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Abstract
This dissertation examines the most effective talent management and retention concepts on international students in the UK fashion industry. The research seeks to learn the role of the management practices on the employee support, engagement, productivity, and retention of international student employees.
The study adopted the quantitative based on a positivism philosophy and deductive approach. The primary data used was gathered in the form of a structured survey questionnaire to 75 foreign students who work in the UK fashion firms. The SPSS was used in analysing the data in order to determine the relationship among talent development practices, supportive leadership, work environment, and employee retention.
The results indicate that the retention can be enhanced with the help of talent development practices, including training, work-integrated learning, and skill development. The supportive leadership and mentoring were also discovered to improve employee engagement, decrease stress, and increase loyalty. Moreover, positive working environment, good remuneration, job security and welcoming work culture were also established as practices that contributed to retention intentions.
The research also highlighted to certain issues of international students, such as uncertainty about the visa, cultural adaptation, and possible lack of career advancement. These issues can lower the long-term commitments unless handled well by employers. Overall, the research concluded that a combination of development opportunities, supportive management, and fair working conditions is important for retaining international student talent in the UK fashion industry.
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Glossary
	Term
	Definition

	Talent Management
	The process of attracting, developing, and retaining skilled employees in an Organisation.

	Employee Retention
	The ability of an organisation to keep employees working for a long time.

	International Students
	Students from other countries who study and work in the UK.

	UK Fashion Industry
	Businesses involved in clothing design, production, and retail in the UK.

	Work-Integrated Learning (WIL)
	Learning that combines academic study with practical work experience.

	Supportive Leadership
	Management behaviour that guides, motivates, and supports employees.

	Employee Engagement
	The level of interest and commitment employees have towards their work.

	Work Environment
	The conditions and culture in which employees perform their jobs.




[bookmark: _Toc220766159]Chapter 1: Introduction
[bookmark: _Toc220766160]1.1 Research background
[bookmark: _Hlk219888271]The chapter introduces the research topic in investigating the role of talent management among international students in the UK fashion sector. The UK fashion industry supports a significant number of students by generating nearly £21 billion in taxes in 2021 (British Fashion Council, 2022). However, the UK fashion market has also reduced considerably, with the number of students reaching about 2.81 million in September 2024 (compared to the previous five years, these numbers are about 225,000 lower) (F2F News Desk, 2024). The research will highlight the importance of investigating the significance of talent management and retention approaches, especially among foreign employees or students, in the context of the UK fashion industry. This research will investigate the UK fashion companies in the position of managing as well as retaining the international students who are employed in a significant manner.  
The creative industries (to which fashion is one of the core parts) created an estimated £124 billion in GVA in 2023 (Newson, 2025). This demonstrates the significance of creative talent to the UK economy. However, there is a high staff turnover in the sector, where the overall worker turnover amounts to approximately 34% per year, and specific to retail turnover is approximately 33-37% per annum, increasing the recruitment and training expenses of fashion companies (CIPD, 2024). Therefore, retention strategies are essential in the case of high turnover. Foreign graduates are getting Graduate Visas on completion of study, which has been reported at about 172,000 in 2024. This indicates that this graduate group will be a major supply of skilled workers (Walsh, 2024).
In addition, Syal and Adams (2024) show that policy shifts and public debate about the graduate visa policy create uncertainty for employers trying to convert these students into long-term employees. This uncertainty caused poor practices in the talent pipeline. Furthermore, some common measures include career development, skills training, competitive and clear pay, flexibility, mentoring, and a supportive organisational climate, which are the practices that are necessary for employee retention (NetSuite, 2021). Despite these practices, there are limited studies on which specific strategies perform for foreign students in the UK fashion sector. The proportion of non-UK workers among the creative workforce is currently steadily rising (as it was reported approximately 16%), making specialised talent management a more crucial requirement (PEC, 2025).
[bookmark: _Toc220766161]1.2 Issue in the research area
The fashion industry has a lack of technical procedures, contributing £62 billion to the UK’s GDP, as observed in 2021, and supports 1.3 million jobs in the UK. However, due to the lack of knowledge and work experience, and work culture among foreign employees and students, they faced issues in developing their careers. Urme (2023) and Achmad et al. (2023) overlooked the cultural differences, visa limitations, and barriers to career development while working in the fashion sector. Therefore, this research will address this gap by determining the most appropriate talent management and retention practices to meet the needs of foreign workers and improve their careers in UK fashion firms.
1.3 Research significance 
The study is highly relevant as the creative industry in the UK, especially the fashion sector, relies on foreign talent. Dr Sara Maioli (2025) indicates that approximately 16.2% of the workforce in the creative sectors in 2024 was non-UK citizens. This is an indication that foreign employees play a significant role in becoming the talent pool for the UK fashion sector. Simultaneously, 7.2% of employers in 2022 in the creative industry report skills shortages in specific sub-sectors, contributing to employee retention rather than just recruiting them (GOV.UK, 2025).
However, Singh and Svendsen (2024) have conducted research specifically on how the UK industry can best retain international graduates, such as those who have trained for work in the fashion sector. This gap will be addressed by determining the best talent-management and retention strategies that actually perform for international students in the UK fashion. Consequently, it will be able to improve the stability of the workforce, decrease turnover expenses, and contribute to the long-term development of the creative industry.
[bookmark: _Toc220766162]1.4 Research aim
The research aims to investigate the most suitable talent management and retention strategy for foreign students or employees working in fashion companies in the UK.
[bookmark: _Toc220766163]1.5 Research objectives
· To identify the role of management strategies in talent retention and employee support.
· To evaluate the different talent retention and management strategies responsible for effectively influencing and supporting international student employees in fashion organisations.
· To analyse the scopes and barriers in talent retention and management strategies to influence the international student employees in the UK in the fashion industry.
· To look for strategies in enhancing engagement, productivity, and loyalty among international students in the fashion sector.
[bookmark: _Toc220766164]1.6 Research questions
Main question: What are the main talent retention and management strategies that effectively influence and support the international student employees in the UK fashion sector?
· What is the role of management strategies in talent retention and employee support?
· What are the different talent retention and management strategies responsible for effectively influencing and supporting international student employees in fashion organisations?
· What are the scopes and barriers in talent retention and management strategies to influence the international student employees in the UK in the fashion industry?
· Which strategies would be most effective in enhancing engagement, productivity, and loyalty among international students in the fashion sector?
[bookmark: _Toc220766165]1.7 Synopsis
The research will explore the most effective talent management and retention approaches for foreign student workers in the UK fashion sector. It focuses on understanding the way to improve and sustain the skills among international talent. However, the study focuses on evaluating the challenges faced by these student workers due to the ineffective HR practices, which would be addressed through enhancing performance and achieving long-term commitment in the UK fashion sector.  Further, this research will offer practical solutions that are missing from the existing literature to identify the talent management as well as retention strategies to apply in relation to the international students. 
1.8 Brief Methodology 
This research has used the primary source of data collection method to collect valuable information. The positivism philosophy has been selected to be capable of quantifying the correlation between talent management practices and retention of students.  The primary data has been collected using a survey questionnaire, which will involve 75 students working with the UK fashion companies. For the data analysis, a statistical data analysis technique has been used with the help of SPSS software to test the correlation, along with the significant relationship. The “Data Protection Act 2018” has been incorporated to manage the collected data to avoid research bias.  
1.9 Theoretical framework 
Three theories have been used to guide this study to explain how talent retention and management strategies can influence the international student employees in the UK fashion industry.
[image: ]
[bookmark: _Toc220421385]Figure 1: Theoretical framework 
(Source: Self-created)
Figure 1 shows that three theories, such as human capital theory, psychological contract theory, and social exchange theory, have a significant role in the current study. In the case of explaining the human capital theory, the opportunity for developing employees’ careers, skills, knowledge acquisition, and employee abilities is examined, whereas the psychological contract theory explains the relationship between employees and employers, which increases employee satisfaction. Furthermore, the social exchange theory highlights the feelings and needs of employees from the companies, which is more effective than the costs. 
a. Human Capital Theory
According to Human Capital Theory, skills, knowledge, and abilities of employees are the assets for which organisations require investment to enhance performance. 
[image: ]
[bookmark: _Toc220421386]Figure 2: Human capital theory
(Source: Ahmed et al., 2017)
Figure 2 shows that the role of individual investment in education contributes to skill development by connecting with social investment. These outcomes help improve productivity and citizenship, which lead to earnings and social efficacy (Ahmed et al., 2017). In the study context, the international students in the UK fashion sector usually experience skill development requirements, cultural adaptation, and insufficient career focus. The Human Capital Theory can be used to understand structured training and internships, career pathways, and professional development programmes to enhance their retention.
b. The Psychological Contract Theory
The Psychological Contract Theory explains the unwritten agreement between employers and employees. 
[image: ]
[bookmark: _Toc220421387]Figure 3: Psychological contract theory
(Source: SCHALK and ROE, 2007) 
Figure 3 presents that employees compare their performance on obligations with the psychological contract. However, they make a corrective response if a mismatch exists, which involves balancing expectations (SCHALK and ROE, 2007). In the study context, the international student employees can expect mentorship, inclusive management, visa-related support, and effective communication.
c. Social Exchange Theory
The Social Exchange Theory evaluates the relationships existing in workplaces, which are built based on trust, mutual benefit, and reciprocity. The longer the employees stay in the organisation they perceive the benefits they receive (support, flexibility, opportunities) are high as compared to the cost (figure 4) (Pham et al., 2023). 
[image: ]
[bookmark: _Toc220421388]Figure 4: Social exchange theory 
(Source: Pham et al., 2023) 
In the study context, international students face difficulties like a lack of networks, cultural diversity, and a lack of job security. As the UK fashion employers could provide inclusive environments, flexible policies, cultural sensitivity, and emotional support to the students, which will help them feel valued and build a stronger commitment to reinforcing retention.
1.10 Dissertation structure 
[image: ]
Dissertation structure 
(Source: Self-created)



[bookmark: _Toc220766166]Chapter 2: Literature review
[bookmark: _Toc220766167]2.1 Overview 
This chapter is based on reviewing the existing research based on “Talent Management” (TM) and retention to comprehend how talent management is maintained by UK fashion firms in supporting international student employees. Using authentic journals and articles, the relationship between management strategies and retention and employee support has been examined. It then investigated the various talent retention practices employed in the fashion industry by focusing on searching for the best practices that can be followed by foreign students. The chapter also provided the key opportunities and limitations that influence the management of the talents of these students. Lastly, it evaluated the strategies that can be used to enhance engagement, productivity, and loyalty. Overall, this review establishes a clear background for determining the most suitable retention strategy among international student workers.
[bookmark: _Toc220766168]2.2 Role of management strategies in talent retention and employee support
a. Importance of talent management 
[bookmark: _Hlk219888364]Almashyakhi (2024) in their study highlighted that there is a significant correlation between the overall TM practices (career-path planning, development, retention) and employee retention in Saudi Arabia. Besides that, the study by Almomani, Sweis, and Obeidat (2022) showed that the practices of talent development and retention have a positive influence on job satisfaction, but talent attraction practices did not have any significant effect. Similar to Almashyakhi (2024), the study by Obeidat, Yassin, and Masa'deh (2021) demonstrates that TM practices (attract, develop, retain) have a significant impact on organisational effectiveness, which is facilitated by job satisfaction and organisational involvement. The “Social Exchange Theory” (SET) explains that the investment made by the management in employees' development, career support, fair treatment, and well-being leads to the establishment of the social contract implicitly. In this case, workers remain loyal and committed to the company. For example, CIPD (2023) talked about the importance of talent management as the strategic process of attracting, engaging, developing, retaining, and deploying employees, which is aligned with business goal achievement. This also indicates that improving employee performance, productivity, learning, and long-term organisational success are combinely facilitated through talent management.  The fashion and textile industry in the UK forms a significant part of the economy. It contributes approximately £62 billion in output and provides approximately 1.3 million jobs in the design and retail manufacturing, and supply chain areas (UKFT, 2024).
Therefore, the positive outcomes in Almashyakhi (2024), Almomani et al. (2022), and Obeidat et al. (2021) are consistent with this but fail when TM is done poorly (e.g., hoarding, lack of talent attraction) or does not serve the needs of the psychosocial aspect highlighted in the study by Jimoh and Kee (2022), where it falls apart, and retention and employee support decline.
b. Retention strategies in talent management 
Management practices have a positive impact on the retention and support of international student employees. Training and development are the main indicators of retention. Brockmann (2023) mentioned that companies provide specific training, apprenticeships, and on-the-job coaching, which increase employee expertise and commitment. Figure 5 shows the role of coaching skills that reinforce qualities like responsibility, sincerity, and openness, which help enhance self-confidence (Seemann et al., 2024). 
[image: ]
[bookmark: _Toc220421389]Figure 5: Coaching skills of managers 
(Source: Seemann et al., 2024)
This aligns with the human capital theory, which explains the investment in worker skills that enhances their value and loyalty to the company. In addition, Mampuru et al. (2024) indicate that there are significant associations between learning programs and reduced turnover, which boosts job satisfaction and confidence for career development. 
There is also internal mobility and career pathways, which minimise the exits of international students. Singh (2024) highlighted that transparent promotion routes and succession planning are able to make international graduates perceive long-term opportunities with their employer. This is able to solve both the human capital and psychological contract theories, aligning the development as a commitment signal by the firm, and the unspoken growth expectation by the employee is achieved, which reduces turnover intentions. Furthermore, Tavares (2024) highlighted that international students have special needs such as supportive supervision, inclusion, and culturally sensitive management. Social exchange theory explains that employers are supportive and reciprocating, and employees respond by being loyal. Ali et al. (2025) also mentioned that inclusive behaviours by supervisors enhance engagement and retention of diverse employees. In this case, managerial support helps close the gap in social capital and mitigate the turnover risk in the international students, who do not have local networks.
Pay and flexible work are important in developing retention strategies. According to Shahbaz (2025), remunerative compensation decreases voluntary turnover, but non-monetary aspects (culture, recognition, development) have more significant long-term impacts. Figure 6 presents that the retention strategy is facilitated through career development, rewards, working environment, and fair compensation policy. Flexible working hours like flexible schedules, part time jobs, hybrid jobs and work are especially beneficial to international students who have to be able to combine their academic life with working. Flexibility also prevents stress, increases work-life balance, and job satisfaction, which are essential retention motivators. Once they receive a good remuneration and an encouraging organisational culture with growth prospects, chances are high that the employees will grow and become loyal and committed to the organisation in the long run.
[image: ]
[bookmark: _Toc220421390]Figure 6: Factors to develop retention strategies 
(Source: Sharma, 2014) 
These are aligned with psychological contract theory, where violations of expected fairness or support cause resignations despite a sufficient level of compensation (Samuel et al. 2021). Furthermore, uncertainty of visa and policy is a unique factor in the retention of international graduates. Subkhanberdina (2025) shows that the stability of the graduate-route visa improves the willingness of employers to hire and keep international graduates as employees. When policy is uncertain, companies hesitate to invest in training or long-term goals of employees, which opposes human capital investments and strains the psychological contract. Social exchange theory emphasizes that employees have feelings, demands, and satisfaction from their companies, through which they get the benefits rather than costs. This process leads to outcomes like employee satisfaction, employee performance with stronger motivation, and a significant intention to stay in the organisation. Therefore, existing studies showed that training, career opportunities, inclusive supervision, and accommodating HR practices are proven to be effective in developing employee retention and support to improve their well-being. 
[bookmark: _Toc220766169]2.3 Talent retention and management practices to support international student employees in fashion companies 
a. Talent management factors 
According to Almashyakhi (2024), the retention of employees is strongly predicted by complex talent-management systems (career paths, development, succession planning), which clarifies that the commitment is reinforced by the well-planned development pathways. In addition, according to Almomani, Sweis, and Obeidat (2022), talent development and retention practices had a significant positive job satisfaction in Jordanian banks, whereas the impact of talent attraction (recruitment) was insignificant. This contrasts with Almashyakhi (2024), where they isolate which dimension of TM leads to satisfaction and is likely to lead to retention.
However, (Kaur et al., 2025) highlighted the most important retention predictors in the store floor staff, which may reflect context (retail fashion), incentivise frontline supervision and work conditions, rather than formal “Talent Management” (TM) systems. Furthermore, Singh and Svendsen (2024) demonstrate that work-integrated learning and scaffolded curriculum boost employability and early career fit, suggesting that positive employer-education relationships and on-the-job training are important for international students in fashion job roles. Besides that, Irushi Karunaratna et al. (2024) show that training directly improves retention intentions in apparel production, which supports the development of the retention pathway highlighted by SET. In contrast, Okai (2023) shows that language, cultural, and workplace barriers are observed in reducing the loyalty and stability of workers. These barriers showed that TM for students is significant by providing psychological support, culturally responsive onboarding to facilitate skill development for employee retention. In this case, Almomani et al. (2022) contrast by highlighting that recruitment has a small impact on their satisfaction, indicating that employers require ongoing support from management rather than only hiring people. Furthermore, Almomani et al. (2022) focus on frontline managerial fairness and conditions as a more potent retailing fashion lever than broad TM systems. Huang and Turner (2018) also investigated that employer-education WIL collaboration serves as a viable TM support for foreign students. In this case, TM investments facilitate retention among the international students; instead, they receive cultural and psychosocial support. Therefore, in retaining student employees in the fashion sector, managerial support is significant. Fair workplace conditions and psychological support are important. However, TM itself is not sufficient, as mentioned by Almomani et al. (2022), where culturally responsive support plays a vital role in bridging training and employees’ commitment effectively. 
[image: ]
[bookmark: _Toc220421391]Figure 7: Sustainable organisational performance through talent management
(Source: Al Aina and Atan, 2020) 
The critical aspects of talent management factors, which support sustainable organisational performance, are highlighted in Figure 7. It demonstrates that talent attraction, talent retention, learning and development, and career management have a direct impact on the success of an organisation in the long term. Proper talent attraction assists organisations in recruiting talented employees. Talent retention minimises the turnover rate and keeps the workforce stable (Al Aina and Atan, 2020). Learning and development enhance skills and productivity in employees. Furthermore, Sulkhanishvili and Kharadze (2025) mentioned that career management facilitates the growth and motivation of employees. Once these four factors are managed appropriately, they work together to enhance engagement, performance, and loyalty. 
Wegelius (2025) emphasises that flexible work, healthy workplace culture, career advancement, leadership, and skill development are key factors that contribute to the retention of employees. It confirms the Social Exchange Theory, which explains that desired organisational support increases employee dedication and retention. It also highlights that workable solutions are developed for organisations to retain the young professionals better. Bilderback (2025) also points out that talent management and retention are developed through training, but these are not enough. Some areas of performance can be enhanced through training activity and business preparedness, whereas some aspects of performance have weak links and limits, namely, leadership and time management. This highlights that talent retention is an effective strategy that involves leadership that is supportive, practical learning, and adaptive training. Talent, performance, and retention. In addition to that, Ahmed et al. (2025) also mentioned that education, training, and development are the most effective employee retention practices. It is possible to invest in skills to enhance productivity, job satisfaction, and loyalty, and decrease turnover. Retention is also supported by supportive leadership, equitable pay, career advancement, work-life balance, and a positive work culture. These trends as flexible employment and AI-based training, contribute to better employee engagement and long-term retention.
[image: ]
[bookmark: _Toc220421392]Figure 8: Organisational success achieved by the global talent management 
(Source: A Narasima Venkatesh, 2018) 
Figure 8 shows the way the global talent management strategies contribute to organisational success in a highly competitive business environment. It reveals such practices as talent acquisition, onboarding, learning and development, performance management, employee engagement, career management, and succession planning (A Narasima Venkatesh, 2018). The practices help organisations in dealing with volatility, uncertainty, complexity, and ambiguity. Effective talent management enhances the skills and motivation of employees and their mobility. It also develops a high-talent brand and develops future leaders. This model states that talent management strategies are integrated and consistent and help organisations to remain stable in terms of workforce, adapting to transformation, and achieving business success in a global environment.
However, Lulewicz-Sas et al. (2025) stated that there is a strong correlation between social and governance ESG practices and talent retention and management among Generation Z. Professional employees are more engaged, and they are more loyal when their employer treats them fairly, includes them in the culture, and remains transparent and ethical in their leadership. The practices help in attracting and retaining young talent in organisations. In this case, Lulewicz-Sas et al. (2025) also said that engagement cannot be directly enhanced by the involvement of employees in the sustainability initiatives, but engaging them proves to be advantageous. This social responsibility and effective governance are prioritised when dealing with and retaining Gen Z employees. This study is explained by the Social Exchange Theory (SET). It explains that employees remain involved and dedicated to organisations that offer valued support, equity, and practices that are ethical practices.
Moreover, Malhotra and Pachauri (2023) evaluated talent practices, which aim at strong ESG involvement to attract and keep employees. Developing employee buy-in, collecting employee input, integrating ESG practices into workplace culture, and encouraging shared responsibility improve employee loyalty and engagement with the organisation.
Furthermore, Menezes et al. (2025) state that leaders, non-discriminatory practices, and work with a purpose make employees feel motivated, leading to retention and productivity. This talent practice, founded on ESGs, enables organisations to generate a committed workforce and ensure the success of the organisation on a long-term basis. Among other features, the study by Menezes et al. (2025) also points out that talent management significantly enhances employee retention when the employees have a sense of psychological empowerment (Figure 9). 
[image: ]
[bookmark: _Toc220421393]Figure 9: Talent management practices depend on psychological empowerment
(Source: Menezes et al. 2025) 
Furthermore, Ahmed et al. (2025) highlighted that talent management enhances empowerment, which consequently leads to loyalty and commitment. Motivated employees feel that they are appreciated and increase their retention. It indicates that there is an importance of focusing on talent practices based on empowerment in order to create an engaged workforce and attain the success of the organisation in the long term. Human capital theory explains that employees who get the opportunity to train, develop, and grow their careers feel appreciated, and they are more likely to stay in the organisation. In addition, the psychological contract theory shows that the workers get a sense of loyalty and commitment when they believe that the employers have met their expectations by treating them fairly, supporting them, recognising them, and providing them with a feeling of security in their employment. When the fashion companies fulfil these expectations through supportive HR practices, the students could have greater chances of staying with the organisation. However, lack of support and unclear job roles may increase turnover intentions among these student workers. 
Overall, all the studies supported that the attraction of talents, their retention, development, supportive leadership, and ethical practices contribute to performance and employee loyalty (Al Aina and Atan, 2020; Venkatesh, 2018; Wegelius, 2025). However, conflicting opinions demonstrate that training cannot be sufficient, and the engagement of environmental ESG practices has a weak direct effect (Bilderback, 2025; Lulewicz-Sas et al., 2025).
[bookmark: _Toc220766170]2.4 Scopes and barriers in talent retention and management strategies to influence the international student employees in the UK fashion industry
In the study by Kaur et al. (2025), age was found to influence income satisfaction (older workers felt their career progression was worse), whereas women value flexible schedules more than other genders, indicating that different needs are shaping retention. According to the social exchange theory, employees respond to perceived benefits of the employer with equal commitment. In this case, employers are supportive, the employee develops or is rewarded fairly, and employee retention and extra-role behaviour are promoted.
Furthermore, Sindhura (2022) determined that integrated talent-management bundles (the cycle from attract, develop, motivate, to retain) and HR information systems enhance talent processes. This highlights structural capabilities to facilitate reciprocal exchanges with employees. Almashyakhi (2024) investigated that a positive correlation exists between the practices of talent management and retention, indicating that the intention to remain is enhanced by formal TM interventions (career paths, HR policies). However, Choudhury and McIntosh (2013) revealed that the owners accommodated the transient student workforce even when they applied organisational-culture-based approaches; they suggest significant connections with the educational institutions (internships) to stabilise the student employment. 
Urme (2023) showed that effective strategies enable organisations to retain staff longer and enhance their satisfaction. Indicatively, such talent management practices as cautious hiring, training, high compensation, and favorable working culture have been found to boost retention and engagement. The practices make the employees feel that they are appreciated and encouraged, which decreases employee turnover and enhances performance.  Both the drivers and barriers have been established in the UK fashion industry by retention and satisfaction research, which has discovered that employees in the fashion industry are sensitive to factors like career advancement opportunities, flexible working hours, and remuneration. Kaur et al. (2025) determined that career advancement opportunities, flexible working hours, and remuneration are essential factors that employees should be sensitive to in order to remain in fashion jobs. However, Ohunakin et al. (2020) found that other obstacles, such as career advancement and work-life balance, may reduce satisfaction and result in employees leaving. The work environment and development opportunities are the most important, as both general talent management research and the study of the fashion industry, for example, Ojakorotu (2021), confirm this fact. In this field, good communication, training, and reward systems that are fairly rewarded are useful in retaining employees. 
However, international student employees have additional obstacles as opposed to domestic employees. These are the issues of visa and work-permit uncertainty, cultural adjustment, and the weaker employer branding of foreign talent problems, as noted as an issue in wider UK multinational studies (). Moreover, the HR concerns that are taken into consideration in general research include remuneration and job fit. Nevertheless, immigration regulations, diversity services, and customized career paths are other obstacles and opportunities that need special strategies by international student employees in fashion.
In this case, Sindhura (2022) and Almashyakhi (2024) demonstrate that formal TM systems always increase retention (structural reciprocity), whereas Kaur et al. (2025) demonstrate that different needs (age, gender) need various forms of exchange. Choudhury and McIntosh (2013) disagree with the above by demonstrating that small employers might be more focused on operational acceptance than retention investments, which weaken the mechanisms of reciprocity when it comes to students.
[bookmark: _Toc220766171]2.5 Strategies in enhancing engagement, productivity, and loyalty among international students in the fashion sector
a. Enhancement of employee engagement 
[bookmark: _Hlk219888472]The significance of “Work-Integrated Learning” (WIL) and training, mentoring, inclusion, and psychological support has a significant role in enhancing employee productivity as well as their engagement and loyalty (Wang et al. 2023). Figure 10 presents the effects of three principal factors on work engagement. Employee confidence at work is supported by personal resources, which include self-efficacy (Ye et al. 2024). Emotional attributes such as openness, conscientiousness, and extraversion determine the way employees react to work situations. This concept of linkage demonstrates that job demands are met well in terms of engagement, where personal resources and traits are well-balanced. Additionally, the inclusion and open communication facilitated through organisational support systems also enable the enhancement of employee engagement by making them feel belonging. The more employees are supported and valued, professionally and emotionally, the more they will have a higher incentive to offer positively. This is an enabling climate which makes the individual interested in the organisation maintained and burnout decreases and raises long term engagements within the organisation.

[image: ]
[bookmark: _Toc220421394]Figure 10: Work engagement through personal resources 
(Source: Ye et al. 2024) 
Svensson (2024) notes that the use of loyalty rewards in Swedish fast-fashion among Generation Z is determined by individualisation, convenience, credibility, and social media impact. In this case, affordability and discounts matter, but authenticity, brand reputation, and peer recommendations play a significant role in increasing employee engagement. However, sustainability intentions are usually overlooked due to financial constraints. Furthermore, according to the study conducted by Wonah et al. (2025), work engagement has a positive and significant effect on productivity and job performance, but is not necessarily a factor in job satisfaction or loyalty. Not having a lot of engagement, supported by anyone, may lead to stress and burnout. In order to improve engagement, productivity, and loyalty, organisations are advised to balance workloads, offer recognition, financial and emotional support, and pay attention to the well-being of employees in addition to their performance. 
Hameed (2024) emphasises that working conditions, motivation, leadership, CSR, and health determinants like noise pollution have a significant effect on employee performance and turnover. Poor climates decrease the output and increase turnover. CSR, ethical practices, and employee welfare enhance motivation, retention, and satisfaction. In achieving long-term competitiveness and sustainable growth, it is essential to be able to address physical, psychological, and organisational problems. Additionally, Khamoushi Sahne (2025) states that AI is used to increase customer interaction in the luxury fashion industry by personalising their experiences, making the app usable and interactive, including chatbots, virtual try-ons, and personalised suggestions. AI enhances satisfaction and customer engagement, which are the significant drivers of customer loyalty.
[bookmark: _Hlk219888496]As it is emphasised by Malokani et al. (2022), powerfully developed “corporate social responsibility” (CSR) strategies increase employee engagement in the textile industry. Laws and moral CSR activities play a vital role in motivating the staff, and the most important is the ethical CSR practices. The ideologies of social exchange and the social identity theories enable the establishment of emotional and psychological connections among employees and firms with the help of CSR. Besides this, Bapat and Upadhyay (2021) mentioned that corporate social responsibility (CSR) is a strong source of engagement among employees. CSR enhances trust, sense of belongingness, involvement, and sensitivity to work among the employees (Figure 11). Both the CSR and HR managers attested to the positive results of engagement. The planned CSR-employee engagement model demonstrates that the creation of awareness, involvement, and encouragement towards the CSR activities causes increased emotional attachment and pride in employees. The encouragement or inclusivity of CSR enhances work-life balance, as well as the overall engagement of organisations of any size.
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[bookmark: _Toc220421395]Figure 11: CSR practices as a significant source of employee engagement 
(Source: Bapat and Upadhyay, 2021) 
As Cherian (2017) mentioned, CSR was not regarded as significant by the employees, but the motivation of the management and effective communication changed the attitude. CSR was more effective because of the active involvement of the employees. CSR enhanced the positive attitudes towards the company and the cooperation between a diverse workforce. Although shared value was not clearly identified, CSR resulted in improved employee commitment, company culture, and social impact. It indicates that CSR contributes to the positive perception and employee involvement as well as effective results of both the organisations and communities.
According to Qi et al. (2024), proper work-life balance policies have a powerful influence on the level of employee loyalty, engagement, and productivity. Examples of Google, Amazon, and Facebook indicate that the important success factors include flexible working hours, the option of working remotely, support for family care, support for health programs, and the development of employees. These policies decrease stress and enhance job satisfaction as well as commitment to the organisation. Besides that, Lee et al. (2024) emphasize that operational flexibility provides employees with freedom over how and when work is performed, and such a choice minimises stress, work-family conflict, and turnover intentions. It enhances work-life balance, psychological wellness, and job involvement. Engagement is also enhanced by self-management, autonomy, and a positive work environment. The flexibility and sustainable HR are supported through transformational leadership. This flexibility also enhances confidence between employees and employers, improves well-being, and has a positive impact on engagement, performance, and sustainability of organisations. 
Overall, the studies consistently highlight that personal resources, flexibility, CSR, technology, and supportive policies present engagement and increase its levels (Wonah et al., 2025; Malokani et al., 2022; Lee et al., 2024). When well-being is facilitated, the engagement increases performance, satisfaction, and loyalty. In contrast, high engagement without balance causes stress or burnout (Wonah et al., 2025). In addition, AI and CSR help to boost engagement, but trust, ethics, and human support are vital for enhancing employee engagement (Khamoushi Sahne, 2025; Cherian, 2017).
b. Skills, Work-Integrated Learning (WIL) and Training 
High levels of employability, engagement, and on-the-job productivity among graduates of fashion courses are demonstrated in the study by Aljumah (2023), where companies provide them with effective training. Mkhize (2025) said that WIL plays a significant role in enhancing technical capability, confidence, and preparedness to execute tasks in the industry, which increases significant productivity and employer worth. Figure 12 shows the significance of WIL in making high-quality workers, improving communication skills, and industrial collaboration. 
Moreover, work integrated learning helps the students close the gap between the academic and practical requirements in the workplace so that they can fit faster into the workplace requirements. The real-life tasks also expose the international students to the standards in the industry, teamwork, and effective communication in the workplace. Consequently, this leads to a more job-ready workforce that saves the employers on training time and enhances their performance. Experiential learning is also known to build confidence among students and their commitment in the field and this factor has a positive impact on engagement, productivity and retention in the fashion industry.
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[bookmark: _Toc220421396]Figure 12: The role of WIL
(Source: Rawboon et al. 2019)
In addition, Seethamraju (2012) mentioned the significance of WIL, as it provides students with real-life tasks (CAD, pattern cutting, tasks related to supply-chain) that improve work performance. In contrast, Al-Harthy (2022) highlighted that training is not a certain retention strategy; it can just place a student in a better position to be hired by other organisations when the job security is poor or the salary is low. According to Rajan (2021), the turnover is still high even when the training is extensive unless other HR or structural requirements (contracts, scheduling) are unfavorable. Human capital theory explains the reason why training increases productivity. The theory highlights that training leads to skills increment (productivity); as loyalty requires that the company also sends a signal of long-term investment (psychological contract) and offers security to the employee in return.


c. Mentoring, Inclusion, and Psychological Support 
Patel et al. (2024) supported that mentoring of international students prefers mentorship and culturally aware supervision that enhances engagement and organisational resilience. Mentors guide students by explaining work patterns, increasing networks, and providing emotional support. These functions minimise cultural stress and facilitate successful outcomes. In this case, Luukkonen et al. (2023) mentioned that where mentoring is sustained and culturally competent, international students associate increased dedication and reduced intention to leave. This could be aligned with the social exchange theory: loyalty and discretionary effort are returned with supportive behaviour on the part of the supervisors.
In contrast, Uwisanze et al. (2021) mentioned that mentoring schemes are not fair enough. Weak mentoring (for example, infrequent sessions and inappropriate mentoring) is of little use. Furthermore, mentorship never substitutes the structural supports (e.g, legal permission to work). In cases where the students believe promises have been broken (relational or transactional violations), the psychological contract theory shows disengagement regardless of the mentoring.
d. Contracts, pay, job design, and structural moderators
Pay equity, type of contract (permanent vs seasonal), visa/security, and job design have a moderating effect on workers. Turnover is directly decreased by competitive remuneration and stable contracts. Tran et al. (2023) showed that among the international students, the stability of the visa and the willingness of the employers to sponsor have a substantial influence on the ability of the companies to invest in the international student and the intention of the international students to stay. In this case, da Luz et al. (2024) show the positive effect that fair compensation, combined with job design and long-term contracts, and the combination of training and mentoring, increases engagement and loyalty significantly. In this case, the job-embeddedness theory explains that the fit, links, and sacrifice (what one loses by leaving) increase when employees strive to secure their own jobs and social connections.
In addition, the existence of clearly defined job roles and tasks are also further contributing to purpose and role clarity among employees which also lowers turnover intention. Structured contracts and transparent pay systems are also researched as advantageous to international students since it eliminates the uncertainty and financial pressure. Employees feel that they are supported by the organisations when the organisations provide predictable working hours, fair working burdens, and career advancement prospects. The perception enhances loyalty and promotes long term attachment particularly in industries such as fashion where temporary contracts and job insecurity are the order of the day.
However, Saxena (2025) mentioned that the value of long-term investments is disrupted by sector realities (seasonal work, gigs of freelance work, short contracts) in the fashion sector. This study found that employers are not always able to offer permanent contracts, where training and mentoring do not necessarily contribute to enhancing loyalty. Human capital theory describes that increased productivity is facilitated by WIL and training, which further demonstrates the increase in outcomes in the case of skill development. In addition, the psychological contract theory describes loyalty, where satisfaction of expectations (development, fairness, support) of students leads to a rise in commitment, and its violations lead to exit. This is the reason why training alone will only secure loyalty in combination with believable promises of the employer. 
Therefore, existing studies highlighted that the combination of strategies, such as WIL/training (increases productivity), high-quality mentoring and inclusive supervision (increases engagement and improves psychological contract), and secure contracts or fair pay (ensures investments turn into loyalty). They mentioned that investments in training and token mentoring are not alone in enhancing the retention strategies among student workers, but also visa and legal security are other moderators to enhance career advancement. 
[bookmark: _Toc220766172]2.6 Conceptual Framework
“Employee Retention of International Students” is selected as the dependent variable in this research. Retention refers to the duration of international student workers and their commitment to the UK fashion industry.
· The first independent variable is the “Talent Development Practices”. This involves training, work-integrated learning, and skill-building opportunities. Students feel competent and feel more capable when they are more likely to stay in a specific company.
· The second independent variable is “Supportive Leadership and Mentoring. This involves mentoring, cultural assistance, and clear communication from the managers. The supportive leadership is able to decrease stress and enhance engagement, which promotes retention.
· “Work Environment and Job Conditions” is the third independent variable. This consists of fair wages, secure contracts, inclusion, and career opportunities. Students feel secure when good working conditions are provided to them.
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[bookmark: _Toc220421397]Figure 13: Conceptual framework 
(Source: Self-created) 
These three independent variables support the international students and their strength influences the dependent variable, retention. Increased retention in the UK fashion industry is achieved through better development, effective mentoring, and higher retention.
[bookmark: _Toc220766173]2.7 Literature gap 
Current literature mostly covers talent management and retention of employees in the general workforce, but limitation is observed regarding international students in the UK fashion sector. These studies highlighted that talent management practices, psychological factors, work-life balance, CSR, and cultural issues are faced by international students. Retention is also not properly highlighted based on empirical evidence of the effects of visa restriction, part-time limitation, and pressures of certain industries. In addition, the majority of studies are quantitative without any case studies that are context-specific. As such, there is an evident gap in learning specific talent management and retention practices of international students in the UK fashion industry.
[bookmark: _Toc220766174]2.8 Summary 
According to the literature, talent management, employee engagement, and supportive working environments are the key to enhancing retention. Existing research has indicated the role of psychological empowerment, work-life balance, CSR practices, flexibility, and leadership in increasing satisfaction and loyalty. Engagement is also enhanced with the use of technology and AI when wisely. The turnover is, however, developed by stress, poor working conditions, and the absence of support. Overall, workplace well-being, development, and ethical practices lead to improved performance and longer retention in organisations, particularly in the competitive and dynamic industries. Through this study, the role of talent management and retention practices has been evaluated in transforming international fashion graduates into stable and proficient employees. This information can guide fashion companies in minimising turnover and support students in their careers to facilitate the creative workforce of the UK.


[bookmark: _Toc220766175]Chapter 3: Methodology
[bookmark: _Toc220766176]3.1 Overview
The chapter reflects the methodological choices adopted for the study. All the methods were chosen carefully using Saunders' Research Onion (Figure 14). This offered a structured framework to guide and justify appropriate selection. 
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[bookmark: _Toc220421398]Figure 14: Saunders ' Research Onion
(Source: Saunders et al., 2023)
Stating the research aim and questions
In order to develop an effective methodological choice, the research started with a clear restatement of the research aim and questions. This research determined the most effective talent management and retention practices to be applied to the international students in the UK fashion industry. The research questions are to gain an insight into management practices, assess successful retention, discuss existing obstacles, and develop the methods of enhancing engagement, productivity, and loyalty among international student workers. The research questions are given below.
Main question: What are the main talent retention and management strategies that effectively influence and support the international student employees in the UK fashion sector?
· What is the role of management strategies in talent retention and employee support?
· What are the different talent retention and management strategies responsible for effectively influencing and supporting international student employees in fashion organisations?
· What are the scopes and barriers in talent retention and management strategies to influence the international student employees in the UK in the fashion industry?
· Which strategies would be most effective in enhancing engagement, productivity, and loyalty among international students in the fashion sector?
A positivism research philosophy has been chosen to seek a robust relationship between the aims and the methods of the research since the study aims to find objective and measurable evidence. The existing theories on talent management and retention are tested using a deductive approach. It chose a quantitative research strategy with a structured survey, where the primary data were selected among the international student employees in the UK fashion industry. Data gathered are analysed in SPSS, which allows statistical tests and gives a clear interpretation of the relationship between variables. This alignment enhances the coherence, reliability, and validity of the research methodology.
[bookmark: _Toc220766177]3.2 Research Philosophy 
Research philosophy can be understood as the combination of beliefs regarding the way of developing knowledge and the notion of valid research. The primary philosophies of research are positivism, interpretivism, realism, and pragmatism (Turyahikayo, 2021). Positivism is concerned with objective reality, and it dwells upon the measurable, quantifiable data to test the relations between the variables. Interpretivism focuses on the subjective meanings, human experiences, and qualitative comprehension. Realism integrates the objective reality and social interpretation where the external realities are seen to be influenced by perceptions (Panya and Nyarwath, 2022). Pragmatism is open-minded in its nature, because it chooses methods depending on the purpose of research but not its ideological competence. Philosophy influences the research design, data gathering, and analysis.

The positivism philosophy is based on the belief that reality is objective, measurable, and is understandable using facts, observations, and numerical data. This philosophy aims at testing the relationships between variables by applying scientific methods and avoiding the possibility of making subjective choices or personal interpretations. Positivism was suitable as the focus of the study is to determine the best strategies of talent management and retention of international students in the UK fashion industry, with quantifiable evidence. The study adopted positivism philosophy, which supports the use of objective and measurable evidence (Saunders et al., 2023).
Positivism philosophy is suitable to examine the relationship between talent management practices and the retention of international students in the UK fashion industry. The philosophy assumes social phenomenon examination through observable truths or facts, crucial to answer the study aim of the most suitable talent management and retention strategy for UK fashion foreign students or employees. For example, fashion companies, such as River Island and H&M, provide clear career opportunities with an inclusive working culture, as it represents the wider retail market in the UK represents the greatest human resource problem, from where the participants have been recruited for the current study. 
The study considers the variables of management support, retention practices, engagement, productivity, and loyalty. All these factors are measurable in terms of structured questions and numerical scales. Positivism also enables the researcher to gather objective factual data of the international student employees and objectively analyse patterns and relationships. This is significant for producing valid conclusions that are generalisable to the fashion organisations working in the UK. Therefore, the positivism philosophy made a close correlation with the purpose of assessing and comparing talent management strategies with statistical evidence instead of individual opinions.
The study rejected interpretivism philosophy as it deals with subjective data such as human emotions and eagerness, which are less applicable to understanding the suitable strategy for talent management. In contrast to interpretivism, positivism utilises numerical data, which strengthens the findings’ reliability and allows statistical testing between management practices and retention outcomes (Thomas and Zubkov, 2023).
[bookmark: _Toc220766178]3.3 Research Design
The research adopted an exploratory research design, which is important to investigate an area with little academic knowledge. The talent management in the UK fashion industry, including students and employees, poses limited exploration, making it essential to examine patterns related to talent management, skill development, and organisational support, to influence student retention. 
The alternative method, the explanatory research design, was rejected due to its heavy reliance on existing information, reducing flexibility to uncover new patterns. In contrast, through developing patterns, exploratory design helps to identify and develop new relationships and understand emerging trends, therefore offering flexibility with deeper knowledge.
[bookmark: _Toc220766179]3.4 Research Approach
Research approaches describe the way in which data and theory are related in a study. The two broad approaches are the deductive and the inductive method (Kumar and Ujire, 2024). Deductive is an appropriate approach to quantitative research because it begins with the current theories and hypotheses and empirically tested. On the contrary, inductive method of research commences with observations and data gathering to generate new theories, which is mostly applied in qualitative studies (Yuwono and Rachmawati, 2023). The third approach, the abductive approach, incorporates deduction and induction through alternating between theory and data to refine explanations. The approach to the research identifies the research design, its orientation and methodology of analysis (Hurley et al., 2021).
Deductive research involves the development of hypotheses or expectations using the already existing theories and then testing them using the collected data. This method moves from general theories to specific observations. Considering the context of this current research, the deductive methodology will be appropriate, since there are already a number of existing theories in the fields of talent management, employee retention, and engagement of the students. The research adopted a deductive approach, that often considered a top-down approach. Through examining established theories (top) on employee retention, motivation, and talent management, deductive research approaches a general conclusion over most effective talent management (Kumar and Ujire, 2024). This approach, also significant to answer objective 3, seeks to answer the scopes and barriers in talent retention and management strategies to influence the international student employees in the UK in the fashion industry. 
The study utilised the existing models on employee motivation, employee retention and organisational support. Through this, assumptions are drawn on the effects of management strategies on the international student workforce in the UK fashion industry. The deductive method can help the researcher to establish whether these theories can be applied specifically to international students working in fashion organisations. This approach would ensure there was a clear structure and direction of the study. It supported quantitative methods and statistical testing as well. Consequently, the deductive research methodology enhances the logical association between the theory, data gathering, and findings to ensure that the decisions made have evidence-based information as well as conform to the research objectives.
In contrast, the inductive or bottom-up approach has been rejected, which utilises specific observation (bottom) to build theories (up). Compared to the inductive approach, the deductive approach helps to validate existing theories, such as the link between development opportunities and retention, which improves findings and ensures they are supported by evidence, which makes it ideal for the study. 
[bookmark: _Toc220766180]3.5 Research Strategy
Quantitative research strategy involves the gathering of numerical data that could be analysed statistically in order to identify trends, relationships, and patterns. The strategy fits when the research aim is to measure variables and test theories. The quantitative approach is selected in the study to investigate the role of various talent management and retention practices on the international employees of the UK fashion industry.
The study used a quantitative research strategy that deals with numerical data to measure the output. In this study, numerical data (such as involvement rate, retention percentage) from a large sample of international students help to measure satisfaction levels, perceptions of training, workplace support, and retention intentions. Quantitative research enables the researcher to obtain information in a larger sample, making the results more reliable and generalisable. Rating scales could be used to measure such variables as job satisfaction, management support, career development opportunities, and retention intentions. This strategy helps to compare management practices with one another and their efficacy. The quantitative approach is also more aligned with the positivism philosophy and deductive approach because all of them are focused on objectivity, measurement, and testing hypotheses. The survey aimed at the perceptions of talent management practices, support to employees, retention practices, employee engagement, and organisational loyalty. A survey ensured that every participant could answer the same questions. It minimised the research bias to enhance objectivity. The surveys are especially appropriate with international students’ respondents because they were easy to distribute online and convenient to complete. Hence, the quantitative strategy ensured the clarity, structure, and statistical evidence of the research results.
The research rejected qualitative strategies, such as interviews, which deal with non-numeric data and require vast amounts of time and money to complete research. Interview data often cause biased responses and subjective opinions, limiting the study's generalisability. This aspect makes the quantitative research strategy more appropriate to provide broader insights and reduce researcher bias. 
[bookmark: _Toc220766181]3.6 Data collection method
The study uses primary data collection through a structured survey questionnaire. This method provides measurable insights, significant to identify the most effective practices. As an example, measuring responses regarding training support, workplace culture, motivation, and retention intentions among international students employed in the UK fashion industry helps to answer Objective 1- role of management strategies in talent retention and employee support, and Objective 2- strategies responsible for effectively influencing and supporting talent management. Additionally, Survey strategies are efficient, cost-effective, and suitable for statistical analysis of large samples (Thomas and Zubkov, 2023). In this study survey strategy was used to quantify the influence of talent management strategies on retention.
The study rejected secondary quantitative data collection, as it could create accuracy and quality concerns, and a lack of relevance. Additionally, original consent from participants may not have covered secondary use of their data, enabling risk of ethical concerns. 
[bookmark: _Toc220766182]3.7 Sampling technique
The study adopted a non-probability purposive sampling method, assuring the selection of participants based on their relevance to the study objectives (Rahman, 2023). 75 international students selected who are working in UK fashion companies such as H&M, Zara, and ASOS. The participants were identified through LinkedIn and WhatsApp networks, ensuring that they have direct experience with talent management practices. Only international student employees were included to ensure the alignment of the sample with the research scope. Full-time non-student employees were kept out of the research as their work experience may differ. This technique supports the reliability of the findings by ensuring relevance and accuracy. 
[bookmark: _Toc220766183]3.8 Data analysis
Data analysis can be defined as methods of studying, interpreting, and deriving conclusions out of the gathered information (Sari and Prasetyo, 2021). The primary data analysis methods are descriptive, inferential, exploratory and the predictive analysis. Descriptive analysis gives a summary of data using mean, frequency, and standard deviation to determine patterns and trends. The statistical tests, which are employed in inferential analysis, include correlation, regression, and hypothesis testing, which are used to test relationships and make generalisations about a population (Tredennick et al., 2021). Exploratory analysis will bring out the concealed patterns without making assumptions. Predictive analysis involves the use of statistical models to predict the future. Data analysis will be selected based on the nature of a research and the data.
The study adopted statistical analysis through the SPSS software. Descriptive statistics help to summarise the demographic information and identify general patterns in training support, workplace experience, and retention attitudes. Furthermore, inferential statistics, such as correlation tests and regression analysis, help to measure the strength and significance of relationships between talent management strategies and student retention. Utilisation of SPSS ensured accurate, systematic, and replicable analysis, minimising the risk of human error. This analytical approach directly supports objective 3 examining the degree of scopes and barriers to which management strategies influence engagement, productivity, and loyalty among international student employees. 
[bookmark: _Toc220766184]3.9 Ethical considerations
The research followed all the possible ethical considerations needed to conduct primary research. Prior to the survey, the survey ensured all the participants remained informed about the study's aim and objectives. Respondents were flexible to withdraw at any time before analysis began. Clear communication was established using simple language to ensure all level participants ' understanding, followed by a clear and concise online questionnaire, follow-up reminders, and assurance of confidentiality to improve participation. Additionally, all the participant data remains anonymous, and no personal identities or workplace details are collected. Gathered data is stored securely in a password-protected computer and cloud drive, accessible only to the researcher and supervisor. Compliance with the ‘Data Protection Act 2018’ is followed to avoid legal risks with public data handling (legislation.gov.uk, 2018). Anonymised numerical data may be kept for up to five years for academic purposes.
[bookmark: _Toc220766185]3.10 Methodological limitations
The study was conducted over a low number of participants, which may affect the data quality. Purposive samplings overfocus on international student workers may reduce generalisability. Self-reported data also enables the risk of biased responses, as participants may give socially desirable answers. Additionally, the questionnaire design may fail to fully capture deeper personal experiences related to workplace culture or emotional factors influencing retention. Sole focus on primary data also questions generalisability, limiting wider understanding of the study context. 
[bookmark: _Toc220766186]3.11 Chapter summary
The chapter offers an overview of the research methods selected to pursue the research. This included positivist philosophy, deductive approach, exploratory design, primary data collection, followed by non-probability purposive sampling.


[bookmark: _Toc220766187]Chapter 4: Findings
[bookmark: _Toc220766188]4.1 Chapter Introduction
This chapter provides findings and analysis of the collected survey data, as it focused on the responses of international students employed or seeking to be employed in the UK fashion sector with a specific attention to talent management and retention practices. This analysis is based on the help of the responses of 75 participants through a survey and has been conducted using SPSS. The findings revealed important patterns, trends and relations which impact their retention. In the discussion, these findings connected with the existing literature to highlight their importance in enhancing talent management practices in the UK fashion industry.
[bookmark: _Toc220766189]4.2 Demographic analysis 
[image: Forms response chart. Question title: 1. What is your age group?. Number of responses: 75 responses.]
[bookmark: _Toc220421399]Figure 15: Age group of participants 
(Source: Self-created) 
Figure 15 highlights the age distribution of the 75 respondents. The largest groups belong to the age groups 20-25 and 26-30, with 32% of the sample, demonstrating that the majority of the respondents are the representatives of early-career individuals. The ratio of respondents above 30 years is 22.7% which shows moderate involvement with experienced individuals. Individuals less than 20 years form the smallest group at 13.3%. Overall, the findings predominantly includes young adults, which is relevant in the analysis of talent management and retention of international students in the UK fashion industry.
[image: Forms response chart. Question title: 2. Gender:. Number of responses: 75 responses.]
[bookmark: _Toc220421400]Figure 16: Gender of the participants 
(Source: Self-created)
Figure 16 indicates the gender representation of the 75 respondents. The largest group of respondents is 48% of female participants and 40% of male respondents, which is a relatively equal representation. Another 12% did not prefer to specify their gender, which indicates that the survey was conducted inclusively and sensitively. Overall, the findings show a wide range of gender involvement that justifies a wider and more balanced interpretation of the talent management and retention practices towards international students in the UK fashion sector.
[image: Forms response chart. Question title: 3. Are you currently an international student working in a UK fashion company?. Number of responses: 75 responses.]
[bookmark: _Toc220421401]Figure 17: International students who work in a UK fashion industry 
(Source: Self-created)
As noted in figure 17, most of the respondents are currently the international students who are employed in the fashion firms in the UK. Among 75 respondents, 89.3% responded with the answer, “Yes” and only 10.7% responded with the answer, “No”. This demonstrates that the sample is highly relevant to the research focus, as it shows that a majority of the respondents have direct work experience in the UK fashion sector, which makes the valid results concerning the way of talent management and retention strategies applied to international students.
[image: Forms response chart. Question title: 4. If Yes, Name of company you work for:. Number of responses: 75 responses.]
[bookmark: _Toc220421402]Figure 18: Name of company where participants work 
(Source: Self-created)
The figure shows the distribution of the UK fashion companies in which the respondents work. Zara, ASOS and H&M have a high representation with 38.7%, 29.3% and 25.3% respectively. Less proportions are observed among Next plc, Burberry, M&S, Primark, and Ted Baker around 1-2%. Overall, the results demonstrate that the majority of the international students work in large and well-established fashion retailers in the UK.
Such a high density of respondents in large retail companies implies that international students have higher chances of getting employment positions in recognised fashion brands with structured recruitment schemes and flexible entry-level positions. Large retailers have usually offered internships, part time jobs and placements, which are acceptable to students, who have other engagements like studying. Conversely, smaller or luxury brands might have fewer opportunities, more skills, and less adaptability that might prohibit the involvement of students. Consequently, the experiences that have been collected within this study are mostly indicative of the talent management of key fashion retailers that could impact the opinion with respect to training, support, and retention.
[image: Forms response chart. Question title: 5. Type of work. Number of responses: 75 responses.]
[bookmark: _Toc220421403]Figure 19: Work type of the participants 
(Source: Self-created)
The figure demonstrates the nature of the work that the 75 respondents in the UK fashion industry are engaged in. The highest is in the form of internships which constitute 41.3% which points to a strong entry level activity. This is superseded by part-time jobs at 34.7% that have a flexible working relationship with the international students. Placement jobs represent 24% of the responses. Overall, the results indicate that the majority of international students are either working in temporary or early-career roles, and there are significant implications of such findings on the approach to talent development and retention in the UK fashion sector.
[bookmark: _Toc220766190]4.3 Variables 
This research has three independent variables and one dependent variable. The independent variables (IVs) include the Talent Development Practices (IV1), Supporting Leadership and Mentoring (IV2), and Work Environment and Job Conditions (IV3). Talent Development Practices have to do with training, skill development, and career development of international students. Supporting Leadership and Mentoring are concerned with guiding, encouraging and support of managers at the workplace. Work Environment and Job Conditions consist of organisational culture, flexibility, fairness and job security. The dependent variable (DV) is the Employee Retention of International Students that is defined as their willingness to stay, job satisfaction, and long-term commitment to the UK fashion companies.
[bookmark: _Toc220766191]4.4 Descriptive Statistical Analysis
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[bookmark: _Toc220421408]Table 1: Descriptive analysis 
(Source: Self-created)
The descriptive analysis summarises the total 75 participants on all the study variables. Talent Development Practices (IV1) have a mean score of 6.97 and the standard deviation is 2.24 which implies that there is moderate perceptions grounded on variation among respondents. The mean of Supporting Leadership and Mentoring (IV2) is 7.31 and the standard deviation is 2.60 with a positive average, however, with a wide range of experiences. The Work Environment and Job Conditions (IV3) have a mean of 7.17, standard deviation of 2.31, and the workplace perceptions are favourable. The means of the dependent variable, Employee Retention of International Students (DV), are 4.33 with a standard deviation of 1.79, which represents the moderate level of retention.
In addition, the standard deviations of all variables were observed and it is possible to suggest that the spread of responses was reasonable, indicating that the participants had different experiences in the given organisations. This variance is not surprising considering that there are differences in organisational size, management style and employment arrangement in the UK fashion sector. The lower average employee retention score than independent ones suggests that positive working practices in the workplace might not be adequate to retain international students in the long term. Other factors may affect their intention to stay includes job security, restrictions of the visa, future career doubts. 
[bookmark: _Toc220766192]4.5 Validity analysis 
[image: ]
[bookmark: _Toc220421409]Table 2: KMO and Barlett’s test 
(Source: Self-created)
The results of the KMO and the Test of Bartlett confirms the appropriateness of the data to factor analysis in the present research. The KaiserMeyerOlkin (KMO) value is 0.756 and it shows effective sampling adequacy and the data can be further analysed. Bartlett Test of Sphericity is also important with an approximate chi-square =109.276, df= 6 and Sig. =0.000. This important finding supports the argument that the variables show significant relationships. Overall, these findings can be used to evaluate talent management and employee retention among international students in the UK fashion industry as reliable and valid.
Moreover, the value of 1.97 is greater than the recommended KMO of 0.70 that the correlations among variables are close enough to result in credible and unique factors. The large Bartletts Test of Sphericity also results in the affirmation that the correlation matrix is not an identity matrix implying that the variables have a meaningful relationship and are appropriate in multivariate analysis. This reinforces the validity of the measurement model to be employed in the research. Therefore, the validity outcomes have much statistical evidence to continue with the further analyses like regression and correlation tests. Effectiveness of sample and variable framework drives the confidence in soundness and generalisability of the results in regards to talent management and retention practice.
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[bookmark: _Toc220421410]Table 3: Reliability analysis 
(Source: Self-created)
The reliability analysis was conducted to test the internal consistency of the items emphasized as being used in this research to measure the measurement. The output indicates that the Cronbach Alpha value of 0.803 among 4 items is good reliability. When the value exceeds 0.70, it is usually taken as acceptable and this proves that the items used in the survey are similar and able to measure the constructs that are intended to be measured. This finding indicates that the questions concerning talent development, leadership and mentoring, work environment and retention of employees are valid. Overall, the reliability score is high and justifies the use of this questionnaire in the analysis of the talent management and retention of international students in the UK fashion industry.
Additionally, the high coefficient of reliability indicates that the survey instrument yields the same results upon use by different respondents. This uniformity minimizes measurement error and maximizes the validity of the accuracy of the scientific data obtained. A measurement tool that is reliable is critical in making sure that further statistical studies like correlation and regression are founded on anchored and reliable constructs. In turn, the results obtained with the help of this tool are more credible and scholarly.
[bookmark: _Toc220766193]4.6 Regression analysis 
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[bookmark: _Toc220421411]Table 4: ANOVA test 
(Source: Self-created)
The outcomes of the ANOVA indicate that the regression model applied in this research is significant. The dependent variable is Employee Retention of International Students and the predictors are Talent Development Practices (IV1), Supporting Leadership and Mentoring (IV2) and Work Environment and Job Conditions (IV3). The model gives an F-value of 4.162 with degrees of freedom (3, 71), and the significance value of 0.009 which is not higher than 0.05. This highlghts that employee retention is highly influenced by the independent variables together. The value of the regression sum of squares is 35.398 and the value of the residual sum of squares is 201.269 indicating that the model has explained a part of the variation in retention. Altogether, the results prove that talent management and workplace-related issues are significant in the retention of international students in the UK fashion industry.
Further, the F-statistic (4.162) is high, meaning that the joint impact of the independent variables gives better prediction in terms of employee retention compared to a model consisting of no predictors. Though this model accounts to a small percentage of variance, it is reasonable in the context of social science research where other external factors have an influence on the behaviour of employees. The findings indicate that organisational practices interact to influence retention decisions among international students and not one factor alone. This demonstrates the need to adopt a comprehensive talent management strategy that would both focus on development potential, leadership support, and workplace conditions to enhance retention performance within the UK fashion sector.
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[bookmark: _Toc220421412]Table 5: Coefficient analysis 
(Source: Self-created)
The coefficient table evaluates each of the variables, where the regression equation is 
Employee Retention of International Students (DV)=2.094−0.023(IV1) + 0.118(IV2) + 0.214(IV3)
The coefficients table shows the personal influence of each independent variable on Employee Retention of International Students (DV) on the UK fashion industry. The t -value of 2.094 is equal to constant value with t-value of 2.998 and a significance level of 0.004, and this shows that the model is statistically significant at the baseline level.
In the case of the Talent Development Practices (IV1) the unstandardised coefficient (B = -0.023) and the standardised beta (b = -0.028) has a very weak negative correlation with employee retention. The t-value is -0.170 and the significance value 0.866, which is much greater than 0.05. This implies that the effect of IV1 on the retention is not statistically significant in this model.
The relationship between Supporting Leadership and Mentoring (IV2) and retention is positive, where B = 0.118, and b = 0.171. The t-value of 1.142 and significance value of 0.257 however shows that this relationship is not significant.
The strongest positive effect among the predictors is the result of the Work Environment and Job Conditions (IV3) with B = 0.214 and b = 0.277. The t-value is 1.647 but the significance value is 0.104 which is greater than 0.05 which implies that the effect is not significant.
Overall, all independent variables are more or less correlated with employee retention but none of them individually is significant at the 5% level. However, IV3 seems to be the most influential variable, which highlights that a positive working environment can play a vital role in retaining international students in the UK fashion sector.
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[bookmark: _Toc220421413]Table 6: Model summary 
(Source: Self-created)
The model focuses on how three independent variables namely Talent Development Practices (IV1), Supporting Leadership and Mentoring (IV2), and Work Environment and Job Conduction (IV3) affect Employee Retention of International Students (DV). The R value of 0.387 demonstrates that there is a moderate positive correlation between the predictors and employee retention. The R square is 0.150 indicating that the combination of the three independent variables can be used to explain 15% of the variation in the employee retention. The number of predictors is adjusted and therefore the Adjusted R Square is 0.114 which means that 11.4 percent of the variance is reliably explained by the model.
The Standard Error of the Estimate is 1.684 which provides a satisfactory degree of prediction error. The overall model fit is already known by the R Square Change 0.150, F Change value 4.162, df1 = 3, and df2 = 71. Sig. F Change= 0.009, the model is non-Statistically significant at 5% level.
[bookmark: _Toc220766194]4.7 Correlation Analysis 
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[bookmark: _Toc220421414]Table 7: Correlation Analysis
(Source: Generated Using SPSS)
[bookmark: _heading=h.k3feq3k4ek63]The correlation analysis examines the relationships between all variables (Temizhan, Mirtagioglu and Mendes, 2022), mainly independent variables, including Talent Development Practices (IV1), Supporting Leadership and Mentoring (IV2), and Work Environment and Job Conduction (IV3) and the dependent variable, Employee Retention of International Students (DV), in the UK fashion industry context. A sample of 75 international student employees was used for the examination of the ways how these key talent management factors relate to retention outcomes.
Starting with the relationship among the independent variables, the results depict a strong and statistically significant positive correlations. Talent Development Practices (IV1) is highly correlated with Supporting Leadership and Mentoring (IV2) at r = 0.628, p < 0.01, which suggests that organisations providing structured training and skill development opportunities also demonstrate supportive managerial practices. Similarly, IV1 is strongly correlated with Work Environment and Job Conduction (IV3) at r = 0.721, p < 0.01, which also indicates that effective talent development is closely related to a positive, inclusive, and flexible work environment. Supporting Leadership and Mentoring (IV2) also provides a strong positive correlation with Work Environment and Job Conduction (IV3), with r = 0.637, p < 0.01, which also shows that supportive leadership mainly coincides with an encouraging and culturally inclusive workplace. These interrelationships among independent variables show an integrated approach to talent management, where developmental support, leadership, and work environment practices strengthen one another.
In the examination of the relationships between the independent variables and the dependent variable, Employee Retention of International Students, all three IVs show positive and statistically significant correlations. Talent Development Practices (IV1) has a moderate positive correlation with retention (r = 0.279, p < 0.05), which mentions that opportunities for job-related skill development and career progression contribute to the intention of international students to stay with the organisation. Supporting Leadership and Mentoring (IV2) also demonstrates a stronger positive correlation with retention (r = 0.329, p < 0.01), which also implies that guidance, mentoring, and supportive managerial relationships enhance retention probability. Among the three, Work Environment and Job Conduction (IV3) has the highest positive correlation with retention (r = 0.365, p < 0.01), which shows that a friendly, inclusive, and flexible workplace is the most influential factor in retaining international student employees. In short, the correlation analysis evaluates that while all three talent management practices contribute to employee retention, work environment and managerial support play the main roles. The positive inter-correlations among the independent variables also suggest that organisations adopting a holistic strategy by integrating development, leadership, and inclusive work conditions who are more likely to retain international students effectively. These findings also relate to existing literature by focusing on the importance of relational and environmental factors in retention and identify different actionable strategies for UK fashion companies that aim to support international student employees. From the analysis, it is found that implementation of comprehensive talent development, fostering supportive leadership, and development of inclusive work environments are interrelated strategies that combinedly enhance the retention of international students. 
[bookmark: _Toc220766195]4.8 Summary 
The survey results indicate that talent management factors on the retention of international students working in the UK fashion industry. The results of the ANOVA prove that the general regression model is significant (Sig. = 0.009), which means the combination of independent variables influence the employee retention. The coefficient analysis, however, reveals that it is not statistically significant whether Talent Development Practices (IV1), Supporting Leadership and Mentoring (IV2) and Work Environment and Job Conditions (IV3) have their individual effect that all the significance values are greater than 0.05. The strongest positive influence is the work environment and job conditions among them. This highlights that workplace conditions can be improved in order to retain international students.


[bookmark: _Toc220766196]4.9 Discussion 
[bookmark: _Toc220766197]4.9.1 Overview 
This chapter interprets the findings of the research by connecting the statistical findings along with the existing knowledge. It describes how the development of talents, leadership, and work environment impact the engagement, productivity and retention of international students in the UK fashion industry. In this section, the research questions have also been addressed through evaluating the survey findings as well. 
[bookmark: _Toc220766198]4.9.2 Answer to RQ1: “What is the role of management strategies in talent retention and employee support?”
According to the survey result, both the descriptive and correlation results reveal that “Talent Development Practices” (IV1), “Leadership and Mentoring” (IV2), and “Work Environment and Job Conditions” (IV3) are positively correlated with international student retention with the strongest effect for that of work environment. Regression analysis also confirms that the combination of these strategies makes a considerable impact on retention, although the effects of each one of them were not statistically significant. These trends in the UK fashion industry are further validated in this study through the existing knowledge. 
The importance of management strategies in the retention of talents and supporting staff is demonstrated by the existing studies by Almashyakhi (2024), Seemann et al. (2024), and Ali et al. (2025). These studies showed that talent management practices such as training, career development, supportive leadership, and inclusive work environments have a positive effect on employee retention and engagement, but this effect may decline due to poor implementation or attention to psychosocial needs (Jimoh and Kee, 2022). These dynamics are further explained by the Social Exchange Theory by investing in employee development, treat them fairly, and include them in the workplaces leads to loyalty, motivation, and long-term commitment. Therefore, training, mentorship, and supportive working conditions in their combination are considered effective management strategies to improve retention and employee welfare.
[bookmark: _Toc220766199]4.9.3 Answer to RQ2: “What are the different talent retention and management strategies responsible for effectively influencing and supporting international student employees in fashion organisations?”
The results of the survey (N=75) showed the effectiveness of correlation analysis, which showed that IV1 and IV3 all have a positive correlation with retention with work environment being the strongest predictor. The outcome of the regression shows that a combination of these strategies has an overall effect of 15% of the variance in retention. However, it shows the barriers like visa uncertainty, unclear roles, and cultural adjustment need to be addressed through psychological support and responsive onboarding. Aligning with the findings, structured TM systems like career path, development, and succession planning as the important retention factors has been found from the study by Almashyakhi (2024), but Kaur et al. (2025) indicate that more practical factors like managerial fairness, working conditions, and flexible work have more effect on frontline fashion personnel than formal TM systems. 
Similarly, Ahmed et al. (2025) focus on supportive leadership, skill development, career growth, and inclusive working culture as key factors in increasing retention, which is also consistent with the Social Exchange Theory (SET) and Human Capital Theory, which states that perceived organisational support and investment in skills enhance loyalty and commitment. Overall, training, leadership support, and inclusive working conditions are effective in influencing and maintaining international students to work in fashion organisations.
[bookmark: _Toc220766200]4.9.4Answer to RQ3: “What are the scopes and barriers in talent retention and management strategies to influence the international student employees in the UK in the fashion industry?”
The results of the surveys indicate that IV1, and IV3 have positive impacts on retention, with the work environment playing a significant role. These factors together explain 15 percent of retention variance, which means that the regression analysis shows. Challenges faced by international students are uncertainty about visas, cultural adjustment, and poor employer branding, whereas the opportunities are facilitated in unique career requirements, diversity services, and helpful human resource policies. Aliging with the existing knowedge of the studies by Kaur et al. (2025), Sindhura (2022), and Ohunakin et al. (2020) analysed the scopes and barriers of the talent retention and management strategies of international student workers in the UK fashion industry. 
These studies highlighted that the retention problem can be improved by structured talent management (TM) practices, such as career development, training, mentorship, and inclusive workplace policies, addressing the retention issue through two-way commitment of the employees as projected by the Social Exchange Theory. However, small employers or temporary student-centered working environments, might be more occupation-oriented than retention-oriented, which restricts the ability of TM strategies (Choudhury and McIntosh, 2013). Therefore, the implementation of TM strategies, involving development, leadership, and inclusive working conditions are essential to retain and support international student employees in the UK fashion industry, which addressed objective 3.
[bookmark: _Toc220766201]4.9.5 Answer to RQ4: “Which strategies would be most effective in enhancing engagement, productivity, and loyalty among international students in the fashion sector?”
Survey results as Work Environment and Job Conditions (IV3) correlates with retention the strongest, with Supporting Leadership and Mentoring (IV2) showed a positive correlation with retention. Moderate impact can be seen on Talent Development Practices (IV1). The combination of those strategies can be related to the psychological contract theory as skill development, favorable conditions, and conducive relations can encourage engagement, productivity, and loyalty. Hence, comprehensive approaches and interventions based on WIL, mentoring, CSR, and flexible and inclusive workplaces are the most effective approach in retaining international students in the fashion industry. In addition, existing studies showed that integration of work-integrated learning (WIL), CSR, supportive leadership, mentoring and flexible work environments all contribute together to emphasise that engagement, productivity, and loyalty are interconnected and improved. Although Wang et al. (2023) and Ye et al. (2024) also focus on personal resources and traits, CSR is a key to emotional attachment and loyalty as articulated by Malokani et al. (2022) and Bapat and Upadhyay (2021). Similarly, Patel et al. (2024) emphasise that culturally aware mentoring is an important tool of enhancing commitment and decreasing turnover intentions.
[bookmark: _Toc220766202]4.9.6 Summary 
This chapter has explored the strategies that can strengthen the engagement, productivity, and loyalty of the international students in the UK fashion industry using the literature evidence in combination with empirical results. As discussed, none of the strategies alone is effective, but the combination of talent development, enabling leadership, inclusive working conditions and reasonable job conditions is required. It is important to add value to engagement and performance through the use of Work-Integrated Learning, mentoring, CSR, flexibility, and psychological support, but it is also important to note that training will not ensure loyalty without job security and fairness. Overall, it addressed the main research question evaluating the talent retention and management strategies to develop international students’ employability within the fashion sector. 


[bookmark: _Toc220766203]Chapter 5: Conclusion and recommendations
The research has aimed at analysing the impact of talent management practices on engagement, productivity, and retention of international students in the UK fashion industry. The aim of the research was to determine how the practices of talent development that are supportive of the leadership and mentoring and work environment and job conditions are effective in increasing the retention of international students. This purpose has been addressed by conducting a survey among 75 international students and statistical analysis in SPSS. The survey results indicate that the effect of individual strategies is not so significant but when they are combined their effect is substantial and one that affects retention. Especially, a positive work environment and job conditions proved to be the most effective. The study also established that encouraging leadership, mentoring, and skill building enhance engagement and output under fair contract and inclusive practices. Overall, the research showed that the retention of international students in the UK fashion industry is an integrated approach that requires improved talent management for their skill development.
The purpose of this research was to determine the best talent management and retention practices to use with international students employed in the UK fashion industry. It is evident that the practice of talent management is very important in managerial support, engagement, and retention of international student employees. The research concludes that international students represent an important segment of the UK fashion labour force, but they have their peculiar problems, which demand special approaches in management.
The findings highlighted the fact that talent development practices, including training, work-integrated learning, and skill development, are a considerable enhancement of retention intentions. By availing opportunities so that the international students can learn and develop, they will be more confident, valued as well as being motivated to remain with the organisation. This is aligned with the human capital theory that states that investment in employee skills results in increased productivity and commitment. Mentoring and supportive leadership were also identified to be the influential factors. Giving direction, communication and cultural insight to the international students will reduce stress and enhance the engagement of the international students. This builds trust and loyalty according to the social exchange theory. The survey results indicate that talent management factors on the retention of international students working in the UK fashion industry. The results of the ANOVA prove that the general regression model is significant, which means the combination of independent variables influence the employee retention. The coefficient analysis, however, reveals that it is not statistically significant whether Talent Development Practices, Supporting Leadership and Mentoring, and Work Environment and Job Conditions have their individual effect that all the significance values are greater than 0.05. The strongest positive influence is the work environment and job conditions among them. This highlights that workplace conditions can be improved in order to retain international students.
Besides this, an effective working environment with good remuneration, flexible working schedules and security of their jobs also play an important role in retention. These things assist international students to strike a balance in working and studying and feel safe in their job. However, the study also provides significant obstacles, including uncertainty about the visa, career advancement, and the problem of cultural adaptation. Unless employers tackle them, these challenges have the capacity of decreasing long-term commitment.
Overall, the study finds that there is no one set strategy that can be satisfactory on its own. Talent development, supportive leadership, and fair working environments should be combined to retain the international student talent in the UK fashion industry. With the development of the inclusive and systematic talent management strategies, the fashion organisations will be able to minimise turnover rates, enhance performance, and develop a sustainable and skilled workforce in the future.

The research shows the effectiveness in determining the use of management strategies in retaining talent and supporting employees in the international fashion industry in the UK. This is supported by the survey results since the regression analysis showed a statistically significant relationship between the combined management strategies and retention. Additionally, the correlation outcomes also indicate the positive dependencies between retention and Talent Development Practices, Supporting Leadership and Mentoring, and Work Environment and Job Conditions. Existing studies such as Almashyakhi (2024) and Wang et al. (2023) mentioned that strategies like supportive leadership, mentoring, and significant work environments are able to enhance their retention and well-being. These results indicated that management strategies have the positive role in maintaining talent retention to support employees within the fashion sector, which overall addressed objective 1. 
The study further assessed the most important strategies in talent management and retention, based on which studies by Wang et al. (2023), Malokani et al. (2022), and Patel et al. (2024) mentioned the role of training, mentoring, inclusive leadership, CSR, and supportive working conditions. Furthermore, the survey results indicated that with Talent Development Practices (IV1) indicating a positive relationship with retention, Supporting Leadership and Mentoring (IV2) indicating better relationship, and Work Environment and Job Conditions (IV3) showed the stronger relationship. Even though regression could not be statistically significant on individual effects, the combined model was significant. This proves the fact that international student employees are effectively supported and influenced with the help of integrated strategies successfully addressed objective 2.
The scopes and barriers of the strategy of talent retention and management of the international student employees in the UK fashion industry have effectively been addressed through analysing their scopes and barriers. The survey shows there is a positive correlation between retention and the working environment, leadership and mentoring, and the development of talent. Wang et al. (2023) and Malokani et al. (2022) mentioned Work-Integrated Learning, supportive leadership, mentoring, CSR, and flexible work environments. However, obstacles such as temporary contracts, uncertainty about visas, limited compensation advancement, and ineffective mentoring decrease the loyalty (Al-Harthy, 2022; Tran et al., 2023). Even though all the individual effects were not significant, the correlation analysis was significant, which proves that objective 3 was addressed.
The study identified strategies to promote engagement, productive and loyalty rates of foreign students in the UK fashion industry. The survey results indicated significant relationships between retention and Talent Development Practices, Supporting Leadership and Mentoring and Work Environment and Job Conditions. Even though there was a non-significant influence of individual predictors, they produced significant influence. Algning with this, Wang et al. (2023) and Malokani et al. (2022) highlighted that WIL, supportive leadership, mentoring, CSR, and flexible work environments play a significant role in enhancing loyalty and productivity of international student employees. This supports the fact that integrated strategies are effective to increase engagement, productivity, and loyalty, which overall address objective 4.

The results demonstrate that international students tend to experience insecure contracts, lack of flexibility, and inclusion, leading to low engagement and loyalty. The statistical analyses proved that the strongest relation to retention was found with work environment and job conditions, although in many jobs, work is temporary and stressful. Organisations that are involved in fashion need to enhance inclusiveness, equality and flexibility at their workplaces. This involves provision of reliable schedules, treating the individual with respect, training them on cultural sensitivity and effective communication. The stress and burnout are lowered by the flexible working hours and supportive policies. The better working conditions are, the stronger the psychological safety and trust are, and the increased retention intentions among international students are expected to be promoted.
Loyalty does not necessarily occur when there is training and skill development, particularly when students do not have a long-term career opportunity. The regression findings indicated that the Talent Development Practices did not significantly depend only on themselves. The employers need to associate WIL and training with defined career paths and advancement. The use of internships, placements, and skill positions with a prospect of employment is an indicator of long-term investment. This is aligned with Human Capital and Psychological Contract theories as the students can feel appreciated and motivated to enhance productivity and commitment on the long-term basis.

There are certain limitations of this research. The sample size was insufficient to specify the research area because only 75 respondents were used in the research. The method of data collection was the survey, and this type of data collection method is subject to response bias. The study only focused on the UK fashion industry but not on other industries, as well as external forces like visa policies were not studied in depth. 
This study can be improved more several ways for the future research. Firstly, the researchers need to use a more substantial sample and represent more international students in other universities. This would help produce more accurate and generalisable findings. Secondly, mixed research methods, including surveys and existing studies, can be used in future research. This would minimise the response bias and would provide more insight on the students’ real experiences.
Third, the scope of the future research can be extended beyond the fashion industry in the UK and involve the other industries like the hospitality, technology and finance industries. It would enable comparisons across sectors and the ability to determine industry-specific and common talent management strategies. Furthermore, the external factors to study in future include visa policies, post-study work opportunity, and government regulations, which play a significant role in the career decisions and retention of the international students. Lastly, longitudinal studies could be carried out tracking international students throughout the study to employment period. This would contribute to knowing the impact of talent management and retention strategy on long-term career outcomes and retention of workforce. These would enhance validity and usefulness of future research.
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[bookmark: _Toc220766205]Appendix: Survey questionnaire 
Title: Talent Management and Retention of International Students in the UK Fashion Industry
This survey is part of an academic study to understand talent management and retention strategies for international students. Your responses are confidential and anonymous. You are expected to offer honest answer based on your experience.
Research aim
The research aims to investigate the most suitable talent management and retention strategy for foreign students or employees working in fashion companies in the UK.
Research objectives
● To identify the role of management strategies in talent retention and employee support.
● To evaluate the different talent retention and management strategies responsible for effectively influencing and supporting international student employees in fashion organisations.
● To analyse the scopes and barriers in talent retention and management strategies to influence the international student employees in the UK in the fashion industry.
● To look for strategies in enhancing engagement, productivity, and loyalty among international students in the fashion sector.
Section A: Demographic Information
What is your age group?
· Under 20
· 20-25
· 26–30
· Over 30
Gender:
· Male
· Female
· Prefer not to say
Are you currently an international student working in a UK fashion company?
· Yes
· No
If Yes, Name of company you work for (optional): _________
· H&M
· Zara
· ASOS
· Other: ___________
Type of work:
· Part-time
· Internship
· Placement
Section B: Talent Development Practices 
My company provides training to develop my job-related skills.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
I have access to learning opportunities such as workshops or online courses.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
The company supports my career development in the fashion industry.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
I feel encouraged to improve my skills and take on new responsibilities.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
Section C: Supporting Leadership and Mentoring
I feel my manager is supportive and approachable.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
I receive guidance or mentoring from supervisors or senior staff.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
My manager understands the challenges faced by international students.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
Receiving feedback from my manager helps me improve my performance.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
Section D: Work environment and Job Conduction 
I found my work environment friendly and inclusive.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
I feel comfortable working with colleagues from different cultures.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
My work schedule is flexible and supports my studies.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
I feel treated fairly compared to local employees.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
Section E: Employee Retention of International Students
I plan to continue working with this company after completing my studies.
· Strongly agree
· Agree
· Neutral
· Disagree
· Strongly disagree
What would most encourage you to stay with the company?
· Career growth
· Visa support
· Better pay
· Positive work culture
· Management support
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