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Introduction 

A growing area of psychology and HRM sciences focuses on the emotional and cognitive evaluations of people’s lives (Neto, Barros 2007; Diener, Lucas, & Oishi, 2002; Rogler, 1994; Carballo, 1994), especially in the context of life-change, personal and professional development and the improvement of the quality of life. Common motives behind emigration are the economic reasons, the improvement of the quality of life, in particular increased career opportunities and the possibility of gaining professional experience. Are the careers of new economic emigrants progressing well in the new environment? Are the migrants satisfied with their professional development? 

Newly opened boarders inside the United Europe have created new professional and economical opportunities for Polish and other European citizens. In such circumstances, as Neto and Barros (2007, p.215) argued, “the study of subjective satisfaction is of substantial applied importance”. 

Despite the evidence that there is no difference between immigrants and the domestic society with regard to mental health problems (Neto, Barros 2007; Diener, Lucas, & Oishi, 2002), there is a dearth of research on the new wave of emigration looking for life quality improvement, better economic circumstances and enhanced well-being. The bulk of the studies on acculturation have focused on the negative consequences of cross-cultural change (e.g. culture shock, mental problems) which have been criticised by Rogler (1994) and Carballo (1994). Contemporary psychological acculturation research is supposed to focus its attention on other areas as well, such as characteristics of emigrants who are relatively satisfied with their situation and different aspects of their lives. What are the effective, successful strategies of acculturation and professional development in the new cultural circumstances?  The question of general life satisfaction factors has guided a rich pool of explorations (Argyle, 2001; Diener, 1995; Eysenck, 1990; Salvatore, Muñoz Sastre, 2001;  Neto, Barros, 2007), however there have been few such studies on economic emigrants, the satisfaction in their professional lives and successful acculturation strategy (Witkowski, Łużniak, 2007).  

Career development satisfaction is an individual’s evaluation of career factors relative to his or her own goals and expectations (Seibert & Kraimer, 2001). Satisfaction with professional development is described as one of the tree components of a professional attitude of subjective well-being, the others being the positive/negative affect and actions undertaken (Diener, Emmons,Larsen, & Griffin, 1985). The positive and negative affect refers to the affective, emotional aspects of attitude, actions refer to the behavioural aspect and satisfaction is a psychological variable referring to the cognitive, judgmental aspect of attitude. Neto and Barros (2007) define satisfaction as an overall assessment of the quality of individual’s life based on subjective criteria. Judgments are based on a comparison with the standards one sets for oneself. 

Whereas several research programmes for the assessment of the subjective well-being have been established (Argyle, 2001; Diener, 1995; Diener, Lucas, & Oishi, 2002), few attempts have been made to describe the attitude of economic emigrants (Łużniak, 2006). Especially in terms of the acculturation of Polish professionals becoming a part of the international labour market of a United Europe. 

In a previous investigation Łużniak (2006) examined strategies of acculturation developed by expat-managers working for cross-cultural organisations. Findings showed different levels of career satisfaction correlated with the strategies used by individuals. Individuals’ use of self-knowledge, mature cultural identity and at the same time openness for the new experience were shown to be important psychological variables related to job satisfaction in a cross-cultural organisation. The research reported here focuses on economic emigrants deciding to change the country of residence and sometimes even their professional occupation in search of a higher quality of life and enhanced professional development. Unlike expat-managers, the group described here is not able to use any organisational support of their company. The investigation focuses on correlates of career satisfaction among so called “new wave” of Polish migrants arriving in the UK after 2004 (Poland accession to EU), who decided to establish their careers in the new cultural and economic circumstances.

The United Kingdom has received a very high number of Polish immigrants in the past four years. The Home Office (2007) published the figures of the number of Worker Registration Scheme applications received from new Eastern European Countries standing at 683,000 in June 2007 (since accession in May 2004), out of which 71% were from Polish applicants. These statistics do not include self-employed, those who worked legally before May 2004, and those who were part of the Seasonal Agricultural Workers Scheme. A BBC Newsnight and CRONEM study (2006) on 505 Polish people across seven locations in the UK, has shown that 30% respondents brought or were intending to bring their families (who may or not be undertaking employment) to join them in the UK. Central Statistical Office (GUS) estimates that over 690,000 Polish people are living in the UK now (based on The Report of the Commissioner for Civil Rights Protection, 2008). This movement is influencing Polish as well as English labour markets. Polish emigration to the UK became also an economic, sociological and cultural phenomenon highly recognised in Poland by academics, economists and politicians alike. 

Method

Research aims

The purpose of the present paper is to understand the attitudes of economic emigrants in terms of correlates of their professional development satisfaction. Emigrants have to deal with changes associated with acculturation as the economic migrants face the new labour market as well as the new culture and society. During the past years, the motives of emigration used to be political (the wave of emigration after WW II, or political emigration in the Eighties), and this motivation had to be very strong to become a reason for a one-way escape, because at that time, a return to the home country would be impossible or dangerous. Now – after Poland’s joining the EU - the emigration became less linked with politics and more with the economic situation of emigrants and their search for better life quality. The emigration has became a more accessible means of new strategies for searching for a career. What is the perceived quality of emigrants’ professional lives? What would be the correlates of professional development satisfaction of emigrants working and living in UK?

This study, in line with the issues described above, has two objectives. The first is to examine what the attitudes are of the new economic migrants in terms of professional development satisfaction. The second is to establish what variables can be linked with satisfaction in professional life in the context of emigration.  The correlates of professional development satisfaction were tested including three groups of variables.  The first group included socio-demographic variables, such as age, gender, educational background. The other two groups were intercultural contact and psychological variables. Intercultural contact variables included the sources of job vacancy information, the motivation for coming to the UK, duration of residence in the UK and the perceived cultural disadvantage in the labour market. The psychological variables included subjectively declared level of satisfaction with professional development and a perception of whether currently undertaken work reflects/matches individual’s qualifications. The psychological variables were correlated with each other and with other groups of factors. 

Measures
The measures used in this project were compiled by the Research Unit of the Polish Psychologists’ Club in London (more information on PPC is included in the final part of the paper). The questionnaire was developed for the project by the team of PPC researchers and career advice practitioners.

The survey was designed using an online survey engine (surveymonkey.com) where respondents could access the survey via an online link. The survey consisted of four sections beginning with demographic data, such as age, gender, education and type of employment. This section also included a multiple choice question regarding the reasons for coming to the UK (selecting up to three main reasons) and membership in Polish organisations in the UK. 

  
The next section asked a series of questions regarding the job market in the UK and how the respondents rate their knowledge of the market, what skills and experience were necessary to find employment in the area which interests them. The last question in this section was about the sources of information about new job opportunities (multiple choice). 

  
The third section asked the respondents to rate their skills relating to writing applications and attending interviews. There were separate open questions asking about the main barriers or difficulties faced at the application and interview stages. The last question was a multiple choice one asking about the main barrier generally in finding work. 

The fourth (last) section referred specifically to the extent to which the respondents were interested in taking advantage of the PPC Careers Service offer. Due to different focus of this paper, these findings have not been included. 


Procedure

The survey, written in Polish language, was available online between November 2007 and August 2008. The invitation to take part in the survey was published through two online Polish portals in the UK and the PPC website. PPC clients (approximately 700 people who have in the past accessed PPC services) and the organisation’s members were sent an email invitation, asking them also to forward the link for the survey to friends and family in the UK. 

Respondents

209 people have taken part in the survey. 65% were women and 35% were men. 90% of respondents have lived in the UK for a period of less than 5 years, while 10% have been resident in the UK for a minimum of 5 years. 87% were between 21 and 35 years old, 9% 36-40 years, 2% over 51 and 1% under 20 years old. 71% were based in London and 26% in England. 2% were based in Scotland and 1% in Wales. 

  
79% of respondents were employed full time, 84% on permanent contracts and 12% self-employed. 77% of respondents had been educated to degree level (1.4% with PhD/doctorate, 62.2% MA/Msc level, 13.9% BA/BSc), 8.1% to A ‘level equivalent and 13.9% technical/vocational.

The group considered in the research is “the new emigration” (90% under 5 years in UK), in so called productive period of life (21 – 40 years old), mainly living in London, highly educated and with internet access. According to the Home Office (2007), since Poland’s accession in May 2004 and until June 2007 (this data only refers to those who have registered as part of the Worker Registration Scheme) 18-34 year olds constituted 82% of all applications from the new countries. Despite the age characteristics in this study being therefore typical of the new migration from the Eastern Europe, other demographic variables may not be entirely representative for Polish population in UK as a whole.

However, our main purpose was for the research to include the productive, professionally active part of emigration. This group was meant to be representative of Polish economic emigrants prepared to establish their careers in the UK. We were interested in their level of career satisfaction and their strategies for accommodation into the UK labour market.

The research was designed as a part of the wider PPC research project focusing on the social, economic and psychological situation of Polish emigrants in UK. The model of subjectively perceived success as well as the barriers and professional development problems described here are supposed to provoke further hypotheses and research questions.

Results

To examine respondents’ attitude according to their professional situation in the UK, the initial analysis was undertaken to establish their motivation for emigration to the UK. The next step was to gain an insight into the subjectively declared psychological variables described above: professional development satisfaction level and the perception of their own current career as matching their qualifications. 

Initial analysis of psychological variables 

 
While the main reason highlighted by the respondents as their motivation to come to the UK was the economic one (45.9%), the second highest motive was to learn English (40.7%). It is also significant that the 34.4% decided to come to the UK because of the lack of prospects in Poland, 32.5% came to change something in their lives. 23.4% arrived to improve their qualifications. Therefore, contrary to popular belief, Polish people do arrive to the UK with other aims than the economic one. Over 50% of respondents pointed to reasons related to the higher needs and internal motivation of self-development: learning English, raising their qualifications as well as self-testing, learning about new culture and seeking adventure (Table 1).

Table 1. Motivation behind coming to the UK (up to 3 choices)
	Reasons behind coming to the UK 
	

	economic reasons 
	45.9% 

	to learn English 
	40.7% 

	lack of prospects in Poland 
	34.4% 

	to change something in my life 
	32.5% 

	to improve qualifications 
	23.4% 

	to join the family 
	17.2% 

	to test myself 
	17.2% 

	to learn about new cultures 
	16.7% 

	to have an adventure 
	10.0% 

	to become independent from the parents 
	7.7% 

	personal or family problems 
	6.2% 

	to study 
	5.7% 

	other 
	4.8% 

	work contract 
	1.9% 

	legal problems 
	1.4% 



The scale used in next part of survey (Table 2.) was a six degree scale without the possibility of a middle answer of “no opinion”. We decided to give respondents the opportunity to answer “rather not” or “rather yes” rather than to give them opportunity to say “I don’t know”. We assumed that the judgemental aspect of attitude should not provide “no opinion” option, as the definition of attitude includes opinion/judgement related to the subject of attitude (Neto, Barros 2007; Diener, Lucas, & Oishi, 2002), meaning that if there is no opinion, then there is no attitude. Emigration seems to impact strongly on individual’s personal and professional life, which makes it therefore an important subject of an attitude and an issue of cognitive judgement of individual’s situation.  


There are a high percentage of respondents clearly not satisfied with their professional development (26,3%) and also high number of responding emigrants occupied with jobs perceived as ‘definitely not’ corresponding with their experience and qualifications (36,8%). On the other hand, over one third of respondents are satisfied and definitely satisfied with their professional development and subjectively perceive their positions as matching their qualifications. 

Table 2. Responses regarding the overall level of perceived match between role and education/qualifications and professional development satisfaction.


	
	1 (definitely not) 
	2
	3
	4
	5
	6 (definitely yes) 

	Do you work in a role which matches your education and qualifications? (perceived match between role and qualifications)
	36.8%  
	16.7% 
	10.0%  
	8.1%  
	9.1% 
	19.1%  

	Are you satisfied with your professional progress in the UK (professional development satisfaction) 
	26.3%  
	17.2%  
	14.4%  
	14.8%  
	13.4%  
	13.9%  


The next step of the analysis was to examine the correlates of professional development satisfaction and assessment of the job as adequate in terms of an individual’s experience and qualifications. 

The additional description of Polish emigrants’ acculturation strategy in the UK labour market is based on the analysis of the sources of information respondents are using to look for work (Table 3.). As the group of respondents is mainly characterised by its young age (25 –35), higher education, access to internet and IT tools, it seems that the most popular way of job market research would be the Internet. The respondents do not seem to limit their strategy to use of the Internet only, they also seem to appreciate more traditional and interpersonal, social ways, of looking for opportunities. This is reflected by the relatively high use of Job Centres, agencies, press as well as friends as a source of information.

Table 3. Sources of job vacancies information 

	How do Polish people look for information on job vacancies?  
	% 

	Internet - job search engines (e.g. Monster, Reed) 
	69.9% 

	Internet - organisations' careers/vacancies sections 
	49.3% 

	Friends 
	28.7% 

	Press (local and national) 
	27.8% 

	Job Centres 
	25.4% 

	Recruitment agencies 
	24.4% 

	Professional press/publications 
	10.5% 

	Local adverts (e.g. in shop window)  
	6.7% 

	Other  
	6.7% 


  

Correlation analysis
In order to test links between study variables, Pearson correlations were computed. The first analysis presented in Table 4. shows some statistically significant links with the motivation for coming to the UK, and professional development satisfaction and whether respondents perceived their work as matching their qualifications. 

The table below suggest a strong and significant positive correlation between two main psychological variables: professional development satisfaction and undertaking work which is perceived as suitable to one’s own qualifications (0.8). Professional development satisfaction appears therefore as strongly related to subjectively perceived use of one’s skills and experience brought from one’s home country to the new culture. Polish economic emigrants were likely to be more satisfied if they were able to see the link between the effort they have invested in their own education and the ability to use their skills in the new professional environment. 

Further analysis was performed to examine correlations between two psychological variables and cultural contact variables. 

The first of the group of cultural contact variables was the reason for coming to UK. Table 4. presents a negative correlation between economic motives and professional development satisfaction, in other words, those respondents who came to the UK to earn money (as one of their 3 main motives) were likely to be less satisfied with their careers. There was an opposite relationship between the motives for coming to the UK to gain and develop one’s qualifications and both the career satisfaction and work matching one’s qualifications. 

According to the correlations presented in Table 4., the more effective strategy of professional satisfaction achieving seems to be the focus on collecting new experiences and qualifications. Focus on the material gain is related to lower career satisfaction, as materialistically motivated individuals are also less likely to hold positions which match their qualifications.

  

Table 4. Career satisfaction and work matching qualifications correlations with reasons behind coming to the UK

	motivation behind coming to the UK 
	professional development satisfaction 
	work matching one’s qualifications 

	Economic reasons  
	-.20(**) 
	-.19(*) 

	Lack of perspectives in Poland  
	-.11
	-.07 

	To learn new culture  
	.11 
	.15 

	To improve qualifications  
	.27(**) 
	.27(**) 

	To learn the language 
	-.17(*) 
	-.14 

	Family reasons 
	-.14 
	-.12 

	Studies 
	.09
	.07 

	To test myself  
	.065 
	.031 

	Work contract 
	-.09 
	-.07 

	Family problems  
	-.10 
	-.08 

	To become more independent from parents  
	.04 
	.03 

	Legal problems  
	.14 
	.03 

	To introduce change in one’s life 
	-.12 
	-.06 

	Adventure 
	-.05 
	-.04 

	[Professional development satisfaction]  
	1 
	.80(**) 


**  Correlation is significant at the p < 0.01 level (2-tailed). 

*  Correlation is significant at the p < 0.05 level (2-tailed). 

Further analysis was undertaken to examine other cross-cultural contact variable: perceived barriers within the labour market.  Pearson correlations show that professional development satisfaction and working according to one’s qualifications can be linked with some barriers more than others (Table 5). Those barriers, according to correlation analysis, are primarily the language barrier and lack of experience. It should be stressed that this would be the lack of any experience (as may be the case of fresh graduates), as unrecognised experience was also an option. The unrecognised experience appeared in this study as marginally significant with relation to the perceived match between work and qualifications.

Table 5. Correlation analysis between barriers in job search and professional development satisfaction / work matching qualifications.

	
	professional development satisfaction
	work matching one’s qualifications 

	language barrier  
	-.29(**) 
	-.32(**) 

	cultural barrier 
	-.07 
	-.08 

	lack of qualifications  
	-.16(*) 
	-.17(*) 

	unrecognised qualifications 
	-.15(*) 
	-.20(**) 

	access to information  
	-.16(*) 
	-.13 

	lack of experience 
	-.36(**) 
	-.33(**) 

	unrecognised experience  
	-.14 
	-.16(*) 

	lack of presentation skills 
	-.19(*) 
	-.19(**) 


**  Correlation is significant at the p < 0.01 level (2-tailed). 

*  Correlation is significant at the p < 0.05 level (2-tailed).

To supplement the correlation analysis, the comments sections regarding the barriers faced at different stages of job searching were also analysed (comments were coded and then quantified). Out of 133 comments submitted in response to the question about barriers at the application stage, 38% pointed to the language barrier as the key difficulty. 150 comments were submitted in response to the question about interview stage, where language and language–related interview stress were the main difficulty according to 43% respondents submitting comments in this section.  

In order to establish whether any sociodemographic variables may be linked to satisfaction with professional development or working according to own qualifications, further correlation analysis was undertaken (Table 6). The analysis showed that men and those employed full-time are likely to be more satisfied with their professional development and find that their work matches their qualifications. However, membership in community and professional organisations (such as the Polish Psychologists' Club, Polish Professionals, and other) was the factor that was most strongly positively linked to satisfaction with one’s career and work matching one’s qualifications (correlation of 0.31 and 0.37 accordingly, at 0.01 level of significance). 

Table 6. Correlation analysis between sociodemographic variables and professional development satisfaction / work matching qualifications.

	   
	professional development satisfaction
	work matching one’s qualifications 

	Gender 
	-.25 (**)   
	-.29(**)   

	Full-time/part-time 
	.25(**)   
	.30(**)   

	Membership in organisations   
	.31(**)   
	.37(**)   


**  Correlation is significant at the p < 0.01 level (2-tailed).
    

Conclusions
The study showed that a significant proportion of Polish people surveyed were satisfied with their careers and found them appropriate to their level of qualifications. The aim of the study was to explore the strategies of emigrants used to gain satisfaction from professional development and to find a subjectively perceived ‘proper job’. According to the scores presented above, those who were satisfied were more likely those who came to the UK specifically focused on developing their careers and experience, rather than limiting their aspirations to finding work that pays better than work in Poland.

 It is interesting that over 50% of respondents did not choose the financial reasons as one of their main motives behind coming to the UK. It is also worth noting that motives linked to learning language, gaining qualifications and undertaking studies were important as well.  These findings are consistent with the BBC & CRONEM study (2006) where ‘younger respondents and those with higher levels of education are more likely to stress non-financial motives like “easier to live in the UK” and “personal or professional development”’ (pp 2).

Despite low demographic diversity (highly educated, living mostly in London/England, young, post-accession migrants), the study did demonstrate diverse ways of looking for work, different barriers faced and different level of needs with regard to career counselling. The main barrier to achieving satisfaction in employment is definitely language, which creates issues both at the application and interview stage. A question may be posed for future studies, whether this is an objective difficulty (perceived also by the employers) or a psychological barrier. There is a possibility that even highly language-competent respondents (perhaps even possessing external accreditation of their language skills) marked language as a perceived barrier if they lacked confidence in this area. 

This shows that it is not possible to create a “typical migrant profile”, of a person who came for economic reasons only and solely to work in a low-skilled job. 
  
It is strongly reassuring for Polish community organisations and professional networks, to see that their members are likely to be more satisfied with their careers (and work in their professions). Whilst some of them (such as Polish Professionals) require members to work 'in their profession', other organisations (such as Polish Psychologists' Club) aim to provide networking opportunities, work experience and peer support which may be the factors explaining higher satisfaction and access to professional work. Further research is needed to provide conclusive results whether membership in organisations causes one to be more satisfied or whether those more satisfied with their careers, are more likely to join organisations. 

Discussion

As this study was a preliminary one, aimed at initiating a series of studies, it is recognised that there are a number of limitations. The main one is the way in which data was collected, i.e. online. This method has 'pre-selected' the participants and meant that many people, potentially of different demographic profile (more rural area-based, employed in lower-skilled work, less educated, with less IT skills) were not included in this research. Future studies should also aim at more varied groups in terms of education, age, gender and location - if the findings were to be generalised to Polish migrants in the whole of UK. 

  
Some of the correlations were at a level which, despite being statistically significant only indicated certain trends. The correlation nature of the data restricts us from ruling out alternative inferences about causal direction. Another study considering a wider group of respondents and therefore wider statistical performance could be very valuable with regard to some of the relationships discussed above. 

The Polish Psychologists’ Club and practical application of this research 

 
The Polish Psychologists’ Club is a charity established in June 2006, which provides professional psychological support and services (such as counselling, career guidance, psychotherapy, workshops and conferences) to the Polish community in the UK and integrates and provides a forum for the Polish psychological community (the Club members – currently in excess of 150). 

 
In late 2007, a PPC Research Unit was formed to support PPC projects with robust research into a variety of issues faced by Polish migrants in the UK. So far, a small number of pilot-type projects have been undertaken to initiate interest in the area of psychological and sociological studies in this area and to gain more insight into the needs of the community. For the time being, the Research Unit, as well as other PPC projects, relies on volunteers and receives no external funding. Once adequate and regular funding is identified, it is expected that the volume and range of research studies will expand. 

 
The practical aim of this study was to gain an understanding of needs among Polish migrants for professional career coaching and counselling, leading to practical recommendations for the PPC Careers Service. Through gaining an insight into successful career development strategy and on the other hand potential barriers and difficulties faced by Polish economic migrants, the PPC Careers Service will propose a comprehensive programme of career development support based on the presented findings and closely linked to real needs in this area. 
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