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Abstract 
Globalization has revolutionized human resource methods, forcing organizations to seek out talent from a global 

pool. This chapter examines the financial expenses and cognitive demands associated with global recruiting and 

selection. The study undertakes an extensive examination of existing literature and an analysis of specific 

instances to investigate the various channels, methods, and criteria employed in the recruitment process of 

individuals from other countries. The study employs a comprehensive review of the current literature and an 

analysis of specific cases to examine the various channels, methods, and criteria used to recruit individuals from 

foreign nations. The study thoroughly examines existing literature and specific cases to examine the various 

channels, methods, and criteria employed in recruiting workers from foreign countries. 
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behaviour. 

 
1. Introduction 

The field of human resource management has undergone significant changes in recent years, primarily 

due to the impact of globalization and technological advancements (Brewster et al., 2016). With the 

expansion of businesses into international markets, there is a growing recognition of the importance of 

having a workforce that can operate on a global scale. This has led to a notable shift in how companies 

recruit and select employees. Both multinational corporations (MNCs) and small to medium-sized 

enterprises (SMEs) are currently tapping into a global pool of talented individuals. They are specifically 

looking for individuals with a diverse range of skills and cultural backgrounds to promote innovation 

and sustain competitiveness in global marketplaces (Collings et al., 2019). The increasing global 

integration of human resources has necessitated a reassessment of conventional recruitment techniques, 

prompting organizations to adopt more advanced and culturally sensitive strategies to attract, evaluate, 

and retain skilled individuals from diverse regions of the world (Sparrow, 2007). The evolution of 

recruiting and selection has been complex, involving changes in sourcing tactics, assessment 

methodologies, and onboarding processes in response to the worldwide paradigm shift. The emergence 

of online job platforms and social media has made it easier to reach a larger pool of candidates. 

Additionally, virtual interviews and AI-powered screening tools are now being used in the early phases 

of the selection process (Ployhart et al., 2017). Nevertheless, this comprehensive talent acquisition 

strategy is not without difficulties.  

Organizations are required to manage complex economic factors, including fluctuating labor expenses, 

tax implications, and diverse regulatory landscapes across different nations (Farndale et al., 2010). At 

the same time, they need to cultivate the psychological skills required to accurately assess and 

incorporate a variety of talented individuals into their staff. This encompasses the promotion of cultural 
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intelligence among HR professionals, the enhancement of cross-cultural communication skills, and the 

establishment of equitable and impartial selection procedures that consider cultural variations in work 

values and behaviors (Tarique and Schuler, 2010). The interaction between these economic and 

psychological aspects has emerged as a crucial topic of focus for both HR professionals and researchers, 

as it profoundly influences the effectiveness of global recruitment and selection efforts. As 

organisations function in a more interconnected world, their ability to balance these issues will likely 

determine their potential to build and keep a globally competitive workforce. Countries. 

The recruitment and selection processes are essential components of organisational success, since they 

play a crucial role in determining the future of enterprises in a highly competitive global environment. 

The significance of these procedures is critical, as they directly impact an organization's ability to 

attract, recognize, and retain exceptional individuals capable of driving innovation, productivity, and 

overall performance (Ployhart, 2006). Recruitment and selection procedures play a crucial role in 

forming a workforce that has the necessary skills and knowledge and fits well with the organization's 

culture, values, and long-term goals (Kristof-Brown et al., 2005).  

The alignment between individuals and organisations, also known as person-organization fit, has been 

proven to greatly improve employee happiness, commitment, and performance, while also reducing 

turnover intentions (Cable & DeRue, 2002). Research conducted by Boon et al. (2011) revealed that 

employees who perceive a strong alignment with their organisation are more inclined to display 

organisational citizenship behaviours and have longer periods of employment. This contributes to the 

stability of the organisation and helps to mitigate the significant costs associated with frequent hiring 

cycles. Furthermore, in the era of globalization, the significance of advanced recruitment and selection 

procedures is magnified, as organizations need to navigate through cultural disparities, diverse labor 

markets, and varying regulatory frameworks to acquire the most exceptional talent globally (Schuler et 

al., 2011). The lasting consequences of successful recruiting and selection extend beyond fulfilling 

urgent employment requirements, impacting an organization's ability to adapt to market fluctuations, 

maintain a competitive edge, and foster innovation (Phillips & Gully, 2015). Companies like Google 

and Procter & Gamble, who are recognised for their thorough and impartial selection procedures, have 

continually surpassed their competitors and remained at the forefront of their respective industries 

(Chambers et al., 1998).  

Moreover, in an era when competition for skilled individuals and future leaders is intensifying, the 

effectiveness of recruitment and selection procedures can be a crucial factor in attracting top-tier 

applicants (Cappelli, 2008). Organisations that prioritise the development of strong, data-focused, and 

candidate-centered recruitment and selection systems are more likely to establish a sustainable talent 

pipeline. This ensures a consistent flow of skills and perspectives that are essential for long-term success 

in a rapidly changing global market (Collings & Mellahi, 2009). 

2. Economic Costs of Global Recruitment 

The financial implications of global recruitment are complex and can have a significant impact on an 

organization's financial performance. The expenses associated with recruiting worldwide are diverse 

and include activities such as sourcing applicants, advertising job openings on a global scale, and 

managing complex hiring procedures across multiple nations (Dowling et al., 2017). The expenses 

associated with international recruitment can be significantly greater than those of domestic 

recruitment. This is mostly due to the requirement for specialized international job boards, bilingual 

recruitment teams, and, frequently, the utilization of global recruitment firms.  

According to a survey conducted by PricewaterhouseCoopers (PwC), the typical expense of an 

international assignment can amount to two to three times the assignee's yearly pay. The expenses 
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associated with relocating international applicants constitute a substantial amount of the financial 

burden. These expenses may encompass costs related to interim accommodation, transportation of 

household goods, language instruction, and cultural orientation programs (Brewster et al., 2014). The 

inclusion of legal and compliance expenses in several jurisdictions further complicates and increases 

the cost of global recruitment. Organisations are required to handle complex restrictions regarding work 

visas, ensure compliance with tax laws, and adhere to labour laws that differ greatly across different 

jurisdictions (Reiche et al., 2019). For instance, the cost of acquiring a work visa for an employee in 

the United States can range from $2,000 to $10,000, depending on factors such as the type of visa and 

the level of processing required.  

Furthermore, the negative consequences of hiring unqualified individuals in a worldwide context might 

be especially significant. According to the Society for Human Resource Management (SHRM), the cost 

of hiring an unsuitable candidate can reach up to five times the employee's annual compensation, 

considering recruitment expenses, training, decreased productivity, and potential legal complications. 

Within a global framework, these expenses can increase further due to the additional complexities of 

terminating contracts across different countries and the potential harm to the company's image in 

unfamiliar regions. Hence, organisations who partake in global recruitment must meticulously consider 

these financial expenses in comparison to the possible advantages of tapping into a broader pool of 

skilled individuals and broadening their global footprint. 

In the present globalized era, organizations are progressively broadening their search for talented 

individuals outside the confines of their own countries, aiming to utilize a wide range of skills and 

viewpoints. Nevertheless, this comprehensive strategy for hiring and selecting candidates has 

noteworthy financial implications that necessitate a thorough evaluation. Recruiting abroad necessitates 

a careful evaluation of costs and advantages, prompting organisations to conduct comprehensive 

evaluations to identify the most economically advantageous technique (Collings et al., 2019). When 

assessing the economic factors of global recruitment, organisations need to consider the potential 

advantages in comparison to the related expenses. Global hiring offers the opportunity to tap into a 

broader range of skilled individuals, perhaps resulting in the recruitment of top-tier prospects and 

fostering greater levels of creativity. Nevertheless, these benefits must be counterbalanced by the 

supplementary costs accrued during the procedure.  

Cascio and Boudreau (2016) found that the expenditure of recruiting an international employee can be 

two to three times greater than hiring someone locally. This is mainly due to the costs associated with 

relocating the employee, processing visa fees, and providing cultural adaptation training. The analysis 

is significantly influenced by the disparities in labour costs among different countries. Deloitte's 2022 

Global Human Capital Trends report highlights that although labour costs in emerging markets, such 

as India or the Philippines, are considerably lower than in developed countries, it is essential to consider 

the potential differences in productivity and the expenses associated with managing a workforce spread 

across various locations. Moreover, organisations need to consider the long-term consequences of their 

employment choices on their overall cost structure and competitiveness. The effect on a company's 

financial performance goes beyond the immediate expenses associated with hiring. International 

recruiting can result in enhanced diversity, which has been demonstrated to have a favourable impact 

on financial performance. According to a study conducted by McKinsey, organisations with executive 

teams that have high levels of ethnic and cultural diversity are 33% more likely to achieve industry-

leading profitability (Hunt et al., 2018). Nevertheless, it is crucial to consider the ongoing expenses 

associated with managing a global workforce, such as communication difficulties, travel costs, and the 

potential for cultural misinterpretations that could hinder efficiency. 
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Deciding whether to outsource recruitment or handle it internally is an important economic factor to 

consider when acquiring global talent. Utilizing specialized recruiting agencies for outsourcing can 

provide access to well-established networks and expertise in effectively navigating global labor 

markets. Research conducted by the Society for Human Resource Management (SHRM) revealed that 

companies that utilise recruitment process outsourcing (RPO) had a significant decrease in the time it 

takes to fill job vacancies, with an average reduction of 40%. Additionally, same organisations also 

observed a substantial decrease in the cost associated with hiring new employees, with an average 

reduction of 50% in the cost-per-hire.  

Nevertheless, outsourcing is not without of its disadvantages. This can result in a lack of authority over 

the recruitment process and potentially lead to hiring individuals who are not entirely aligned with the 

organization's culture and values. Additionally, the expenses associated with outsourcing can be 

substantial, typically ranging from 15% to 30% of the new employee's initial compensation (Cappelli, 

2019). Internal recruitment procedures, although they may require more time and resources initially, 

offer the benefit of increased control over quality and alignment with the organization's culture. 

Organisations that allocate resources to enhance their internal recruitment capabilities can achieve 

substantial long-term cost reductions. A PwC case study revealed that a global firm achieved an annual 

cost savings of more than $1.5 million by internalising its recruitment function, even after accounting 

for the initial expenses related to technology and training (PwC, 2021).  

Moreover, internal recruitment facilitates the establishment of a robust employer reputation and a pool 

of talented individuals. A study conducted by LinkedIn revealed that organisations with robust 

employer branding see a significant 43% reduction in cost per hire (LinkedIn, 2017). Adopting a long-

term strategy for talent acquisition can yield significant economic benefits, including lower staff 

turnover rates and increased employee engagement. However, it is essential to evaluate the various 

economic costs associated with global recruitment carefully. Organisations should perform 

comprehensive cost-benefit evaluations, considering not only immediate recruiting costs but also the 

long-term effects on productivity, creativity, and organisational culture. To achieve sustainable growth 

in a highly competitive global market, organisations must align their strategies with their overall 

business objectives and financial capabilities, whether they opt to recruit globally or locally, or decide 

between outsourcing and in-house operations. 

3. Psychological Competencies in Global Recruitment and Selection 

In the increasingly interconnected global business world, organisations face the complex task of 

recruiting and selecting individuals with the ability to succeed in diverse, multicultural environments. 

This approach requires a sophisticated comprehension of both the economic consequences and the 

essential psychological skills needed for success in global positions. Psychological abilities, such as 

emotional intelligence, cultural adaptability, and cognitive flexibility, are now recognized as essential 

variables in determining an individual's ability to navigate the complexities of international commerce 

(Caligiuri, 2006). These qualities extend beyond conventional qualifications and technical skills, 

encompassing an individual's ability to engage proficiently across diverse cultures, navigate 

uncertainty, and demonstrate resilience in unfamiliar environments.  

Emotional intelligence, which encompasses self-awareness, self-regulation, motivation, empathy, and 

social skills, has been consistently linked to improved performance in cross-cultural business settings 

(Gunkel et al., 2014). Organisations face both possibilities and challenges when evaluating these 

psychological traits as part of the selection process. Structured interviews, psychometric evaluations, 

and situational judgement tests have become more advanced methods for assessing individuals' 

psychological suitability for global positions (Lievens et al., 2015). One commonly used tool to assess 

an individual's capacity to work well in culturally varied environments is the Cultural Intelligence Scale 
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(CQS) (Ang et al., 2007). Nevertheless, the adoption of these evaluation techniques frequently involves 

substantial expenses, including both cash outlays and time commitments, compelling organisations to 

meticulously evaluate the enduring advantages in relation to the current costs. 

The economic consequences of prioritizing psychological competencies in global recruitment and 

selection processes are significant and varied. Although the initial expenses associated with 

implementing thorough evaluation procedures may be substantial, studies indicate that organisations 

that prioritise psychological compatibility have higher rates of employee retention, improved team 

performance, and more success in foreign assignments (Mol et al., 2005). According to a longitudinal 

study conducted by Caligiuri (2000), expatriates who possessed greater cultural adaptability and mental 

stability were more likely to complete their assignments abroad effectively. This success led to 

substantial cost reductions for their organisations.  

Moreover, the introduction of artificial intelligence and machine learning in recruitment procedures 

presents significant opportunities for enhanced and precise evaluations of psychological abilities, which 

could lead to reduced expenses in the long run and improved selection outcomes (Campion et al., 2016). 

Nevertheless, the focus on psychological competencies in worldwide recruiting and selection is not 

devoid of its difficulties. Some critics contend that overdependence on standardized psychological tests 

could result in a lack of diversity and innovation in the workforce (Ryan & Ployhart, 2014). 

Furthermore, the validity of psychological evaluation techniques across different cultures is a topic of 

ongoing discussion, which raises doubts about their potential for universal application in global settings 

(Lievens et al., 2015).  

Organisations must carefully integrate psychological competencies into their global recruitment and 

selection processes to maintain a diverse and inclusive workforce that can drive innovation and adapt 

to local market needs. This represents a significant advancement in human resource management 

practices. Although the economic expenses associated with deploying advanced evaluation 

methodologies are substantial, the potential long-term advantages, including enhanced performance, 

retention, and adaptation to global markets, provide a strong rationale for this approach. As 

organisations face the challenges of managing personnel on a global scale, the ability to accurately 

recognise and develop psychological skills will likely become a more crucial factor for gaining a 

competitive edge in the international business world. 

4. Challenges in Global Recruitment and Selection 

In the present era of global connectivity, firms are increasingly extending their operations beyond 

national boundaries, thereby requiring a global strategy for acquiring talented individuals. The 

worldwide expansion of the workforce presents organisations with several opportunities and challenges, 

especially in the areas of hiring and selecting employees. The process of identifying, attracting, and 

integrating talent from varied geographical and cultural origins is intricate, encompassing substantial 

economic expenses and necessitating specialised psychological proficiencies from both recruiters and 

candidates (Collings et al., 2019). The impact of cultural norms and values on the recruitment process 

is significant and should not be underestimated.  

Cultural differences influence individuals' perspectives on work, hierarchy, communication styles, and 

decision-making methods. These differences can have a substantial impact on how candidates present 

themselves and how recruiters assess them (Hofstede, 2011). For example, in many societies, modesty 

is greatly esteemed, causing candidates to minimise their accomplishments during interviews. In 

contrast, in many cultural contexts, there is an expectation and appreciation for self-promotion. The 

presence of cultural nuances may result in misinterpretations and potentially lead organisations to 

disregard qualified individuals or underestimate their suitability for a post. One effective approach to 
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addressing cultural misunderstandings in the recruitment and hiring process is to enhance the cultural 

intelligence (CQ) of recruiters and hiring managers. Cultural intelligence refers to the ability to 

effectively interact and collaborate with individuals from diverse cultural backgrounds (Earley & Ang, 

2003). Organisations that allocate resources to cross-cultural training for their recruitment teams can 

significantly enhance their ability to navigate the complexities of other cultures.  

In addition, the utilisation of local recruiters or collaboration with local recruitment agencies can offer 

valuable cultural insights and facilitate the bridging of cultural gaps (Brewster et al., 2016). Proficiency 

in language is essential for successfully recruiting and integrating candidates from around the world. 

English is commonly used as the common language in many global organisations. However, differences 

in English competence among candidates and recruiters might result in misunderstandings and 

miscommunications (Tenzer et al., 2014). These obstacles to communicating can result in substantial 

economic and psychological consequences. From an economic standpoint, deficiencies in 

communication during the recruitment process can result in costly hiring errors. Erroneous 

interpretations of job prerequisites, corporate ethos, or candidate credentials can lead to the recruitment 

of individuals who are ill-suited for the position or the company. The financial impact of hiring the 

wrong person can be significant, with certain estimates indicating that it may amount to as much as 

30% of the employee's earnings in their first year (SHRM, 2017).  

Communication obstacles can induce psychological distress and anxiety in both job applicants and 

recruiters. Candidates may experience frustration or demoralisation if they are unable to effectively 

articulate their qualifications or comprehend the intricacies of the job description. Recruiters may 

experience a heightened cognitive burden and decision exhaustion as they attempt to accurately evaluate 

candidates' skills, particularly when faced with language difficulties (Dhir & Gökçe, 2019). To address 

these difficulties, organisations can implement several techniques. These strategies may involve 

providing language instruction to recruiters and new employees, utilising professional translators for 

important interactions, and creating straightforward communication guidelines for the hiring process. 

Furthermore, utilising advanced technology like AI-powered translation tools can effectively overcome 

language barriers in textual communications (Peltokorpi & Vaara, 2014).  

Managing the intricate network of labour regulations across several nations poses a substantial obstacle 

in international hiring. Every nation has its own specific legislation that dictates different aspects of 

employment, such as minimum pay, equal opportunity, working hours, benefits, and termination 

procedures. Ensuring compliance with these varied legal standards can be a challenging task for 

international organisations. For example, although at-will employment is prevalent in the United States, 

European countries have more stringent legislation concerning employee termination (Mayrhofer et al., 

2011). Furthermore, the recruitment process is significantly impacted by data privacy regulations, such 

as the General Data Protection Regulation (GDPR) in the European Union. These laws impose strict 

regulations on how organisations are allowed to acquire, keep, and utilise candidate information. HR 

workers may experience significant psychological stress due to the intricate nature of handling these 

worldwide legal obligations.  

Anxiety and decision paralysis might arise from the dread of non-compliance and the associated legal 

consequences. Additionally, the continual requirement to stay informed about evolving regulations in 

various jurisdictions can lead to burnout among HR personnel (Brewster & Chung, 2019). To address 

these challenges, numerous organisations opt to partner with global employment organisations (GEOs) 

or professional employer organisations (PEOs) that possess expertise in navigating foreign employment 

legislation. Additionally, allocating resources to establish strong legal teams and consistently revising 

HR rules and procedures can effectively mitigate legal liabilities. Additionally, certain companies utilise 
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global HR information systems (HRIS) to effectively handle compliance in various jurisdictions 

(Bondarouk & Brewster, 2016).  

Although global recruitment and selection provide great opportunities for organisations to tap into 

diverse talent pools, it also brings about notable challenges. To overcome cultural and communication 

hurdles, as well as navigate intricate legal landscapes, a significant investment is needed in terms of 

both financial resources and psychological capital. Organisations that effectively address these 

difficulties by employing strategic planning, cultural awareness, and utilising suitable technology and 

partnerships are more likely to achieve a competitive edge in the global talent market. 

5. Recruitment Channels in the Global Market 

Amid the constantly changing global recruiting environment, organisations are consistently modifying 

their approaches to allure and keep exceptional individuals from different countries. In recent years, the 

recruitment process has experienced substantial changes due to technological breakthroughs, evolving 

labour demographics, and shifting economic paradigms. This report provides a comprehensive 

examination of the various recruitment channels available in the global market. It examines their 

economic implications, psychological effects, and success in the modern business landscape. The 

distinction between traditional and digital recruitment strategies has grown more noticeable in the 

global talent acquisition field. Conventional methods of recruitment, such as job fairs and recruitment 

agencies, have been widely used in the hiring process for a considerable period. These methods provide 

the benefit of in-person contacts, enabling recruiters to assess candidates' interpersonal skills and 

cultural compatibility more efficiently (Holm, 2012).  

Nevertheless, physical alternatives often entail higher costs and limited reach compared to their digital 

counterparts. Conversely, digital recruitment techniques, such as social media platforms and online job 

portals, have become increasingly popular in recent years. These channels offer unparalleled access to 

a global pool of talented individuals, often at a significantly lower cost compared to traditional methods. 

Zide et al. (2014) conducted a study that revealed 94% of recruiters now utilise or intend to utilise social 

media as a means of recruitment, underscoring its widespread impact on contemporary talent acquisition 

tactics. An examination of the economic aspects of these strategies demonstrates a distinct transition 

towards digital channels. According to a survey published by the Society for Human Resource 

Management (SHRM, 2016), organisations that primarily utilise digital recruitment tactics have 

experienced a 30% reduction in the average cost-per-hire compared to those that heavily rely on 

traditional channels.  

The cost-effectiveness of online channels, combined with their wider reach, has prompted some 

organisations to commit a greater proportion of their recruitment expenses to digital media. AI-driven 

platforms and automated recruitment tools have significantly transformed the digital recruitment scene. 

By utilizing machine learning algorithms, these technologies have the ability to significantly decrease 

the time it takes to hire and enhance the caliber of candidates. They accomplish this by matching job 

needs with applicant profiles (Upadhyay & Khandelwal, 2018). IBM's recruitment system, which 

utilizes artificial intelligence, has allegedly decreased the time it takes to hire by 80% and 

simultaneously enhanced the quality of hires by 35% (IBM, 2018). Nevertheless, the cognitive benefits 

of customised recruitment strategies in attracting skilled individuals should not be disregarded. 

According to a research conducted by LinkedIn in 2016, 78% of candidates view the total candidate 

experience as a reflection of a company's regard for its employees.  

Customized recruitment strategies, whether using traditional or digital methods, can significantly 

enhance the candidate's experience, leading to an improved company reputation and higher acceptance 

rates among highly qualified prospects. Networking and headhunting remain essential in the field of 
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global recruitment, especially when it comes to executive and specialised posts. The cost-effectiveness 

of utilising professional networks and headhunters is a topic that continues to be debated within the 

business. Although these approaches may require a larger initial investment, their capacity to detect and 

attract passive individuals who are not actively searching for new opportunities can justify the 

expenditure for many organisations. Research conducted by Fernández-Aráoz et al. (2009) and 

published in the Harvard Business Review revealed that CEOs recruited by headhunters had a 20% 

lower probability of being terminated due to inadequate performance compared to those employed 

through alternative methods. This implies that improved hiring outcomes could offset the increased 

expenses associated with headhunting and reduce attrition rates.  

The personalised headhunting process has a substantial psychological impact on both the candidates' 

experience and the employer's branding. Candidates who are contacted through these methods 

frequently express a sense of being appreciated and acknowledged for their abilities and background. 

According to a 2018 survey conducted by Korn Ferry, 82% of executives indicated a higher likelihood 

of responding positively to a job opportunity if approached by a headhunter, compared to coming across 

a job advertisement online. Adopting this customised method might improve the perceived status of the 

employing organisation and boost the chances of attracting highly skilled individuals. 

The worldwide COVID-19 pandemic has accelerated the adoption of remote and virtual hiring methods, 

highlighting both the economic benefits and psychological challenges in recruitment strategies. Virtual 

recruitment methods can effectively decrease expenses related to travel, venue rentals, and other 

logistical costs commonly connected with traditional in-person recruitment campaigns, from an 

economic standpoint. According to a survey published by PwC in 2020, organisations were projected 

to have the potential to reduce their recruitment expenses by as much as 50% by using virtual hiring 

methods. Nevertheless, it is necessary to consider the psychological obstacles of remote recruitment, 

such as the possibility of diminished rapport-building and issues in evaluating cultural compatibility, 

notwithstanding the economic advantages. The convergence of economic variables and psychological 

obstacles in distant hiring is especially apparent in the worldwide workforce. Virtual interviewing and 

evaluation tools have significantly enhanced the ability of firms to access international talent pools, 

enabling them to leverage varied skill sets without being limited by geographical borders.  

A recent survey conducted by Mercer (2021) revealed that 70% of organisations intend to implement a 

hybrid working model after the pandemic. This suggests that there will be a continued reliance on 

remote recruitment and virtual collaboration tools. Nevertheless, the psychological factors associated 

with distant hiring must not be disregarded. A study conducted by Blacksmith et al. (2016) and 

published in the International Journal of Selection and Assessment indicates that both job seekers and 

interviewers generally had more favourable responses to in-person interviews compared to interviews 

conducted via technology. Organisations must carefully consider the economic advantages of virtual 

hiring while also prioritising a positive candidate experience and accurate assessment of potential hires. 

The global recruitment landscape encompasses a complex combination of traditional and digital 

methods, each with its own economic and psychological implications. To succeed in attracting and 

retaining top talent in the global market, organisations must adopt a sophisticated strategy that leverages 

the strengths of different recruitment channels while also addressing their limitations. 

6. Psychological Considerations in Candidate Evaluation 

Psychological factors are crucial in assessing candidates in the continually changing field of worldwide 

recruitment. As organisations extend their operations to different countries, it has become increasingly 

important to have a detailed comprehension of cultural intelligence, diversity, and motivating factors. 

This in-depth examination explores the psychological factors that impact the decision-making process 

in a globalised setting. Cultural intelligence (CQ) has become a vital component in assessing candidates, 
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particularly in a global market setting. Cultural intelligence (CQ) refers to a person's ability to operate 

effectively in diverse cultural environments. It includes cognitive, motivational, and behavioural aspects 

(Ang et al., 2007). The significance of cultural intelligence (CQ) in today's networked global economy 

cannot be overstated. Individuals who possess a high level of cultural intelligence (CQ) are more adept 

at successfully navigating the intricacies of multicultural settings, thereby facilitating enhanced 

communication, collaboration, and problem-solving among teams comprised of diverse members.  

Studies have shown that individuals with high cultural intelligence (CQ) exhibit greater flexibility in 

handling unexpected cultural situations, leading to enhanced job performance and increased happiness 

(Huff et al., 2014). This flexibility is especially vital in positions that include regular engagement with 

global clients, collaborators, or colleagues. Consequently, organisations are progressively integrating 

Cultural Intelligence (CQ) assessments into their appraisal procedures. Assessing the cultural 

intelligence and adaptability of individuals poses distinctive difficulties. Conventional interview 

techniques may not adequately assess these skills. In response to this, numerous organisations are 

implementing cutting-edge assessment methods. For example, customised situational judgement tests 

(SJTs) that focus on cross-cultural scenarios have been found to be successful in assessing a candidate's 

proficiency in handling intricate intercultural settings (Rockstuhl et al., 2015).  

The assessments evaluate candidates' ability to navigate realistic work situations that require cultural 

sensitivity and adaptability, providing valuable insights into their potential performance in various 

workplaces. Another emerging method is the utilisation of immersive simulations or virtual reality 

experiences that immerse applicants in simulated cross-cultural contexts. These methods enable 

evaluators to directly see applicants' immediate reactions to cultural obstacles, providing a more 

dynamic and thorough evaluation of their ability to adapt (Taras et al., 2013). 

The psychological ramifications of diversifying recruitment in multinational teams are complex and 

extensive. Multiple studies have consistently demonstrated that diverse teams, when successfully 

managed, surpass homogeneous groups in problem-solving, creativity, and decision-making (Phillips 

et al., 2009). The enhanced performance can be attributed to the wider spectrum of viewpoints, 

backgrounds, and cognitive approaches that the team's varied members bring. Nevertheless, the task of 

constructing and sustaining diverse teams is not without of difficulties. Psychological research on 

intergroup dynamics suggests that individuals have a natural tendency to be drawn to others who are 

similar to them, a phenomenon referred to as homophily (McPherson et al., 2001). This inclination 

might unintentionally result in biased hiring decisions and the establishment of exclusive cliques and 

excluded groups within organisations.  

To mitigate these inherent prejudices, organisations should establish systematic evaluation procedures 

that prioritise objective factors and minimise the impact of unconscious biases. The economic 

advantages of having a workforce that is varied in terms of demographics and backgrounds are 

significant and extensively supported by evidence. A 2018 study conducted by McKinsey & Company 

revealed that organisations with executive teams in the top 25% for ethnic and cultural diversity were 

33% more likely to achieve industry-leading profitability. The economic benefit stems from enhanced 

innovation capabilities and increased market adaptability. Teams with diverse backgrounds and 

perspectives are better equipped to comprehend and address the needs of a global client base, leading 

to the development of more innovative products and services that have a profound impact in various 

cultural contexts. Moreover, there is a strong correlation between workplace diversity and heightened 

levels of creativity and problem-solving ability. Page's (2007) research reveals that heterogeneous 

groups frequently surpass homogeneous groups of high ability in complex problem-solving challenges. 

The greater range of heuristics and views that diverse teams possess contribute to the generation of 

more imaginative and comprehensive solutions for difficulties.  
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Assessing the internal drive of international applicants necessitates a sophisticated method that 

considers cultural differences in work ethics and factors that motivate individuals. Although 

compensation and perks are significant, research indicates that intrinsic motivation, which refers to the 

internal drive to engage in work due to its inherent interest or enjoyment, is a more powerful predictor 

of long-term job satisfaction and performance (Ryan & Deci, 2000). To accurately evaluate intrinsic 

motivation, organisations are increasingly utilising structured interviewing methods, such as the 

Motivational Interviewing approach. This technique, initially developed in the field of clinical 

psychology, has been adapted for use in organisational contexts to assess candidates' authentic interests, 

values, and long-term professional aspirations (Miller & Rollnick, 2012). Interviewers can obtain more 

profound insights into a candidate's motivations by utilising open-ended questions and employing active 

listening techniques, which go beyond superficial responses. Psychometric tests that measure work 

values and motivational orientations are another excellent method for evaluating intrinsic motivation.  

Assessment tools such as the Work Values Inventory (Super, 1970) or more contemporary versions like 

the Work Values Questionnaire (Cable & Edwards, 2004) can offer valuable insights into a candidate's 

fundamental motivations and the extent to which they are compatible with the organization's culture 

and values. In a global environment, organizational fit becomes more complex due to substantial 

variations in cultural norms and expectations. Person-organization (P-O) fit refers to the alignment 

between an individual's values and those of the organization. Research has consistently demonstrated 

that P-O fit is a reliable indicator of job satisfaction, organizational commitment, and the likelihood of 

staying with the company (Kristof-Brown et al., 2005). Nevertheless, evaluating the compatibility of 

individuals and organizations across different cultures necessitates a meticulous examination of 

potential cultural prejudices in conventional assessment techniques.  

According to a study conducted by Chuang et al. (2016), cultural values substantially impact how 

individuals perceive and prioritize various elements of organizational culture. Therefore, organizations 

need to embrace a more adaptable and culturally aware approach when evaluating compatibility. An 

effective method to consider is the utilization of value-based interviewing techniques, which delve into 

a candidate's fundamental principles and assess their compatibility with the organization's mission and 

culture. This approach enables a more nuanced examination of compatibility that transcends superficial 

cultural disparities to uncover underlying, common principles that can establish a solid foundation for 

enduring dedication and achievement within the organization. 

7. Economic Returns on Investing in Psychological Competencies 

Allocating resources to develop psychological competencies inside an organization leads to significant 

financial benefits. A significant advantage is the increase in staff retention rates. Research has 

demonstrated a significant association between the mental health of employees and their propensity to 

stay with an organization for an extended period (Harter et al., 2002). Griffeth et al. (2000) conducted 

a meta-analysis that revealed a negative correlation between work satisfaction, an important 

psychological element, and turnover intentions. The decrease in employee turnover yields significant 

financial benefits for firms, particularly in a global setting where the costs of hiring and training can be 

substantially higher due to cross-cultural factors and relocation expenses (Cascio, 2006).  

Furthermore, certain psychological characteristics have been consistently linked to enhanced job 

performance and creativity. The study conducted by Barrick and Mount (1991) provided extensive 

evidence that conscientiousness, a crucial psychological attribute, accurately predicted job success in 

many occupational categories. Moreover, research conducted by George and Zhou (2001) has 

demonstrated that being open to new experiences is associated with a higher level of creativity and 

originality in professional environments. From an economic standpoint, organisations that prioritise 

recruiting individuals with specific psychological abilities often experience substantial productivity 
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improvements. In a longitudinal study conducted by Schmidt and Hunter (1998), it was found that 

recruiting individuals with high cognitive ability and conscientiousness may result in significant 

productivity improvements, amounting to tens of thousands of dollars per employee annually.  

Moreover, making investments in the psychological well-being of employees directly leads to the 

sustained growth of an organisation over time. The study conducted by Luthans et al. (2007) introduced 

the concept of psychological capital, which encompasses hope, efficacy, resilience, and optimism. The 

research indicated that psychological capital had a beneficial effect on both employee performance and 

satisfaction. Investing in psychological competencies enhances the resilience of the workforce, enabling 

them to handle obstacles and promote sustainable growth effectively. Moreover, psychological 

resilience is of utmost importance in the leadership development and succession planning process. A 

study conducted by Day et al. (2014) emphasized the correlation between psychological resilience in 

leaders and their ability to handle stress and adapt effectively to dynamic business settings. This, in 

turn, leads to smoother leadership transitions and ensures long-term stability within organisations. 

8. Conclusion  

The complex relationship between economic and psychological elements in global recruitment and 

selection procedures is a crucial concern for organisations operating in today's interconnected world. 

This investigation has shed light on the intricate terrain where financial necessities cross with the subtle 

psychological aspects of cultural compatibility and individual incentives. Organisations that effectively 

navigate this landscape achieve a substantial competitive edge, utilising varied talent pools to stimulate 

innovation and expansion, while optimising resource allocation and promoting a more engaged and 

productive workforce across different geographical and cultural barriers. In the future, there is great 

potential for additional study in the discipline, especially in areas where global human resources 

practices intersect with behavioral economics and cross-cultural psychology. Subsequent research 

should investigate the enduring economic and psychological consequences of different methods used 

to attract and hire employees, particularly considering the impact of developing technologies and 

changing approaches to work. Practitioners are advised to adjust their methods, utilizing advanced 

evaluation tools that measure both economic value and psychological compatibility, while also 

enhancing their own abilities to work effectively across different cultures and comprehend economic 

concepts. Organisations may develop a globally engaged and high-performing workforce by adopting 

a comprehensive approach that combines cost-effectiveness, cultural adaptivity, and emotional 

intelligence. This strategy will prepare them for success in a complex worldwide marketplace. This 

strategy not only improves the process of finding and hiring talented individuals, but also helps the 

organisation grow and adapt to global challenges and opportunities in a sustainable manner. 

 
9. References 

Ang, S., Van Dyne, L., Koh, C., Ng, K. Y., Templer, K. J., Tay, C., & Chandrasekar, N. A. (2007). Cultural 

Intelligence: Its Measurement and Effects on Cultural Judgment and Decision Making, Cultural 

Adaptation and Task Performance. Management and Organization Review, 3(3), 335-371. 

Ang, S., Van Dyne, L., Koh, C., Ng, K. Y., Templer, K. J., Tay, C., & Chandrasekar, N. A. (2007). Cultural 

intelligence: Its measurement and effects on cultural judgment and decision making, cultural adaptation 

and task performance. Management and Organization Review, 3(3), 335-371. 

Barrick, M. R., & Mount, M. K. (1991). The big five personality dimensions and job performance: A meta-

analysis. Personnel Psychology, 44(1), 1-26. 

Blacksmith, N., Willford, J. C., & Behrend, T. S. (2016). Technology in the employment interview: A meta-

analysis and future research agenda. Personnel Assessment and Decisions, 2(1), 2. 



 

International Journal of Intellectual 

Human Resource Management (IJIHRM) 

2024; 5(2): 15-29 

https://journals.gulfuniversity.org/index.php/ijhrm 

DOI: 10.46988/IJIHRM.05.02.2024.003 

ISSN: 2535-9800 (Print); ISSN: 2536-0043 (Online) 

 

26 
 

Bondarouk, T., & Brewster, C. (2016). Conceptualising the future of HRM and technology research. The 

International Journal of Human Resource Management, 27(21), 2652-2671. 

Boon, C., Den Hartog, D. N., Boselie, P., & Paauwe, J. (2011). The relationship between perceptions of HR 

practices and employee outcomes: Examining the role of person–organisation and person–job fit. The 

International Journal of Human Resource Management, 22(1), 138-162. 

Brewster, C., & Chung, C. (2019). Global human resource management. In A. Wilkinson, N. Bacon, S. Snell, & 

D. Lepak (Eds.), The SAGE Handbook of Human Resource Management (pp. 315-330). SAGE 

Publications. 

Brewster, C., Bonache, J., Cerdin, J. L., & Suutari, V. (2014). Exploring expatriate outcomes. The International 

Journal of Human Resource Management, 25(14), 1921-1937. 

Brewster, C., Houldsworth, E., Sparrow, P., & Vernon, G. (2016). International human resource management. 

Kogan Page Publishers. 

Brewster, C., Mayrhofer, W., & Smale, A. (2016). Crossing the streams: HRM in multinational enterprises and 

comparative HRM. Human Resource Management Review, 26(4), 285-297. 

Cable, D. M., & DeRue, D. S. (2002). The convergent and discriminant validity of subjective fit perceptions. 

Journal of Applied Psychology, 87(5), 875-884. 

Cable, D. M., & Edwards, J. R. (2004). Complementary and supplementary fit: A theoretical and empirical 

integration. Journal of Applied Psychology, 89(5), 822-834. 

Caligiuri, P. (2006). Developing Global Leaders. Human Resource Management Review, 16(2), 219-228. 

Caligiuri, P. M. (2000). The Big Five Personality Characteristics as Predictors of Expatriate's Desire to Terminate 

the Assignment and Supervisor-Rated Performance. Personnel Psychology, 53(1), 67-88. 

Campion, M. C., Campion, M. A., & Campion, E. D. (2019). Using Practice Employment Tests to Improve 

Recruitment and Personnel Selection Outcomes for Organizations and Job Seekers. Journal of Applied 

Psychology, 104(9), 1089-1102. 

Cappelli, P. (2008). Talent management for the twenty-first century. Harvard Business Review, 86(3), 74-81. 

Cappelli, P. (2019). Your approach to hiring is all wrong. Harvard Business Review, 97(3), 48-58. 

Cascio, W. F. (2006). Global performance management systems. In I. Bjorkman & G. Stahl (Eds.), Handbook of 

research in international human resource management (pp. 176-196). Edward Elgar. 

Cascio, W. F., & Boudreau, J. W. (2016). The search for global competence: From international HR to talent 

management. Journal of World Business, 51(1), 103-114. 

Chambers, E. G., Foulon, M., Handfield-Jones, H., Hankin, S. M., & Michaels, E. G. (1998). The war for talent. 

McKinsey Quarterly, 3, 44-57. 

Chuang, A., Hsu, R. S., Wang, A. C., & Judge, T. A. (2015). Does West "fit" with East? In search of a Chinese 

model of person–environment fit. Academy of Management Journal, 58(2), 480-510. 

Collings, D. G., & Mellahi, K. (2009). Strategic talent management: A review and research agenda. Human 

Resource Management Review, 19(4), 304-313. 

Collings, D. G., Mellahi, K., & Cascio, W. F. (2019). Global talent management and performance in multinational 

enterprises: A multilevel perspective. Journal of Management, 45(2), 540-566. 

Collings, D. G., Mellahi, K., & Cascio, W. F. (2019). Global talent management and performance in multinational 

enterprises: A multilevel perspective. Journal of Management, 45(2), 540-566. 

Collings, D. G., Mellahi, K., & Cascio, W. F. (2019). Global talent management and performance in multinational 

enterprises: A multilevel perspective. Journal of Management, 45(2), 540-566. 

Day, D. V., Fleenor, J. W., Atwater, L. E., Sturm, R. E., & McKee, R. A. (2014). Advances in leader and leadership 

development: A review of 25 years of research and theory. The Leadership Quarterly, 25(1), 63-82. 

Deloitte. (2022). 2022 Global Human Capital Trends: The rise of the social enterprise. Deloitte Insights. 

Dhir, S., & Gökçe, S. (2019). The influence of cross-cultural communication on global talent management. In 

Global Talent Management (pp. 55-76). Springer, Cham. 

Dowling, P. J., Festing, M., & Engle, A. D. (2017). International human resource management (7th ed.). Cengage 

Learning. 

Earley, P. C., & Ang, S. (2003). Cultural intelligence: Individual interactions across cultures. Stanford University 

Press. 

Farndale, E., Scullion, H., & Sparrow, P. (2010). The role of the corporate HR function in global talent 

management. Journal of World Business, 45(2), 161-168. 



 

International Journal of Intellectual 

Human Resource Management (IJIHRM) 

2024; 5(2): 15-29 

https://journals.gulfuniversity.org/index.php/ijhrm 

DOI: 10.46988/IJIHRM.05.02.2024.003 

ISSN: 2535-9800 (Print); ISSN: 2536-0043 (Online) 

 

27 
 

Fernández-Aráoz, C., Groysberg, B., & Nohria, N. (2009). The definitive guide to recruiting in good times and 

bad. Harvard Business Review, 87(5), 74-84. 

George, J. M., & Zhou, J. (2001). When openness to experience and conscientiousness are related to creative 

behavior: An interactional approach. Journal of Applied Psychology, 86(3), 513-524. 

Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and correlates of employee 

turnover: Update, moderator tests, and research implications for the next millennium. Journal of 

Management, 26(3), 463-488. 

Gunkel, M., Schlägel, C., & Engle, R. L. (2014). Culture's Influence on Emotional Intelligence: An Empirical 

Study of Nine Countries. Journal of International Management, 20(2), 256-274. 

Harter, J. K., Schmidt, F. L., & Hayes, T. L. (2002). Business-unit-level relationship between employee 

satisfaction, employee engagement, and business outcomes: A meta-analysis. Journal of Applied 

Psychology, 87(2), 268-279. 

Hofstede, G. (2011). Dimensionalizing cultures: The Hofstede model in context. Online Readings in Psychology 

and Culture, 2(1), 2307-0919. 

Holm, A. B. (2012). E-recruitment: Towards an ubiquitous recruitment process and candidate relationship 

management. German Journal of Human Resource Management, 26(3), 241-259. 

Hoofnagle, C. J., van der Sloot, B., & Borgesius, F. Z. (2019). The European Union general data protection 

regulation: what it is and what it means. Information & Communications Technology Law, 28(1), 65-

98. 

Huff, K. C., Song, P., & Gresch, E. B. (2014). Cultural intelligence, personality, and cross-cultural adjustment: A 

study of expatriates in Japan. International Journal of Intercultural Relations, 38, 151-157. 

Hunt, V., Prince, S., Dixon-Fyle, S., & Yee, L. (2018). Delivering through diversity. McKinsey & Company. 

IBM. (2018). IBM Talent Management Solutions. IBM Corporation. 

Korn Ferry. (2018). Executive Recruitment Survey. Korn Ferry International. 

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of individuals' fit at work: A 

meta-analysis of person–job, person–organization, person–group, and person–supervisor fit. Personnel 

Psychology, 58(2), 281-342. 

Kristof-Brown, A. L., Zimmerman, R. D., & Johnson, E. C. (2005). Consequences of individuals' fit at work: A 

meta-analysis of person-job, person-organization, person-group, and person-supervisor fit. Personnel 

Psychology, 58(2), 281-342. 

Lievens, F., De Corte, W., & Westerveld, L. (2015). Understanding the Building Blocks of Selection Procedures: 

Effects of Response Fidelity on Performance and Validity. Journal of Management, 41(6), 1604-1627. 

LinkedIn. (2016). Global Recruiting Trends 2016. LinkedIn Talent Solutions. 

LinkedIn. (2017). Global recruiting trends 2017. LinkedIn Talent Solutions. 

Luthans, F., Avolio, B. J., Avey, J. B., & Norman, S. M. (2007). Positive psychological capital: Measurement and 

relationship with performance and satisfaction. Personnel Psychology, 60(3), 541-572. 

Mayrhofer, W., Brewster, C., Morley, M. J., & Ledolter, J. (2011). Hearing a different drummer? Convergence of 

human resource management in Europe — A longitudinal analysis. Human Resource Management 

Review, 21(1), 50-67. 

McKinsey & Company. (2018). Delivering through diversity. McKinsey & Company. 

McPherson, M., Smith-Lovin, L., & Cook, J. M. (2001). Birds of a feather: Homophily in social networks. Annual 

Review of Sociology, 27(1), 415-444. 

Mercer. (2021). Global Talent Trends 2021 Report. Mercer LLC. 

Miller, W. R., & Rollnick, S. (2012). Motivational interviewing: Helping people change. Guilford Press. 

Mol, S. T., Born, M. P., Willemsen, M. E., & Van Der Molen, H. T. (2005). Predicting Expatriate Job Performance 

for Selection Purposes: A Quantitative Review. Journal of Cross-Cultural Psychology, 36(5), 590-620. 

Page, S. E. (2007). The difference: How the power of diversity creates better groups, firms, schools, and societies. 

Princeton University Press. 

Peltokorpi, V., & Vaara, E. (2014). Knowledge transfer in multinational corporations: Productive and 

counterproductive effects of language-sensitive recruitment. Journal of International Business Studies, 

45(5), 600-622. 

Phillips, J. M., & Gully, S. M. (2015). Multilevel and strategic recruiting: Where have we been, where can we go 

from here? Journal of Management, 41(5), 1416-1445. 



 

International Journal of Intellectual 

Human Resource Management (IJIHRM) 

2024; 5(2): 15-29 

https://journals.gulfuniversity.org/index.php/ijhrm 

DOI: 10.46988/IJIHRM.05.02.2024.003 

ISSN: 2535-9800 (Print); ISSN: 2536-0043 (Online) 

 

28 
 

Phillips, K. W., Liljenquist, K. A., & Neale, M. A. (2009). Is the pain worth the gain? The advantages and liabilities 

of agreeing with socially distinct newcomers. Personality and Social Psychology Bulletin, 35(3), 336-

350. 

Ployhart, R. E. (2006). Staffing in the 21st century: New challenges and strategic opportunities. Journal of 

Management, 32(6), 868-897. 

Ployhart, R. E., Schmitt, N., & Tippins, N. T. (2017). Solving the supreme problem: 100 years of selection and 

recruitment at the Journal of Applied Psychology. Journal of Applied Psychology, 102(3), 291-304. 

PwC. (2020). COVID-19: Making remote work productive and secure. PricewaterhouseCoopers. 

PwC. (2021). Global mobility in a virtual world: A case study in remote international assignments. PwC Global. 

Reiche, B. S., Lee, Y., & Allen, D. G. (2019). Actors, Structure, and Processes: A Review and Conceptualization 

of Global Work Integrating IB and HRM Research. Journal of Management, 45(2), 359-383. 

https://doi.org/10.1177/0149206318808885 

Rockstuhl, T., Ang, S., Ng, K. Y., Lievens, F., & Van Dyne, L. (2015). Putting judging situations into situational 

judgment tests: Evidence from intercultural multimedia SJTs. Journal of Applied Psychology, 100(2), 

464-480. 

Ryan, A. M., & Ployhart, R. E. (2014). A Century of Selection. Annual Review of Psychology, 65, 693-717. 

Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation of intrinsic motivation, social 

development, and well-being. American Psychologist, 55(1), 68-78. 

Schmidt, F. L., & Hunter, J. E. (1998). The validity and utility of selection methods in personnel psychology: 

Practical and theoretical implications of 85 years of research findings. Psychological Bulletin, 124(2), 

262-274. 

Schuler, R. S., Jackson, S. E., & Tarique, I. (2011). Global talent management and global talent challenges: 

Strategic opportunities for IHRM. Journal of World Business, 46(4), 506-516. 

SHRM. (2017). 2017 Talent Acquisition Benchmarking Report. Society for Human Resource Management. 

Society for Human Resource Management (SHRM). (2016). 2016 Human Capital Benchmarking Report. SHRM. 

Society for Human Resource Management (SHRM). (2020). Recruitment process outsourcing: A step-by-step 

guide. SHRM Research. 

Sparrow, P. R. (2007). Globalization of HR at function level: Four UK-based case studies of the international 

recruitment and selection process. The International Journal of Human Resource Management, 18(5), 

845-867. 

Super, D. E. (1970). Work Values Inventory. Houghton Mifflin. 

Taras, V., Caprar, D. V., Rottig, D., Sarala, R. M., Zakaria, N., Zhao, F., ... & Huang, V. Z. (2013). A global 

classroom? Evaluating the effectiveness of global virtual collaboration as a teaching tool in management 

education. Academy of Management Learning & Education, 12(3), 414-435. 

Tarique, I., & Schuler, R. S. (2010). Global talent management: Literature review, integrative framework, and 

suggestions for further research. Journal of World Business, 45(2), 122-133. 

Tenzer, H., Pudelko, M., & Harzing, A. W. (2014). The impact of language barriers on trust formation in 

multinational teams. Journal of International Business Studies, 45(5), 508-535. 

Upadhyay, A. K., & Khandelwal, K. (2018). Applying artificial intelligence: implications for recruitment. 

Strategic HR Review, 17(5), 255-258. 

Zide, J., Elman, B., & Shahani-Denning, C. (2014). LinkedIn and recruitment: How profiles differ across 

occupations. Employee Relations, 36(5), 583-604. 

 

 

 

 

 

 

 

 

 

https://doi.org/10.1177/0149206318808885


 

International Journal of Intellectual 

Human Resource Management (IJIHRM) 

2024; 5(2): 15-29 

https://journals.gulfuniversity.org/index.php/ijhrm 

DOI: 10.46988/IJIHRM.05.02.2024.003 

ISSN: 2535-9800 (Print); ISSN: 2536-0043 (Online) 

 

29 
 

 

 


