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ABSTRACT

Objective: For a long time Poland has been perceived as a rather homogenous society. However, 

cultural diversity and differences started to become visible after 1989 and have gained on im-

portance since then. Combined with an increasing shortage of native workforce, the question of 

immigrants’ employment by Polish organisations becomes a burning issue. We have therefore 

decided to determine whether the fact of employing immigrants or the intention to do so in the 

foreseeable future affects the perception of foreign workers and the necessity of hiring them

Methodology: For this purpose, we conducted a survey among 263 entrepreneurs from the 

Opolskie Voivodship. 

Findings: The study has demonstrated a very strong, statistically-relevant correlation between 

the willingness to employ immigrants and the attitude towards an employee’s country of origin. 

Also correlations between other analysed variables have been found statistically relevant

Value Added: The paper is an introduction to a debate on the role of immigrants on the Polish 

labour-market as it presents the point-of view of employers and their willingness to employ 

immigrants. 

Recommendations: It is recommended for decision-makers to facilitate access of a wider group 

of immigrants to the Polish labour market, especially since a significant group of employees 

recognises the upcoming issue of workforce shortages and the necessity to reach for foreign 

employees in order to stay competitive.

Key words: Cultural diversity, Labour immigration, Foreign workforce, Immigrants

JEL codes: M21, M54, O15

Introduction

For a long time Poland has been perceived as a rather homogenous society. 

However, cultural diversity and differences started to become visible after 

1989 and have gained on importance after Poland joined the European 

Union, yet according to Włoch (2013), immigration and immigrants are not 

being perceived as important issues. Although surveys on attitudes point to 

a relatively positive attitude towards immigrants (CBOS, 2017) as suggested 

by Klaus and Wencel, most Poles rarely encounter cultural, racial, religious 
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or national diversity in their everyday life (Klaus & Wencel, 2010). However, 

this situation is about to change. Socio-demographic processes, such as 

population ageing, significantly influence the supply of native workforce 

(Arltova & Langhamrova, 2010) and Poland is shifting from an emigration into 

an immigration country (Solga & Kubiciel-Lodzinska, 2017).

The lack of native employees is becoming visible not only among blue 

collar jobs, i.e. the so-called secondary labour market, but also among white 

collar jobs, i.e. the primary labour market, which demand specialised qualifi-

cations and competencies. Therefore, not only external processes enforce 

a gradual workforce differentiation, but also new trends and strategies within 

human resources management, such as diversity management processes 

(Dvorakova & Langhamrova, 2013). In some cases, organisations implementing 

diversity management deliberately hire foreign workforce in order to further 

diversify their labour and thus enjoy the benefits diversity management has 

to offer. The positive consequences of diversity include greater creativity, 

innovation and flexibility of the work teams. Diverse employees have a variety 

of points of view and broader information (Jehn et al., 1999; Lau & Murnighan, 

1998; Schweiger et al., 1986). Research (D’Souza & Colarelli, 2010) shows 

that visible characteristics affect teamwork, especially when team members 

have prejudice against different groups (Dovidio et al., 2002). 

In view of the increasing economic immigration and the inflow of foreign 

workforce, we have attempted to determine whether the fact of employing 

immigrants or the intention to do so in the foreseeable future determines the 

perception of foreign workers as well as the perceived necessity of hiring them. 

We understand the term “immigrant” as all people not born in Poland or not hav-

ing Polish citizenship and the term “workers” as employees. For this purpose, 

we conducted surveys among entrepreneurs from the Opolskie Voivodship, 

which is referred to as migrational (Heffner & Solga, 2013) – characterised by 

a long tradition of departures (usually foreign ones), with their accompanying 

social, demographic and economic consequences. The Opolskie Voivodship 

has become a kind of a ‘laboratory’ for the study of migration processes, in 
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particular emigration. For several years now, it has also been the place of 

research related to the process of foreign immigration, mainly related to the 

labour market (Kubiciel-Lodzińska, 2017; Solga & Kubiciel-Lodzinska, 2017) 

or to student mobility (Kubiciel-Lodzinska & Ruszczak, 2016).

The paper is organised as follows. The first and second parts outline the 

recent developments in the Polish labour market in relation to the progressing 

differentiation of the workforce and the economic immigration, thus estab-

lishing the importance of the topic and the research problem. The third part 

outlines the research design and methodology. The fourth part presents 

the research results, followed by the final, fifth part, i.e. the conclusion and 

discussion section.

Motivation for employing foreign workforce 

There can be a number of reasons to explain the demand for foreign workforce 

and the employers’ motivation to employ immigrants. Among the reasons, 

researchers point to the mismatch between the supply of and demand for 

labour (Dietz & Kaczmarczyk, 2008; Constant, 2014), labour market segmen-

tation (Piore, 1979; Douglas et al., 2009) and, as result of socio-demographic 

changes (Van de Kaa, 1999), the services market by increasing the demand for 

elderly care services. Usually these factors occur in combination, therefore 

a significant area of migration research is the position of foreign workforce 

on the domestic labour market and the analysis of the competition between 

native and foreign workers (Peri, 2016; Foged & Peri, 2016), but also the differ-

ences in employing native and foreign workforce in terms of organisational 

behaviour (Ang et al., 2003). 

In terms of workforce supply and demand, researchers emphasise that 

immigrants are very often hired for works in which the natives are not inter-

ested (Hamid et al., 2011). They also pointed out the lower costs of foreign 

workforce (Hamid et al., 2011), which can create wage gaps between native 

and migrant employees (Gheasi et al., 2017). These findings however apply 
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mostly only to low skilled workers who perform the so-called blue-collar jobs, 

identified with the secondary labour market segment (Doeringer & Piore, 

1985).  However, very often high-skilled and qualified foreign workforce is 

employed for white-collar jobs, i.e. the primary labour market, where there are 

not enough native workers with specific specialised qualifications (Reyneri, 

2004). The high skilled workers, who possess special skills and experience, 

improve an organisation’s productivity (Jordaan, 2018). Another group of 

research analyses the importance of foreign workforce in the increase of 

workforce diversity and its impact on innovation, creation of new firms or 

trade (Parrotta et al., 2014; Ottaviano & Peri, 2006; Hunt, 2011). Some studies 

also analysed a hypothesis stating that migrant workers have a special set of 

competencies, skills and experience, which can contribute to a company’s 

performance (Markusen & Trofimenko, 2009; Aleksynska & Tritah, 2015), 

which in turn would be in accordance with the assumptions of diversity 

management (Mor Barak, 2010). 

Despite the growing importance of labour immigration to Poland, research 

conducted among employers on the demand for immigrant work is rather 

limited. Moreover, studies in the field of integration, including economic 

integration, were conducted mainly among immigrants (Górny, 2007; Grzy-

mała-Kazłowska, 2008; Bloch & Gozdziak, 2010; Brzozowski & Pędziwiatr, 

2014). Gmaj (2005) conducted fifteen in-depth interviews with employers, 

which were aimed at identifying the reasons for picking immigrants. A study 

of the demand for immigrant work was also conducted by the Institute of La-

bour and Social Affairs (IPiSS) (Golinowska, 2004). According to the study, the 

main reason for employing immigrants was his or her specific qualifications, 

perceived as required for maintaining business on the market (this included 

managers and skilled workers with special and limited skills). Another reason 

was the desire to distinguish a company from its competition and win over 

customers (Chinese or Vietnamese chefs, foreign-language teachers). The 

third most mentioned reason was the immigrants’ knowledge about their 

domestic market, which would enable the organisation to smoothly enter new 
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areas (trade professionals who know the country’s language and its customs 

and who already have established business contacts). These findings are 

in line with the findings presented by Jordaan (2018), Aleksynska & Tritah 

(2015) and Markusen & Trofimenko (2009). The demand for immigrant work 

was also one of the elements of another project conducted by the IPiSS. 

Respondents were asked, among other things, about the issue of employing 

immigrants in order to fill vacancies. Among the indicated reasons for hiring 

immigrants were lower wage expectations and a greater willingness to work, 

combined with the lack of willingness of Polish labour to work. Despite the 

low number of immigrants actually working in the analysed organisations, the 

firms’ willingness to employ an immigrant was high (Kukulak-Dolata & Soboc-

ka-Szczapa, 2013). In addition, the Centre of Migration Research conducted 

research on the demand for foreign workforce among Polish organisations 

(Grabowska-Lusińska & Żylicz, 2008). However, the results demonstrated a 

very low demand for foreign workforce, i.e. not exceeding 1 percent.

From homogeneity to heterogeneity in Poland

In order to understand the importance of the analysed issue, especially in the 

Polish context, it is necessary to underline that Poland is a relatively homog-

enous society and the current influx of economic immigrants can be treated 

as the first, more significant diversification of society since 1945. According 

to the last Census from 2011, 97% people declared Polish nationality, 2.2% 

declared Silesian nationality, 0.6% – Kashubian nationality and 0.4 – German 

nationality (respondents were allowed to name more than one nationality). 

In regards to religion, 95.95% declared belonging to the Roman Catholic 

denomination, 0.44% – to the Orthodox Church and 0.39% to the Confession 

of Jehovah’s Witnesses (GUS, 2014). 

Due to the freedom of movement of workers within the European Union, 

the European Economic Area and Switzerland official statistics regarding the 

number of economic immigrants from those countries have to be treated 
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with great caution. Furthermore, surveys on attitudes point to fairly positive 

attitudes towards citizens from West European countries. Also, due to the 

increasing number of East European and Asian immigrants, the issue of 

economic immigration from those regions is far more interesting. 

As of 1 January 2018, the rules on immigrant employment were amended. 

In order to enter the Polish labour market, citizens of the so-called third 

countries must have a document allowing them to enter the Polish labour 

market, i.e. a work permit, seasonal work permit (new instrument introduced 

in 2018, therefore not yet present in the statistics), employer declaration on 

entrusting a job to an immigrant, or temporary residence and work permit. 

As presented in Table 1, a vast majority (81.72%) of work permits issued in 

2017 concerned Ukrainian citizens. The second biggest group for which 

work permits were issued were Belarusians.

Table 1. Number of work permits issued in 2017 by country of origin

Country of origin Number of work permits 
issued (absolute value)

Percentage

Ukraine 192,547 81.72

Belarus 10,518 4.46

Nepal 7,075 3.00

India 3,938 1.67

Moldavia 3,792 1.61

Source: own research, based on data provided by the MPiPS (2017).

An even more unambiguous situation emerges when taking into consid-

eration the number of issued employer declarations of entrusting a job to 

an immigrant, which is been presented in Table 2, where almost 94% of all 

declarations were issued to Ukrainians.
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Table 2. Number of issued employer declarations of entrusting a job to an immigrant in 2017 by 

country of origin

Country of origin Number of issued 
declarations (absolute 
value)

Percentage

Ukraine 1,714,891 93.99

Belarus 58,046 3.18

Moldavia 31,465 1.72

Georgia 11,126 0.61

Russia 6,150 0.34

Armenia 2,786 0.15

Source: own research, based on data provided by the MPiPS (2017).

In view of the above, it can be stated that the research problem of whether 

immigrant employment or the intention to do so in the foreseeable future 

affects the perception of foreign workers and the perceived necessity to 

hire them is limited in an implicit extent to Ukrainians. 

As already indicated, surveys point to a relatively positive attitude towards 

immigrants. In 2017, the most popular nations were Czechs (59% declared), 

Slovaks and Italians (57%), followed by Americans and Hungarians (54%) 

(CBOS, 2017). In general, Poles like Western nations more (Włoch, 2013). The 

list of most unpopular nations in Poland in 2017 includes Arabs (59% antipathy 

declared), Roma (50%) and Turks (42%). The exact distribution of attitudes 

towards nationals which most often apply for work permits and for which 

employers issue a declaration of employment are presented in Table 3. Unfor-

tunately, CBOS does not collect data on all of the above-mentioned nations.
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Table 3. Distribution of positive attitude towards selected nations (2017) (%)

Nations Sympathy Indifference Reluctance Hard to say Average*

Ukrainians 36 26 32 6 0,05

Belarusians 37 28 23 12 0,33

Russians 31 25 42 10 -0,23

Note: * The average was calculated on a scale from -3 (max. reluctance) to 3 (max. positive attitude)

Source: CBOS (2017).

As emphasised, the attitudes towards Ukrainians are highly polarised 

and the respondents declared positive attitude only slightly more often than 

antipathy (CBOS, 2017). 

It is important to note that the attitudes towards immigrants change over time. This 

may result from the fact that when people start to interact with each other and their 

knowledge increases the stereotypes lose on strength (Bilewicz, 2006) and the posi-

tive image of the particular nation may improve. The change of the declared positive 

attitude towards Ukrainians is presented in Figure 1.
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Figure 1. Change of declared positive attitude and reluctance toward Ukrainians from 1993 to 2017

Source: own research based on CBOS (2017).

Especially in recent years the number of issued work permits and employer 

declarations of intention to entrust work to a Ukrainian has rapidly grown, 

which may have influenced the change in attitudes towards Ukrainians. How-

ever, as already mentioned, the attitudes are highly polarised as the positive 

attitude and reluctance are on a similar level in recent years. 

The attitude towards immigrants depends on many factors, which include, 

among others, the size of the immigrant population (Semyonov, Raijman, 

& Gorodzeisky, 2006), the country’s political climate (Semyonov, Raijman, 

& Gorodzeisky, 2008) or the media coverage of immigration-related news 

(Schlueter & Davidov, 2013). Studies also suggest that contact with immigrants 

can mitigate negative prejudice (Semyonov & Glikman, 2009). 

Due to the change in the number of economic immigrants in recent years, 

especially from Ukraine, as well as the change in attitudes towards them, we 

decided to analyse how the intent to employ an immigrant (the independent 

variable) affects the employers’ attitudes towards an employee’s country of 
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origin. International research has emphasised the role of economic self-in-

terest in explaining anti-immigration attitudes (Fetzer, 2000). However, most 

studies focused on how the presence of immigrants on the labour market 

shapes attitudes towards immigration (Dustmann & Preston, 2007). None-

theless, in some research, focusing on theories of economic self-interest, 

researchers analysed whether people’s material self-interest influences 

their attitudes towards immigration (Hayes & Dowds, 2006). Some research-

ers even suggest that the economic interest may be the main reason for 

the opposition to immigration in Europe and Israel (Raijman, Semyonov, & 

Schmidt, 2003) as well the United States (Espenshade & Hempstead, 1996). 

As determined by Hayes & Dowds (2006), also in the United Kingdom people 

with higher economic status expressed generally more pro-immigrant at-

titudes. As determined by Turner & Cross (2015) in a Europe-wide analysis, 

the economic factor is the most important one, when explaining shifts in 

attitudes towards immigration. Assuming that organisations willing to em-

ploy immigrants do it due to their expected profit (economic self-interest) 

we adopted the following hypothesis:

H1: The intention to employ an immigrant affects the attitude towards an 

employee’s country of origin.

Furthermore, we decided to specify the hypothesis by adding additional 

hypothesis. Thus we decided to analyse whether the intention to employ an 

immigrant (the independent variable) affects the employers’ perception of 

the immigrant in comparison to native workers. In relation to this issue, we 

adopted the following hypothesis:

H2: The intention to employ an immigrant affects the employers’ perception 

of the immigrant in comparison to indigenous workers.

Furthermore, we decided to analyse whether the current intention to 

employ an immigrant (the independent variable) affects the perception of 

problems with recruiting native workers with the required qualifications as 

a reason for limiting the company’s development opportunities, which could 

lead them to employing an immigrant. We adopted the following hypothesis:
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H3: The intention to employ an immigrant affects the employers’ perception 

of problems with recruiting native workers with the required qualifications as 

a reason for limiting the company’s development opportunities, which could 

lead them employ an immigrant.

Finally, we decided to analyse whether this issue affects the general rec-

ognition of the necessity of reaching for foreign employees in the coming 

years. In relation to this issue, we adopted the following hypothesis:

H4: The intention to employ an immigrant affects the employers’ general rec-

ognition of the necessity of reaching for foreign employees in the coming years.

This hypothesis is relevant, as the research points to the tendency that 

the predicted immigration affects attitudes towards immigrants (Christensen, 

Arnesen, & Midtbo, 2019).

Research design and methodology 

This paper discusses the results of the survey conducted among 263 entre-

preneurs from the Opolskie Voivodship. As already indicated, the choice of the 

Opolskie Voivodship was purposeful as it has become a kind of a ‘laboratory’ 

for the study of migration processes. The analysis is based on 263 structured 

questionnaires with employers selected from the members of the Opole 

Chamber of Commerce, Klub 150, participants of the international research 

project pursued by the Opole University of Technology and the University of 

Opole, as well as those featured in the database of the Opole Voivodship Of-

fice as entities that obtained work permits for immigrants. Respondents were 

contacted in several ways. First, a CAWI (Computer-Assisted Web Interview) 

research has been conducted. However, the response rate was very low and 

less than 5 per cent of the group participated in the CAWI survey. Therefore, 

contacting respondents by e-mail was found to be ineffective. The second 

method used in the study was PAPI (Paper & Pen Personal Interview). It is 

worth noting that not all enterprises agreed to participate in the PAPI study. On 

average, about one third of all participants refused to talk to the interviewer in 
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order to complete the questionnaire. This shows that studies in the business 

community constitute a challenge. Finally, 263 employers were included in 

the study – managers, firm owners, directors or supervisors responsible for 

the human resources management policy in the particular organisation. The 

organisations represented a variety of sectors: construction (26.6%), services 

(25%), metal industry (11.8%), food industry (10.7%), furniture industry, trans-

portation and logistics (4.9%), wood and paper industry (4.7%), agriculture 

(3.8%), medical services and rehabilitation (2.7%), chemical industry (1.9%), 

fuel and energy industry and tourism (1.5%). In accordance with the dual labour 

market theory (Piore, 1979), 19% of the interviewed organisations employed 

immigrants in the so-called white-collar jobs, representing the primary la-

bour market segment and 81% organisations employed immigrants in the 

blue-collar jobs, representing the secondary labour market. Among the 263 

interviewed organisations, 42.97% were micro-enterprises (excluding the so 

called one-person-businesses), 33.46% were small enterprises, 17.11% were 

medium enterprises and 6.46% were large enterprises. 

We developed the questionnaire based on an analysis of the existing 

literature. However, the questions included in the research tool were results 

of an operationalisation conducted for the purpose of this research. Due to 

the fact that the questionnaire was built using the nominal and ordinal scale, 

for most of the questions the quantitative nature of the presented answer 

choices imposed the choice of tools for the analysis of quantitative variables. 

We thus chose the V Cramer contingency measure. 

Firstly, the respondents were asked whether they employ or are willing 

to employ an immigrant. Due to the low number of organisations that em-

ployed immigrants at the moment of the study, the organisations declaring 

the employment and willingness to employ immigrants were considered as 

a single group in opposition to those not willing to hire foreign workforce. 

The structure of the sample, based on the declared willingness to employ 

foreign workforce, is presented in Table 4.
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Table 4. Sample structure based on the declared willingness to employ immigrants

Employers willing to hire 
an immigrant

Employers not willing to 
hire an immigrant

Total

222 41 263

84.41% 15.59% 100%

Source: own research.

The above declaration was then used as an explanatory variable in the 

study. Subsequently, the respondents were asked whether a immigrants’ 

country of origin would be (or in case of organisations already employing 

immigrants “was”) an issue. Then, the respondents were asked about their 

opinions on immigrants in comparison to native employees. The employers 

were also asked which of the employees, in their opinion, are better and why. 

The question was a multiple-choice question. Then, the respondents were 

asked about their perception of problems with recruiting native workers 

with the required qualifications as a reason for limiting the company’s de-

velopment opportunities, which could lead them to employing an immigrant. 

Finally, we asked the respondents about their opinion on a possible future 

need to employ immigrants, including possible reasons of such a necessity.

Research results 

The first analysed issue was the impact of the intention to hire an immigrant 

on the attitude towards the country of origin of the actual or potential em-

ployee. The results are presented in Table 5.
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Table 5. Impact of the declared intention to employ immigrants on the attitude towards the immi-

grants’ county of origin

χ2 df p-value V

Attitude towards the immigrants 
country of origin

192.6701 7 0.0000 0.8592

Source: own research.

The results show a strong and statistically-relevant correlation between the analysed 

variables. In most cases, respondents willing to hire an immigrant declared that the 

immigrant’s country of origin does not play any role. In total, over 52% of all respon-

dents declared that the country of origin does not play a role, 24% declared their 

readiness to employ immigrant from East European countries, 6.5% declared their 

readiness to employ an immigrant, but only from one of the EU countries. 

Next, we analysed the impact of the intention to hire an immigrant on the em-

ployers’ perception of the immigrant in comparison to native workers. The results 

are presented in Table 6. 

Table 6. Impact of the declared intention to employ immigrants on the employers’ perception of 

the immigrants in comparison to native workers

χ2 df p-value V

Employers’ perception of the immi-
grant in regards to indigenous workers.

43.2920 26 0.0180 0.4088

Source: own research.

The results show a moderate, statistically-relevant correlation between 

the analysed variables. In most cases, employees willing to hire an immigrant 

assessed immigrants as better workers than natives. As for the reason, 

they stated that immigrants are more available and willing to work overtime 

(22.1%), have lower wage expectations (17.4%) and they care more about 
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their jobs in general (12%). Respondents who assessed immigrants as worse 

employees emphasised that immigrants need more supervision (10.1%). The 

respondents also pointed to lower commitment of foreign workers (9.2%) 

and a longer process of professional adaptation (5%). Only 7.8% assessed 

foreign workers as the same as Polish workers. 

The next analysed issue was the impact of the intention to hire an immi-

grant on the employers’ perception of the problems with recruiting native 

workers with the required qualifications as a reason for limiting the compa-

ny’s development opportunities, which could lead them to employing an 

immigrant. The results are presented in Table 7.

Table 7. Impact of the declared intention to hire immigrants on the employers’ perception of the 

problems with recruiting native workers with the required qualifications as a reason for limiting the 

company’s development opportunities

χ2 df p-value V

Employers’ perception of problems 
with recruiting native workers with 
the required qualifications as a reason 
for limiting the company’s develop-
ment opportunities

17.8001 3 0.0005 0.2602

Source: own research.

A total of 33.08% employers declared problems with recruiting native 

workers with the required qualifications as a reason for limiting the company’s 

development opportunities. However, 33.08% stated the opposite. A total 

of 33.46% admitted that, despite this not being an issue for them for now 

considering the dropping number of work-age population, this can become 

a problem in the near future. One respondent stated that problems with re-

cruiting native workers with the required qualifications are not a reason for 

limiting the company’s development opportunities, but hiring people with 

too low or no qualifications indeed is. 



122

Jolanta Maj, Sabina Kubiciel-Lodzińska, Katarzyna Widera

Finally, we analysed the impact of the intention to hire an immigrant on 

the employers’ general recognition of the necessity to reach for foreign 

employees in the coming years. The results are presented in Table 8.

Table 7. Impact of the declared intention to employ immigrants on the employers’ general reco-

gnition of the necessity of reaching for foreign employees in the coming years

χ2 df p-value V

Employers’ general recognition of the 
necessity of reaching for foreign em-
ployees in the coming years

26.4561 15 0.0335 0.3172

Source: own research.

The results show a statistically relevant, however relatively weak, corre-

lation between the analysed variables.

Almost half of the respondents (48.29%) declared that they think that 

Poland will have to reach for foreign workforce, especially in seasonal works 

and physical work, while 19.39% stated that Poland will have to reach for 

foreign workforce, especially in elderly care services. Only 5.32% think that 

it will soon be necessary to reach for immigrants in high skilled jobs, where 

specific qualifications are required, and only 3.04% stated that they recognize 

the necessity in areas in which the Polish youth does not want to educate 

in. Only 12.17% declared that they do not think that Poland will have to reach 

for foreign workforce in the coming years.

Conclusion and Discussion

The presented study was designed to determine whether the fact of em-

ploying immigrants or the intention to do so in the foreseeable future deter-

mines the perception of foreign workers as well as the perceived necessity to 
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hire them. The study has shown that statistically relevant correlations exist 

between the analysed variables. The correlation between the willingness to 

hire an immigrant and the attitude of the employee towards the country of 

origin is still very strong. In general, an employer willing to employ an immigrant 

does not have any prejudice as to the potential employee’s country of origin. 

However, most employers pointed towards Eastern Europe as the direction 

of arrival of the potential employees, which may result from the fact that 

currently this region, i.e. Ukraine, is the dominant source of foreign workforce 

in Poland. This is also consistent with the findings by Dustman & Preston 

(2007) who found that the opposition towards further immigration increases 

with ethnic and cultural distance and thus the respondents pointed towards 

cultural and ethnic similar countries and the source of potential employees. 

In regards to the second association, also a statistically-relevant, however 

moderate correlation was identified. The willingness to employ an immigrant 

thus affects the perception of the immigrant in comparison to native workers 

to a certain degree. There are probably other factors affecting the dependent 

variable, which were not taken into account in this study. It is however not 

surprising that employers willing to employ an immigrant perceive him or her 

as equally good or better than a native employee, especially considering the 

dominant motives for hiring employees determined, among others, by the 

lack of native workers willing to perform the job or the lower costs of employ-

ing an immigrant (Hamid, Singh, Yusof, & Abdullah, 2011). Especially the first 

motive can predominantly shape the willingness to employ immigrants in the 

conducted research, as most of the interviewed organisations represented 

the secondary labour market. These findings fit the economic self-interest 

theory. If the organization is forced to employ immigrants, due to the lack of 

native workforce it will act in its economic self-interest, which will affect the 

perception of immigrant workforce. 

The third analysed hypothesis concerned the impact of the intention 

to employ an immigrant and the perception of problems with recruiting 

native workers with the required qualifications as a reason for limiting the 
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company’s development opportunities, which in effect could lead them 

to employing an immigrant. The relations between the variables turned 

out to be statistically-relevant, yet the correlation was small. This results 

from the fact that most of the employers did not perceive the problem as 

a burning issue at this time, but recognised that it can become one in the 

future. Finally, the relation between the intent to employ an immigrant and 

the employers’ general recognition of the necessity of reaching for foreign 

employees in the coming years was analysed and showed a moderate, but 

statically-relevant correlation.

The conducted research is not free of limitation. Firstly, due to the explor-

atory nature of the study and therefore a qualitative nature of most of the 

questions asked in the survey, the possibilities to conduct a more complex 

statistically analysis were limited. However, as already indicated, the study 

was of an exploratory nature. To our best knowledge, the issue in question 

has not yet been a subject of analysis, which is why we found it important to 

conduct preliminary research first. The exploratory nature of the study as well 

as the structure of the sample do not allow to make generalizations as the 

study is not representative to the entire population of Polish employers, they 

may however suggest some tendencies which would require further analysis. 

Due to the fact that the conducted research was preliminary, further 

research on this topic is required. We are currently conducting qualitative 

in-depth-interviews with employers hiring foreign workforce to gain in-depth 

knowledge about the issue in question. A study on a nationwide sample would 

also be beneficial. Although, as already mentioned, the Opolskie Voivodship 

is a laboratory for migrational studies and it would be important to broaden 

the analysis to a nationwide sample. Also a cross-national study would be 

interesting, as it can provide information about the impact of economic and 

cultural factors on the willingness to employ immigrants.  

The paper has also research and practical implications. By understanding 

how the economic self-interest influences the perception of immigrants 

an understanding may be gained on what may facilitate the integration of 
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immigrants in Poland and in the Polish labour market. The paper shows an 

existing willingness to employ foreign workforce, which correlates with an 

openness towards the country of origin. This can be an important conclusion 

for decision-makers to further facilitate access to the Polish labour market 

for a wider group of immigrants, especially since a significant group of em-

ployees recognises the upcoming issue of workforce shortages and the 

necessity to reach for foreign employees in order to stay competitive. Also 

in view of the above, theoretical implications emerge. It becomes visible that 

further studies, not only on the impact of willingness to employ immigrants on 

attitudes of employers, but also in general on the issue of employing foreign 

workforce are required. Especially due to the lasting very high homogeneity 

of the Polish society and ambiguous attitudes of Poles towards the nations, 

which dominate the economic migrants’ influx, further research is required. 

Furthermore, considering the finding of Dustman & Preston (2007) who 

found that the opposition towards further immigration increases with ethnic 

and cultural distance, similar research in regards to other immigrant groups 

should be conducted.  The relatively high willingness to employ immigrants 

can also be an indicator of the need of a more broader introduction and im-

plementation of diversity management, which is still not a very popular and 

widespread approach among Polish organisations (Maj & Walkowiak, 2015). 

Also considering that also the history of inward immigration may be affecting 

attitudes towards migration, especially in times of economic crises, as shown 

on the example of Greece, Spain and Portugal (Turner & Cross, 2015) further 

research should include additional mediating variables. 

The findings of the research in relation to the trends in attitudes towards 

studies on immigrants are optimistic as to the future development in the 

diversification of the Polish workforce and the economic growth and also 

the increase in the organisations’ performance. 
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