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ABSTRACT 

	This research aimed to determine the actual contribution of company culture to migrant employee retention. To this end, company culture was used as the independent variable, and migrant employee retention dimensions as the dependent variable. The mediating roles of both employee satisfaction and engagement were also examined. Private service-sector companies in Türkiye were selected as the research focus, and a questionnaire was used as the primary data-collection instrument. Four hundred questionnaires were collected from migrant employees. To test research hypotheses, SPSS V31 and the PROCESS macro (Model 4) were used to analyze mediation. The results showed a statistically significant direct effect of company culture on migrant employee retention (β = 0.620, p < 0.001). The mediation analysis also revealed a substantial indirect impact through employee engagement, whereas employee satisfaction did not mediate the relationship in this multivariate model. The research concluded that the more a company's organizational culture fosters the integration and emotional and mental connection of its migrant employees, the more it contributes to improved employee retention and sustainability. The model explained 64.2% of the variance in employee retention. Therefore, the researcher suggests that Turkish companies adopt strategies that promote employee engagement as the primary driver of retention, while simultaneously developing a comprehensive inclusion culture that respects the cultural specificities of migrants. It is not enough to achieve general employee satisfaction; migrant employees must be integrated into the company's core values and transformed into a sustainable competitive advantage. This reduces employee turnover costs and enhances productivity within a stable work environment.
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1. INTRODUCTION 

0. The Globalised Business Context and the Necessity of Adaptation

It is undeniable that companies today operate in a highly complex and rapidly changing business environment. This is due to increased ambiguity and uncertainty, and to a generally unstable environment characterised by rapid developments and innovations across all sectors. This is especially true as the rules of the business game have changed, and we have begun to experience the dimensions of a new, interconnected world. This interconnected world is characterised by increasing convergence and a shrinking of spatial and temporal distances between countries and peoples, driven by the intensification of globalisation, fierce competition, and the widespread digital and quantitative explosion (Castells, 2011).



The accelerating pace of the communication and information revolution has made it difficult to adapt to, manage, and control these environmental changes. Thus, we live today in a world where everything is in flux, and the only constant is change itself. Consequently, today's businesses operate under the principle of commitment or disappearance: companies that fail to innovate will cease to exist. As organisations struggle to maintain their competitive edge, they must look beyond traditional tangible assets toward intangible, internal structures. Among these, Company Culture is widely regarded as one of the most important components of a company's internal structure. It is, therefore, the company's identity—the "social glue" that dictates how strategy is executed and how human capital is mobilised. It is also one of the most challenging components of organisational structure to imitate, as it represents an inexhaustible resource and the company's social capital (Barney, 1991).
0. The Transformation of Türkiye’s Labour Landscape

The geopolitical and economic changes that occurred in Türkiye over the last two decades, along with political and economic crises in several countries worldwide, have made it a destination for millions of refugees and immigrants seeking new opportunities and a better life. With the growing number of immigrants arriving in Türkiye, the total population has surpassed 4 million. This surge represents a historic demographic shift, demonstrating the country's strong attractiveness and its transformation from a country that sends immigrants to one that receives them (Icduygu, 2015).
This influx has provided the Turkish service sector with a diverse talent pool, filling critical gaps in hospitality, logistics, and professional services. However, this demographic evolution brings forth a critical management paradox. Despite the challenges Türkiye may face in integrating this new segment of the population, and the significant investment that companies make in recruiting immigrant talent, many are struggling to retain these employees long-term. In a sector where service quality is synonymous with the stability of human capital, this "retention leakage" is a strategic threat.
0. The Research Problem and the Retention Crisis

The inability to retain migrant workers poses many problems for businesses, including increased turnover costs—often estimated at double or triple an employee’s monthly salary—the loss of valuable tacit skills and cultural knowledge, and the disruption of productivity and service quality. Furthermore, high turnover negatively affects organisational performance and competitiveness by perpetuating a cycle of constant recruitment and training rather than long-term value creation.
While traditional human resource literature focuses on financial incentives for retention, there is limited research on how the "soft" dimensions of the organisation—specifically, company culture—affect the retention of migrant employees in non-Western contexts like Türkiye. Migrant workers face unique psychological and social hurdles, including cultural friction and a lack of social support networks. Therefore, it is important to explore how company culture influences the experiences and retention of migrant employees in the Turkish service sector. Understanding the reasons behind immigrant employee turnover is crucial for companies. This knowledge helps them build a stable and engaged workforce that supports their success and long-term development.
0. Research Questions and Objectives

To address this gap, this research seeks to answer the following core question: To what extent does company culture effectively shape the retention of migrant employees in Turkish service companies? Specifically, the research aims to:
1. Evaluate the perceived levels of company culture, satisfaction, and engagement among migrants in the Turkish workforce.
1. Determine if company culture has a direct significant impact on the decision to stay.
1. Investigate the underlying psychological mechanisms—specifically Employee Satisfaction and Employee Engagement—that mediate the relationship between culture and retention.
By shifting the focus from mere administrative management to a deeper cultural integration of the migrant workforce, this research provides a roadmap for Turkish firms to transform foreign talent into a sustainable competitive advantage.


2. LITERATURE REVIEW

2.1 The Conceptual Foundations of Company Culture

The environment in which company members work plays a significant role in determining a company's success, failure, and future viability. It also plays a pivotal role in determining whether employees stay with the company long-term (Sheridan, 1992). In contemporary academic discourse, company culture is regarded as the backbone that defines how employees interact with their work and with one another. It is not a mere collection of rules, but a system of shared meaning held by an organisation’s members that distinguishes the organisation from others. As Robbins & Judge (2022) emphasise, values, beliefs, and underlying assumptions characterise this system, creating a cognitive map for every individual within the firm. It forms the company's collective identity and guides employee behaviour in their interactions, the values they uphold, and the decisions they make (Schein, 2010).
To understand the complexity of this variable, one must examine the determinants of company culture, which shape management styles and work rules. According to Meier (2004), these determinants are multi-layered. First, National Culture defines the foundational individual and collective behaviours that employees bring from their societal upbringing. Second, Regional Culture is associated with specific geographic and social environments that can give rise to subcultures within the same country. Third, Professional Culture is acquired through specific job levels and industries—such as the service sector in Türkiye—where standards of excellence are defined by customer interaction. Finally, the Individual Characteristics of Leaders provide the critical standards and symbols for members to emulate. When a leader prioritises inclusion, it signals to migrant employees that the culture is a "safe harbour" for their professional growth. 
In this research, company culture is treated as an independent variable that shapes the "social exchange" between the firm and the migrant. If the culture is perceived as supportive and inclusive, it mitigates the "Liability of Foreignness" often felt by immigrants. Conversely, an exclusionary or ethnocentric culture can accelerate the psychological withdrawal of talented migrant workers, regardless of the salary offered. In the modern context of global labor mobility, fostering an inclusive organizational culture is no longer optional but a strategic necessity for reducing turnover intentions among migrant workforces.

2.2 The Intention to Stay: Psychological Precursors to Retention

The intention to stay reflects the employee's voluntary commitment to remain at their current employer. Academically, there is a crucial difference between job turnover and the intention to leave: job turnover refers to the actual departure, whereas the intention to leave is the psychological state that precedes the actual departure, representing an estimated probability of leaving (Tett & Meyer, 1993). For the migrant workforce in the Turkish service sector, this "intention" is the most vital metric for HR managers to monitor, as actual turnover often occurs only after the psychological bond has been broken for months.
The most effective way to motivate and encourage employees to achieve high levels of performance and demonstrate positive workplace behaviours is to provide a work environment that fosters a greater sense of belonging and connection between individuals and their work, and between individuals and the company. In the literature, this is often linked to the Person-Organisation Fit (P-O Fit) theory. For migrants, P-O Fit is not just about skills; it is about whether their personal cultural values resonate with the company's culture. When a migrant employee feels that they "fit," their intention to stay increases as they begin to view the company as an extension of their social identity in a foreign land.
2.3 The Migrant Employee Experience: Diversity and Challenges

Migrant employees often face cultural and social challenges that negatively affect their performance, innovation, and creativity. This is particularly true in Middle Eastern countries, which may historically have lacked a robust culture of prioritising human resources as strategic assets. Furthermore, attracting such migrant employees to ensure optimal performance is not easy. Recognizing the importance of these resources is the first step toward sustainability. Moreover, the link between HR practices and the retention of foreign nationals is complex; while job satisfaction is essential, it must be supplemented by deeper organizational support to mitigate unique psychological challenges, such as workplace loneliness and social isolation, which are frequently experienced by migrant workers (Chan & Qiu, 2011).
Understanding the nature of the challenges facing migrant employees becomes clear when we recognise the diversity present in today's human resources landscape. This diversity encompasses men and women of different backgrounds, ethnicities, languages, and cultures, all working together within a single company to increase their wages and improve their standard of living. This diversity stems from the growing number of companies aspiring to globalisation within a free-market economy, companies that actively seek to attract expatriate talent from around the world (Adler & Gundersen, 2007).
In Türkiye, this phenomenon has reached a critical mass. The country has become a destination for more than 4 million immigrants, driven by regional instability and Türkiye’s economic expansion (Icduygu, 2015). However, a research gap remains while Turkish companies have become adept at recruiting this talent, they often struggle to retain it despite significant investment in recruitment. This struggle is often rooted in the failure to adapt the company culture to the specific psychological needs of migrant workers, who are navigating a "dual adjustment" to both a new society and a new workplace. 

2.4 Multidimensional Determinants of Retention

Various factors influence an employee's intention to leave or remain with an organisation. These reasons also vary across companies and individuals. While there is not a single cause for this intention, several key factors—as identified in the research framework—can be categorised into three pillars:
Individual Factors and Demographic Variables: Individual factors provide clear and distinct explanations for an employee's intention to leave or stay. This may be related to demographic variables such as Age, Gender, Marital status, Education level, and Seniority. Empirical evidence indicates that older employees have a higher intention to remain with their organisation than their younger counterparts. Younger employees tend to be less flexible in their decision to stay than those with family responsibilities, and they are often in less senior management positions (Ng & Feldman, 2009). For migrants, these factors are even more pronounced; a married migrant with children in Turkish schools may have a higher "structural" intention to stay, but if the company culture is toxic, the psychological intention to leave remains high, leading to "presenteeism" (being physically present but mentally disengaged).
Organisational Factors and Internal Environment: Organisational factors are among the most significant determinants of an employee's intention to stay. Career Development opportunities are paramount; they motivate employees by providing a vision of the future, while their absence creates frustration and conflict (Kraimer et al., 2011). Furthermore, Leadership Styles play a decisive role. Non-coercive influence that motivates employees to perform efficiently fosters trust. Additionally, Organisational Fairness and a healthy Company Climate foster satisfaction and professional stability, reducing stress and turnover intentions (Schneider et al., 2013). In the service sector, where work is often “high-stress”, the "Fairness" factor is critical for migrants who may feel vulnerable to discriminatory practices.
Socioeconomic Factors and External Influences: Finally, socioeconomic factors outside the firm's control influence the stay-or-leave calculus. Market conditions, such as Inflation Rates and Unemployment, influence an employee's willingness to seek other opportunities (Wheeler et al., 2007). In the current Turkish economic climate, high inflation may prompt migrant workers to seek higher incomes elsewhere to maintain their purchasing power. Conversely, high unemployment in specific service sub-sectors might increase the inclination to stay due to the scarcity of alternatives. However, a strong company culture can act as a "buffer" against these external pressures, making employees willing to stay even when external conditions are unfavourable.
2.5 Employee Satisfaction: The Affective Baseline

Employee satisfaction is fundamentally an evaluative judgment—a pleasurable or positive emotional state resulting from the appraisal of one's job or job experiences (Spector, 1997). In the context of migrant labour in Türkiye, satisfaction represents the degree to which the company’s cultural environment meets the employee's immediate expectations and needs.
However, as the research findings indicate, satisfaction is often extrinsic and transactional. A migrant worker may be satisfied with the "Hygiene Factors" provided by the company, such as competitive wages in USD- or Euro-equivalent terms, health insurance, or the physical safety of the workplace. While these factors prevent active dissatisfaction, they do not necessarily instil long-term loyalty. This is what Herzberg (1966) termed the "Two-Factor Theory": satisfaction prevents "leaving," but it does not proactively encourage "staying" when a better financial alternative becomes available.
In the Turkish service sector, where the cost of living and inflation are significators for migrant workers, satisfaction is a moving target. If a company culture focuses solely on providing a "pleasant" atmosphere without deeper integration, the resulting satisfaction remains shallow. Consequently, while the direct link between culture and satisfaction is strong, its ability to mediate the complex decision to stay is limited because satisfaction lacks the "psychological cost" associated with departure.
2.6 Employee Engagement: The Psychological Anchor

Moving beyond the passive state of satisfaction, Employee Engagement is a multi-dimensional construct characterised by vigour, dedication, and absorption (Schaufeli et al., 2002). Unlike satisfaction, which is about "what the employee receives," engagement is about "what the employee gives" emotionally and cognitively to the firm.
For a migrant employee, engagement represents the final stage of cultural integration. It is the transition from being a "foreign worker" to a "stakeholder." Engagement occurs when the company culture fosters a sense of psychological safety and meaningfulness. According to the Job Demands-Resources (JD-R) Model, organisational resources—such as a supportive culture, inclusive leadership, and social support—buffer the psychological demands of working in a foreign country.
When migrant employees are engaged, they exhibit:
· Vigour: High levels of energy and mental resilience, even when facing the linguistic or social hurdles of the Turkish market.
· Dedication: A strong sense of significance and pride in their role within the service sector.
· Absorption: A state of being fully concentrated and happily engrossed in one's work, where time passes quickly.
This research highlights that Engagement is the primary mechanism through which a supportive company culture translates into retention. An engaged migrant employee perceives the company not only as a source of income but also as a primary source of social support. This creates a high "switching cost," making them less likely to leave even when external socioeconomic factors (like inflation) fluctuate.
2.7 The Mediating Nexus: Linking Culture to Retention

The core of this theoretical framework lies in the Social Exchange Theory (SET). Reciprocal interactions characterise the relationship between a company and its migrant employees. When the organisation provides a culture that values diversity and fosters engagement, employees feel a normative obligation to reciprocate with loyalty (Retention). Recent empirical evidence supports this mechanism, highlighting that organizational culture acts as a powerful strategic driver for retention primarily when it is mediated by strong psychological states, most notably employee engagement.
The paradox in the Turkish service sector is that many firms prioritise "Satisfaction" (short-term contentment) over "Engagement" (long-term commitment). the research model, explaining 64.2% of the variance, confirms that the path from Culture to Retention is most robust when it passes through the "Engagement" mediator. This suggests that, for migrants, the psychological bond created by an inclusive culture is a far more predictive factor of their intention to stay than their overall job satisfaction.
2.8 The Turkish Service Sector: A Unique Labour Laboratory

The Turkish service sector provides a unique context for this research due to its "high-touch" nature and heavy reliance on human capital. For migrants, service roles often involve high levels of "Emotional Labour." If the company culture does not provide the emotional and cognitive support necessary to sustain this labour, burnout and turnover are inevitable.
Türkiye’s geographic and economic position has made it a "talent hub," yet the lack of a standardised diversity-management culture in many private firms remains a barrier. By integrating the concepts of culture, satisfaction, and engagement, this research provides a roadmap for Turkish firms to transform their migrant workforce into a sustainable competitive advantage rather than a transient labour force.
2.9 Organisational Fairness and Leadership Styles: The Migrant Perspective

Beyond the general cultural framework, two critical organisational factors emerge as determinants of the migrant employee’s experience: Organisational Fairness and Leadership Styles. Within the Turkish service sector, migrant employees are often susceptible to perceptions of inequity. According to Equity Theory, employees evaluate their inputs (skills, effort, cultural adjustment) against the outcomes they receive (recognition, salary, growth) relative to their local peers.
When a company culture promotes Organisational Fairness, it mitigates the stress associated with being a "minority" in the workplace. Research suggests that fairness in administrative procedures and interpersonal treatment is a stronger predictor of retention for migrants than for local employees, as it serves as a proxy for social acceptance (Schneider et al., 2013). Furthermore, Leadership Styles—specifically transformational and inclusive leadership—serve as catalysts for culture. Leaders who adopt a non-coercive influence and prioritise the professional development of foreign talent create a "Psychological Contract" that transcends the standard employment agreement. For a migrant in Türkiye, a supportive leader often signals the firm’s commitment to their long-term presence, directly influencing their psychological engagement (Hamstra et al., 2014).
2.10 Comparative Empirical Perspectives: Türkiye and the Global Market

To contextualise the findings of this thesis, it is essential to synthesise existing empirical studies. Globally, the retention of migrant labour has been studied primarily in Western contexts (e.g., Canada, Germany, Australia). However, the Turkish case offers a unique departure. Unlike Western markets with highly formalised diversity management policies, the Turkish service sector relies more heavily on "Informal Organisational Culture" and social networks.
Previous studies (Adler & Gundersen, 2007) indicate that in globalised markets, "Career Development" is the primary driver of expatriate retention. However, in the Turkish service sector, the research identifies a shift: while career development is valued, the "Internal Cultural Environment" and its impact on Engagement take precedence. This suggests that in the Turkish context, the emotional and mental connection to the workplace acts as a "Social Safety Net" for migrants who may feel legally or socially precarious outside the firm. By comparing these outcomes with studies from other Middle Eastern hubs, it becomes clear that the Turkish "Service Culture" has the potential to become a sustainable competitive advantage if it moves from simple employment to deep cultural integration (Icduygu, 2015).
2.11 Synthesis of the Research Model and Hypotheses

The culmination of this literature review is the proposed research model, which seeks to explain the high variance (64.2%) in migrant retention. The model integrates Company Culture as the primary driver (Independent Variable), with Employee Satisfaction and Employee Engagement as the mediating mechanisms.
The theoretical synthesis suggests a hierarchy of influence:
· Culture → Satisfaction: A supportive culture makes the job pleasant, fulfilling basic needs.
· Culture → Engagement: A supportive culture creates a sense of purpose and belonging.
· Engagement → Retention: This is the "Strong Path." Engagement creates a deep-seated commitment that is resistant to external economic shocks.
· Satisfaction → Retention: This is the "Weak Path." Satisfaction alone is insufficient to prevent turnover in a competitive market like Türkiye.
This synthesis directly yields the core hypotheses of the research (H1-H5), providing a robust theoretical foundation for the empirical analysis that follows.

3.METHODOLOGY
3.1 Research Design and Philosophical Framework
This research employs a quantitative, descriptive-analytical research design. The choice of a quantitative approach is necessitated by the need to test the causal relationships between company culture and migrant retention, mediated by satisfaction and engagement. Philosophically, the research is rooted in post-positivism, assuming that, although reality exists (including cultural influences), it can be understood only through rigorous measurement and statistical inference.
The research focuses on the Turkish private service sector, a domain characterised by high human-capital intensity and a significant reliance on migrant labour. By adopting this design, the research seeks to provide empirical generalisations that can assist HR practitioners in Türkiye to develop evidence-based retention strategies.
3.2 Population and Sampling Strategy
The target population for this research comprises migrant employees working within various sub-sectors of the Turkish service industry, including hospitality, retail, logistics, and professional consultancy. Given the challenges of obtaining a comprehensive list of migrant workers, a purposive sampling technique was utilised to ensure that respondents met the criterion of being foreign nationals employed in the Turkish private sector.
A total of 400 valid questionnaires were collected. This sample size is statistically significant, providing a confidence level sufficient for applying advanced multivariate analyses. The diversity of the sample—spanning different ethnicities and professional backgrounds—reflects the complex demographic shift in Türkiye identified by Icduygu (2015).
3.3 Data Collection Instrument
The primary data-collection instrument was a meticulously structured electronic questionnaire. To ensure the reliability of the measurements, the questionnaire utilised Likert-scale items (1-5). Before full-scale deployment, a pilot study was conducted to assess the linguistic clarity of the items for migrant respondents, ensuring that the nuances of "Company Culture" and "Engagement" were understood across cultural contexts.
3.4 Statistical Procedures and The PROCESS Macro
The analytical phase of the research was conducted using SPSS V31. Beyond foundational descriptive statistics (means, standard deviations), the core of the analysis relied on Andrew Hayes’ PROCESS Macro (Model 4).
The use of Model 4 is a critical methodological choice. Unlike traditional Baron and Kenny regression methods, the PROCESS Macro allows for:
1. Simultaneous Parallel Mediation: Testing the paths of Satisfaction and Engagement at the same time.
1. Bootstrapping Strategy: The research employed 5,000 bootstrap samples to calculate 95% confidence intervals. This ensures that the indirect effects (mediation) are robust and not subject to the distribution assumptions of smaller samples.
To provide a clear conceptual overview of the hypothesized relationships and the mediation pathways discussed above, the following visual model (Figure 1) illustrates the path analysis and parallel mediation results.
[image: ]
Figure 1. Path Analysis and Parallel Mediation Results

4.RESULTS AND DISCUSSION

4.1 Reliability and Construct Validity

Before hypothesis testing, the internal consistency of the scales was verified using Cronbach’s Alpha. All variables yielded coefficients significantly above the 0.70 threshold:

· Company Culture (α = 0.88)
· Employee Engagement (α = 0.91)
· Employee Satisfaction (α = 0.84)
· Migrant Retention (α = 0.86)

These results confirm that the instrument was highly reliable in measuring the intended psychological constructs within the Turkish context.

4.2 Testing Direct Effects (Hypotheses H1, H2, and H3)

The regression analysis provided strong support for the direct impact of culture on the psychological and behavioural states of migrant employees.
· H1 (Culture → Retention): The results showed a statistically significant direct effect (β = 0.620, p < 0.001). This confirms that a supportive company culture is a primary driver of the decision to stay.

· H2 (Culture → Satisfaction): A strong positive correlation was observed, indicating that culture significantly shapes the contentment of migrant workers.

· [bookmark: _GoBack]H3 (Culture → Engagement): The impact of culture on engagement was the strongest path in the model, suggesting that cultural values are the primary fuel for employee vigour and dedication.

4.3 Mediation Analysis (Hypotheses H4 and H5)

The most innovative aspect of this research is the mediation analysis. The model sought to determine which psychological state "carries" the effect of culture on retention. The model successfully explained 64.2% of the total variance in employee retention.

· H5 (Engagement as a Mediator): The mediation analysis revealed a substantial indirect impact through employee engagement. The bootstrap confidence intervals did not cross zero, confirming that engagement is the mechanism by which culture translates into long-term commitment.
· H4 (Satisfaction as a Mediator): In a surprising turn, Employee Satisfaction did not mediate the relationship in this multivariate model. While the direct path from culture to satisfaction was significant, the path from satisfaction to retention was not significant when engagement was present. This suggests that, for migrants, being "satisfied" is a baseline but not a sufficient reason to remain, compared with the power of "engagement."

4.4 Model Summary

The high R-squared value (0.642) indicates that the integration of cultural and psychological variables provides a strong explanatory account of migrant behaviour in Türkiye. It proves that the "Role of Company Culture" is not just a secondary factor but the strategic core of human resource sustainability.

4.5 Deconstructing the Engagement-Satisfaction Paradox

The most critical finding of this research is the divergence between the mediating roles of Employee Engagement and Employee Satisfaction. While the direct impact of company culture on both variables was positive and significant, only engagement functioned as a successful bridge to long-term retention. This result provides a profound insight into the "Migrant Labour Paradox" in the Turkish service sector.
Traditionally, HR practices in Türkiye have focused on "Satisfaction" (extrinsic rewards, basic environment, and compensation). However, as our multivariate model (which explains 64.2% of the variance) demonstrates, satisfaction is a "hygiene factor" among migrants. A migrant worker may be satisfied with their salary but remain psychologically mobile. In contrast, Engagement creates what we term a "Psychological Anchor." For a migrant navigating a foreign society, a company culture that fosters engagement—characterised by vigour and a sense of shared destiny—acts as a substitute for the social support systems they left behind in their home countries.

4.6 Cultural Integration as a Competitive Advantage

The research confirms that the more a company culture fosters the emotional and mental connection of its migrant employees, the more it contributes to organisational sustainability. In the Turkish service sector, which is high-touch and customer-facing, the migrant employee's mindset directly affects service quality.

When a culture is inclusive and respects migrants' cultural specificities, it reduces "Cultural Friction." This makes the migrant employee feel integral to the company's core values rather than a transient labour source. The significant direct effect (β = 0.620, p < 0.001) suggests that culture itself is a preventive measure against the high costs of labour turnover, which is particularly volatile in the Turkish economic landscape characterised by high inflation and talent mobility.


5.CONCLUSION & RECOMMENDATIONS

5.1 Conclusion

This research set out to determine the actual contribution of company culture to migrant employee retention in Turkish service-sector companies. By utilising a robust sample of 400 migrant workers and advanced mediation analysis (PROCESS Model 4), we have empirically demonstrated that culture is the primary driver of retention. However, its effect is almost entirely realised through the mechanism of Employee Engagement.

We conclude that achieving general employee satisfaction is not sufficient. For migrant employees, who face unique socioeconomic and psychological pressures, the firm must transition from a "Management by Reward" philosophy to a "Management by Culture" philosophy. The high explanatory power of our model (64.2%) validates that the internal cultural environment is the most strategic tool available to Turkish firms seeking to stabilise their international talent pool.

5.2 Strategic Recommendations for Turkish Companies

5.2.1 Shifting Focus from Satisfaction to Engagement

HR managers in the Turkish service sector should move beyond measuring "happiness" via satisfaction surveys. Instead, they should utilise the Utrecht Work Engagement Scale (UWES) to assess the extent to which migrant employees are mentally and emotionally invested in the firm. Strategies should focus on:
· Involving migrant employees in "Culture Committees."
· Creating mentorship programs that pair local leaders with migrant subordinates to foster "Vigour" and "Dedication."

5.2.2 Developing a Comprehensive Inclusion Culture

Turkish companies must move away from "Ethnocentric" cultures toward "Geocentric" or inclusive models. This involves:

· Acknowledging the cultural specificities and holidays of migrant staff.
· Ensuring Organisational Fairness in promotions and development opportunities to prevent the perception of a "glass ceiling" for foreign workers.

5.2.3 Economic Sustainability and Turnover Reduction

By fostering an engagement-driven culture, firms can significantly reduce the "Hidden Costs" of turnover, which include recruitment fees, training periods for new staff, and the loss of institutional memory. In an environment of economic fluctuation, a stable, engaged migrant workforce becomes a sustainable competitive advantage that enhances productivity and service stability.

5.3 Limitations and Future Research

[bookmark: _heading=h.v4b9irih1q37]While this research provides a high-confidence model, it is limited to the service sector and uses a cross-sectional design. Future research should explore these variables in the Manufacturing Sector or utilise Longitudinal Studies to track how the "Engagement Anchor" holds over a multi-year period as the migrant employee becomes more settled in Turkish society.
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