaastad 
(1962), and Barry Chiswick (1986, 1999; Chiswick and Miller 2009). These models ex-
press the rate of return from migration that is linked to earnings in the origin and desti-
nation, migration that includes forgone earnings and direct or out-of-pocket costs, in-
vestments in human capital, and investments in migration (Chiswick 1999: 181).  

Studying the link between educational level and occupational attainment, Chiswick 
and Miller (2009) found that overeducation is more common for young migrant workers 
and undereducation for older workers (Chiswick and Miller 2009). Skilled migrants 
have more chance to be successfully recruited but at the same time high level of educa-
tion is not a guarantee to be utilized and valued in the foreign labour market (Ho 2006: 
2; Kofman 2000: 56).  

Herewith, the question of determining highly skilled migrants remains debatable. 
In this regard, a distinction is made between migrants educated in the country of migra-
tion and the country of origin. Based on such an approach the patterns of high-skilled 
migrants are developed (The World Bank Group 2018: 235–238). 

The studies of the role of universities in gaining bright students who can stay in the 
university area after they finish their studies led to the opinion that student mobility de-
cision is a function of two factors – university quality and conditions on the local labour 
market (Dotti et al. 2013: 443).  

The classical approach faces criticism for its narrow economic focus, neglecting so-
cio-cultural dimensions of migration (de Haas 2021; Massey et al. 1993).  

Aspirations–Capabilities Theory (de Haas 2021), integrates migration within 
broader socio-economic changes and considers it as ‘an intrinsic part of broader processes 
of social change and ‘development’ (de Haas 2021: 2).   

The Economic Opportunity Thesis (Fukurai 1991) may be considered as a type of 
Aspirations–Capabilities Theory which links migration to wage disparities and employ-
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ment prospects, viewing migration as a response to economic imbalances (Fukurai 
1991; Tacoli and Okali 2001). The followers of this approach believe that economic 
growth and increased migration narrow the wage gap, which should reduce the incen-
tive to migrate.  

Migration-Development Nexus Theory (MDNT) is very close to the classical theory 
of international labour migration. The MDNT (Nyberg-Sørensen et al. 2002) expresses 
the connection between migration and the economic development of migrants sending 
and receiving countries. MDNT emphasizes the impact of migration on economic 
growth in both sending and receiving countries. While developed nations benefit from 
migrant labour to counter ageing populations (Engler et al. 2020), developing nations 
face challenges such as brain drain, which could hinder long-term economic stability 
(Athukorala 1993; Arnania-Kepuladze 2020; Tacoli and Okali 2001; Lucas 2008). De-
spite potential drawbacks, remittances contribute to poverty alleviation and economic 
development in migrant-sending regions (Nyberg-Sørensen et al. 2002: 5; The World 
Bank Group 2018: 1). 

Labour Migrants Distribution Theory (LMDT) considers one of the most debatable 
issues such as the distribution of labour migrants by sectors of the economy and its ex-
planation. As researchers argue, labour immigrants take unattractive jobs that ‘natives 
don't want’ (Orrenius and Zavodny 2009: 525) and are concentrated predominantly in 
the agriculture, construction, and service sectors (Nivorozhkin and Poeschel 2022; Or-
renius and Zavodny 2009; Constant 2014; Hatton and Williamsone 2008). This situa-
tion is explained as a result of lacking proficiency in the host-country language and/or 
English language ability and educational attainment. 

Another debatable issue is the age-specific distribution of migrant workers among 
metropolitan and non-metropolitan communities. As some studies have found (Fuguitt 
and Heaton 1995), migration becomes highly differentiated, with younger individuals 
favouring metropolitan areas while older migrants in non-metropolitan areas.  

The Gender Theory of International Labour Migration began to emerge in the 1990s 
when new demographic and social groups of people started to be involved in the migra-
tion process (Anthias 2000; Zlotnik 2003; Arnania-Kepuladze 2020). While before the 
1990s, women were considered as ‘invisible in studies on migration’ (Anthias 2000: 146), 
after the 1990s and especially in the 2000s, the term ‘invisibility’ no longer referred to the 
position of women in the migration process. The increasing participation of females in 
the international movement led to the concept of ‘feminization of migration’ (Zlotnik 
2003; Kofman 2003; Feminization of Migration 2007; Female Face of Migration 2022; 
Anthias and Lazaridis 2000) and was linked to globalization, shifting societal roles, and 
labour market demands (Nyberg-Sørensen et al. 2002). 

The differences in the earning level in labour donor and receiving countries are not 
the only reason for labour migration. Some authors (Stark 1991; Massey et al. 1993) 
argue that migrants, due to the labour migration process, try to minimize the risks asso-
ciated with the insufficient development of the labour market, insurance and credit sys-
tem in their home country. 

The study of theoretical approaches in the field of migration serves to understand 
the impact of migration processes on the population and labour markets, and the pat-
terns and consequences of migration processes. 
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Research Objectives and Methodology 

The present article aims at studying the contemporary features of international labour 
migration and revealing its new trends through the investigation of the particularities of 
Georgian labour migration to the Czech Republic. To this end, this work employs gen-
eral scientific methods, including analysis and synthesis, induction and deduction, clas-
sification, information analysis, the qualitative research method, namely, the interview-
ing method, and the socio-economic observation method. 

The theoretical and methodological foundation of the study proceeds from the 
comprehensive review of literature in the field of international labour migration and is 
based on the general theory of migration, Ravenstein's Laws of Migration (Ravenstein 
1885), Lee's ‘Push/Pull-factors’ economic model (Lee 1966), Piore's theory of a seg-
mented labour market (Piore 1975), and Duncan's generational theory of assimilation 
(Duncan and Trejo 2015; 2018). 

Lee's ‘Push/Factors’ economic model was applied to identify the factors influenc-
ing the migrants' decision to move from Georgia to the Czech Republic. 

Ravenstein's Laws of Migration were applied to gain insights into the underlying 
motivations, challenges, and outcomes associated with individual migration experiences. 

By applying Piore's theory of a segmented labour market, there were insights into 
how structural factors, institutional arrangements, and migrants' characteristics intersect 
to shape their individual experiences within the labour market segments. 

Duncan's generational theory of assimilation provides a framework for understand-
ing the intricate interplay between individual experiences, cultural identity dynamics, 
and societal integration processes of the first-generation Georgian migrants in the Czech 
Republic. 

The empirical foundation for the study is the primary data collected through semi-
structured interviews and life observation of Georgian migrants who live and work in 
the Czech Republic.  

The interviews present migrants' stories regarding the key moments such as Motiva-
tion and migration-related decision-making process, Job searching and recruitment pro-
cess, Assistance in Adaption to the Workplace, Social integration, Work environment and 
corporate culture, Assessment of own migration state, and Vision of own future. 

Based on the random sample method, the study was conducted in Brno, Prague, 
Pardubice, Hradec Kralove, Olomouc, and Ostrava.  

The participants of the interviews included only Georgian citizens who live and 
work in the Czech Republic and excluded Georgians who are Czech (or third-country) 
citizens. Our interviewers are first-generation migrants, i.e. people who moved to the 
Czech Republic in adulthood, despite the fact that their parents already might live and 
work in the Czechia. 

Most of the interviewed Georgian migrants (12 out of 21 respondents) live in Pra-
gue and work in or near Prague or live near Prague and work in Prague. 

During the interviewing and analysis process of the obtained data, it was noted that 
opinions and views of interviewed migrants on motivational factors that made them 
move to the Czech Republic, methods of searching for a job, adaption and integration 
into society varied and expressed different strategies in decision-making, and thus, form 
new trends in migrants' behaviour depending on whether the migrants were in the coun-
try for a longer or shorter period, their age, and the location (at Georgia or abroad) of 
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the educational institutions that the migrants graduated from. Thus, two distinct groups 
of respondents were identified: those who followed traditional strategies in choosing 
areas of employment and methods of employment, adaptation, etc., and those who 
viewed their place in the European labour market in a new way and thereby formed new 
trends in Georgian citizens' labour migration to Czechia. 

This predetermined the authors' decision to divide the interviewed respondents into 
two categories, when analyzing the information obtained during the inter-view process: 
one category included migrants who arrived to the Czech Republic for employment or 
family reunification, who have been living in the Czech Republic for a relatively long 
(more than five years) time and who are employed in the sphere of the economy that are 
typical for labour migrants (Orrenius, Zavodny 2009; Nivorozhkin, Poeschel 2022; 
Constant 2014; Hatton, Williamsone 2008). This group of respondents was conditional-
ly referred to as the ‘Old Generation’, thus emphasising not their age but their tradition-
al approach to international labour migration. The other category included migrants, 
who were relatively young respondents (aged 23–29 years old) who have lived in the 
Czech Republic for a relatively short (2–4 years) time and whose main purpose of visit-
ing the Czech Republic was education and who work in the relatively new sphere for 
migrants' employment – international organisations. We have conditionally named this 
group of respondents the ‘New Generation’, bearing in mind certain new tendencies in 
their migration behaviour.  

Thus, our analysis is based on dividing the interviewed migrants into two groups, 
conventionally designated as the ‘New Generation’ group of respondents and the ‘Old 
Generation’ group of respondents and is implemented following key points of semi-
structured interviews.  

This approach provides an opportunity to identify new trends in the labour migra-
tion of Georgian citizens to the Czech Republic. 

The authors proceed from the assumption that the general particularities (composi-
tion) of the interviewed groups might be an important factor that impacts the result of 
the investigation. 

Therefore, the next part of the study analyses the general characteristics of the in-
terviewed Georgian labour migrants by their sex and age, education, reasons for migra-
tion, and duration of stay in the Czech Republic. 

Results 

Composition of the interviewed Georgian migrants 
The sex-age composition of the respondents. The age of the interviewed respondents 
fluctuated from 23 to 35. Among the respondents were 11 women (Rf = 11) and 10 men  
(Rm = 10).  

The youngest female respondent was 23 years old, and the youngest male respondent 
was 27 years old. The oldest female respondent was 34 years old, and the oldest male re-
spondent was 35 years old. The average age of female respondents was 29.5 years, and 
for male respondents – 31.4 years.  

The composition of the respondents by education level. Eight out of twenty-one 
interviewed Georgian migrants have completed or incomplete master's programs, and 
thirteen out of twenty-one respondents have a completed or incomplete bachelor's pro-
gram. Four out of five respondents who worked for international organisations studied 
or completed master's programs in the Czech Republic. 
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The composition of the respondents by reasons for coming to the Czech Repub-
lic. Five respondents came to the Czech Republic to study for a master's program and then 
started working. Four of them began working for international organisations. Twelve re-
spondents went to the Czech Republic for employment, most of them had work visas, and 
some of them were helped to find jobs by Georgian citizens living in the country. 

The composition of the respondents by distribution among sectors of occupa-
tion. As obtained due to semi-structural interview data shown, interviewed Georgian 
labour migrants in the Czech Republic were employed in different spheres, such as 
farming, tailoring, construction, finance, control and audit etc. that were divided into 
four sectors of occupation: International Companies (IO), Construction Industry (CI), 
Service Sector (SS), and Agricultural Sector (AS). Most of the interviewed persons 
worked in sectors that typically employ low-skilled workers. 

The service sector (SS) where the respondents work includes tailoring and repair of 
clothes, restaurants, beauty sphere, and repair of household appliances. Respondents 
who work in the agriculture sector (AS) were mainly engaged in the sphere of animal 
husbandry and poultry farming, while those who work in the construction industry (CI) 
were engaged predominantly in the construction of residential and non-residential build-
ings in the Czech Republic. As for Georgian migrants employed in international com-
panies (IO), the main spheres of their engagement were finance, control and audit, 
computing, and international marketing.  

The composition of the respondents according to the length of their stay in the 
Czech Republic (in full years). The interviewed Georgian migrants resided in the 
Czech Republic for different periods, with the duration of their residence in the Czechia 
ranging from a minimum of two years to a maximum of 11 years (see Table ‘The re-
sults of the interviews with Georgian labour migrants’). 

Table 

The results of the interviews with Georgian labour migrants 

Respondents 
by Gender 

Age Education 
Type  
of the 
group 

Length 
of stay 

in Czech 

Sector of 
Occupation

Reason for coming  
to the Czech Republic 

Rf1* 23 Bc NG*** 2 IO Job invitation 
Rf2 26 Mg NG 4 IO Study 
Rf3 25 Mg NG 4 IO Study 
Rf4 24 Mg NG 3 IO Study 
Rf5 34 Bc OG**** 10 SS Family reunification 
Rf6 31 Mg OG 9 SS Job 
Rf7 33 Bc OG 7 SS Family reunification 
Rf8 35 Bc OG 8 SS Job 
Rf9 34 Mg OG 11 SS Family reunification 

Rf10 29 Bc OG 9 SS Job 
Rf11 30 Bc OG 8 AS Job 

Rm1** 33 Mg OG 8 SS Job 
Rm2 29 Mg NG 4 IO Study 
Rm3 31 Bc OG 5 SS Job 
Rm4 34 Bc OG 11 CI Job 
Rm5 33 Bc OG 7 AS Job 
Rm6 33 Bc OG 11 AS Job 
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Table (continued) 

Respondents 
by Gender 

Age Education 
Type  
of the 
group 

Length 
of stay 

in Czech 

Sector of 
Occupation

Reason for coming  
to the Czech Republic 

Rm7 27 Bc OG 5 CI Study 
Rm8 35 Mg OG 7 CI Job 
Rm9 31 Bc OG 10 CI Job 
Rm10 28 Bc OG 7 CI Family reunification 

* Rf – Female respondents, 
** Rm – Male respondents  
*** – NG: ‘New Generation’ of interviewed migrants,  
**** – OG: ‘Old Generation’ of interviewed migrants.  
Source: authors' own calculations. 

Interpretation and Analysis of the Interviewing Results 

The analyses of the interviews with Georgian labour migrants in the Czech Republic are 
performed separately for each group of respondents, which we conventionally call the 
‘New Generation’ and the ‘Old Generation’ of interviewed migrants.  

The basis for identifying the new trends in international labour migration is the 
analysis and interpretation of key points from semi-structured interviews with Georgian 
migrants, including motivation and decision-making about migration, job search and 
recruitment processes, assistance with adapting to the workplace, social integration, work 
environment and corporate culture, assessment of their emigration status, and vision for 
their future. 

The ‘Old Generation’ Group of Respondents 

Motivations and Migration-Related Decision-Making. The main reason for moving 
from Georgia to the Czech Republic for the bulk of this category of interviewed mi-
grants was reunification with family already living in the Czech Republic and the search 
for better opportunities for work and life. 

In case the reason for coming to the Czech Republic was employment, the motiva-
tion for moving from Georgia to the Czech Republic was related to finding a job after 
losing a job in Georgia or seeking better employment opportunities. In case the reason 
for coming to the Czech Republic was family reunification, interviewees noted their 
initial desire to start working in the Czech Republic. 

Job Search and Recruitment Process. The job searching process depended to a 
large extent on the reason for coming to the Czech Republic. As some respondents men-
tioned the purpose of their coming to the Czech Republic was a job, but they had not 
any job invitation or job permission. They started looking for work upon arrival in the 
Czech Republic and for this purpose they contacted various employment agencies or 
private individuals. In some cases, respondents found jobs related to their skills and 
experience (e.g. in a restaurant) or facilitated by the respondents' hobbies (e.g., working 
in a tailor's shop as a dressmaker). In these cases, respondents rate their work as interest-
ing and exciting. However, a larger number of the interviewed Georgian migrants had 
to accept jobs that did not match their education and their job was not related to their 
major. In this case, respondents took into account certain aspects of stability and con-
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venience in work. This group of migrants expressed a desire to change jobs to more 
suitable ones but faced limited opportunities due to insufficient knowledge of the Czech 
language and the lack of suitable vacancies for them.  

Assistance in the Adaption to the Workplace. The respondents mentioned that to 
solve problems and navigate life in the Czech Republic, they seek advice and assistance 
from family, friends, and sometimes the Georgian embassy or consulate in the Czech 
Republic. It depends on the type of problem. The Consul of Georgia in the Czech Repub-
lic assists with job permission and other legal issues. Migrants often run to their employ-
ers for assistance and get this one.  

Sometimes, they turn to an intermediary who helps them with their job search, and 
as some interviewers indicated, the assistance is not always gratuitous. 

Social Integration. Respondents mention their family and predominantly Georgian 
friends as important sources of support and help when problems arise. They note that, 
depending on the type of problem, they can contact their Czech colleagues or the Geor-
gian consulate in the Czech Republic. 

Some of the respondents also mentioned that they communicate with other migrants 
from the former Soviet Union, even though they do not know Russian well. In such a 
way within the Czech cultural environment, migrational subcultural relationships were 
created that were wider than the national diaspora. Communication with Georgians and 
other migrants from the former Soviet Union makes migrants feel more comfortable in 
the new country. Migrants from the former Soviet Union also help in case of problems 
and the process of adaptation to the new environment. Communication with Czech col-
leagues and/or neighbours helps to adapt and feel more comfortable in the new living 
and working conditions. This especially applies to migrants who have, to a certain ex-
tent, mastered the Czech language. For migrants who did not speak Czech, adapting and 
integrating into new conditions was much more difficult.  

Work Environment and Corporate Culture. Before arriving in the Czech Repub-
lic, the correspondents had certain education and specialization, and certain work expe-
riences that appeared largely useless upon arrival in the Czech Republic. Respondents 
agreed to the jobs available to them, considering aspects of work existence, stability and 
convenience.  

Respondents noted different working conditions and the presence of competition in 
their workplaces. Some respondents claim that they do not feel there is competition due 
to the division of work responsibilities. In contrast, others believe that there is no com-
petition in their work due to the nature of the work, meaning difficult and low-paid 
work in construction or on a farm that attracts mostly migrant workers and is not interest-
ing to native workers. 

Respondents working in the service sector, in particular restaurants or a sewing 
workshop, noted positive working conditions and good relationships within the work 
team, while those employed in construction or agriculture noted the difficulty and insta-
bility of work, frequent changes of workplace and a certain tension in relationships with 
colleagues. 

Assessment of Own Migration Status. As the respondents took the jobs that did 
not correspond with their formal education and work experience, they had to master 
their new specialities. This new speciality was usually not very attractive to them but 
most of the respondents considered their current jobs as the only possibility in the 
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Czech Republic. Their main goal was to earn money and provide for themselves and 
their family. Other respondents were oriented toward a more comfortable life in the 
Czech Republic and, therefore, tried to study the Czech language, adapt to the local en-
vironment, and get residence permission. 

The Vision of Own Future. Interviewed Georgian migrants expressed uncertainty 
about their future in the Czech Republic. Some respondents see themselves in the Czech 
Republic on a long-term basis and express a desire to stay in the Czech Republic and 
settle in this country in case they receive a residence permit. Others were less defined in 
their plans and considered both possibilities – to stay in the Czech Republic and return 
to Georgia.  

Since migrants generally do not work in jobs not related to their major and often 
their level of education exceeds the requirements of their work position, some respond-
ents believe that their current job is not a final decision and they may consider other 
options for working in the Czech Republic. As a rule, respondents did not have a clear 
long-term plan and were willing to consider other opportunities for further employment. 

The ‘New Generation’ Group of Respondents 

Based on the features of the responses received, reflecting new trends in cross-border 
labour mobility, five respondents were included in this group of interviewed migrants. 
All of them worked in international organisations, four of them came to the Czech Re-
public to study and then stayed in Czechia to work, and one was initially invited to 
work by the company after going through a complex online selection process. 

Motivations and Migration-Related Decision-Making. One of the factors that led 
interviewed Georgian migrants to come to the Czech Republic for the bulk of this cate-
gory of respondents was to obtain an education. For this reason, one of the interviewees 
refused a promising job in Georgia and expressed satisfaction with her choice, citing the 
broader perspective and opportunities for personal and professional development of-
fered by her educational experience abroad. Other interviewed migrants, after finishing 
their education in the Czech Republic, decided to stay in the country and supplement 
their education with work experience abroad. 

The interviewed migrants did a deep exploration regarding potential destinations 
before making decisions about migration to the Czech Republic for study. This process 
involved gathering information about culture, study and overall life conditions in 
Czechia. Their decisions were informed by factors such as getting a good education, 
new experience and lifestyle preferences. 

Besides many factors which impacted migrants' decision-making to stay in the 
Czech Republic after finishing their studies, the main one was the available jobs related 
to their field of specialization with alignment to what they were experts in. 

Job Search and Recruitment Process. During their studies in Czechia, this group 
of respondents considered the possibility of working. For this purpose, respondents 
searched for information about available job, companies' corporate cultures, and work 
environments.  

Interviewed migrants noted a rather complicated and competitive recruitment pro-
cess. They underwent a rigorous selection process that involved submitting applica-
tions, attending multiple interviews (some conducted online due to the COVID-19 pan-
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demic), completing various tasks and exercises, and providing a recommendation from 
a contact within the company. 

Respondents emphasized the complexity of selection process and significant com-
petition during the job application process. 

Assistance in the Adaption to the Workplace. Upon securing employment, mi-
grants encountered challenges related to adapting to new work environments and tech-
nologies and the necessity to master new knowledge and skills, in particular, unfamiliar 
programming languages and software, etc. Respondents underscored the importance of 
the assistance that employers provided with immigration paperwork, the provision of hous-
ing, etc. This support gave the migrants a sense of safety, a feeling of security and sta-
bility at their job. 

Social Integration. Migrants mentioned that they faced initial challenges upon ar-
rival to the Czech Republic due to unfamiliar cultures, languages, and people. However, 
they were ready to adapt to new life conditions and expressed a willingness to learn. 

Migrants highlighted the importance of social networks in their adjustment process. 
In their private life, they primarily interacted with fellow nationals and maintained con-
tact with colleagues from different countries at work since representatives of different 
countries worked in international companies. Support from familiar peers facilitated 
their integration into the Czech reality. 

Work Environment and Corporate Culture. Migrants expressed great enjoyment 
of supportive working conditions in their companies. They mentioned that the lack of 
stress and a feeling of synergy when working integrated them into the company's cul-
ture which fostered a sense of belonging to the company and developed a feeling that 
they are a valuable part of the company. Moreover, they reported that despite the pres-
ence of competition between applicants when being invited to a job interview, there is 
little to no question of competition at work in their companies. The employers offer 
comfortable working conditions where workers help each other rather than try to ruin 
someone's projects. 

Their employers invested in their training and development and, therefore, assisted 
their professional development, promoted tolerance and positive work culture through 
training and policies fostering diversity, mutual assistance and collaboration. In this 
way, employers ensured the employees the feeling of belonging, the significance of which 
was particularly essential at the initial stage of their career in an unfamiliar work envi-
ronment.  

Assessment of Own Migration Status. The migrants highlighted that studying and 
working in the Czech Republic provided them with invaluable opportunities for person-
al growth, supported the expansion of their professional mindset, and enriched their life 
experiences. They view their time in the Czech Republic as an opportunity to gain inde-
pendence and get a broader understanding of the world, which they believe will benefit 
their future endeavours. Respondents also emphasized personal characteristics devel-
oped during their stay in the Czech Republic that might contribute to their future ad-
vancement in the international job market and career development, such as a proactive 
approach to work, initiative, and adaptability. 

A Vision of Own Future. Migrants expressed contentment with their current situa-
tions and wanted to continue building their careers in Czechia. They highlighted the 
stability and opportunities offered by this country. At the same time, one of the re-
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spondents entertained the possibility of eventually relocating to the United States, and 
her immediate plans centred on continuing to build her career and financial stability 
abroad. Some of the respondents along with employment in the Czech Republic, con-
sidered the possibility of continuing their education to get master's or doctoral degree in 
the Czech Republic. 

Discussion  

A comparative analysis of both groups of respondents revealed some common ap-
proaches towards reasons for migration, such as the availability of jobs and economic 
stability, striving to maximise the utility of their stay in the Czech Republic and im-
prove their lives. 

Nevertheless, if for the ‘Old Generation’ group of respondents, the primary reasons 
for migration were family reunification and better job opportunities regardless of their 
education and speciality, the ‘New Generation’ group of respondents expressed new 
trends in the vision of migration and prioritized the opportunities to develop personal 
and professional knowledge. Subsequently, this decision was supplemented by the de-
sire to maximize the overall utility of staying in the Czech Republic by gaining work 
experience in the speciality abroad.  

After migration to the Czech Republic, Georgian migrants from the ‘Old Genera-
tion’ group of respondents were forced to work in jobs that did not correlate with their 
level of education, so they could not be the most productive. This category of respond-
ents usually work for income only, without an opportunity and therefore, without striv-
ing to occupy a more attractive and prestige job position and social status. A work envi-
ronment that exists in the secondary sector of the labour market with low wages, unsta-
ble conditions, and lack of prospects for feature professional and career development 
does not attract the local labour force who strive to take jobs in the primary sectors of 
labour market where wages are higher, jobs are more secure, and there are opportunities 
for professional and career development.  

However, Georgian migrants from the ‘Old Generation’ group maximized the over-
all utility of migration through the wage differences between Georgia and the Czech 
Republic and, in the case of some migrants, through connection with family and the 
opportunity to educate their children in Czechia.  

Respondents from both groups of interviewed Georgian migrants underscored the 
importance of social networks. First of all, they mentioned the role of emotional support 
from family and friends, as well as from their colleagues and official institutions in 
solving problems with adaptation to work and life environments in the country of mi-
gration. These networks help migrants solve social, economic, and some other prob-
lems. Nevertheless, the interviewed persons did not perceive themselves as part of the 
local community.  

Interviewed Georgian migrants, as the first generation living in the Czech Republic, 
carry out economic penetration and have only external features of penetration into the 
Czech society. The interview of Georgian migrants has shown that there is economic 
and social integration, while the emotional component and life values continue to be 
formed by their ethnic group. This state of affairs is largely consistent with Hannibal 
Gerald Duncan's generational theory of assimilation. The trends for more stable pene-
tration into the international social environment of which the Czech Republic is an inte-
gral part was manifested by ‘New Generation’ groups of respondents. 
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The study has shown that there are certain differences in the migration ‘push-pull’ 
factors between the ‘New’ and the ‘Old’ generation groups of respondents. 

Contrary to the ‘Old Generation’, the ‘New Generation’ of respondents demonstrat-
ed a novel trend to seek personal and professional growth as a migration ‘push factor.’ 
This emergent trend is exemplified by an opportunity to work in the attractive sphere of 
employment with a supportive work environment, to have an opportunity for career 
advancement and to gain experience in their field on the international labour market, 
which acted as ‘pull factors’ for the interviewed migrants from this group. 

As for the ‘Old Generation’ group of the respondents, the existence of family mem-
bers abroad and striving for family stability, limited job opportunities and/or job loss in 
Georgia, a desire to provide for the family's future and ensure better financial stability 
acted as a ‘push factor’, while the availability of job opportunities in the Czech Repub-
lic and opportunity for family reunification, as well as educational opportunities for 
children served as a ‘pull factor’. 

Conclusion 

As the results of the semi-structured interview-based study showed, each interview had 
common and specific features and found a certain interconnection between the time of 
residence of Georgian labour migrants in the Czech Republic, their age, education and 
the migrants' occupation sector.  

According to this study, interviewed Georgian migrants, who have lived in the 
Czech Republic for more than six years at the interviewing period, and who were over 
30 years old and were educated in their home country, mostly were employed in the 
secondary sector of the labour market in the traditional for migrants' sphere of employ-
ment such as construction, agriculture sector, and service sector that are less attractive 
to the native labour force. At the same time, the interviewed Georgian migrants who 
have lived in the Czech Republic for less than five years at the interviewing period and 
who have predominantly graduated from Czech universities, demonstrated new patterns 
of the migrant behaviour and worked in spheres of employment that are new for Geor-
gian migrants, particularly in various international organisations. 

These differences between the interviewed migrants allowed the authors to divide 
the respondents into two conventional groups: ‘the Old Generation’ and ‘the New Gen-
eration’ of migrants. This division, first of all, reflects the understanding of the ‘tradi-
tional’ spheres of migrants' employment and follows these traditions as well as differ-
ences in migration behaviour, motivation to move to the Czech Republic, differences in 
approaches toward adaptation to a new life and working environment, their career de-
velopment opportunities, and differences in the vision of professional and personal pro-
spects. 

The interviews present various aspects of the life and adaptation of Georgian immi-
grants in the Czech Republic, both at the individual level and at the level of convention-
al groups into which we divided the respondents. All respondents emphasize the im-
portance of family and social support and express uncertainty about their future in the 
Czech Republic.  

The study confirms the opinion (Nivorozhkin and Poeschel 2022; Orrenius and Za-
vodny 2009, Hatton and Williamsone 2008, etc.) that due to the lack of proficiency in the 
host country's language (in our case – Czech language) or lack of knowledge in English, 
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immigrants work in secondary sectors of employment and take jobs that are less attractive 
for natives.  

Respondents from the ‘Old Generation’ face challenges such as language adapta-
tion and search for a job in their field or preference, while respondents from the ‘New 
Generation’, who are employed in international companies where the working language 
is English, and work in the field of their speciality, do not have such problems. 

The study found new trends in international labour migration among both migrant 
workers and their employers. 

Migrants' employers demonstrated the following new tendencies: 
– Changes in recruitment process: the employers conduct complex personnel selec-

tion, widely use digital platforms for hiring and managing personnel, and request a rec-
ommendation from a contact within the company. 

– Changes in the attitude towards migrant-workers: the employers provide migrants 
with assistance in completing immigration documents and securing housing, thereby 
fostering a sense of safety and security. This assistance also contributes to the estab-
lishment of a stable employment environment, which in turn can enhance the migrants' 
overall well-being and sense of stability. 

– Employers actively support migrants' professional growth, investing in skills 
training and fostering a positive corporate culture. 

– The employers offer comfortable working conditions where workers help each 
other rather than ruin someone's projects. 

– Employers promote tolerance and positive work culture through training and pol-
icies fostering diversity, mutual assistance and collaboration.  

– Estimating workers' actual knowledge: employers evaluate not the formal educa-
tion (the possession of a diploma) of the hired migrants-workers but their actual 
knowledge. 

New trends in international labour migration were demonstrated predominantly by 
interviewed migrants from the ‘New Generation’ group, among which the following 
new trends were revealed: 

– Greater readiness to adapt to new living conditions: the trends for more stable 
penetration into the international social environment of which the Czech Republic is an 
integral part. 

– Education-based migration: greater willingness and desire to learn, to improve 
own work skills in the chosen field of work activity. 

– Focus on professional growth: migrants actively strive to prove themselves for 
professional growth and enrich their life experiences that contribute to long-term pro-
fessional success.  

– Focus on personal skill development: migrants actively cultivate personal traits 
such as independence, adaptability, and goal orientation that help them thrive in interna-
tional work environments.  

– Targeted searching for jobs: migrants work not only for the income but search 
jobs in areas related to their education and specialty. 

– Job conditions: Even being in a foreign country, labour migrants value comforta-
ble and supportive working environments, the opportunity for career advancement and 
gaining experience in their field, foster collaboration, diversity, and professional growth. 

– New vision of migration: migrants view migration as an opportunity for personal 
and professional growth and advancing their future career.  
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– New way of representation in the international labour market: possession of spe-
cific knowledge and skills, migrants work in the spheres and take the jobs that the older 
generation does not consider for employment, particularly in international companies in 
spheres of finance, computing, control and audit, international marketing etc.  

– Despite that the ‘New Generation’ of Georgian migrants emerge as bearers of 
new trends in international labour migration, the ‘Old Generation’ also demonstrate 
some specific features, particularly, our research has not confirmed that overeducation 
is more common for young migrant workers and undereducation for older workers 
(Chiswick and Miller 2009; Fuguitt and Heaton 1995). In this regard, our study has re-
vealed an opposite trend, particularly, overeducation has been found among the ‘Old’ 
generation of migrants, who do not even apply for positions corresponding to their edu-
cation and are occupied in the secondary labour market, while young migrant workers 
are more successful in the allocation of their education, knowledge, and skills and take 
more advantage through taking the more attractive jobs.  

These new trends indicate the emergence of a new cohort of international labour 
migrants who represent themselves in a new way on the international labour market, as 
well as changes in the attitude towards migrants on the side of employers. All these 
contribute to the establishment of new labour relations in today's globalized world and 
to the transformation of employment patterns, workplace dynamics, and economic poli-
cies on a global scale. 
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