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Abstract

The purpose of this chapter is to identify the reasons for the emigration of Ukrainian em-
ployees and to explain the importance of cultural proximity and human resources practices
whose aim is to keep them in Polish organisations. The considerations are based on a desk
research analysis of migrations of Ukrainians, and on the results of quantitative empirical
research conducted by the Authors regarding national cultures, values related to work and
managing human resources. The research results allowed to determine problems faced by
Ukrainian workers employed in Poland, as well as human resource management practices
to help overcome them. The study shows that cultural proximity, linguistic similarity or
common history favour the choice of Poland as the direction of migration for Ukrainians,
and human resources management practices of Polish employers favour quick implemen-
tation to work in Poland.

Keywords: migration, culture, practices of human resources management, Ukrainian
employees
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Introduction

Today, international labour migration occurs under new geographical, demographic,
legal and other terms caused by reforms and changes in the political, social and
economic environment worldwide. International labour migration is necessary and
constitutes an objective condition of the economic development of a country.

The scale of the migration processes in modern societies and the importance
of the economic, political and sociocultural changes they bring to countries and
people all over the world require a comprehensive study. At the global level, the
question concerns the research of migration as one of leading megatrends of the
modern globalized world.

As a result, the range of migration problems has to be examined both as a spe-
cific phenomenon, and as a universal element that exerts an ongoing influence on
modern transformations of the international environment.

Some consequences of international labour migration trends include (Myron-
chuk 2018):

o distribution of migration processes of workforce practically all around the world;

« the main direction of workforce migration from developing countries and
transitional economies to developed countries;

o activation of migration processes from one developed country to another;

« revival of commutation migration between countries with transitional econ-
omies;

« migration of scientific and technical personnel as a new form of migration;

« strengthening of the tendency for intellect migration from countries with tran-
sitional economies and from developing countries into developed countries;

« increase in “young migration”;

« expansion of illegal migration.

The existing migration streams in the world economy can be classified into sep-
arate groups, based on the level of the socio-economic development of involved
countries. Migration of workforce helps to balance the unevenness of worldwide
profit allocation, since this is very important for the world economy.

It should be highlighted that the cooperation between Ukraine and the EU in the
field of migration began long before the signing of the Association Agreement (2014).
The examination of migration legislation, support in terms of personnel training,
information exchange, technical and material help of the EU were all important
factors in the perceptible improvement of border and immigration control, consid-
erable reduction in the illegal migration stream, conditions of granting refuge, and
development of all control systems in terms of migration processes. The 2017 visa
dialogue between Ukraine and the EU, which ended with Ukrainian citizens being
free to travel to the EU, was central to migration management (Sichko 2016). The
issues of legislation as well as the complexity and duration of procedures connected
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with obtaining employment and residence permits in a given country constitute
important factors for Ukrainian employees. Moreover, the cultural proximity may
offer a compelling argument for Ukrainians to choose Poland as their destination for
work and life. Common history, existing Polish and Ukrainian relations and similar
lifestyles, languages or attitudes to work may prove really helpful in the process of
adaptation and establishing relations.

The purpose of this chapter is to identify the reasons for the emigration of Ukrain-
ian employees and to explain the importance of cultural proximity and human
resources practices whose aim is to keep them in Polish organisations. The consid-
erations are based on a desk research analysis of the migrations of Ukrainians and
the results of quantitative empirical research conducted by the Authors regarding
national cultures, values related to work, and managing human resources.

Main Focus of the Chapter

Nowadays, researchers are expected to find the essence of the phenomenon of migra-
tion and its elements in order to describe it at the modern stage of development. The
results of such inquiries constitute considerable volumes of academic developments
by specialists in political, historical, economic, and legal sciences, whose complex
analyses allow us to form an integral vision of the problem, distinguish information
necessary for the subjects of this research and do draw conclusions (Malynovska
2013, Glinka, Jelonek 2020, Lassalle et al. 2020).

Labour migration is a popular research topic among Ukrainian scholars, espe-
cially the theoretical basis of the phenomenon of external migration. Authors also
examine the theoretical and practical problems of labour migration, state statis-
tics, and migration-related labour in the context of general socio-demographic
and economic situation. The scientists confirmed the increase in the importance
of economic factors (Table 1).

The results of the cited research enrich the knowledge on the migration of Ukrain-
ians, especially in terms of the impact of migration on the identity of migrants, the
process of their adaptation in the new environment and the consequences of mi-
gration, as these topics have been poorly researched so far.The main reasons behind
migration of Ukrainians were: seeking profitable employment (28%) and escaping
from armed conflict (27%). Economic problems in the country (19%) and domes-
tic circumstances (18%) were other significant factors. The lack of conditionsfor
self-realization (9%) and political instability (7%) were the least popular reasons.
Almost one third of Ukrainians (29%) declared that no circumstances would compel
them to leave their motherland forever (Malynovska 2018). Ukrainians who work
abroad indicate the search for better conditions of life as the principal reason of their
migration. Thanks to higher wages abroad they are also able to financially support
their families back home (International Migration Report 2017).
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Analysing the age structure of Ukrainian migrants, it can be concluded that long-
term migration is chosen by people of working age (18-44 years), while short-term
migration is chosen by people over 45 years of age. People with higher education
constitute the largest group among Ukrainian migrants (37%), which means that
education and experience correspond to the needs of the labour market of Ukraine
or the country of settlement. Analysts point out that a large number of well-educated
and talented people (engineers, doctors, information technology specialists) migrate
to work abroad, which constitutes a kind of “brain drain’, with them doing jobs
below their qualifications (Lyashenko 2016). Nevertheless, 48% of Ukrainians over
the age of thirty are ready to leave (Solodko 2018). The main reason is the pursuit of
an interesting and well-paid job, which is not surprising since in practically every
country in Europe the salary is higher than in Ukraine. The second important reason
is the armed conflict in Ukraine, which in some way has affected most citizens, and
those who managed to escape the consequences of the war would probably prefer
to place their families and themselves away from danger. The economic situation
is the third reason for moving. Respondents indicated that they wanted to leave
Ukraine to improve overall quality of their life (Sokolovich, Lishchynskyy 2018). In
addition to these three key reasons, Ukrainians also mention family circumstances.
The largest number of Ukrainian migrants live in Russia, Canada, Poland, the USA
and Brazil. In 2017, more than 8 million Ukrainians lived abroad. While living and
working abroad, they transfer a significant part of their financial resources to the
country. “In the first quarter of 2017, migrants working in Poland (90% of them
are Ukrainians) sent more than 4.3 billion zlotys home using the online service
TransferGo, which is almost two-thirds more than last year.... This is a record,
which practically exceeds by 2 billion zlotys the amount of money transferred to
Poland” (Adronik 2018).

The most crucial positive factor of external labour migration lies in the fact that
a considerable part of the earned funds of Ukrainians is transferred or brought back
to Ukraine.Transfers from labour migrants help to combat poverty, allow relatives
to finance current consumption, children’s education, medical services, purchase or
construction of accommodation, opening own businesses, etc. The National Bank of
Ukraine explains that in 2016 the volumes of private money transfer amounted to $
5.5 billion (5.8% GDP), 20% of which was transferred via informal channels, and for
three quarters of 2017 it was $ 5.2 billion. Acquisition of new skills, increase in the
labour market mobility, acceleration of technology exchange, more opportunities
and business technologies, increase in export capacities for Ukrainian producers
are among other positive aspects of emigration. Moreover, immigrants abroad gen-
erate demand for Ukrainian goods in the country they live in (Piontkivska 2018).

It is estimated that labour migration from Ukraine will continue to grow for
about two-three years, and then begin to go down in the medium-term prospect
(Solodko 2018). Poland will thus face an important challenge in terms of keeping
this group of employees. It mostly stems from the growing competitive edge of
Germany, the Czech Republic or Hungary, which are opening their markets for
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economic immigrants from outside the European Union. It may be expected that
it will not only be economic reasons that determine migration, but also social and
cultural differences.

Solutions and Recommendations

Cultural differences may constitute an important criterion in choosing the desti-
nation for migrant employees. They also often determine the length of stay. Even
though migrants may exert a positive effect on the operation of organisations, as
their presence is conducive to creativity, they activate innovativeness and become
a source of cultural synergy, they can also be a source of conflicts, misunderstandings,
communication problems or culture shock (Brett, Behfar, Kern 2010, Marx 2000,
Klimas 2019, Rakowska 2019). There is a high risk of prejudice and stereotypes, as
well as artificial divisions among employees within an organization. It undoubtedly
affects the atmosphere at work and interpersonal relations, which translates into
work performance. It brings about further consequences in the form of the fun-
damental question whether to stay in a given country, look for a more culturally
similar one, or to return to the home country. Therefore, the cultural aspect may
constitute the decisive factor for Ukrainian employees.

Poland granted approximately 2.5 million visas to Ukrainian citizens from 2016
to 2017. Thus, the number of long-term national visas grows along with work per-
mit. In 2015, in Poland, employers submitted 763,000 statements to district labour
departments regarding employing Ukrainians, in 2016 this number almost doubled,
as there were 1.3 million statements, and in 2017 the number grew to 1.8 million.
Moreover, by the end of 2019, approximately 143,000 Ukrainians were granted the
right of temporary or permanent stay in Poland. Consequently, a estimations show
that approximately 2 million Ukrainians are now in Poland, and their number is
growing. However, the number of Ukrainian employees who work in Poland legally
and pay social insurance currently amounts to 665,600 (Blaszczak 2020). Ukrainians
work for almost every other large Polish business, in every fifth average-size business
and in every tenth small business, as calculated by Polish agencies of employment of
personnel service. Young Ukrainians go to Poland to study, whereas adult Ukrain-
ians - to make money in Polish enterprises and open their own businesses (Sytnyk
2018). The main reasons which determine powerful migration streams to Poland are:
higher standards of living, historical connections, familiar language, large Ukrainian
diaspore. The similarity of cultures is also significant. Certain dimensions of national
cultures, such as a high level of avoiding uncertainties, restrictions and restraint in
operations as well as adopting a time perspective which is too long are attributes of
both Ukrainian and Polish cultures (Gadomska-Lila, Moskalenko 2019, Glinkowska,
Chebotarova 2018, Illiashenkoand et al. 2016). Additionally, both cultures respect
organisational hierarchy, although the consent for unequal organizational statuses
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is much stronger in Ukraine than in Poland. This cultural proximity may prove to
be extremely important in establishing close relations in organizations which em-
ploy Ukrainian employees (International... 2017). It is confirmed by the research
conducted by the Authors among Ukrainian employees.

Cultures, values and human resources management practices were subject of
the research project dedicated to Ukrainian employees, conducted by the Authors
from February to December 2018. It consists of two parts: quantitative research
conducted in Ukraine among people who have worked in Poland, and qualitative
research conducted in Poland among employers and other entities involved in ac-
tions pertaining to employment of Ukrainians, e.g. employment agencies, labour
offices, trade unions, such as the Association of Ukrainians in Poland.

The main aim of the quantitative research was to identify human resources man-
agement practices used in Poland by employers employing Ukrainians. The main
areas of human resources management analysed in order to identify key practices
were: recruitment and selection, adaptation at work, work design, compensation
and rewards, performance appraisal, training and development. They used a ques-
tionnaire devised by the Authors, using items devoted to human resources practices
assessed by respondents in five Likert’s scale.

Out of 441 respondents who correctly filled the questionnaire, the majority were
male (222), aged 25-34 years old (181), with a Master’s degree education (151), mar-
ried (304), with one child (186). Most (280) had worked in Poland for the period of
one-two years, typically in construction, agriculture, gastronomy.

Generally, Ukrainians are satisfied with working in Poland (77%). The results
show that positive attitudes and behaviours are connected with cultural proximity
and applying certain actions and practices, especially when creating appropriate
working conditions, remuneration and assistance in adapting to work in Poland
and in a given organisation. The data in Table 2 show that Ukrainian employees do
not find the issues of language and manner of communication, accommodation,
working hours, working ethos, legal and administrative issues to be barriers ham-
pering their adaptation to working in Poland (fewer than a third of the respondents
stated that they constituted problems).

In terms of cultural adaptation, human resources practices applied in organi-
sations employing Ukrainians were found to be helpful. Their key role was to fa-
miliarise Ukrainian employees with characteristic features of the Polish culture
and corporate culture, Polish standards regarding days off work, national holidays,
assistance at the beginning of work provided in an enterprise by supervisors or
colleagues, or even induction programmes (Table 3).

Special human resources management in organisations employing foreigners is
crucial, as it requires more sensitivity in order to apply all the criteria, e.g. in the
recruitment process, task allocation, performance assessment or rewarding results,
so that they are clear and transparent and do not favour anyone.

Moreover, organisations which hire foreigners need an HRM system to make de-
cisions from a global perspective, international managers, and ideas contributed by



112 Katarzyna Gadomska-Lila, Viktoriia Moskalenko

Table 2. Problems at work in Poland
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problems for me.

Legal and administrative issues

. 2.39 | 1.663 | 44% | 28% 0% 1% 27%
posed major problems for me.

Difficulty with finding
accommodation or its high costs 242 | 1.625 | 39% | 34% | 0% 0% | 27%
posed major problems for me.

Psychological difficulties, e.g.

different work ethos, working 234 | 1592 | 44% | 25% | 5% | 3% | 23%
hours, holidays, posed major

problems for me.

Source: Own elaboration.

Table 3. Assessing human resources management practices by Ukrainian employees
working in Poland
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of the recruitment decisions.

Source: Own elaboration.
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people from a variety of cultures. Decisions that are the outcome of a transnational
HRM system balance uniformity (for fairness) with flexibility (to account for cultural
and legal differences). This balance and the variety of perspectives should work together
to improve the quality of decision making. The participants from various countries and
cultures contribute ideas from a position of equality, rather than the home country’s
dominating culture. Such cultural characteristics influence the behavior of employees
within an organization, as well as their attitudes toward various HRM practices.

Conclusion

The specific national features of labour migration in Ukraine are explained not only
by internal economic factors, but also by domestic policy, by both positive (signing
of Agreement about the association from EU) and negative processes caused by the
annexation of Crimea, military events in eastern Ukraine that simultaneously stimulate
population’s migration to other countries. There are many benefits of migration —higher
salary, improvement of standards of living (both of emigrants and their and families),
getting new work experience and qualifications, improved language and communi-
cation skills, broadened horizons, increased awareness and understanding of the real
terms of market economy, and acquisition of skills to live in a democratic society.

Cultural proximity and assimilation of differences may constitute an important
factor in making decisions regarding the direction of migration. Common history,
existing relations between Ukraine and Poland, awareness of conditions of living in
Poland and significant similarity of national cultures as well as lifestyles, language, atti-
tude to work highly, all facilitate assimilation and help to establish common relations.
They constitute important factors which encourage to work in Poland on a longterm
basis or even stay permanently. Therefore, it is necessary to take institutional meas-
ures aimed at extending the duration of stay in Poland, helping to bring families back
home or creating incentives for legal work. This implies the need to develop policies
at central level which take into account social aspects, health care and education.
Actions taken by employers who hire Ukrainians are equally important, in order to
allow for adaptation and integration or professional and personal development of
employees, which is reflected in many HR practices. It will increase the competitive
edge of Poland in terms of Ukrainian employees.
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Key Terms and Definitions

Human resources management practices — formal and informal ways and methods of hu-
man resources management related to activities carried out within the basic stages of
this process: selection, evaluation, motivation and development.

Labour migration - movement of persons from one place (e.g. country) to another for the
purpose of employment.

Migration — movement of people to change their place of residence.

National culture - a set of values, norms, behaviours and beliefs shared by the population
of one nation.
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