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Abstract
This paper addresses the impact of the implementation of HRM practices and strategies to retain high-skilled migration from East European countries to the UK. This research conducts a case study on three countries located in Eastern Europe, such as: Romania, Poland, and Bulgaria. This paper investigates what are the reasons that determine migration, what obstacles are faced by Eastern European countries to retain high skilled workers in their homeland. Hence, this study will determine which retention strategies through the prism of HRM these countries implement to retain high skilled workers and what are the motivations and practices of attracting these workers made available by UK organizations. Therefore, this work demonstrates that through the implementation of certain theories and strategies, the retention of high skilled migration can be managed successfully, these being: Maslow's theory of Motivation, Human Capital theory and Reserve theory of Migration. Thus, the approach of these theories within this research highlights that each country of the three addressed in this work, has its unique system of retention and motivation of qualified employees, and this fact persists due to the economic policies and rules and the rights of employees in each country. This paper demonstrates the importance of the successful application of high skilled migration retention strategies and their contribution to the economic and social development of Eastern European countries, as well as the impact that skilled migrants have on the development of the UK. Furthermore, the studied date is analysed from different journals, research, and books.
KEYWORDS: Human Resource Management, migration, Est European Countries, strategies, theories, high skilled employees.
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Chapter - 1 
1.0  Introduction
Human resources (HR) are an important aspect of every organisation, and it needs to be followed effectively so that organisations can handle their employees and operates the function of the organisation. Human resource is a system that is being used by the organisation to recruit workers that have a certain skillset which can help the organisation in utilising them for their benefit and helping the employees in getting developed as well (Armstrong and Taylor, 2020). Specifically, in the context of the United Kingdom and European countries, policies of human resource management and retaining strategies for employees have gotten complicated and due to that, it has become difficult for human resource managers to find employees that have certain skills to fulfil the role being assigned to them. Not only recruitment, but retention of employees has also become difficult for human resource managers because they are not able to keep employees for so long within the organisation. 
This research is approached to evaluate the strategies for retaining the high skilled employees from Est European countries from migration to the United Kingdom (UK). The aim and objectives off this research have been introduced in the first introduction of the first chapter. Also, the background of the three countries studied from Est European countries was introduces and was highlighted the major problems that this are facing in retaining the high skilled employees from the migration. The literature review will analyse the reasons behind the migration of the Est European countries of skilled workers to the UK, how to stimulate and retain the reserve migration, implementation of HSMs (High-status migrations), challenges and strategies adopted by these countries to retain the high skilled employees from the migration. Furthermore, this study provides a theoretical discussion to stimulate the effective approach of these strategies to retain skilled workers from immigration, being demonstrated the strategies adopted by developed countries, such as the UK, to attract migration and retain them.
In the fifth chapter of the work in which the findings of this analysis were studied, which took place due to the conduct of an offline survey of 60 skilled migrant employees from East European countries to the UK. From this survey, it was concluded that the countries of Eastern Europe must pay more attention to the salary rate granted for qualified workers and make available to them many more development possibilities. However, for the UK emerging from this survey, to attract and retain high skilled migration, it must offer a light regulation regarding obtaining the right to enter and stay permanently on the UK territory.
1.1 Research Background
Halvorsen et al. (2015), stated that emigrants represent a primary aspect for the human capital of any country. Organizations from developed countries, such as Great Britain, register a higher turnover of migrants, due to the large flow of migration from Eastern European countries, than the turnover of domestic employees. 
In this context, due to the constitutions that persist in Eastern European countries, such as in Romania, the Constitution of Romania, the Constitution of the Bulgarian Republic and the Constitution of the Republic of Poland, citizens have the full right to move from one country to another or for employees to transfer from one organization to another.
Kamalaveni, et al. (2019), emphasizes that usually employees, especially the highly qualified ones, are motivated to migrate from their country of origin, considering factors such as: salary rate, workplace atmosphere, compensations and benefits, career growth opportunities, performance recognition, trainings, etc.
Employee retention is defined as the multitude of efforts and strategies implemented by a country or an organization to prevent talented human capital from leaving or migrating (Singh, 2019). The implementation of the retention strategies of high-skilled employees falls directly under the responsibility of the HR department, which if they are not promoted and handled efficiently lead to the departure of the employee from the company. 
Based on the study of Berisha and Gashi (2023) there are two types of turnover, voluntary and involuntary. Voluntary turnover is manifested when the employee decides to voluntarily leave an organization. Voluntary turnover is a phenomenon often encountered in countries such as Romania, Bulgaria, and Poland. Thus, events such as the Great Recession of 2007-2009, and the Covid-19 pandemic crisis triggered in 2018 have determined the increase in the unemployment rate in the countries of Eastern Europe, thus determining the increase in the flow of migration. On the other hand, the involuntary turnover is it refers to when either the organization reshapes itself and no longer needs the services of the employee or the employee does not perform according to the employer's expectations.
Moreover, turnover represents a major problem when talking about the retention strategies of an employee. Thus, when the employee leaves a company, the skills, the set of capabilities, the ideas that lead to the fulfilment of the company's objectives leave with him and can become competitors' tools (B.L. Das, 2013).
Retention strategies within Human Resource Management (HRM) represent one of the primary elements within organizations. Thus, as stated by  Suraihi et al. (2021) the retention of the pool of talented human capital can be accomplished by implementing HRM strategies, such as: job satisfaction, efficient communication, offering training and development, offering opportunities for career growth, employee empowerment, leadership, individual performance appraisal, ensuring well-being and flexibility at work, are just some of the strategies that can ensure employee retention.
Quality of Work Environment (QWE), according to Suraihi et al. (2021), in addition to the physical conditions at the workplace, it also refers to the moral conditions of the employee, such as satisfaction, efficiency, productivity provided by the environment at the workplace. Employee turnover can be determined by workplace QWE, therefore, to retain a highly skilled worker, organizations must create a safe, stress-free, supportive work environment.
Employee Lifecycle, represents a concept within the retention of highly skilled employees, since employees throughout their careers follow a series of stages, such as the introduction stage, which can be supported by the employer through training and induction courses, the second stage is the growth stage , here the organizations can apply the strategy of leadership, employee empowerment, offering the employee to make his own decisions and to bring an impact on the performance of the company. Furthermore, the third stage is characterized by maturity, here the company can support the employee by offering opportunities for individual performance appraisal. Thus, the last stage in the employee lifecycle is the decline, here the company must come up with a new challenge for the employer to spark motivation. Hence, the organization must consider the stage of the lifecycle of the employee to implement the correct strategies and retain the high-skilled employees.





[bookmark: _Toc127095261]1.2 Research Aim and Objectives
This research aim focuses on “High skilled migration retaining strategies from Eastern Europe to the UK. A three countries study”. Through the help of this research, knowledge is gained regarding the challenges faced by East European countries and measures being adopted by organizations to retain their workers. The objectives are:
•	To analyze the reason behind the migration of skilled employees from East European countries to the United Kingdom
•	To investigate the challenges being faced by East European countries
•	To study strategies adopted by organizations to retaining the high skilled workers
[bookmark: _Toc122558508][bookmark: _Toc127095262]1.3 Research Questions
The questions are:
1.	What is the reason behind the migration of skilled employees from East European countries to the United Kingdom? 
2.	What are the challenges being faced by East European countries and strategies adopted by organizations to retaining the high skilled workers?
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[bookmark: _Toc127095263]1.4 Background of the Est European countries

The goal of this evaluation is to gather information on the difficulties Romania, Polonia and Bulgaria are presently facing and the solutions it is currently doing to maintain the same levels of employee engagement. When analyzing the significance of migrant retention concerning larger migration policy, it is essential to consider the retention of migrants. This is because policies regarding bigger migration are connected to migrant retention (Hof, Pemberton, and Pietka-Nykaza, 2021). In this study, we analyze the characteristics that induce migrants from Est European countries to remain in the United Kingdom. 
Migration inside the European Union in Europe or other developed countries has often been characterized as "fluid" and "open-ended" even up to this very day (Hollo et al., 2016). This word expresses the concept that EU migrants do not necessarily remain "stuck" in their destination countries for their whole lives. People who move to the EU are referred to as "regional free movers," which means that they are more likely to engage in mobility that is temporary, cyclical, or transnational and is driven by economic demand than they are to engage in permanent migration or on a long-term basis. 
As a response to the challenges posed by aging populations, slowing economic growth, and sector-specific labor market shortages, many governments, including those in Romania, Poland, Bulgaria, and the United Kingdom, have introduced a variety of migration policy measures that act as a 'tap' that can be switched 'on' or 'off' according to the requirement of national labor markets. These measures have been implemented as a response to the challenges posed by aging populations, slowing economic growth, and sector-specific labor market shortages. 
At the start of the 21st century, Polonia was one of the nations in the Organisation for Economic Cooperation and Development (OECD) that was battling with one of the most severe shortages of labor that was available. This shortfall was caused by a lack of young people entering the workforce. As a direct result of this, the nation has redirected its attention towards fostering, via the implementation of new visa programs, the immigration of so-called highly qualified professionals from other countries. In addition, starting in 2018, the nation has also begun concentrating its efforts on programs known as "Specified Skilled Workers," which are designed to target 14 industries that are currently experiencing labor shortages. Even if immigrants from other countries made up a little bit more than 2% of the population in 2018, this number is still very low compared to the great majority of other industrial countries. On the other hand, there is evidence indicating that additional research is necessary to investigate the topic of migrant retention and the significance of staying within the nation. This is because maintaining one's citizenship is very crucial. It is imperative that the value of remaining inside the boundaries of the nation be brought to the forefront. For instance, in Poland, even the most "desired" and so-called highly skilled migrants may not always have access to support services, and therefore, they do not feel comfortable remaining in the nation. This is one example of a situation where migrants do not feel comfortable remaining in the nation. One of the reasons Poland is experiencing a “brain drain” is because of things like these (Shugurov, 2017). This is because the country has an extremely low birth rate in comparison to the birthrates of other industrialized countries.
Unemployment among young people in Romania is a current phenomenon, which is determined by factors such as the poor quality of the higher education system, corruption, nepotism and favoritism, limited hiring opportunities for high positions. According to Marginean (2014), due to the Great Recession and the unemployment rate among young people, which reached 22.7% in 2013, more than 140,000 young people from Romania immigrated to countries in Europe or outside it.
On the other hand, as stated by Davidescu et al (2023), the Covid-19 pandemic crisis determines the phenomenon of migration from three perspectives: the number of jobs (unemployment and employment), the quality of the work (salaries, access to social protection) and through the impact on specific personnel work that are more vulnerable to major chances on the labor market.












[bookmark: _Toc122558510][bookmark: _Toc127095264]1.5 Research Gap and Contribution 

The event of a migration of workers from eastern Europe to the UK has significant importance in history and for the economy of the UK. This event has an impact on the corporate sector and economy of the UK (Zapata-Barrero et al., 2017; Khoo, 2013). The significance of this study can be determined by the importance of this event. There is a limited amount of literature and research work present in this area. This study helps to fill this gap in the literature.
This study has been conducted to analyse the reason behind the migration of skilled employees from East European countries to the United Kingdom among the challenges faced by East European countries and strategies adopted by organizations to retain highly skilled workers. The findings of this study help to highlight the background and importance of this migration of workers to the UK. This study is important and useful for managers and supervisors of businesses to build more understanding of employees, their culture, and their background. The findings of this study are useful for students and scholars related to this field. Although, the retention strategies from the migration of high skilled employees have been previously studied in countries such as Romania, Poland and Bulgaria by other researchers, no study has carried out the analysis of the barriers that prevent the implementation of HRM retention strategies using the PESTLE (Political, Economic, Social, Technological, Legal, Environmental) mechanism. PESTLE - represents a technique that will be used in this work to determine: (1) what are the advantages and disadvantages of each area from the external environment and the influence on the implementation of retention strategies from migration, (2) what are the actions of the HRM field as a response to the external dynamic environment.







[bookmark: _Toc122558511][bookmark: _Toc127095265]1.6 Rationale for the Study

This study also examines the development of research questions. The collection of data that can be used to answer the research questions is another issue discussed in this paper. This paper is intended to provide the groundwork for future research by establishing a foundation. This paper aims to set the framework for future research (Shen et al., 2009). This is the purpose of the report. In addition, the study questions will be included in the report that will be produced shortly. In addition to including the research questions in the report, the concept of conducting the study and acquiring potentially useful data will be included (Al Ariss et.al. 2014). In the report's appendix, which can be found after this publication, there is also an explanation of the study questions they asked. Following is a list of goals that must be achieved as a direct result of reading this report: In addition, a short literature analysis is conducted to acquire theoretical knowledge on the issues Romania is presently facing and the measures they are taking to retain its staff. This will be done so that This Research may learn more about Romania. This inquiry aims to collect information on the difficulties Poland and Bulgaria is now experiencing and the strategies it is currently using to retain its workforce. The objective of this research is to gather data on the issues is now facing and the methods are currently using to maintain its workforce levels (Erdmans, 1995). 
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[bookmark: _Toc127095266]1.7 Research Dissertation Outline

The author of this work created the structure of dissertation based on the research, as is shown in Figure 1.1.
Chapter 1 – General Introduction in the study of the Research
Research aims and objectives

Chapter 7 – Recommendations 
Proposed Research Questions
Chapter 5- Findings and Analysis based on the Case Study
Chapter 4- Research Methodology 
Establishment and identification of the research gab and limitation
Chapter 3- Developing a Conceptual Framework
Chapter 2 - Critical Literature Review 





















Chapter 6 - Discussions


Figure 1.1 Dissertation Outline
Source: (Created by the author of this dissertation)
[bookmark: _Toc122558513][bookmark: _Toc127095267][bookmark: _Toc122558514]CHAPTER 2: Critical Literature Review
[bookmark: _Toc127095268]2.1 Introduction
The second chapter of the study is about the literature review of the study which discusses the work of previous authors on the topic. This portion contained literature about reasons behind the migration of skilled employees, simulation of reverse migration, challenges, and retaining strategies of the skilled employees. Also, the theories have been added at the end to support the literature and topic. 
[bookmark: _Toc122467294][bookmark: _Toc122558515][bookmark: _Toc127095269]2.2 Reason Behind the Migration of Skilled Employees from East European Countries to Developed Countries
Dünkel (2017) has been stated that the people of Eastern Europe are migrating to the United Kingdom because they are getting there more opportunities that are not available to them within Eastern Europe. Not only in the United Kingdom but skilled employees are migrating to the United States, India, Canada, etc (Khoo, 2013). According to some statistics, 2.2 million nationals of Eastern Europe are living in the United Kingdom, and this is rough data and not accurate data. Among those people, the largest group of people belongs to Poland, Bulgaria, and Romanian. It was stated by Dzenovska (2016), that if looking over the place within the United Kingdom in which most people have migrated to Boston, Lincolnshire. Still, people are struggling to get a permanent place to stay and work because, after the scenario of Brexit, policies of migration has been changed and due to that people are not able to get stable job. It has been confirmed by some stats that post-Brexit it became important for the migrants that are living in the United Kingdom was required to apply for the EU Settlement Scheme (EUSS) so that they can continue living in the United Kingdom after 30 June 2021. The unexpected outcome was gained by the government of the United Kingdom as they have got an unexpected number of migrants that have applied for the policy so that they can get the opportunity of residing in the country. The number of EU citizens that have applied for the scheme was estimated to be 5.2 million by the end of September 2021 (Migration observatory, 2022). Also, as shown in Figure 1.2, the number of migrations of EU citizens to the UK increased considerable in 2016 – 2017 due to beginning of Brexit referendum.
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Figure 1.2 Estimated net migration of EU citizens to the UK from 2012 to 2020
Source: (M: migration observatory, 2022)
[bookmark: _Toc122467296][bookmark: _Toc122558517]2.3 Improvement of the Urban Environment
[bookmark: _Toc127095270]The administrations of European cities, in general, have significant competencies to create an urban space that is welcoming to HSMs as well as to promote a culture of tolerance and cosmopolitanism. Nevertheless, there is no assurance that the necessary financial resources will be made available when they are required. However, there is no guarantee that one will have access to the necessary financial resources. There is no way to predict the future. The is because there is no certainty of anything happening (Hercog & Sandoz, 2018) despite the, there is no guarantee that the necessary financial resources will be accessible at the time they are required to be. Because it is difficult to accurately predict the future, there is no way to know for certain whether a person will have access to the required financial resources. The is because the future cannot be accurately predicted (Bulatov et al., 2021). 
[bookmark: _Toc122558518][bookmark: _Toc127095271]2.4 Implementation of HSMs
The product does not come with any type of warranty or guarantee of any kind, and it would be the reason behind this drawback. These strategies are wonderful for tempting a broad range of High-status migrants (HSMs), which can be split down into several distinct categories, and they are successful in doing so. HSMs provide benefits that may be obtained by engaging in such activities. On the other hand, the vast bulk of their efforts is concentrated on the people who are employed in post-industrial sectors of the economy and are a member of the creative class. 
HSMs do not choose a city to move to base on the number of jobs that are available in that city; rather, they select a city based on the accessibility of comfortable accommodation, the quality of recreational activities, the absence of a language barrier, and the availability of English-language schools, and other factors. When determining which city to move to, HSMs take all of these and a multitude of other aspects into account. Thus, HSMs make their decision on which city to migrate to base on the number of potential employment opportunities that are offered in that place. High-status migrants (HSMs) always take into consideration the number of job openings that are now available in a city before making a final decision on whether to move to that city. This is the case even if the city in question does not currently have any job openings.  
[bookmark: _Toc122467297][bookmark: _Toc122558519][bookmark: _Toc127095272]2.5 Challenges Being Faced by East European Countries
As viewed by Rosette et al., (2015) there are so many challenges that are being faced by East European countries as they are not getting any way of retaining the employees that hold so many skills and have experience working in the organization for so long but now they are unable to get the opportunity of working in the organization as they are not getting much paid and for employing the skilled employees, organizations of the United Kingdom is offering so many new things to applicants so that they can come forward and apply for the job profiles as well. 
Bulat (2019) has stated that these things are creating problems for East European countries because they are not able to find a way of offering the best to their employees so that they could be retained as the inflation level of countries are getting higher and due to that companies could not afford to offer more prices for the job and this is the major challenge that is being faced by the organization and the countries. Kasnauskiene and Palubinskaite (2020) have opposed that there are so many brands that have started to recover after the Covid-19 pandemic and have started to offer good salaries to their employees to retain their employees and stop them from migrating to developed countries. But the thing that must be taken care of by companies is to ensure that they are offering the salaries as per their skills and experience having by them so that their salaries could be justified. The major reason found behind the migration of employees are offering of higher pay and better jobs by developing countries as compared to Eastern European countries and it is creating problems for them because if they want to retain their employees they have to offer them a good salary with a good job profile so that their employees can get a reason of staying in the country and not opting for the migration to developed countries (Vele, 2016).
As a means of wrapping up the discussion of the strategies that European cities have implemented to encourage highly skilled migration, it is important to stress one more time the fact that the opportunities available to them in this sphere are restricted because the primary prerogatives are concentrated in the hands of the central authorities (Salt, 1992). 
A significant reason is that it provides a method for putting an end to the controversy regarding the measures that European cities have put into place to attract highly skilled immigrants. This controversy has arisen because of the measures that European cities have put into place to attract highly skilled immigrants. Since quite some time ago, this issue has been a point of dispute among those who support immigration (Hainmueller and Hiscox, 2010). This is significant because it provides a mechanism that can be used to bring an examination of the measures that European cities have undertaken to attract highly skilled migration to a conclusion. This examination can then be used to determine whether the measures have been successful in attracting highly skilled migrants. Hence, this conclusion is significant because it provides a mechanism that can be used to bring an examination of the measures that European cities have undertaken to attract highly skilled migration to a conclusion. 
Simultaneously, the participation of municipal authorities in this industry is expanding, which typically reflects the concept that the management of migration processes that have taken place over the past few decades has undergone a "local U-turn." Case in point over the past several decades, the number of East European citizens traveling to foreign nations has increased steadily. For example: During the last several decades, Romania, Bulgaria and Poland have seen a consistent rise in the number of individuals immigrating to other nations. This so-called "local U-turn" has been the topic of discussion amongst a wide range of industry professionals on many occasions recently (Zapata-Barrero et al., 2017; Khoo, 2013). Both the number of instruments for attracting highly skilled migrants and the number of innovative approaches for connecting with a diverse range of stakeholders is growing at the municipal level. 
This group of stakeholders includes national governments, the corporate community, job searchers, and migrants themselves. This is a positive turn of events that has recently taken place (Pinson, et al., 2010). 

[bookmark: _Toc127095273]2.6 Strategies Adopted by Organisations to Retain the High Skilled Workers
Metcalfe-Hough (2015) has stated that Eastern European countries are struggling to retain highly skilled workers as there are so many problems that have been present in the country and are not easy to solve on an immediate basis. It is so important for countries to retain their employees because it could help them in offering development to their country and if they will not be able to retain their employees then it could create more problems for the organization and the development of the economy. Not only to retain their existing employees Eastern European countries could try to attract immigrants by offering them job opportunities which can help them in growing because through that they would be able to get new employees as well as get the opportunity to retain the existing employees as well. Scholten and Geddes (2016) have opposed the countries don't have to fight for the talent pool because it is a topic that has vast advantages and disadvantages both. At this level, they should focus on changing their municipal policies because it could help them in gaining the attraction of existing employees. Wakisaka and Cardwell (2021) have suggested that the organization is focusing on eliminating bureaucratic barriers as this is one of the major reasons behind the migration of employees from the country. This is a problem that could be solved by the administration of countries because it is based on residence and work permits and for retaining employees they could focus on offering them some extension in the process so that employees could settle once in the country effectively while continuing the process because it will help them in saving the time of house hunting and fulfilling the requirements of residing visa within the country (Salt, 1992). The organization could also focus on creating special services that can help them in searching for talented employees as particularly the Information Technology industry of the country is facing a huge shortage of labour and employees that must be reduced or else the industry will face so many problems and it could lead them to recession in the country which is eventually continuing since the Covid-19 pandemic. Organizations are also coordinating with universities so that they can pool the talent of employees that are fresher but acquire knowledge in some specialized areas that can help the country in getting developed (Migration observatory, 2022). 





[bookmark: _Toc127095274]2.7 Associated Theories

2.7.1 Maslow’s Theory of Motivation
According to Pichère, Pierre (2015) Maslow's Need Hierarchy theory consists of five levels of human needs that follow one another in an ascending manner. The previous author states that the main idea of this pyramid is that the achievement of the lower level in the hierarchy determines the satisfaction of the individual and the motivation to move to the next higher level. Adler S. (1997), displayed this theory in one of his works, proposing it as a model in the process of accommodating migrants in another country. On the other hand, Dohlman et al. (2019) proposed Maslow's Theory of Motivation as a framework for collecting data and determining the motivation of high-skilled workers to immigrate.  The author used Maslow's motivation theory as shown below in Figure 1.2, to determine what are the reasons that determine the migration of skilled workers.
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Figure 1.3 Maslow’s Theory of Motivation
Source: (Dohlman et al. 2019)
The first level of Maslow's pyramid in the 21st century is less addressed because this need is predominated much more in times of war or natural calamities. Whereas the second level in the hierarchy, the need for security, physical, financial, health, is a motivator, as it is mentioned by Stoyan Stoyanov (207). Thus, qualified people from Eastern European countries choose to migrate to more developed countries, such as the UK, due to political instability, medicine and technology that is not updated. Likewise, the culture of the three studied countries is not an "open-minded" one, topics such as sexual preferences, diversity at work, acceptance of less conformist personnel are still taboo topics. Financial security is one of the main motivation generators to emigrate, as the UK currently offers more competitive salaries compared to Eastern European countries for qualified human capital. For example, an IT employee in Romania has an average salary of £1,516.06, while in the UK it is £2,333 (GOV.UK, 2021).
As stated by Dohlman et al. (2019) the third social level belonging, it can be rendered as a retention strategy in the country of origin, where qualified human capital has created families and friendships. However, the fourth level is the need for self-respect, which refers to the motivation to develop both professionally and educationally. Thus, UK companies, to attract and retain these workers, provide courses and trainings paid for from the company's account. Hence, British state, through student finance, offers European students financing and maintenance money (GOV.UK, 2022).
The fifth level from the top of the pyramid refers to one's own achievement as a professional, which, as is evident in the study using the survey through the questionnaire (Appendix 1), qualified workers emigrate because of the career opportunities offered by developed countries and how they can evolve.
2.7.2 Human Capital Theory 
Blair (2018) found that migration represents an investment action in human capital. Thus, not considering whether the migration takes place internally or internationally, it is found that both flows are primarily determined by the desire to establish the geographical dynamics of returning to work. However, Lulle et al. (2021) pointed out that the theory is an approach to understand the individual distribution of income, which is the result of human capital. Thus, the author emphasizes that human capital motivates the productivity of employees, which leads to a higher income. Human Capital Theory refers to productivity and income, the theory allowing the differentiation between the incomes of higher-skilled workers and lower-skilled workers.
Becker (1962) stated that HCT determines the investment in human capital, being the essential element that determines profitability and productivity, as well as the well-being of the employee, thus determining the high performance of the organization.



2.7.3	Reverse Theory of Migration
The reverse theory of migration is a concept that suggests that migration is not solely driven by push factors that drive people to leave their home countries, but also by pull factors that attract people to new destinations (Apter and Desselles, 2019). According to this theory, people are attracted to new places for various reasons, such as better economic opportunities, higher quality of life, or the chance to be reunited with family or loved ones. This theory challenges the traditional view that migration is only driven by negative factors, such as poverty, persecution, or conflict, and suggests that people may also be motivated to migrate by positive factors, such as the desire for personal or professional growth, or the opportunity to experience new cultures and ways of life. While the reverse theory of migration acknowledges that push factors can also play a role in migration decisions, it suggests that people may also be motivated to migrate by a range of positive factors and that these factors can be just as influential as negative ones (Kadayifci-Orellana, 2019).  
2.8 Applications of Theories 
The three Eastern European countries can apply the strategies and theories mentioned above to retain the high skilled labour force from migration. Maslow's Hierarchical Theory of Needs can be interpreted as a set of reasons and needs, unfulfilled for the employee by the organization, choose to migrate to places where their needs will be met. However, based on Adler (1977), Maslow's hierarchy of needs can be interpreted as the adaptation process of new migrants. Thus, to retain high skilled workers, organizations from Eastern European countries could focus on the "push factor" from the pyramid of needs, such as the need for security and social belonging. Therefore, the government bodies in these three countries can implement and allocate financial resources to create medical insurance policies for each employee, as well as to support those who must go through certain health recoveries or need treatments to support health. Another method of retention through the prism of the need for social belonging would be the promotion of parents with small children going to work, for which the government could organize programs for children's adaptation to full-time kindergarten and financial support for children's education. On the other hand, in the countries where young professionals with children choose to migrate, an impediment to stay here is the permanent dependence of the children on their parents because the educational system in developed countries is more expensive, and if the Eastern European countries would focus more on this aspect could retain a considerable number of young, qualified employees. Also, creating collaboration programs with international organizations and promoting the exchange of experience based on a limited employment contract would focus on increasing the esteem of the employee, creating commitment to the organization, as it helps to develop professionally.
[bookmark: _Toc122558524]The practices of the Human Capital Theory applied in Eastern European countries will help retain employees by creating employee investment systems. Thus, Korpi and Clark (2015) emphasizes that the workforce, especially the qualified ones, choose to migrate to places where the knowledge they possess and can offer to an organization corresponds to the payment rate offered. Thus, European organizations must create an economic report through which the employees who have a major impact on the performance of the organization benefit from the correct investment and efforts are appreciated through the salary rate.
















CHAPTER 3
[bookmark: _Toc122558525]3.1	Conceptual Framework
Based on the critical literature review and identification of the research gab and limitation the author of this dissertation created the following conceptual framework, as shown in Figure 1.3. 



Figure 1.4 Conceptual Framework
Source: (Author’s creation)






[bookmark: _Toc122467299][bookmark: _Toc122558526][bookmark: _Toc122558527]CHAPTER 4: Research Methodology 
[bookmark: _Toc122558528]4.1 Introduction
Research methodology is based on how to identify, evaluate, choose, and analyse data using specific processes and techniques. This may be seen as a collection of tactics or a comprehensive strategy. Consequently, the readers of the research report would be able to assess the reliability and validity of the study. Clear and comprehensible language is used to describe the activities made in the research process and the rationale behind their consequences. In a formal study or research, the research methodology section describes the data collected and the analysis procedures. Therefore, the methodology section of a dissertation covers both the strategies and the explanations for why those approaches were selected. The goals and objectives of the research must be supported by the methodologies used, which must be verified in the section under "Methodology." To get reliable results from the study, it is essential to choose the best course of action. The methodology of the study is given as follows:
[bookmark: _Toc122558529]4.2 Research Design
There are wide varieties of research methodologies possible for use in research and help the research in generating the outcome based on the nature and topic of the research. Quantitative, qualitative, and mixed research methodologies are a few of them. The qualitative research method helps in evaluating the information that has been gathered from the existing sources and through the help of a literature review whereas the quantitative research method is suitable for research that will be going to focus on the information that will be based on facts and figures and will also include the statistical presentation. A mixed method is used in the research that includes the gathering of information from both qualitative and quantitative methods. The research will use a quantitative research method only (Haig, 2018).  The research for the dissertation was done through three in-depth quantitative studies with European immigrants who ended up living UK, having their roots from from Romania, Poland, and Bulgaria. All the primary data collection and analysis was focused on following the prevalence of the answers to the 15 questions from the survey, found in the questionnaire provided to the volunteer participants.



4.3 Research philosophy
There are various research philosophies that could be used in the research such as pragmatism, realism, interpretivism and positivism. This research will use the positivist research philosophy as it helps in conducting the quantitative research effectively while considering the facts and figures which are important for deriving the outcome based on some statistics (Ryan, 2018). The reason behind not choosing the remaining research philosophies is that they are not suitable for the quantitative research method. Every research philosophy is suitable for a different type of research method, and it helps the research in justifying the research using appropriate research philosophy (Alharahsheh and Pius, 2020).  
[bookmark: _Toc122467302][bookmark: _Toc122558530]4.4 Research Approach and Strategy
There are two kinds of research methods, namely inductive and deductive. The inductive approach is mostly used with the qualitative research method as it helps in focusing on various theories and concepts and allows the researcher in finding the outcome based on those theories and concepts whereas the deductive approach is suitable for the research that will be conducted through the quantitative research method (Pearse, 2019). The reason behind choosing the approach is it will also help in focusing on whether there is any existing information accessible or not. For applying the approach effectively, firstly researcher will develop the objective of the research so that it could help them in formulating the survey strategy for gaining the results based on the experience and knowledge of respondents (Shugurov, 2017). After developing the research objective, various tools for the collection of data and analysis of data will be done.
[bookmark: _Toc122467310][bookmark: _Toc122558531]4.5 Data Collection and Source
The data will be taken using both primary and secondary data collection methods, as it will include the collecting of data from sources that have existed for a considerable amount of time and the collection of data through surveys of respondents to learn about their experience. The primary data collection will be done by making the questionnaire which will include some open-ended questions so that the respondents would be able to answer based on the experience they have and the knowledge they want to share (Heap and Waters, 2019). For collecting the secondary data, the information will be gathered from online websites, scholarly journals, government publications, books, etc, as the is a vast topic and so much past research has been done on the same, and many more are getting conducted so that it could help the organizations in adopting some strategies that could be turned out as useful for them (Johnston, 2017).
The data will be analysed through statistical representation because the research will analyse the data which is presented in a large amount and the use of pie charts can help in representing the generated outcome more clearly and effectively (Hercog & Sandoz, 2018). With the help of pie charts, responses collected from the respondents could be presented in a way the audience will get to know about the percentage and what people think about certain questions being asked to them (Lotfy et al., 2017).  
Figure 1.4, as shown below represents the stages followed by the author of this dissertation to apply the studied methodology and conduct the case study.
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Figure 1.5 Gantt Chart
Source: (Author’s Work)






[bookmark: _Toc122467311][bookmark: _Toc122558532]4.6 Sample and Sampling Techniques
There are a variety of sampling methods available for use in the research, including random sampling and non-random sampling.  In random sampling methods, the criteria for surveying the type of people are not fixed and the data can be collected by targeting the people at random but in the non-random sampling method, the criteria for surveying the people are fixed due to sometimes research got limited to certain people. The research will use a non-random sampling method as the data will be collected from human resource professionals that belong to different organizations so that they can share their experiences (Etikan and Bala, 2017). 
Likewise, staying must be seen as a relationship process that is shaped by how the lives of important people, like spouses and children, are intertwined with the lives of the people staying. The is because remaining must be viewed as a social action influenced by how everyone’s existence is linked with the lives of others. Studies on Polish Families in the UK for example, show how important children are when making decisions about staying and settling in the UK so that their children's schooling doesn't get interrupted (White, 2011). The is because many parents don't want to move their kids in the middle of the school year. The was evident in the case study regions of Eastern Europe in the United Kingdom, where the importance of stable education for their children influenced people's decisions to remain. The contrasted with their own experiences of traveling and being fluent in multiple languages, as well as their upbringings in more outspoken and individualistic societies. The is a two-sided view of culture in education that is often made by scholarship (Tobin et al. 2011).
[bookmark: _Toc122558533]4.7 Ethical Consideration
The research will focus on maintaining ethics while researching as it is an important part of every research that should be followed by every researcher. At the time of collecting primary data, proper consent will be taken from the respondents so that they will not feel like someone is forcing them to be part of the research. No personal data will be collected from them as the questionnaire will not ask for their name from them so that their anonymity can be maintained, and respondents could answer the questions without any hesitation or worry of their data will be leaked. Only the researcher and their mentor will have access to the data, which will be deleted from all sources following use in the research. (Shugurov, 2017). While collecting the secondary data only authentic and credible sources will be used while providing credibility to the sources so that academic integrity would be maintained and the efforts made by other researchers will be recognized (Roth and Von Unger, 2018).
[bookmark: _Toc122558534]In conclusion, the buying of a wide range of tangible and intangible goods is a dynamic process that can affect how people's lives grow in certain places. Changes like these could have a big effect. So, assets can act as a "stock," giving people the ability and freedom to act and the flexibility to use these resources in a variety of ways to make longer-term plans. So, the decision to stay as a migrant required constant thought and a "weighing up" of the migrant's current situation and assets "in hand" against future possibilities and barriers to getting those assets. Also, our results show how different types of assets have different effects on migrants' experiences while they are in a country. 


















CHAPTER 5: Research Findings
5.1 Introduction
The section will discuss the survey questions that were conducted on 60 high-skilled workers that migrated to the UK. The research findings are the result of an offline survey in which each participant was provided with sufficient time and resources to answer the questions.
Questions addressed in this questionnaire represented the result of the questions researched and discussed in the first chapter. The survey aims to determine the reasons that generated the migration of high-skilled workers as well as to determine the retention strategies used by the country where they emigrated.
5.2 Primary data collection
Q1. What it is your gender?
	Response
	Participants
	Percentage
	Total number of participants

	Male
	14
	23
	60

	Female
	46
	77
	60


Table1.1 Gender
Q2. What it is your age?
	Response
	Participants
	Percentage
	Total number of participants

	23-35
	35
	60
	60

	35-50
	14
	24
	60

	50-65 
	6
	11
	60

	other
	5
	9
	60


Table 1.2 Age


Q3. How many years of working experience do you have as high-skilled worker? 
	Response
	Participants
	Percentage 
	Total number of participants

	More than 1 year
	7
	11
	60

	2-5 years
	14
	23
	60

	6-10 years
	33
	51
	60

	More than 10 years
	6
	15
	60


Table 1.3 Working Experience
Q4. From which country did you emigrate to the UK?
	Response
	Participants
	Percentage 
	Total number of participants

	Romania
	37
	62
	60

	Bulgaria
	17
	29
	60

	Poland
	6
	9
	60


Table 1.4 Country of Emigration
Q5. Are you satisfied with the working conditions in your country? 
	Response
	Participants
	Percentage 
	Total number of participants

	Yes
	14
	23
	60

	No
	33
	55
	60

	Maybe
	12
	21
	60


Table 1.5 Working Conditions



Q6. If not, then what is the reason for dissatisfaction? 
	Response
	Participants
	Percentage 
	Total number of participants

	Fewer opportunities  
	23
	38
	60

	Low pay scale 
	27
	45
	60

	Working conditions in the country  
	6
	10
	60

	All the above
	4
	7
	60


Table 1.6 Reasons for dissatisfaction

Q7. Is your organisation is facing the problem of employee shortage? 
	Response
	Participants
	Percentage 
	Total number of participants

	Strongly Agree
	39
	65
	60

	Agree
	12
	20
	60

	Neutral
	6
	10
	60

	Disagree
	3
	5
	60

	Strongly Disagree
	0
	0
	60


Table 1.7 Employee Shortage




Q8. According to you what is the major problem being faced by the employees in Eastern European countries? 
	Response
	Participants
	Percentage 
	Total number of participants

	Work Visa
	33
	55
	60

	Post-Brexit policies
	16
	27
	60

	Low pay scale
	8
	14
	60

	All the above
	3
	5
	60


Table 1.8 Problems faced by East European Employee 
Q9. Are you satisfied with the current working policy and migrating policies?  
	Response
	Participants
	Percentage 
	Total number of participants

	Yes
	14
	23
	60

	No
	33
	55
	60

	Maybe
	12
	21
	60


Table 1.9 Satisfaction with the current working and migrating policy








Q10. What strategies are being adopted by your organisation toward retaining employees?
	Response
	Participants
	Percentage 
	Total number of participants

	Assisting in process of migrating to the country
	38
	64
	60

	Providing pay scale according to the profession and skills
	12
	18
	60

	Offering a good working culture
	5
	9
	60

	All the above
	5
	9
	60


Table 1.10 Strategies adopted to retain employees
Q11. Do you think these strategies are helping organizations in retaining employees and
lower the shortage of employees?
	Response
	Participants
	Percentage 
	Total number of participants

	Strongly Agree
	0
	0
	60

	Agree
	50
	83
	60

	Neutral
	9
	15
	60

	Disagree
	1
	2
	60

	Strongly Disagree
	0
	0
	60


Table 1.11 Efficiency of the retaining strategies


Q12. Do you think developed countries are offering more opportunities than Eastern European countries?
	Response
	Participants
	Percentage 
	Total number of participants

	Yes
	45
	75
	60

	No
	9
	15
	60

	Cannot say
	6
	10
	60


Table 1.12 Comparison between Eastern European and developed countries
Q13. What opportunities are adopting UK for employees? 
	Response
	Participants
	Percentage 
	Total number of participants

	Better working condition 
	35
	65
	60

	Fewer work pressures  
	9
	15
	60

	Better pay 
	15
	25
	60


Table 1.13 Opportunities adopted by UK for the migrating employees








Q14. Do your company provide a fair salary according to the skills you have as per the need of the job profile? 
	Response
	Participants
	Percentage 
	Total number of participants

	Strongly Agree
	22
	38
	60

	Agree
	28
	46
	60

	Neutral
	2
	3
	60

	Disagree
	5
	8
	60

	Strongly Disagree
	3
	5
	60


Table 1.14 Fair Salary 
Q15. If your organisation from UK will open a branch at your home-country and will transfer, you at their branch would you go? 
	Response
	Participants
	Percentage 
	Total number of participants

	Yes
	45
	75
	60

	No
	9
	15
	60

	Cannot say
	6
	10
	60


Table 1.15 Return to the home-country






5.3 Primary data analysis

Figure 1.6 Gender
Source: (Author creation according to primary data collected from the survey)










Figure 1.7 Age
Source: (Author creation according to primary data collected from the survey)

Figure 1.8 Years of Working Experience
Source: (Author creation according to primary data collected from the survey)

A mix of immigrants from the three Eastern European countries analysed in this case study participated in this survey. Moreover, 60 highly skilled workers established in the UK participated in the questionnaire attached in Appendix 1. According to the survey, it was established that the category that prevails and is subject to migration are men, with a percentage of 77 %, and the predominant age is roughly between 20 and 35 years old.
The retention of qualified human capital in the country of origin, where they received their professional qualification, is a primordial complex that is globally affected by national policies and professional freedom and choices. The retention of qualified human resources is a worrying prospect in countries with a low to medium income and which are already facing a crisis of qualified personnel (Davda et al. 2021).  The implementation of retention strategies of the HRM framework in the countries of Eastern Europe, which already faces a shortage of highly qualified employees, could lead to a more beneficial development of human capital and the transferability of skills. Next, this paper will propose the following retention strategies from migration, as well as the retention of migration in the country of migration.


[bookmark: _Hlk116577735]Maslow's hierarchy of needs
From the survey it was observed that the predominant migration age is between 20 and 35 years old, this fact considering Maslow's hierarchy of needs, is highlighted in the fourth level of the hierarchy, called self-appreciation. According to, Scholten and Mark van Ostaijen (2018) young people are much more prone to migration, as they choose a country that offers them studies and more developed educational and professional opportunities. Also, within Maslow's hierarchy of needs, the first level can be considered, taking into account the political conflict within Russia and Ukraine, countries that surround and affect both Romania, Bulgaria and Poland, causing human resources to migrate to a safer country.
Political and financial instability and discrimination of genders and nations are still current issues in some regions of the three Eastern European countries. Thus, the second level from hierarchy of needs arise, namely the safety needs, were the high-skilled works wants to work in a safe environment, where diversity and inclusion exist, and everyone is equal. 
Figure 1.9 Country of immigration
Source: (Author creation according to primary data collected from the survey)

Figure 1.10 Working conditions satisfaction
Source: (Author creation according to primary data collected from the survey)


Figure 1.11 Reason that tigers the migrations
Source: (Author creation according to primary data collected from the survey)



Employee Engagement Model
Davda et al. (2020), stated that the migration of highly skilled workers around the world is determined by the search for better working conditions in other countries. Thus, from Figure 1.6 above, it was observed that the migration in a higher percentage belongs to Romania with 62%. Employee Engagement Model is a HRM tool that can be used by companies in order to increase the productivity and performance of human capital, but also the retention of qualified personnel. Nada and Singh (2016) emphasize that the Employee Engagement Model refers to the acquisition of commitment and loyalty from employees to get involved in achieving organizational goals. Within the framework of the Employee Engagement Model, the retention strategies of the qualified workforce are highlighted, including the company's reputation. Oluwatunmise et al. (2020), emphasizes that as the actions of employees influence the reputation of the organization, so the reputation of the organization determines the level of commitment to an employee. Creating a strong reputation about the organization will determine the commitment of human resources when comparing it with other competitors. 
Job designing, represents another retention strategies that can create the employee engagement. Creating a strong reputation about the organization will determine the commitment of human resources when comparing it with other competitors.


Figure 1.12 High-skilled shortage facing by Est European countries
Source: (Author creation according to primary data collected from the survey)

Furthermore, through the Human Capital Theory (HCT), as stated by Chalfin et al. (2016), gives significant importance to selection, recruitment and hiring strategies. Thus, organizations must offer equal opportunities to all individuals. From Figure 1.9, is pointed out that multiple companies are facing a shortage of qualified personnel, with 60% of employees strongly agreeing to this fact, and this can be determined by migration policies such as work visas or post-Brexit policies. The HCT model can be used by HR professionals to identify and hire qualified individuals with forward-looking ideas to contribute to organizational value.


Figure 1.13 Migration Policy faced by high-skilled migration
Source: (Author creation according to primary data collected from the survey)
According to Sumption and Strain-Fajth (2022), from January 2021, the post-Brexit migration policies were implemented, whereby both EU and non-EU citizens need a work visa to stay and work in the UK. From Figure 1.13 it is observed that 54% of the respondents face migration policies, namely work visa. Thus, the UK government recognize the following main category of work visa: employer-sponsored, long-term work visas, unsponsored long-term work visas, and temporary work visas. Also, 27 % of the high-skilled employees, already integrated in UK workforce, highlighted that the post-Brexit policies, which includes the obtaining of the pre-settle or settled status represent some of the policies which makes their migration to this country more difficult, because they must fall into the category of obtaining these statutes. Furthermore, 14% of the respondents claim that the pay scale is a problem they face within the migration policies. Likewise, skilled workers in the health sector organize strikes to obtain a salary increase.
Figure 1. 14 Satisfaction with the current working and migration policy
Source: (Author creation according to primary data collected from the survey)
Bjerre et al. (2015), defines the migration policy as a series of statements imposed by the government of a country encompassing laws and policies that affect the free movement of the population, affecting areas such as: travel or temporary movements, emigration, immigration, human capital, law enforcement, etc. Furthermore, the new immigration system that was adopted by the UK suppresses the right to free movement not only of non-EU citizens, but even of EU citizens, and the introduction of the work visa system implies obtaining the eligibility point to be on UK territory. Although, these migration policies were approved to ensure economic and social security in the UK, as we can see in Figure 1.14, 56 % from the skilled worked migration located in UK does not agree with the new emigration and work policies and just 23 % from the respondents are satisfied with the current working and migration policy.







	Figure 1.15 Strategies adopted to retain employee
Source: (Author creation according to primary data collected from the survey)
Both at the level of Eastern European countries and Great Britain, and at the company level, employers are facing a shortage of highly skilled workers. Terera and Ngirande (2014) highlighted three obstacles that determine the failure of the implementation of employee retention strategies: stiff competitors, the "brain drain" phenomenon, which involves immigrating to another country that offers more possibilities and the impossibility of the employer to predict the future, not knowing what the employee's expectations and plans are. On the other hand, from Figure 1.15 about 64% of the questionnaire respondents answered that the retention strategy that keeps them in the organization is the support received from the employer in the migration process. Thus, in the UK in 2021, around 47% of Skilled Worker route visas were granted to the field of Heat and Care. Nearly 18 % of the high-skilled employees participated at the survey stated that the pay rate is what keeps them at work, and the other 9% voted for workplace culture.




Figure 1.16 Efficiency of the retaining strategy
Source: (Author creation according to primary data collected from the survey)
The demand for skilled human resources is a phenomenon that will increase proportionally with the aging of the population. Thus, companies must monitor themselves and apply strategies to retain skilled workers. From Figure 1.16 it is highlighted, that nearly 83 % of the migrant skilled workers agree with the implementation and promotion of employee retention strategies, shown in question 10 of the questionnaire. Furthermore, only 15 % of the employees have a neutral position towards these strategies, and 2 % of the respondents are disagreeing with this retention strategies. 







Figure 1.17 Comparison between opportunities offered by Eastern European countries and UK
Source: (Author creation according to primary data collected from the survey)
From Figure 1.17 it can be inferred that to the question " Do you think developed countries are offering more opportunities than Eastern European countries?”, most of the respondents, which are skilled migrant workers, about 75% agree that the developed countries, namely UK offers much better work opportunities, while only 15% denied this fact.

Figure 1.18 Opportunities adopted by UK for migrating employees
Source: (Author creation according to primary data collected from the survey)
Equity Approach Model refers to employee equity which represents a HRM strategy of retention which involves the empowerment of the employee in the organization. Cardy et al. (2007), emphasises the equity retention strategy can be obtained by creating a close professional relationship between the organization and the employee. Thus, this can be achieved through the support and offering of training for new beginners, the correct and honest management of performance appraisal, as well as offering the possibility of self-evaluation of performance. Thus, nearly 62 % of the participants to the survey choose that UK offers better working condition, fact that is due to the development and sustainability of HRM processes, models and strategies implemented in UK organizations. Nearly 14 % considering that UK offers fewer work pressure, because for employees it is important that the job offers them flexibility and well-being. However, 24 % from the migrants agree with the better pay opportunities that UK offers in comparison with the home-country.

	Figure 1.19 Fair Salary
Source: (Author creation according to primary data collected from the survey)
Compensation, or practically money, is presented in a company in the form of salary, benefits, wages, and represents one of the primary strategies for obtaining employee engagement and their retention. According to Salima et al. (2020) an organization with a non-planning of the compensation and benefits system leads to low performance and work environment results. Nearly 39 % of the respondents of the survey as shown in Figure 1.19 agree that their company in UK is proving a fair salary according to their skills and profession, others 48 % agree with this affirmation, and this being the major factor that are retaining them from living the company and this country. Furthermore, only 8 and 5 % of the participants disagree or strongly disagree with the compensations offered by UK.
Figure 1.20 Return to the home-country
Source: (Author creation according to primary data collected from the survey)
To the question “If your organisation from UK will open a branch at your home-country and will transfer, you at their branch would you go? “, majority of the high-skilled migrants, namely 75 % said that they would like to return home but to keep the same work conditions. However, 15 % of them confirmed that they wouldn’t like to go back home even if the UK company will transfer them with the same working an opportunities condition.
[bookmark: _Toc122467312][bookmark: _Toc122558536][bookmark: _Toc127095275]5.4	Individual and Geographical Histories That Change All the Time
In each of the three case studies, it was made clear how important it was to move during the process of settling in. Over the past ten years. For example, in the UK, the number of international tourists, international students, and international migrants has risen sharply. In Poland, getting to know the foreigners who live there has made life "significantly more comfortable" according to one respondent. Some participants who didn't know much language said that the fast internationalization of Eastern Europe in the UK has made it easier for them to deal with more complex problems in daily life in Poland that they couldn't have solved before without knowing the language. These people were talking about the fact that language skills used to be needed for these issues. So, their stories show that efforts to become more international have gotten rid of at least some of the long-standing problems that make it hard for migrants to stay in the country, like the lack of services in foreign languages and doctors with international training. Still, many respondents from Eastern Europe also relied on the help of bilingual friends or family members who were part of the rapidly growing foreign and multilingual community in Eastern Europe UK when dealing with difficult bureaucratic issues like tax issues. Others praised the helpfulness and patience of Poland’s service workers, who were said to be doing everything they could to help the growing number of international customers (Garretsen and Martin, 2010).
In the United Kingdom, the changing nature of "super-diversity" brought on by immigrants and the changing history of the city has changed how things change over time. A great example of the is Romania. People who were more obviously different also said it was too dangerous to go to another country because they thought racism and prejudice had gotten worse since they moved to Romania. So, the ever-growing hyper diversity of the population was affecting the ways that people could stay alive. People's lives were also changing, and they were interacting with the changing histories of different places. Most of the people who took part in the study moved when they were young, so more important life events happened in their new country of residence. The showed how important it is to change your life story when you move to a new country.
The was also true in Eastern Europe and the UK, where a lot of newcomers saw city life as their "comfort zone." They thought it would be hard to leave their "comfort zone" because their resumes were shaped by education at Polish schools and work experience in Polish businesses. 
[bookmark: _Toc122467313][bookmark: _Toc122558537][bookmark: _Toc127095276]5.5 	In Addition to making people feel like they belong, Anchors
Migrants' changing assets and histories may also affect how they feel about being socially, emotionally, and psychologically stable, as well as how they feel about being "settled down." (Grzymala-Kazlowska, 2016) calls these "footholds" "anchors." Anchors are like the psychological part of migrant assets, but they are better thought of as a state of being that migrants can reach over time and that makes them feel more "settled down." In other words, migrants can't easily trade or replace the sense of belonging they may develop over time as the lives of people or places change or as they gain or lose assets. For example, a new community network could be made to replace an intangible asset like a community network. Still, a migrant's sense of belonging is not something that can be easily traded or replaced. The is not possible, though, because feelings of belonging are personal and can change over time. Over time, these feelings change.
Our study shows how important daily and weekly routines and "rhythms" are as anchors that tie migrants to certain places, and how these things can change as people's lives and homes change. The study builds on what we already know about the different kinds of anchors that are important for settling. Some people felt "Feeling settled" when they had enough money, they didn't have to worry about their survival anymore. For many others, though, they felt settled when they knew their neighbourhood or city "by heart" or when they no longer needed the help of a native speaker. So, they felt comfortable enough to stop thinking of themselves as outsiders and start thinking of themselves as "local" where they were (Buhr 2018). It was clear that migrants' sense of safety was tied to familiarity, predictability, and the ability to "know the city" or their area. All three case study sites came to the same conclusion.
[bookmark: _Toc122467314][bookmark: _Toc122558538]Similarly, most of the respondents who answered the survey in Romania said that as they learned more about how to get around the city over time, the became an important part of their decision to stay. The was a big reason why they decided to stay. In the context of the conversation, a sense of living a good life was linked to issues of access. 

[bookmark: _Toc127095277][bookmark: _Toc122467315][bookmark: _Toc122558539]CHAPTER 6
[bookmark: _Toc127095278]6.1 	Discussion
The study, which was conducted within the context of the Special Issue, has provided novel insights on the significance of migrant staying – as opposed to the recruitment and selection of foreign labour in and of itself – in addressing sector-specific labour market shortages in Eastern Europe and UK. The study was carried out within the context of the Special Issue. Within the scope of the Special Issue, the research was carried out in its entirety. Because these nations share several characteristics, including sluggish economic growth, an aging population, and increasing super-diversity (Romania is the centre point due to its higher levels of diversity compared to the rest of the country, with the rest of the country serving as a recurring role), and attempts to address labour shortages through the use of migration policy measures, they were selected for investigation as countries with which to conduct research. On the other hand, in contrast to earlier research that has focused on the circularity, transience, and fluidity of EU migrants (Ryan 2018; Beaverstock 2002), this work presented an alternative approach that examined EU migrants' staying processes in other migrant countries, UK.
To stay, one must first achieve their short-term goals or ambitions, which, when combined, may serve as a source of inspiration for people to continue staying for the long haul. Additional perspectives on the temporalities of migration, which have garnered an increasing amount of attention over the last several years, are included right into the framework. These include awareness of the different components of time, such as time's "length" and "rhythm," which may impact a migrant's decision to stay in the same region. For example, A crucial component of the framework is an understanding of the several facets of time, each of which has the potential to play a part in the choice that migrants make about whether to remain in the country.
[bookmark: _Toc122467317][bookmark: _Toc122558540]Even though the concept may apply to a variety of immigration and/or emigration scenarios, additional research is required to evaluate the relative influence of migrant biographies, assets, and anchors under a variety of immigrant welfare and labour market conditions. The evaluation will be necessary to determine whether the concept applies to a variety of immigration and/or emigration scenarios. When migration occurs between low- and middle-income countries and the most economically developed countries, and vice versa, particularly in areas where people's standard of living may be less normalized, the phenomenon is referred to as international migration. The necessitates researching methods of staying, as well as the repercussions that come because of those methods. 
CHAPTER 7
[bookmark: _Toc122467318][bookmark: _Toc122558541][bookmark: _Toc127095279]7.0 	Conclusion 
When compared, for example, to the proportion that is found in the UK, the percentage of non-native workers who are part of the labour force of Eastern Europe countries is substantially less. The is because the country has a stricter immigration policy. On the other hand, the government has, for the very first time in its history, devised strategies to open avenues to permanent residence for a much higher number of distinct categories of migrants who bring a wide range of professional experiences and skill sets. These avenues to permanent residence have been opened for a much higher number of distinct categories of migrants who can apply for them (Oishi 2020). Nevertheless, taking into consideration the fact that is currently engaged in a struggle to maintain a sizeable number of migrants, the framework might be useful for research to be conducted in the future to produce a more in-depth understanding of the factors influencing migration processes for migrants working in certain high-paying and low-paying industries. 
Even though the focus of the article is on migrants who have documentation, it is still helpful to investigate the factors that influence the staying processes of undocumented migrants in Poland, as well as the potential benefits and drawbacks of "regularizing" such people on a temporary or permanent basis. The is because such an investigation can shed light on the ways that are used to enable illegal migrants to continue residing. As a result of the, therefore it is important to conduct such an investigation. 
[bookmark: _Toc122558542]




[bookmark: _Toc127095280]7.1	Recommendations

Even though the UK has relied on labour from other countries for a longer period, it is anticipated that after Brexit there will be more regulation of low-skilled migrants (from the EU), and there will be a reaffirmation of the need to recruit highly skilled workers from all over the world. 
There is a need for greater research on the temporalities of migrant staying as migration patterns shift due to the implementation of a points-based immigration system in countries such as UK and elsewhere, as well as on how individuals' sentiments of being at home change over time. "Settled down" are challenged by reliance on visas. Specifically, there is a need for research on how individuals' feelings of being "settled down" are challenged by reliance on visas. There is a need for greater study on the temporalities of migrant stays considering the shifting migratory pathways that have resulted from the establishment of a points-based visa system. Because of the, the actions that legal and undocumented workers take to stay on the job, as well as the strategies that are used to keep them, will be influenced by the modifications to immigration regulations, as well as the effects that these modifications will have. In addition, the strategies that are used to keep them will also be influenced by the effects that these modifications will have. The consequences that these adjustments will have on the system will also have an impact on the tactics that are used to maintain the status quo of the system.
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Appendix 1: Survey Questionnaire 

Migration of high-skilled workers

1. What is your gender?
· Male
· Female
2. What is your age?
· 20-35
· 35-50
· 50-65
· other
3. How many years of working experience do you have as high skilled worker?
· More than 1 year
· 2-5 years
· 6-10 years
· More than 10 Years
4. From which country did you immigrate to the UK?
· Romania
· Bulgaria
· Poland
5. Are you satisfied with the working conditions in your country?
· Yes
· No
· Maybe
6. If not, then what is the reason for dissatisfaction?
· Fewer opportunities
· Low Pay scale
· Working conditions in the country
· All above
7. Is your organisation is facing the problem of employee shortage?
· Agree
· Neutral
· Disagree
· Strongly disagree
8. According to you what is the major problem being faced by the employees in Eastern European countries?
· Work Visa
· Post-Brexit Policies
· Low Pay scale
· All above

9. Are you satisfied with the current working policy and migrating policies?
· Yes
· No
· Maybe
10. What strategies are being adopted by your organisation toward retaining employees?
· Assisting in process of migrating to the country
· Providing pay scale according to the profession and skills
· Offering a good working culture
· All the above
11. Do you think these strategies are helping organizations in retaining employees and lower the shortage of employees?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
12. Do you think developed countries are offering more opportunities than Eastern European countries?
· Yes
· No
· Cannot say
13. What opportunities are adopting UK for employees?
· Better working condition
· Fewer work pressures
· Better pay





14. Do your company provide a fair salary according to the skills you have as per the need of the job profile?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly disagree
 15. If your organisation from UK will open a branch at your home-country and will transfer, you at their branch would you go?
· Yes
· No
· May




High -skilled migration retention strategies


Imporvment of Urban Enviroment


Implimentation of HSMs


Challenges being faced by East European Countries


Application of the Theories


Strategies adopted by Organisations to Retain the High Skilled Workers


Reason Behind the Migration of Skilled Employees from East European Countries to Developed Countries


GENDER

Male	
77	Female	
23	Column1	




Age

Age	
20-35	35-30	50-65	other	58	23	10	5	

Working Experience

Working Expirience	
More than 1 year	2-5 years	6-10 years	More than 10 years	11	23	50	15	

Country 

Country 	
Romania	Bulgaria	Poland	50	23	7	

Working Conditions

YES	
23	NO	
55	MAYBE	
21	



Reason for migration

Reason for migration	



Fewer opportunities  	Low pay scale 	Working conditions in the country  	All the above	38	45	10	7	
High-skilled workes shortage

Strongly agree	65	Agree	20	Neutral	10	Disagree	5	Strongly Disagree	0	




Migration Policy	
Work Visa	Post-Brexit policies	Low pay scale	All the above	55	27	14	5	


Satisfaction with the current working and migration policy	
Yes	No	Maybe	23	55	21	

Strategies adopted to retain employee

Column3	
Assisting in process of migrating to the country	Providing pay scale according to the profession and skills	Offering a good working culture	All the above	64	18	9	9	Column2	
Assisting in process of migrating to the country	Providing pay scale according to the profession and skills	Offering a good working culture	All the above	Series 3	
Assisting in process of migrating to the country	Providing pay scale according to the profession and skills	Offering a good working culture	All the above	

Efficiency of the retaining strategies

Strongly Agree	
Category 2	Category 3	Category 4	0	2.5	Agree	
Category 2	Category 3	Category 4	83	Neutral	
Category 2	Category 3	Category 4	15	Disagree	
Category 2	Category 3	Category 4	2	Strongly Disagree	
Category 2	Category 3	Category 4	0	

Comparison between opportunities offered by Eastern European countries and UK 

Yes	Category 1	Category 2	Category 3	75	No	Category 1	Category 2	Category 3	15	Cannot say	Category 1	Category 2	Category 3	9	



Opportunities adopted by UK for migrating employees

Oportunities adopted by UK for migrating employees	
Better working condition	Fewer work pressures	Better Pay	65	15	25	


Fair Salary	
Strongly agree	Agree	Disagree	Strongly disagree	38	46	8	5	

Return to the home-country

Turnover to home-country	
Yes	No	Cannot say	4th Qtr	75	15	10	
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