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Abstract 
The research is an analysis of the effects of the retention of the migrants in the UK labor market. It is assumed that the economic, organisational, social, and institutional aspects affect the process of migration and the migrant's decision to participate in the work process. The significance of the research is that it provides a complete picture of migrant retention not only from the economic point of view but also considering their experience at work and immigration processes. The qualitative secondary research method was used with the help of the relevant academic literature and official reports published within the years 2021-2026. The evidence gathered was analysed using thematic analysis to reveal the important patterns and relationships.
The results showed that the economic opportunities, wages and employment opportunities motivate the participation of migrants, but the long-term retention relies on the employment security, career advancement, work supports, inclusion and immigration security. The research concludes that the retention of migrant workers is a multidimensional process that involves employers, policymakers and support organisations working together. Some of the recommendations are to enhance workplace inclusion, bolster career development, increase employment security and create more explicit immigration routes. 
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[bookmark: _Toc238064811]Chapter 1: Introduction 
[bookmark: _Toc238064812]1.1 Introduction
There are significant numbers of migrant workers in the UK and in some sectors, where there are long-term labour needs, including in health and social care, migrant workers are an important feature. Although they make significant contributions to the economy, however, organisations are still facing many challenges in keeping migrant employees with a mix of economic, organisational and institutional factors. The chapter introduces the research context by discussing the role migrant workers play in the UK labour market.
[bookmark: _Toc238064813]1.2 Background of the Study
Migration has become a significant part of the UK labour market, with migrants playing an important role in employment growth and filling skills gaps in a range of sectors. According to the Office for National Statistics (ONS) (2021), migrants in England and Wales work in a range of occupations, with work in sectors that are experiencing a lack of domestic labour. This dependency is particularly prominent in the health and social care sector, where it is vital to understand the conditions that affect migrant workers' choice to enter and stay in the UK labour market.
Economic and institutional factors affect migration employment, as recent migration trends show. The change in long-term international migration patterns is reported by ONS (2025) because of immigration policies following Brexit and changing labour market needs. Likewise, the Home Office (2025) Migrant Journey Report indicates that migration routes, visa conditions and prospects for long-term settlement can be a factor in migrants' decisions on their settlement and ongoing engagement with the UK workforce. So, migrant retention is a part of a wider labour market and policy debate, not just an organisational debate.
Evidence indicates that economic opportunities, social integration and future expectations influence residents' decision to stay in a destination country. Hof, Pemberton and Pietka-Nykaza (2021) developed the idea of ‘temporalities of staying’ to question the notion that migrants do not always intend to go further. Rather, continuous assessment of economic and social conditions is a factor in migrants' decisions to stay. Likewise, Shubin and McCollum (2021) show that a migrant identity can evolve through time; and temporary migration motives may escalate to permanent settlement.
Workplace experiences have also been shown to be a strong factor affecting migrant retention. Turnpenny and Hussein (2021) found that low wages, high workloads, and lack of career progression and post-Brexit uncertainty are issues facing the migrant workers in the UK home care sector. Leverton et al. (2021) added emotional and occupational burdens of homecare workers, pointing to the need for wellbeing and career progression and organisational support, in addition to salary, to be able to retain homecare workers. Furthermore, Shepherd (2021) highlighted safety issues in the workplace, communication challenges, and unfamiliar practices within the construction industry, underscoring the significance of inclusion and employee protection.
COVID-19 also disrupted labour market conditions by influencing employment opportunities, recruitment processes and work stability (Arthur, 2021). Smite et al. (2022) reported that after the pandemic, job expectations are focusing more on flexibility and better working conditions. Such changes are important for migrant workers, for example, flexibility of work, organisational support and employment security could affect the likelihood of their staying in the UK labour market.
[bookmark: _Toc238064814]1.3 Problem Statement
Despite the importance of migrant workers in the UK economy, organisations still face challenges in keeping migrant workers. Current data points to such problems as unstable jobs, lack of career advancement, work-related stress and uncertainty about immigration policies. Turnpenny and Hussein (2021) found that migrant-dependent care areas have sustainability issues with poor working conditions causing workforce instability. Nonetheless, existing studies have mostly looked at migration independently on an economic, policy or labour market basis with little focus on the interplay of workplace, social and institutional factors in retention decisions. This study thus seeks to offer a more comprehensive insight into the influence of economic, organisational, social and policy-related aspects on the retention of migrant workers in the UK labour market.


[bookmark: _Toc238064815]1.4 Aims and Objectives
Aim: 
To examine the perceived factors influencing the retention of migrant workers in the UK labour market.
Objective: 
· To analyse the most significant economic, organisational and social factors that impact retention. 
· To analyse how migrant workers perceive workplace conditions and support.  
· To analyse how UK labour market and immigration regulations impact on the retention of migrant workers. 
[bookmark: _Toc238064816]1.5 Research Questions/Hypotheses
· What factors determine migrant workers to work in the UK? 
· How do workplace environment impacts retention of migrant workers? 
· To what extent do immigration regulations impact migrant worker retention? 
[bookmark: _Toc238064817]1.6 Significance of the Research
This research study adds to the existing academic literature on migrant worker retention by going beyond the economic arguments to include workplace experience, social inclusion and institutional context. It offers a combined approach, considering both personal and institutional influences on retention. The results can assist employers to formulate effective retention policies by determining what influences the satisfaction, commitment and the continued employment of migrant workers such as workplace support, communication, career growth and job security. Moreover, the research has policy implications as it has identified the impact of migration policies on the labor market, settlement courses and migrant safety. Institutional practices, as Walsh, Khoo and Nygren (2021) point out, influence the daily experiences of migrants, and social and institutional barriers are vital to the enhancement of migrant inclusion.

[bookmark: _Toc238064818]1.7 Scope of the Study
This research is geared towards migrant workers working in the UK labour market, and what factors affect their choices on staying or leaving. The study considers economic, organisational, social and immigration-related aspects that impact migrant employment experiences. This research is qualitative secondary research and will be analysing the academic literature and official reports that will be published between the years 2020-2026.
[bookmark: _Toc238064819]1.8 Rationale of the Study
The motivation for this research is the increasing number of migrant workers in the UK economy and the on-going challenges with workforce retention. Due to labour shortages, Brexit changing migration patterns and changing employee expectations, there is uncertainty on how to maintain migrant participation.
There is some research available on migration patterns and the importance of migration in the labour market, but less research focuses on providing explanations for retention from an economic, organisational and institutional perspective. Hence this research is needed to gain a full picture of the reasons for migrants' decisions to stay or go from the UK workforce.
[bookmark: _Toc238064820]1.9 Structure of the Report
This dissertation consists of five chapters.
Chapter 1: The research background, problem statement, aim, objectives, research questions, significance, scope and the rationale in relation to the problem is discussed in Chapter One.
Chapter 2: This chapter discusses literature review which involved existing studies and theories related to migrant workers.
Chapter 3: The research methodology is explained in chapter three of which includes research philosophy, approach, design, sampling strategy, data collection method, analysis method and ethical considerations.
Chapter 4: The findings and discussion are presented in Chapter Four using thematic analysis of secondary evidence and comparing the findings with previous studies.
Chapter 5: The findings of the research work are summarised; the limitations of the research are discussed and recommendations provided in Chapter Five.


[bookmark: _Toc238064821]Chapter 2: Literature Review
[bookmark: _Toc238064822]2.1 Introduction
In today’s time, migrant workers become more important for the UK labour market as they tend to fill vacancies in sectors where there is a constant shortage of employees such as healthcare and social care, construction, tourism and hospitality services, as well as agriculture. Although migrants can bring some benefits for the economy of the country, keeping them becomes complicated due to various reasons.
In this chapter, the literature has been reviewed in terms of the reasons for migrant workers' participation in the UK labour market. 
[bookmark: _Toc238064823]2.2 Conceptual Understanding of Migrant Worker Retention
[image: ]
Figure 1: Conceptual Framework
Source: Self-Created
Retention is the capacity of an organisation to retain its workforce by establishing an environment that favours the engagement and commitment of employees. Traditional literature points out things like job satisfaction, organisational support and career development as determinants of retention. According to Chatzoudes and Chatzoglou (2022), the retention impact on work environment, motivation and organisational processes include financial, psychological and organisational factors. Nevertheless, the retention of migrant workers goes beyond the employment terms and includes social belonging, inclusion, future security, wages and employment opportunities. According to Hof, Pemberton and Pietka-Nykaza (2021), retention is a dynamic decision-making process that is influenced by the goals of the migrants. Adetayo (2024) emphasises that economic gains are not sufficient to ensure retention as poor employment or institutional experiences can promote migration.
[bookmark: _Toc238064824]2.3 Economic Factors Influencing Migrant Worker Retention
[bookmark: _Toc238064825]2.3.1 Wage Opportunities and Economic Motivation
The economic aspect plays a significant role in motivating migrant workers to enter the workforce and remain in it. From a Human Capital Theory perspective, people move to receive more benefits in terms of salary, better jobs, and overall good prospects (Becker, 1964). Migration is an investment – people choose to move to places where there will be more economic benefits. Adetayo (2024) supports the statement by stating that economic opportunities are related to human capital development during migration processes. As countries have higher salary levels and better opportunities compared to home regions, workers from abroad often migrate to countries such as the UK, especially in the health and social care sectors due to lack of local staff. However, economic benefits alone do not guarantee retention. Turnpenny and Hussein (2021) argue that carers from abroad in the UK receive low salaries, have a heavy workload, and lack professional development, which can prevent repeated migrations despite initial migrations. 
Although Human Capital Theory allows explaining why people start to migrate, it cannot explain the reasons behind their decision to remain in the destination region when they have many opportunities to leave.
The role played by economic factors in retention, however, was not universally accepted, with some studies focusing on financial considerations and others indicating that institutional and work circumstances can be more important than economics. This signifies that economic explanations are inadequate for the reasons as to why migrant workers stay.
[bookmark: _Toc238064826]2.3.2 Employment Security and Labour Market Stability

Employment security is a very important element in the attraction of migrant labour. It is because it is an element of financial security and of long-term settlement. According to Berno, Gangl and Huber (2021), legal residence security has a very strong correlation with the labour market integration because it influences the stable employment and employment security. The immigration status in the UK is significantly associated with the employment stability. Migrant workers are mostly employer sponsored hence their employment depends on policies of the employer and the government. This causes insecurity especially when migrant workers have temporary employment and lack career development. Employment security is not the only determinant of retention because even when conditions are stable, the lack of career opportunities will cause workers to leave for other jobs. Migrants in social care, which is a sector with many migrants, are highly needed but lack advancement opportunities (Turnpenny and Hussein, 2021).
[bookmark: _Toc238064827]2.4 Organisational and Workplace Factors Affecting Migrant Worker Retention
There are economic factors that affect migrants' decisions to be part of the UK labour market, but literature indicates that the experiences in employment are likely to have a major impact on their likelihood of being in this market in the longer term. Organisational factors like working conditions, management support, workplace inclusion, opportunities for safety and career progression affects employee satisfaction and commitment. 

[bookmark: _Toc238064828]2.4.1 Working Conditions and Job Satisfaction

The issue of job security is a good measure that can help in retaining migrant workers in high-risk industries, including construction and manufacturing. It might be harder for migrants to ensure safety since they do not have sufficient communication skills, safety knowledge, and familiarity with rights of workers. Shepherd et al. (2021) explored the issue of safety of migrants in the construction industry in Italy, Spain, and the UK and found such barriers as language, safety communication, and differences in approaches to working. Such barriers are likely to reduce the sense of security of workers. In this regard, it can be stated that the issue of safety should be viewed from two aspects as safety is an obligation as well as a retention strategy because people are committed and trust an organisation if they realise that their wellbeing is important, but unfavourable conditions may drive workers to another area or even retirement.
While Shepherd et al. (2021) identify workplace safety barriers; the focus of their study is on safety experiences, not direct retention outcomes. This results in a restriction in the knowledge about how workplace risks affect migrants' employment decisions.

[bookmark: _Toc238064829]2.4.2 Workplace safety and occupational risks

Job security contributes to maintaining the migrant workforce, particularly in dangerous industries, such as construction and manufacturing. Migrants may be at a higher risk because of possible linguistic issues, limited knowledge about the workplace safety, and lack of understanding their rights. Shepherd et al. (2021) explore the safety of migrant workers in the construction industry in Italy, Spain, and the UK and found such barriers as problems with language, dangerous communication, and different working habits. Such issues negatively impact migrant workers' trust in the organisation and their overall feeling of security. These results prove that safety should be considered not only a legal responsibility but also an important instrument of retaining employees. When workers feel that their well-being is protected, there are higher levels of trust and commitment; otherwise, workers may change their profession or even retire. Even though Shepherd et al. (2021) explore safety barriers and not the effects on workers' retention, the research highlights the importance of the safety and demonstrates the necessity of conducting further research into the impact of safety on workers' decisions regarding their next profession or job.

[bookmark: _Toc238064830]2.4.3 Organisational Support, Inclusion and Workplace Relationships

Retention is associated with workplace inclusion and support. According to the Social Exchange Theory, employees are committed when they feel supported, acknowledged and treated fairly. Cain et al. (2021) investigate how working environments influence the experience of refugee workers in Australia in terms of inclusion and social support. It has been found that migrants' work experiences are affected by relationships, organisational environment and participation opportunities. These conclusions could be generalised to other developed markets, such as the United Kingdom. Migrants have barriers that are different from those of the local workers: language and culture problems, and perceptions of discrimination make them feel unaccepted. The use of financial incentives will not help to overcome these barriers. Implication for HRM includes greater inclusiveness: good communication, career development possibilities and cultural sensitivity. Nevertheless, a study by Cain et al. (2021) focused on refugees cannot be applied to most of the migrant workers in the UK, which is why there is a need for UK-based research. While Cain et al. (2021) provides valuable insight into migrant workplace inclusion, the focus on refugees limit direct application to UK migrant workers. The study indicates a need for additional research in the UK to establish how organisation practices affect the retention of migrants in various groups.
[bookmark: _Toc238064831]2.5 Social Integration and Migrant Belonging
Conditions of employment are also influenced in choices to remain in the UK, but the wider social experiences are also an influence. Choices about migration are not just made based on economics but also identity, belonging and future life possibilities. Social integration is therefore one of the essential elements to keep migrants.

2.5.1 Social Networks and Sense of Belonging

Social networks of migrants influence their long-term settlement in the destination country. Family ties, community relationships, and social integration affect how migrants perceive the UK as a destination to make their lives more sustainable. As Hof et al. (2021) suggest, this is “the temporalities of staying,” which means that migrants constantly reconsider their decisions about staying in response to different changes in economic, social, and personal spheres. This contradicts the assumption that migration is a permanent phenomenon driven by the economic motives only. Staying is a process associated with working and socialising. At the same time, stable employment and decent salaries do not necessarily mean that migrants will decide to remain in the UK. Social isolation, discrimination, and problems with settlement may motivate them to relocate regardless of their stable employment. While Hof et al. (2021) offers a useful framework to understand the migrant's shifting thoughts about staying, it has not captured all the factors that influence the relationship between social experience and retention at the workplace level.
[bookmark: _Toc238064832]2.5.2 Migrant Identity and Long-Term Settlement Decisions

According to Shubin and McCollum (2021), migrant subjectivity can change through time. Specifically, the authors demonstrate that East-Central Europeans might begin their migration to the UK by moving there temporarily but eventually plan to reside there permanently because of gaining experience, connections, and future opportunities. The retention of migrants is a continuous process since the comparison of different opportunities happens constantly among migrant workers. For employers who want to retain migrant employees, it is necessary to consider aspects other than job to affect future expectations. Social integration studies cover more than job retention; it touches both the national and community level. However, Shubin and McCollum (2021) concentrate specifically on East-Central European migrants, potentially constraining the applicability of their results to other groups of migrants in the UK labour market.
[bookmark: _Toc238064833]2.6 Immigration Policy and Institutional Factors Affecting Migrant Worker Retention
The institutional issues like immigration policies, visas, and the approach taken by the government towards the labour migrations of the workers play an important role in shaping the retention of the workers, apart from the economic and organisational issues. Unlike the domestic workers, the work situation of the migrants is largely influenced by the legal status of the workers.

[bookmark: _Toc238064834]2.6.1 Visa Security and Immigration Regulations

Immigration status plays a significant role in shaping migrant labour stability. Immigration regulations will play a role in determining employment, employment conditions, and building relationships. According to Berno, Gangl and Huber (2021), uncertainties associated with the legal status may influence employment stability and job mobility decisions. Within the UK, visa systems provide entry to migrant labor force but also create dependencies for both workers and employers. However, institutional determinants are insufficient to explain migrants’ decisions, as they take into consideration the future perspectives (Pemberton and Pietka-Nykaza, 2021).

[bookmark: _Toc238064835]2.6.2 Brexit and Changing Labour Market Conditions

Brexit has influenced the formation of organisation and worker mobility in the UK labor market. The end of freedom of movement of EU citizens changed the recruitment process and generated uncertainty for employers and migrant workers. According to Turnpenny and Hussein (2021), Brexit led to increased anxieties about job security, right of residence, and future job prospects. The sectors which are dependent on the migrants such as health and social care, hospitality, and construction became prone to problems related to retention. Changes in migration trends in the UK are described in the report by ONS (2024), highlighting the importance of evaluating the impact of migration policies on labor market engagement. However, issues with migrant retention cannot be explained exclusively by Brexit but also by organisational practices and immigration policies. Although Brexit was known to be having an impact on the employment situation of migrants, it was possible that focusing only on Brexit and its impact on the employment situation of migrants ignores the role of organisational practices and sector-specific labour conditions.

[bookmark: _Toc238064836]2.6.3 Institutional Barriers and Everyday Migrant Experiences

The activities carried out daily in the institutions influence the lives of the migrants and their feeling of inclusiveness. Walsh et al. (2021) explain how the activities within the public institutions influence the experiences of migrants in terms of security and belonging, among others. Though it is not research that focuses on employment, it still shows many aspects faced by the migrants within institutions. A negative attitude towards such institutions can make the migrants feel excluded, and this will impede integration in the long run. Walsh et al. (2021) however provide a broader integration insight with their analysis of institutional experiences outside the employment context and caution in applying this to workplace retention.
[bookmark: _Toc238064837]2.7 COVID-19 and Changing Employment Expectations
The coronavirus pandemic significantly impacted labour markets through creating uncertainty in relation to jobs, increasing demands for workplace flexibility and concerns about employee welfare. As per Arthur (2021), the coronavirus pandemic caused changes in recruitment procedures and created job insecurity for employees across different sectors in the UK. Migrants employed in vital but at the same time vulnerable sectors (healthcare, social care, hospitality and services) experienced even more difficulties regarding their employment. As mentioned by Smite et al. (2022), demands for workplace flexibility and better work-life balance increased after the pandemic. Even though the findings from the study by Smite et al. (2022) do not focus on migrants, these factors might impact migrant workers' decision to keep their jobs alongside other aspects. 
[bookmark: _Toc238064838]2.8 Theoretical Framework
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Figure 2: Theoretical Framework
Source: Self-Created
[bookmark: _Toc238064839]2.8.1 Human Capital Theory

Becker (1964) presents Human Capital Theory in which the decisions made by people on investment in human capital are made in terms of expected gains, that is, wage gains, promotion in careers, and occupation. The theory is applied to explain migration from one country to another in migration studies based on expected economic gains. In case of migrants from UK, the theory helps in explaining the reasons behind migration in terms of wages, career prospects, and utilisation of skills. However, the theory has limitations too; for example, it makes assumptions about rational economic decisions and does not cover cases of leaving good jobs because of experiences.

[bookmark: _Toc238064840]2.8.2 Segmented Labour Market Theory

The Segmented Labour Market Theory by Piore (1979) suggests that migrants are mostly found in the secondary labour market, with minimal wage increase, progression, and job stability. This applies to the UK as migrants are mostly found in the sectors of care, hospitality, and construction, which lack workers and have bad working conditions. The vulnerabilities in the life of the migrant workers in care work according to Turnpenny and Hussein (2021) are in line with segmented care work. However, the theory fails to consider agency as it views migrants as passive players of structure.

[bookmark: _Toc238064841]2.8.3 Social Exchange Theory

The Social Exchange Theory describes reasons for employees’ retention as they stay where they feel supported, appreciated, and where fair treatment is practiced. The researchers Chatzoudes and Chatzoglou (2022) state that organisational support, job satisfaction, and work environment are the major determinants of employees’ retention. Increased inclusion increases commitment, particularly when it comes to migrant workers. The limitations are associated with neglecting the quotas of migration and visas requirements.
[bookmark: _Toc238064842]2.9 Research Gap
Earlier studies have provided information on the employment of migrants but there are some lacunae in the literature. Migration labour has been studied previously under various lenses, either considering economic reasons, work environment or migration policies. There has been little research to date, therefore, on how these factors interact to influence migrant workers' retention decisions. Also, numerous studies are industry-specific, rather than concerned with retention across the various industries in the UK. In addition, migration appears to be studied predominantly from the employer and/or policy side and comparatively little from the migrant's perspective and experience. ence, this study fills the gap by investigating the joint effect of the economic, organisational, social and institutional factors on migrant workers retention in the UK labour market.
[bookmark: _Toc238064843]2.10 Chapter Summary
The chapter has illustrated that organisational, social and institutional issues have an interactive relationship with economic factors that affects the retention of migrant workers. While financial opportunities are key, workplace experiences as well as social belonging and immigration security have a profound impact on intentions to stay. Theoretical lenses emphasise various areas of retention but also have some weaknesses as stand-alone frameworks. 


[bookmark: _Toc238064844]Chapter 3: Research Methodology
[bookmark: _Toc238064845]3.1 Introduction
This chapter explains the research methodology that was used in exploring the factors which were believed to affect the retention of migrant workers in the UK labour market. This chapter explains the methodological choices which were made with regards to the relationship between the research aim, objectives and the whole research design. Saunders’ Research Onion model is used to explain how the choices in this research are justified from research philosophy to research approach, data collection and data analysis. 
[bookmark: _Toc238064846]3.2 Research Philosophy
Research philosophy is those things which are assumed, believed and form the basis of the development, interpretation and examination of knowledge in the study. This research used the interpretivist philosophy as it relies on the individual's experience, perception and meaning to understand the social realities instead of its objective measurement (Pervin and Mokhtar, 2022). Subjective experiences at work, namely treatment in the workplace, economic expectations, social belonging and immigration uncertainty, all influence migrant worker retention. Hence, it allows for the more in-depth examination of how these factors are affecting migrants' choices not to leave the UK labour market. A positivist perspective was not taken as it is not possible to measure the social and personal experiences that impact upon retention decisions in numbers alone. 
[bookmark: _Toc238064847]3.3 Research Approach
The research method was inductive, meaning that patterns, themes and insights were developed from evidence gathered rather than from pre-established hypotheses (Kumar, 2024). This was appropriate since the study was designed to explore the factors perceived to be influencing the retention of migrant workers, thereby identifying issues that need to be addressed. A deductive approach was not chosen as it is based upon testing theories already established, with the use of measurable variables, thus restricting the understanding of complex social experiences. Thus, an inductive approach was used to explore the economic, organisational, social and institutional factors that might affect migrant workers' choices to stay in the UK labour market.
[bookmark: _Toc238064848]3.4 Research Design
A qualitative research methodology was used in this study to determine the perceived determinants of retention of migrant workers in the labour market in the UK. The qualitative methodology was suitable in this case since it enabled the researcher to gain an in-depth insight into the social experiences, working environment, and institutions which impact on the decision to retain workers (Muzari, Shava and Shonhiwa, 2022). The secondary research methodology was adopted where information was gathered from the available scholarly materials and reports about migrant employment. A PRISMA flow chart was used to demonstrate the process of selection of the literature reviewed.
[bookmark: _Toc238064849]3.5 Research Strategy
In conducting this research, a secondary research method was adopted to explore the factors that affect the retention of migrant workers in the UK labour market (Ajayi, 2025). For conducting this, there was an intensive review of literature available in the form of scholarly journals and credible reports to form a clear understanding of the research problem. The adoption of a secondary research method was appropriate in this case because of its capability to allow the researcher to compare the different pieces of evidence related to various factors that affect migrant retention.
[bookmark: _Toc238064850]3.6 Population and Sampling
Study participants included the academic literature and documents on migrant workers and retention in the UK labour market. Purposive sampling was used to find the most relevant documents based on specific inclusion and exclusion criteria (Tajik, Golzar and Noor, 2024). The inclusion criteria involved the publication dates between 2021 and 2026, the language (English), peer-reviewed nature, and relevance to the topics under discussion (migration, work experience, retention). Studies were excluded if unrelated, non-peer-reviewed, non-English, or outside the UK migrant context. Ten documents that were the most relevant for the topic were selected following the screening process.
[bookmark: _Toc238064851]3.7 Data Collection Method
Data collection was performed through secondary means through conducting a review of existing literature on the topic of migrant worker retention in the labor market of the United Kingdom. A PRISMA flow diagram was used to show the steps of identifying, screening, eligibility, and selection of studies. Sources of academic information were obtained from such scientific databases as ScienceDirect, SpringerLink, Emerald Insight, Wiley Online Library, and Google Scholar. Inclusion criteria included scholarly sources published within the last five-six years, written in English, relating to the labor market of the United Kingdom, and published in peer-reviewed academic journals. Exclusion criteria involved exclusion of sources not related geographically, thematically, or being scientifically dubious. After the screening process, ten suitable sources were selected for analysis.
Identification of studies via databases and registers
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[bookmark: _Toc238064852]3.8 Data Analysis
The secondary data have been analysed using the thematic analysis method to identify any patterns and relations within the literature selected for the research (Braun and Clarke, 2022). The thematic analysis was used in the analysis of secondary data since the research was meant to look at the complicated factors affecting migrant worker retention. The selected studies of literature were examined, coded, and classified based on the similarities and differences in their findings. The analysis involved familiarisation with the literature, generation of codes, clustering of codes into themes, and finally interpretation of the relationship between different themes. 
[bookmark: _Toc238064853]3.9 Ethical Considerations
Integrity was taken into consideration throughout the research process to ensure credibility and integrity of the study. Being the secondary research, there was no need for personal interaction with the subjects since the sources used are not related to individuals’ personal experiences but to the academic studies conducted on the topic. Sources have been selected from reliable academic journals and official publications to guarantee accuracy and to avoid the distortion of existing results. 
[bookmark: _Toc238064854]3.10 Chapter Summary
The current chapter provides an outline of the methodology that has been used to assess the factors perceived to affect the retention of migrant workers in the UK labour market. Qualitative secondary research has been chosen, and it was based on purposeful sampling and data gathered from relevant academic literature. The ethical aspect of the secondary information has been considered in the study.


[bookmark: _Toc238064855]Chapter 4: Data Analysis
[bookmark: _Toc238064856]4.1 Introduction
This chapter has analysed the factors influencing migrant worker retention in the UK labour market by summarising the key patterns and relationships revealed in the research findings. A focus of the analysis was economic, organisational, social and institutional factors influencing the decision of migrant workers to stay in employment. The following three themes were identified: economic and labour market conditions, organisational support and workplace integration, and policies and institutional influences on immigration. The main sources used to support the findings of this section are presented in the data extraction table below. The findings were then compared to the literature and theories to provide an overall picture of migrant worker retention.
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	Author (Year) + Article Title
	Theme
	Country
	Study Design
	Sample / Setting
	Focus
	Key Findings
	Recommendations

	Bell and Johnson (2023), Immigrant Downgrading: New Evidence from UK Panel Data
	Economic factors and career progression
	UK
	Longitudinal quantitative panel data analysis
	The sample size was a 1% sample of all UK workers (native and migrant workers) from the Annual Survey of Hours and Earnings (ASHE) with a matched migrant identifier, focusing on immigrant cohorts who arrived in the UK since 2002, particularly EU expansion migrants after 2004.
	Examined immigrant occupational downgrading, skill utilisation and employment outcomes.
	• Migrants experience occupational downgrading and skill underutilisation despite previous qualifications and experience. • Employment outcomes may not correspond with migrants’ skills. • Limited progression opportunities may weaken long-term labour market attachment.
	• Improve recognition of migrant qualifications and skills. • Develop career progression opportunities to improve labour market integration.

	Chatrath and Hack-Polay (2024), Intra-migrant Workplace Conflict: Impediment to Improving Migrants’ Workforce Integration
	Workplace support and inclusion
	UK
	Qualitative study
	The sample size was 23 migrant employees working in a UK food-manufacturing company. Semi-structured interviews were conducted with participants to explore tensions between newcomer migrants and established immigrant groups and their impact on workplace integration.
	Investigated workplace integration barriers and intra-migrant conflicts affecting migrant workforce experiences.
	• Communication barriers influence workplace relationships. • Cultural differences may contribute to workplace tensions. • Weak organisational inclusion negatively affects migrant integration and retention.
	• Organisations should develop inclusive workplace policies. • Improve communication practices and intercultural management approaches.

	Gawlewicz et al. (2026), Is Migrant Essential Worker Housing the Key to Systemic Resilience During Ongoing Polycrisis? Learning from the Variegated Housing Experiences and Precarities of UK-Based EU Migrants During Covid-19 and Brexit
	Social integration and living conditions
	UK
	Qualitative study
	The sample consisted of 1,105 respondents from an online survey, 40 UK-based Polish essential workers interviewed, and 10 stakeholder interviews. The study focused on EU migrant essential workers in the UK during COVID-19 and Brexit, examining their housing experiences and vulnerabilities.
	Explored how housing insecurity and living conditions influence migrant wellbeing and settlement decisions.
	• Housing insecurity increases migrant vulnerability. • Financial pressures influence wellbeing and stability. • Social insecurity affects migrants’ long-term settlement decisions.
	• Improve access to secure and affordable housing. • Strengthen social support mechanisms for migrant workers.

	Liu-Farrer et al. (2023), Immigration and Labor Shortages: Learning from Japan and the United Kingdom
	Immigration policy and labour market conditions
	UK and Japan
	Comparative policy analysis
	The study examines labour markets experiencing migrant labour shortages using policy and labour market evidence rather than a direct participant sample.
	Analysed the relationship between immigration policies, labour shortages and migrant workforce sustainability.
	• Migrants play an important role in addressing labour shortages. • Restrictive migration systems may create barriers to retention. • Immigration policies influence labour market stability.
	• Develop balanced immigration systems. • Ensure policies support both labour demand and migrant security.

	Lugosi et al. (2022), Inter-Organisational Entanglements in Migrant Support Ecologies: Action and Collaboration Supporting Labour Market Integration
	Institutional support
	UK
	Qualitative research
	Organisations supporting migrant employment integration. The study examines institutional relationships supporting migrant labour participation.
	Investigated collaboration between employers, communities and support organisations.
	• Institutional collaboration improves migrant labour market integration. • Support networks strengthen employment opportunities and inclusion.
	• Encourage partnerships between employers, government agencies and migrant support organisations.

	Mayhew (2023), Migration and the Labour Market, England and Wales
	Labour market contribution
	England and Wales, UK
	Secondary quantitative analysis
	Uses Census 2021 labour market data covering migrant and non-migrant populations in England and Wales.
	Examined migrant participation and contribution to the UK labour market.
	• Migrants contribute significantly to shortage occupations. • UK sectors demonstrate dependence on migrant labour. • Migration supports workforce availability.
	• Develop policies recognising migrant labour contributions. • Address barriers affecting migrant employment outcomes.

	Pressley et al. (2022), Global Migration and Factors that Support Acculturation and Retention of International Nurses: A Systematic Review
	Workplace support and integration
	International including UK evidence
	Systematic review
	The systematic review included 27 studies published between 2010 and 2020 from Australia, Canada, New Zealand, the United Kingdom and the United States. The included studies focused on internationally recruited migrant nurses, with sample characteristics varying across the individual studies.
	Examined factors influencing retention and acculturation of migrant healthcare workers.
	• Workplace support improves retention. • Recognition and career development influence commitment. • Social integration supports migrant healthcare workers.
	• Improve professional support programmes. • Provide career development and integration initiatives.

	Reeves and Bristow (2024), Political Organisational Silence and the Ethics of Care: EU Migrant Restaurant Workers in Brexit Britain
	Organisational experiences and Brexit impact
	UK
	Qualitative case study
	EU migrant restaurant workers in post-Brexit Britain. Participant details should be included from the original article where available.
	Explored migrant workplace experiences, organisational silence and Brexit-related uncertainty.
	• Political uncertainty affects employment security. • Weak organisational support reduces belonging. • Workplace exclusion influences retention decisions.
	• Improve organisational communication. • Strengthen ethical workplace practices and migrant inclusion.

	The Migration Observatory (2023), Work Visas and Migrant Workers in the UK
	Immigration regulations
	UK
	Secondary policy analysis
	UK migrant workers using employment visa routes. The report analyses visa systems and migrant employment pathways rather than direct participants.
	Examined work visas, sponsorship requirements and migrant employment conditions.
	• Visa restrictions influence employment choices. • Sponsorship requirements create employer dependency. • Immigration uncertainty affects retention decisions.
	• Create clearer visa pathways. • Reduce uncertainty within migrant employment routes.

	Saloniki and Hussein (2025), UK Social Care Workers’ Intention to Leave During COVID-19: A Longitudinal Analysis
	Job satisfaction and retention
	UK
	Longitudinal quantitative study
	Two-wave online longitudinal survey involving 1,791 UK social care workers (596 repeated observations and 1,195 one-time responses). The sample included 85.3% females, 14.7% males, 84.5% White British, 5.3% White Non-British and 10.2% BAME respondents.
	Examined factors influencing social care workers’ intention to leave employers and the sector during COVID-19.
	• Higher job satisfaction reduced intention to leave. • Pay dissatisfaction, workload pressures and limited promotion opportunities influenced turnover intentions. • Wellbeing and organisational commitment were significant retention factors.
	• Improve pay, working conditions and career progression. • Develop long-term workforce strategies addressing wellbeing and inclusion.




	Data Extraction Table (Self Made)
	

[bookmark: _Toc238064857]4.2 Thematic Table 
	Theme
	Sub-theme
	Description
	Reference Used in the Theme

	Economic and Labour Market Factors Influencing Migrant Worker Retention
	Wage opportunities, employment security and career progression
	This theme examined how financial benefits, job stability, skill recognition and advancement opportunities influenced migrant workers’ decisions to remain in the UK labour market.
	Mayhew (2023); Bell and Johnson (2023); Saloniki and Hussein (2025); Turnpenny and Hussein (2021)

	Organisational Support, Workplace Conditions and Migrant Integration
	Workplace inclusion, communication, support and wellbeing
	This theme explored how organisational practices, workplace relationships, recognition and safe working conditions affected migrant workers’ commitment and retention.
	Chatrath and Hack-Polay (2024); Pressley et al. (2022); Turnpenny and Hussein (2021)

	Immigration Policies and Institutional Factors Shaping Retention Decisions
	Visa security, policy uncertainty, social stability and institutional support
	This theme analysed how immigration regulations, Brexit-related uncertainty, housing conditions and external support networks influenced migrants’ long-term employment decisions in the UK.
	Migration Observatory (2023); Liu-Farrer et al. (2023); Reeves and Bristow (2024); Gawlewicz et al. (2026); Lugosi et al. (2022)



[bookmark: _Toc238064858]4.3 Thematic Analysis 
[bookmark: _Toc238064859]Theme 1: Economic and Labour Market Factors Influencing Migrant Worker Retention 
The importance of economics and labour market conditions in migrants' decisions to remain in the UK labour market was raised. The findings revealed that often workers wanted to migrate to the UK because of economic opportunities; they wanted to come to the UK to seek better wages, jobs and career progression. This linkage was in line with the Human Capital Theory that proposes that people would make decisions about migration based on their expected return on their skills and labour. Mayhew (2023) pointed out that the migrant workforce played a significant role in the UK labour market, especially in areas with skilled shortages, where there was not enough local workforce. The analysis showed, however, that economic incentives were not enough to guarantee long term retention as migrants judged the quality of employment, prospects and stability in addition to economic incentives. 
The results also showed that wages and working conditions were significant in determining migrant workers' intention to stay in UK jobs. Saloniki and Hussein (2025) found that lack of salary, pressure at work and lack of career prospects were associated with increased plans to quit among social care staff in the UK. This meant that despite being drawn to the job opportunities available in sectors in labour shortage, poor job conditions diminished their commitment over time. Likewise, Turnpenny and Hussein (2021) reported that migrant workers in the UK home care industry had issues with low wages, high workloads and limited career advancement opportunities. The results indicated that sustainability of migrant labour was more than a recruitment issue and employers' capacity to provide fair and secure working conditions. 
Another significant issue that was identified was the link between skill use and movement/retention in occupations. Bell and Johnson (2023) showed that migrant workers in the UK were often subject to occupational downgrading, with their educational attainment and job history not being adequately valued in the job market. This restricted opportunities for career advancement and shorted migrants' long-term commitment to working in the UK. The results were consistent with the Segmented Labour Market Theory which implies that migrant workers are likely to be found in certain sectors with a lack of opportunities for advancement and employment security. As a result, though there were opportunities for migrant labour in the UK, inadequate recognition of migrant skills posed obstacles to sustainable retention.
Overall, the results showed that the economic factors had a complicated influence on migrant worker retention. While financial opportunities and labour market demand led migrants to join the UK labour market, staying in work was dependent on the availability of secure working conditions, career development opportunities and recognition of skills. The results contradicted the belief that economic incentive would be enough to retain the migrant labour force. Conversely, long-term retention involved organisations developing work practices designed to foster a reasonable pay, career advancement and labour market security for their employees.

[bookmark: _Toc238064860]Theme 2: Organisational Support, Workplace Conditions and Migrant Integration

Organisational support and working environment were highlighted as key factors in influencing migrant worker retention in the UK labour market. The results showed that migrant workers' commitment to employment was not only influenced by availability but also by their experiences of workplace relationships, organisational practices and opportunities for inclusion. This result was in line with Social Exchange Theory hypotheses that employees had greater commitment when they felt treated fairly, recognised, and got support from the organisation. Turnpenny and Hussein (2021) found that migrant care workers were central to the social care sector in the UK though their retention was affected by workplace sustainability and working experiences and the wider working conditions for the care work. Turnpenny and Hussein (2021) outlined the framework of migrant outcomes, workforce outcomes and employer outcomes, which noted that migrant outcomes, experiences, risks, relationships and values all had a direct impact on the sustainability of the workforce.

[image: Fig. 2]
Figure 3 Migrant Home Care Workers in the UK
Source- (Turnpenny and Hussein, 2021)

The figure gives a conceptual overview of the linkages between migrant experiences and employer practices and workforce sustainability. It reinforces the finding that there were several workplace and social factors, and that these had an impact on retention, not just employment conditions. 
Important factors associated with migrant integration and retention were identified as workplace inclusion and communication. In the UK, migrant workers faced challenges with integration due to communication barriers, cultural incompatibilities, and work-related conflicts according to Chatrath and Hack-Polay (2024). These challenges had an impact on migrants' sense of belonging and the positive migrant experience in the workplace. The results indicated that organisations lacking inclusive practices may struggle to retain migrants, even given job offers. As a result, retention strategies needed to consider cultural awareness, the ability to communicate and positive management practices as critical factors in workforce stability.
The analysis also revealed that professional support, recognition and career development were linked to migrants' desire to continue with their existing employment relationships over the long-term. Pressley et al (2022) found that having workplace support and professional recognition and opportunities for improvement had a positive effect on the retention of internationally recruited healthcare workers. While the study looked at international nurses in various countries, including the UK, the results were applicable to understanding the impact of organisational practices on the commitment of migrant workers. Likewise, Saloniki and Hussein (2025) have identified job satisfaction, wellbeing and organisational commitment as variables that affected the intention of social care workers to stay in the UK care sector. These results indicated that employment relationships, rather than just employment demand, influenced retention.
Safety and vulnerability in the workplace were also an important factor in the experiences of migrant workers, especially in certain high-risk industries. Lugosi et al. (2022) pointed out issues with language barriers, safety communication and unfamiliar workplace practices among migrant construction workers. These issues made workers feel vulnerable and less secure in the workplace. Overall, the results showed that organisational support, inclusion and safe working practices were key factors in migrant worker retention in the UK. Sustaining the workforce outcomes were more likely to be achieved by employers that offered supportive relationships, effective communication, career opportunities and the protection of worker wellbeing. This showed that the relationship between the organisational practices and migrant experiences and not the economic factors were responsible for migrant retention.
[bookmark: _Toc238064861]Theme 3: Immigration Policies and Institutional Factors Shaping Retention Decisions

Immigration policies and institutional conditions were recognised as important factors affecting migrant workers' decisions to stay in the UK labour market. The results showed visa security and the sponsorship requirements and access to stable migration pathway were highly correlated with migrants' employment prospects. This was especially important in the UK, where industries like health and social care heavily depended on foreign workers to fill the vacancies. Employer-sponsored visa pathways influenced migrant employment experiences, as migrants' legal status was often tied to their sponsoring employer, according to The Migration Observatory (2023). This led to a reliance on the employers and might restrict job turnover, especially if migrants had planned to move to new employment opportunities or to better working conditions. As a result, immigration policies had an impact on the recruitment of these migrants, as well as on the stability of their long-term employment.
The results also showed that policy uncertainty and changing immigration laws did have an impact on migrants' beliefs about security in the UK in the future. The authors of Liu-Farrer et al. (2023) noted that immigration systems affected labour market sustainability because restrictive policies may lead to obstacles to participation and retention of migrants. It was a factor of particular importance after Brexit, which changed migration conditions and raised uncertainty for some migrants. Reeves and Bristow (2024) indicated that Brexit uncertainty had an impact on EU migrant workers, both in terms of job security and feelings of belonging at work, and in terms of their future in the UK. Likewise, Turnpenny and Hussein (2021) noted that despite the ongoing reliance on migrant workers in the social care sector, post-Brexit changes raised concerns about the sustainability of the workforce in the UK.
Apart from immigration regulations, institutional influences encompassed broader social and economic factors that influenced the settlement choice behaviour of migrant workers. Gawlewicz et al. (2026) found that housing insecurity, financial pressures and social vulnerabilities were associated with wellbeing and long-term stability of migrant workers based in the UK. This suggested that retention was determined by migrants' general experiences of their lives, not just their employment experiences. Additionally, Lugosi et al. (2022) highlighted the importance of collaboration among employers, communities and migrant support organisations for better integration into the labour market. Therefore, it was important that migrants could benefit from effective institutional support to mitigate vulnerability and strengthen links with the UK labour market.
In conclusion, the results illustrated that immigration policies and institutional arrangements were major factors in determining UK migrant worker retention. While migration routes facilitated recruitment for shortage occupations, retention was sustainable through good visa arrangements, institutions and living conditions. The issues raised indicated that migrant retention was more than an organisational issue and that broader government policies, regulatory systems and social support were concerns. Therefore, a coordinated approach involving UK policy makers, employers and support services was needed to develop a safe and welcoming setting for migrant employees. 
[bookmark: _Toc238064862]4.6 Discussion of Findings
The findings showed that the retention of migrant workers in the UK labour market was a complex process and was affected by the interaction between the economic, organisational and institutional factors. The literature reviewed showed not just that financial options were a factor in migrants' reasons for staying in the UK, but also their workplace experiences and social belonging and security were factors. Hof, Pemberton and Pietka-Nykaza (2021) suggested that retention of migrants was an ongoing process of decision-making as people re-evaluated their economic and social situation throughout time. This was consistent with findings: Migrants first looked at job prospects and financial remuneration but then looked at other issues related to their long-term decision. Migrant retention was thus interpreted as a mixture of both individual aspirations and structural aspects of the UK labour market.
The economic factors and retention offered some support for the Human Capital Theory but also underscored its limitations. From the literature review, it was found that migrants go to the UK labour market with the expectation of better job opportunities, higher wages, and the better use of their skills. Adetayo (2024) highlighted that individuals might consider migration as an investment option to realise higher returns on their skills and employment prospects. The study results however showed that the economic benefit was not necessarily a long-term retention. As mentioned by Turnpenny and Hussein (2021), the employees working in the UK home care industry have to deal with low pay, high workload, and few chances of career growth. This implied that besides economic reasons, the quality of employment and prospects for advancement influenced decisions to stay.
The results also confirmed Segmented Labour Market Theory as migrant workers in the UK were often overrepresented in domains with low labour supply, low-quality jobs and limited prospects for progression. The literature also pointed to a tendency for migrants to end up in secondary labour markets where they faced insecurity of work and restricted career mobility. Bell and Johnson (2023) also found that migrant workers were subjected to skills underutilisation and occupational downgrade despite having prior education and skills. The results also showed, however, that migrants were not simply passive in these forms of labour. They instead considered employment opportunities, workplace experiences and prospects before deciding whether to stay. As a result, structural disadvantages affected retention; however, migrants were still active in their choice of employment.
In addition, organisation factors were identified to be significant for influencing migrant worker retention, which aligns with the tenets of Social Exchange Theory. The literature review indicated that employees had high commitment when they felt supported, recognised and treated fairly by employers. Chatzoudes and Chatzoglou (2022) pointed out that workplace environment, organisational support and job satisfaction were significant factors that can affect employee retention. This was confirmed by the findings, which showed that workplace inclusion, communication, professional support and career development had an impact on migrant workers' intention to stay in UK organisations. Similarly, Pressley et al. (2022) determined that workplace support and integration programs and professional recognition were factors that helped retain internationally recruited healthcare workers. This suggested that the employer had important role in setting the conditions that fostered long-term employment commitment.
Overall, the findings built on previous research and offered evidence that migrant worker retention in the UK was not an issue that can be explained by a single factor. Economic opportunities were a factor in attracting migrants; organisational experiences determined satisfaction and commitment; and immigration and institutional conditions determined the long-term security. These factors were identified one at a time in the literature however, the results indicated that they worked together and had an interaction with each other. Sustainable migrant worker retention needed to be approached from an integrated perspective with both employers and policy makers and support organisations. For the UK labour market, the ability to overcome some of the challenges of meeting workforce needs depended on attracting migrants and ensuring that they were able to stay in the country in secure, inclusive and supportive roles.

[bookmark: _Toc238064863]4.7 Implications of Findings 
The results were significant in the context of employers, policymakers and theoretical knowledge about the retention of migrant workers. To the employers, the results show that they should enhance inclusion of employees, communication, career development opportunities and employee wellbeing. Career advancement, well-being and job security should be provided to migrant workers to encourage their commitment. From the perspective of policymakers, the results show the need for visa clarity, low uncertainty within migration systems, and more mechanisms for integration of migrants. The policies must solve labour shortage issues, while making sure that migrant workers feel secure and treated fairly. 
In terms of theories, the study indicates the need to integrate several theories to retain migrants. The Human Capital Theory shows how the process depends on economic opportunities and expected gains, while Segmented Labor Market Theory is important as it reveals structural challenges that migrants face. On the other hand, Social Exchange Theory helps to understand the role that work-related support and fairness play in making employees committed. Therefore, no one theory can explain migrant retention on its own.
[bookmark: _Toc238064864]4.8 Chapter Summary 
[bookmark: _Toc194783091]This chapter has analysed the determinants of retention of migrant workers in the labour market of the UK through thematic analysis. There were three major themes identified through this analysis: economic and labour market determinants; organisation and work environment support; and immigration policies and institutions. This analysis reveals that retention of migrants is due to the interplay of these variables such as finances, work experiences, social integration, and migration determinants. The chapter continues to place the findings in context of the existing literature and theories.
[bookmark: _Toc238064865]Chapter 5: Conclusions, Limitations & Recommendations
[bookmark: _Toc194783092][bookmark: _Toc238064866]5.1. Introduction
This chapter presents the conclusion of the study conducted on the factors affecting retention of migrant workers in the UK labour market. In this section, the major results regarding the study’s objectives has been highlighted, the contribution of the study has been appraised, and its limitations has been outlined along with suggestions for future work.
[bookmark: _Toc194783093][bookmark: _Toc238064867]5.2. Conclusions on Each Research Issue/Objective
The outcomes suggest that the retention of migrant workers in the UK labour market is influenced by a complex set of economic, organisational, social and institutional factors. Economic possibilities, pay and employment are the reasons why migrants choose to work in the UK, but continuous retention requires job security, promotion, experience at work and a sense of belonging. This is consistent with Human Capital Theory and proves that purely economic considerations do not explain the process of retention. In addition, workplace environment and organisational policies affect significantly migrant retention. 
Positive management, inclusiveness and effective communication contribute to retention while negative working conditions and lack of career development options increase the intentions to leave the job, thus confirming Social Exchange Theory. Immigration policies, visas, and sponsorship affect employment stability and relocation. The uncertainty caused by Brexit had an impact on the migrants' experience, showing how relevant institutional issues and Segmented Labour Market Theory are to explain difficulties with retention.
[bookmark: _Toc194783094][bookmark: _Toc238064868]5.3. Conclusions on the Research Problem
It is concluded from this research that the retention of the migrant workers in the labour market in the UK can be seen as a complex process influenced by a whole set of factors interconnected with each other and not only by one specific factor. Even though economic opportunities, earnings, and employment motivate the migrants to become part of the workforce in the UK, they do not guarantee the retention of these people for a long time in the labour market. 
The study highlights the importance of job security, opportunities for job promotion, work experiences, social inclusion and institutional support in migrant's choices regarding the decision to stay. Organisational policies on creating an inclusive workplace culture, communicating, and employee support are significant in achieving greater commitment and decreased intention to leave among migrants. Moreover, Brexit-induced immigration policies, visa restrictions and the labour market impacts are the moderator variables in migrants' perceptions of security and outlook. Brexit-induced immigration policies, visa restrictions and labour market impact are the moderator variables in migrants' perceptions of security and outlook.
[bookmark: _Toc194783095][bookmark: _Toc238064869]5.4. Summary of Research Findings and Outcomes
The study finds no single determinant, but a complex process involving multiple interrelated factors that influence migrant worker's retention in the labour market in the UK. Though economic incentives, wages, and job opportunities are some of the reasons behind migrants’ motivation to perform labor in the UK, these reasons do not necessarily secure their long-term employment. From the analysis conducted, it is apparent that employment security, chances of career development, work experience, socialisation, and organisational support play an important role in making the migrants remain in the job market. An inclusive environment within the organisations, good communication, and proper employee support are among the key organisational practices. Also, the policy of immigration, the terms of visas and post-Brexit changes in the labour market influence the feeling of insecurity and future among the migrants. Thus, to sustain migrant worker retention, there is need to have an integrated effort by the employers, policymakers and support organisations in developing secure, inclusive and supportive employment conditions.
[bookmark: _Toc194783096][bookmark: _Toc238064870]5.5. Original Contribution of the Research
This study adds to the body of research by offering a combined insight into the retention of migrant workers within the UK labour market. This study integrates economic, workplace, social and institutional perspectives in explaining retention choices, unlike past studies which predominantly focus on economic, organisational or policy factors individually. The study shows that individual motivations and broader structural conditions interact to influence the retention of migrants. In addition, the research has a theoretical contribution in that it shows that Human Capital Theory, Segmented Labour Market Theory and Social Exchange Theory offer a complementary explanation towards migrant retention. In practice, the results inform employers and policymakers to create strategies to enhance workplace support, employment security and sustainability of migrant workers.
[bookmark: _Toc194783097][bookmark: _Toc238064871]5.6. Limitations of the Research
This study has several limitations that should be acknowledged. To begin with, the study was a secondary qualitative study, i.e., the results relied on the presence, quality, and volume of available academic literature and reports as opposed to the direct experiences of migrant workers. Secondly, purposive selection criteria and the restricted number of chosen sources could limit the applicability of the results to all migrant worker groups and sectors in the UK. Also, there were studies that concentrated on a particular industry, including healthcare, social care and construction, which might not be entirely reflective of broader migrant experiences of employment. Moreover, differences in migration backgrounds and personal situations can bring about differences that were not wholly represented in secondary evidence.
[bookmark: _Toc194783098][bookmark: _Toc238064872]5.7. Recommendations/Areas for Further/Future Research
According to the results, organisations must create holistic migrant retention strategies by enhancing workplace inclusion, offering career development opportunities, reinforcing communication practices and securing employment. Employers too should be concerned about the wellbeing of the employees and provide them with conducive working conditions that would foster long term commitment. However, the policymakers must consider more transparent visa options, less uncertainty in immigration and more integration support to achieve the balance between labour demands and the protection of the migrants. Further studies are needed to investigate the retention of migrant workers using primary data collection techniques, including interviews and surveys to get first hand experiences and impressions. Additional research may also focus on industries, compare migrant experiences in different industries or nations, and longitudinal research may be conducted to determine how retention decisions evolve. This kind of research would give more insights on sustainable migrant workforce strategies.
[bookmark: _Toc194783099][bookmark: _Toc238064873]5.8. Summary
This chapter summarised the study by assessing the determinants that affected the retention of migrant workers in the UK labour market. It has summarised the findings with reference to the research objectives, contribution of the study, limitation and offered recommendation to the employers, policymakers and to future research. The chapter highlighted that economic, organisational, social and institutional factors should be managed together to ensure sustainable migrant retention.
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