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Abstract: The global labor market has become increasingly integrated due to
rapid globalization, technological advancement, and cross-border labor mobility.
Despite this integration, substantial inequalities persist across and within countries,
including wage disparities, gender gaps, unequal access to employment opportunities,
and insufficient protection for migrant workers. These structural inequalities
undermine economic stability and social cohesion worldwide.

This study investigates the role of human resource management (HRM) policies
in reducing international labor market inequalities. Drawing upon strategic HRM
theory and international labor standards established by the International Labour
Organization, the research adopts a mixed-methods design combining survey data
from multinational corporations and qualitative interviews with HR professionals.

The findings indicate that compensation fairness, gender equality policies,
migrant workforce support, and investment in skill development significantly reduce
labor market disparities. Structural equation modeling demonstrates both direct and
indirect effects of HR policies on inequality through human capital development. The
study contributes to international HRM literature by linking organizational-level HR
practices to macro-level labor market outcomes.
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Introduction
Background of the Study

Globalization, technological innovation, and increased labor mobility have
fundamentally transformed the structure of the global labor market. However,
persistent inequalities remain evident in wage differentials, gender pay gaps, limited
legal protection for migrant workers, and skills mismatches between education
systems and labor market demands.

Although multinational corporations increasingly recruit across borders, many
developing economies continue to face challenges in meeting international labor
standards. Consequently, human resource management (HRM) plays a strategic role
in promoting equitable employment conditions and fostering inclusive labor markets.

Literature Gap

Traditional HRM scholarship primarily emphasizes firm-level performance
outcomes (Armstrong, 2014; Dessler, 2017). Strategic HRM theory, grounded in
human capital theory (Becker, 1993; Becker & Huselid, 1998), highlights the
relationship between HR practices and organizational performance.

International HRM research has examined cross-cultural management and
global staffing strategies within multinational enterprises (Brewster et al., 2016).
However, limited empirical research connects HR policies to broader societal-level
labor market inequalities.

Specifically, the literature lacks comprehensive evidence on:

« The impact of HR compensation systems on global wage disparities

« The role of HR policies in advancing gender equality internationally

« HR mechanisms protecting migrant workers

« The effectiveness of HR-driven skill development in reducing cross-
country skill gaps

Addressing this gap is essential for understanding how organizational practices
influence macro-level labor outcomes.

Research Objectives and Hypotheses

This study aims to examine how HR policies influence international labor market
inequalities. The following hypotheses are proposed:

H1: Compensation fairness significantly reduces international wage inequality.
H2: Gender equality—oriented HR policies reduce gender-based labor disparities.
H3: HR investment in skill development reduces global skill mismatches.
H4: Inclusive HR practices improve migrant worker conditions and reduce inequality.

Literature Review
Theoretical Foundations

According to the International Labour Organization (2023), labor market

inequality arises from economic, institutional, and policy-related factors. Strategic
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HRM theory suggests that recruitment, training, compensation, and performance
management systems directly influence labor outcomes (Becker & Huselid, 1998).

Human capital theory posits that investments in education and training enhance
productivity and labor market competitiveness (Becker, 1993). From this perspective,
equitable HR systems can reduce structural inequalities.

Compensation and Wage Inequality

Wage inequality remains a central component of global labor disparities. Fair
and transparent compensation systems reduce internal and external wage gaps
(Cowherd & Levine, 1992). The OECD (2022) reports that wage disparities persist
particularly among migrant and vulnerable workers.

Gender Equality in HRM

Organizations implementing structured diversity and inclusion frameworks
demonstrate higher representation of women in leadership positions (Catalyst, 2022).
Inclusive recruitment, performance evaluation, and promotion systems reduce gender
bias (Kossek & Pichler, 2018).

Migrant Workforce Protection

Migrant workers remain vulnerable to exploitation and wage discrimination
(OECD, 2022). Inclusive HR policies enhance workplace integration and
psychological safety (Farndale et al., 2010).

Skill Development and Human Capital

The World Bank identifies skill mismatch as a major obstacle to inclusive
growth. HR-led training and competency development programs enhance workforce
adaptability (Noe, 2020).

Method
Research Design

This study employs a mixed-methods design (Creswell, 2014), integrating
quantitative survey analysis with qualitative thematic analysis.

Participants

The quantitative sample consisted of 350 HR professionals from multinational
corporations across Europe, Asia, Africa, Latin America, and North America.
Additionally, 30 semi-structured interviews were conducted with senior HR managers
possessing at least five years of international HRM experience.

Measures
Five primary constructs were measured using validated Likert-scale instruments:
1. Compensation fairness
2. Gender equality HR policies
3. Migrant workforce support
4. Skill development investment
5. Labor market inequality index (derived from ILO and OECD

indicators)

https://openresearch-hub.com/index.php/wsrj/ 88 Volume-50_Issue-2_April-2026


https://openresearch-hub.com/index.php/wsrj/

World scientific research journal

All constructs demonstrated acceptable reliability (Cronbach’s o > .84).
Data Analysis

Data analysis included descriptive statistics, correlation analysis, multiple
regression analysis, and structural equation modeling (SEM). Model fit indices met
recommended thresholds (CFI =.95; RMSEA =.052; TLI =.93).

Results

Multiple regression analysis revealed that HR policies significantly predicted
labor market inequality, R? = .52, F(4, 345) = 92.41, p < .001.

Compensation fairness (B = —.34, p < .001) and gender equality policies (f =
—.28, p <.001) were the strongest predictors. Migrant workforce support (B =—.19, p
< .01) and skill development investment (f = —.16, p < .05) also demonstrated
significant effects.

SEM results confirmed both direct and indirect effects of HR policies on
inequality through human capital development.

Discussion

The findings demonstrate that organizational HR practices significantly
influence macro-level labor market outcomes. Compensation fairness emerged as the
most influential predictor, underscoring the importance of transparent wage systems.

Gender-inclusive HR policies substantially reduced structural inequities,
supporting prior findings (Rubery, 2020). The mediating role of human capital
confirms the relevance of strategic HRM theory in explaining how training and skill
development contribute to long-term labor equity.

Conclusion

This study concludes that HR policies—particularly fair compensation systems,
gender equality frameworks, migrant inclusion mechanisms, and structured skill
development programs—yplay a strategic role in reducing international labor market
inequalities.

By integrating firm-level HR practices with macro-level labor market indicators,
the study advances international HRM scholarship and provides practical implications
for multinational corporations seeking to promote inclusive labor markets.

Future research should incorporate longitudinal designs and employee-level data
to strengthen causal inference.
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