
              @ 2025 | PUBLISHED BY GJR PUBLICATION, INDIA                       

 

96 

   
 

Global Journal of Research in Business Management 
ISSN: 2583-6218 (Online) 

Volume 05 | Issue 05 | Sept.-Oct. | 2025 

  Journal homepage: https://gjrpublication.com/gjrbm/ 
 

 Research Article 
 

International Human Resource Management in The Gig Economy 
Dr. Mary Chidiebere Asoya FCIHRM, CHREM 1, *Dr. Mbaeze Roseline Uzoamaka 2, Ohia Veronica Chinasa 3 

 
1 Department of Public Administration and Local Government, University of Nigeria Nsukka – Nigeria. 
2 Department of Human Resource Management, School of Business and Management Technology, Delta State Polytechnic, Ogwashi 

Uku. 
3 Educational Administration and Planning, Abia State University Uturu 

DOI: 10.5281/zenodo.17440090                                                          Submission Date: 30 Aug. 2025 | Published Date: 25 Oct. 2025  

 

*Corresponding author: Dr. Mbaeze Roseline Uzoamaka 

Department of Human Resource Management, School of Business and Management Technology, Delta State 

Polytechnic, Ogwashi Uku. 

 

INTRODUCTION  
The gig economy has revolutionized traditional employment models, presenting new opportunities for Human Resource 

Management (HRM). As the gig economy grows, understanding the role of HRM in managing gig workers becomes 

crucial, particularly in terms of employee engagement, motivation, and retention. International Human Resource 

Management (IHRM) in the gig economy involves managing a global workforce of freelancers and independent 

contractors, requiring adaptability and innovative strategies. Research highlights the importance of HRM in developing 

professional capabilities in the gig economy. Meijerink, Keegan, and Bondarouk (2024) emphasize the role of HRM in 

enhancing gig workers' skills and knowledge, leading to improved organizational performance. Similarly, Miller and 

Brown (2021) stress the significance of HRM in promoting gig worker well-being and job satisfaction. The gig economy 

presents opportunities for organizations to tap into a diverse talent pool and enhance their adaptability and innovation. 

Patel and Singh (2022) highlight the role of technology in facilitating HRM practices in the gig economy, enabling 

organizations to manage gig workers more effectively. By leveraging gig workers' skills and knowledge, organizations 

can improve their performance and competitiveness. 

 

Effective HRM practices are essential for managing gig workers and achieving organizational goals. Davis and Reilly 

(2022) emphasize the importance of fairness and transparency in HRM practices for gig workers. This includes providing 

fair compensation and benefits, as well as opportunities for training and development. The gig economy's growth and 

evolution will continue to shape the field of IHRM, requiring HR professionals to adapt and innovate in response to 

changing labor market conditions. Burtch, Carnahan, and Greenwood (2023) emphasize the importance of understanding 
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the gig economy's impact on entrepreneurial activity and innovation. IHRM in the gig economy involves managing a 

global workforce of freelancers and independent contractors, requiring a deep understanding of diverse cultural and 

regulatory contexts. Healy, Nicholson, and Pekarek (2021) note that HRM practices in the gig economy must be flexible 

and responsive to the unique needs of gig workers. 

 

The significance of IHRM in the gig economy cannot be overstated. As the gig economy continues to grow, 

organizations must prioritize effective HRM practices to attract, retain, and develop top talent. Kalleberg and Dunn 

(2024) emphasize the importance of HRM in promoting gig worker well-being and job satisfaction. Gig workers are a 

vital component of the modern workforce, and organizations must adapt their HRM practices to meet their unique needs. 

By providing opportunities for training and development, organizations can enhance gig workers' skills and knowledge, 

leading to improved performance and competitiveness. The gig economy presents opportunities for organizations to 

enhance their adaptability and innovation. By leveraging gig workers' skills and knowledge, organizations can improve 

their performance and competitiveness in a rapidly changing business environment. 

 

Effective HRM practices are essential for managing gig workers and achieving organizational goals. This includes 

providing fair compensation and benefits, as well as opportunities for training and development. The gig economy's 

impact on HRM is significant, and organizations must prioritize effective HRM practices to succeed. By understanding 

the unique needs of gig workers, organizations can develop HRM practices that support their well-being and job 

satisfaction. IHRM in the gig economy requires a deep understanding of diverse cultural and regulatory contexts. 

Organizations must adapt their HRM practices to meet the unique needs of gig workers in different regions and countries. 

The future of IHRM in the gig economy will likely involve the development of more sophisticated HRM systems and 

technologies, enabling organizations to manage gig workers more effectively. This will require HR professionals to adapt 

and innovate in response to changing labor market conditions. IHRM in the gig economy is a complex and multifaceted 

field that requires innovative strategies and practices. By prioritizing effective HRM practices, organizations can attract, 

retain, and develop top talent in the gig economy. The gig economy's growth and evolution will continue to shape the 

field of IHRM, requiring HR professionals to prioritize effective HRM practices and adapt to changing labor market 

conditions. 

 

STATEMENT OF THE PROBLEM 
International Human Resource Management (IHRM) in the gig economy faces numerous challenges stemming from 

cultural differences, language barriers, legal and regulatory frameworks, compensation and benefits structures, and 

employee retention. According to a recent study by Deloitte, managing a globally dispersed workforce of gig workers 

requires a comprehensive understanding of these complexities to ensure effective communication, collaboration, and 

productivity (Deloitte, 2023). 

 

One of the significant challenges of IHRM in the gig economy is navigating cultural differences. Gig workers from 

diverse cultural backgrounds bring unique perspectives and work styles, which can lead to communication barriers and 

misunderstandings if not managed properly. Research by Hofstede (2022) highlights the importance of cultural training 

for HR professionals to effectively manage cross-cultural teams and foster a culture of inclusivity and respect. For 

instance, a study by Taras et al. (2020) found that cultural differences can affect how gig workers respond to feedback, 

their expectations regarding work-life balance, and their communication styles. 

 

Language barriers also pose a significant challenge in managing gig workers globally. Effective communication is crucial 

for project success, but language differences can lead to misunderstandings, delays, and errors. A study by Piekkari et al. 

(2022) found that language barriers can hinder knowledge sharing and collaboration among team members. HR 

professionals must develop strategies to overcome language barriers, such as providing language training or using 

translation services. Technology can also play a vital role in facilitating communication among gig workers who speak 

different languages. 

 

The gig economy is characterized by a lack of traditional employment relationships, which can create challenges for 

IHRM. Gig workers often lack access to traditional employer-sponsored benefits, and their compensation structures can 

vary significantly across countries. According to a report by the International Labor Organization (2022), HR 

professionals must develop fair and competitive compensation packages that take into account local market rates, cultural 

norms, and regulatory requirements. This can be particularly complex in countries with different tax laws and labor 

regulations. 

 

Employee retention is also a significant challenge in managing gig workers. Unlike traditional employees, gig workers 

often prioritize flexibility, autonomy, and meaningful work over long-term job security and benefits. Research by 

Spreitzer et al. (2022) found that gig workers are more likely to be engaged and motivated when they have opportunities 

for professional development and growth. HR professionals must develop strategies to engage and retain gig workers, 
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such as offering opportunities for skill development and recognizing and rewarding their contributions. The gig economy 

also presents unique regulatory challenges for IHRM. Gig workers are often classified as independent contractors, which 

can create complexities around labor rights, tax obligations, and social protections. According to a study by the World 

Bank (2022), HR professionals must navigate these regulatory complexities to ensure compliance with local laws and 

regulations. This requires a deep understanding of labor laws, tax regulations, and social security requirements in 

different countries. 

 

Furthermore, measuring the performance of gig workers can be more complicated compared to traditional employees. 

Traditional performance metrics may not apply, and there is often a lack of direct oversight. Research by Cascio and 

Montealegre (2022) highlights the need for innovative performance evaluation models that focus on outcome-based 

assessments rather than process-based metrics. This can include setting clear project goals, tracking progress, and 

evaluating the quality of work delivered. 

 

The use of technology can also play a critical role in managing gig workers. Digital platforms can facilitate 

communication, collaboration, and knowledge sharing among gig workers. According to a study by PwC (2022), 

technology can also enable HR professionals to track performance, provide feedback, and develop personalized learning 

and development programs for gig workers. 

 

In addition to these challenges, IHRM in the gig economy must also address issues related to worker well-being and 

social protection. Gig workers often lack access to traditional employer-sponsored benefits, such as health insurance and 

retirement plans. Research by the Organization for Economic Co-operation and Development (2022) highlights the need 

for innovative solutions to address the social protection needs of gig workers. 

 

RESEARCH QUESTIONS 
1. How do organizations adapt their HRM strategies to manage gig workers in diverse cultural and regulatory contexts? 

2. How do HRM practices influence gig worker satisfaction, performance, and retention in the gig economy? 

3. What role does technology play in facilitating HRM practices for gig workers in an international setting? 

 

OBJECTIVES OF THE STUDY 
The broad objective of this study is to appraise international human resource management in the gig economy. While the 

specific objectives are as follows: 

1. To investigate the impact of cultural and regulatory differences on HRM practices for gig workers in an international 

context. 

2. To examine the impact of HRM practices on gig worker satisfaction, performance, and retention in the gig economy. 

3. To explore the role of technology in facilitating HRM practices for gig workers in an international setting. 

 

HYPOTHESES 

1. Cultural and regulatory differences significantly influence the effectiveness of HRM practices for gig workers in an 

international context. 

2. Technology plays a significant role in facilitating HRM practices for gig workers, leading to improved gig worker 

satisfaction and retention. 

3. Organizations that adopt flexible and adaptive HRM practices are more likely to attract and retain top gig talent in an 

international context. 
 

DEFINITION OF TERMS 

Gig Economy  
The gig economy refers to a labor market characterized by short-term, flexible work arrangements, often facilitated by 

digital platforms. In this economy, individuals engage in freelance or independent contract work, providing on-demand 

services or goods. According to a report by Mastercard (2020), the gig economy is projected to grow significantly, driven 

by the increasing demand for flexible work arrangements and the rise of digital platforms. 

 

Gig workers in this economy often experience flexibility and autonomy in their work, choosing when and how much they 

want to work. However, this flexibility can come at the cost of job security and benefits, as gig workers are often 

classified as independent contractors rather than employees. Kalleberg and Dunn (2024) note that gig workers experience 

higher levels of job insecurity and precariousness compared to traditional employees, which can impact their well-being 

and financial stability. 
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Gig workers 
Gig workers are individuals who engage in short-term, flexible work arrangements, often through online platforms or 

freelance contracts (Spreitzer et al., 2017). They may work on various projects or tasks, and their work is typically 

characterized by flexibility, autonomy, and variety (Cascio & Montealegre, 2022). According to Friedman (2014), gig 

workers often prioritize flexibility and autonomy over traditional employment benefits and job security. Research by 

Todolí-Signes (2017) highlights the growing trend of gig work and its implications for labor laws and social protections. 
 

The gig economy offers benefits like flexibility and autonomy but also raises concerns about job security, benefits, and 

worker protections (De Stefano, 2016). 
 

Here are some examples of gig workers with more detailed explanations: 

1. Freelance writers or designers: These individuals work on a project-by-project basis, often with multiple clients. 

They might write articles, create graphics, or design websites. 

2. Ride-sharing drivers (e.g., Uber, Lyft): Drivers use their own vehicles to transport passengers, choosing when and 

how much they want to work (Hall & Krueger, 2018). 

3. Food delivery workers (e.g., DoorDash, GrubHub): These workers pick up food from restaurants and deliver it to 

customers, often on a flexible schedule. 

4. Task-based workers (e.g., TaskRabbit): TaskRabbit connects workers with people who need help with various tasks, 

such as furniture assembly, home cleaning, or errand running. 
 

These gig workers often enjoy flexibility and autonomy but may face challenges related to job security, benefits, and 

income stability. 
 

Other examples might include: 

- Online tutors or teachers 

- Freelance photographers or videographers 

- Social media managers or content creators 

- Delivery drivers for companies like Amazon Flex 
 

Gig work can provide opportunities for people to earn income on their own terms, but it also raises important questions 

about labor rights, benefits, and protections. 

 

LITERATURE REVIEW 

International Human Resource Management 
International Human Resource Management (IHRM) involves managing human resources across national borders, taking 

into account cultural, economic, and regulatory differences. As businesses expand globally, IHRM plays a crucial role in 

ensuring that HR practices are aligned with organizational goals and adapted to local contexts. According to a study by 

Brewster, Chung, and Sparrow (2021), IHRM is essential for multinational corporations to manage their global 

workforce effectively. One of the key challenges in IHRM is managing cultural differences. Cultural intelligence is 

critical for HR professionals working in international settings, as it enables them to understand and adapt to different 

cultural norms and values. Earley and Ang (2022) emphasize the importance of cultural intelligence in facilitating 

effective communication and collaboration across cultures. 

 

IHRM also involves managing expatriates, who are employees sent to work in foreign subsidiaries. Expatriate 

management is a complex process that requires careful planning, selection, training, and support. According to a study by 

Shaffer et al. (2022), effective expatriate management is critical for ensuring the success of international assignments and 

achieving organizational goals. Technology has transformed the field of IHRM, enabling HR professionals to manage 

global workforces more efficiently. HR technology platforms provide tools for recruitment, talent management, 

performance management, and employee engagement, among others. Meijerink, Bondarouk, and Keegan (2023) note 

that HR technology has improved the efficiency and effectiveness of IHRM practices, enabling organizations to respond 

quickly to changing business needs. 

 

The future of IHRM will be shaped by trends such as globalization, digitalization, and changing workforce 

demographics. As the global workforce becomes increasingly diverse, IHRM will play a critical role in managing this 

diversity and ensuring that HR practices are inclusive and effective. According to a study by Farndale, McDonnell, and 

Sparrow (2023), IHRM will continue to evolve in response to changing business needs, requiring HR professionals to be 

adaptable and innovative in their approach. 

 

 

 

 



Global J Res Bus Mng. 2025; 5(5), 96-104 

                  @ 2025 | PUBLISHED BY GJR PUBLICATION, INDIA                       
 

100 

Gig Economy 
The gig economy is a labor market characterized by short-term, flexible work arrangements, often facilitated by digital 

platforms. According to a report by Mastercard (2020), the gig economy is projected to grow significantly, driven by the 

increasing demand for flexible work arrangements and the rise of digital platforms. In 2024, the gig economy had a 

market size of $556.7 billion, and it's expected to more than triple to $1,847 billion by 2032. Gig workers value 

flexibility and autonomy, choosing when and how much they work. However, this flexibility often comes at the cost of 

job security and benefits, as gig workers are usually classified as independent contractors rather than employees. 

Kalleberg and Dunn (2024) note that gig workers experience higher levels of job insecurity and precariousness compared 

to traditional employees, which can impact their well-being and financial stability. 
 

The gig economy has transformed the way people work, offering opportunities for entrepreneurship, innovation, and skill 

development. Digital platforms such as Uber, Airbnb, and Upwork have enabled gig workers to connect with customers 

and provide services globally. Meijerink, Bondarouk, and Keegan (2024) emphasize the importance of understanding the 

gig economy's impact on HRM practices, as organizations adapt to managing a workforce of freelancers and independent 

contractors. The gig economy spans numerous sectors, including ride-sharing, freelance platforms, food delivery, and 

professional services like consulting and IT. Digital platforms such as Upwork, Fiverr, TaskRabbit, DoorDash, and Uber 

have simplified finding and completing gig work. These platforms connect workers with clients, offering easy access to 

gigs and payment processing. Meijerink, Bondarouk, and Keegan (2024) emphasize the importance of understanding the 

gig economy's impact on HRM practices, as organizations adapt to managing a workforce of freelancers and independent 

contractors. Gig workers face unique financial challenges, requiring careful management of income, expenses, and tax 

obligations. They must track income, report it accurately on tax returns, and set aside money for taxes, personal expenses, 

and potential fluctuations in income. In the US, gig workers are responsible for paying self-employment tax, covering 

both employer and employee portions of Social Security and Medicare contributions. 
 

The gig economy has transformed the way people work, offering opportunities for entrepreneurship, innovation, and skill 

development. Patel and Singh (2022) note that digital platforms have enabled gig workers to connect with customers and 

provide services globally, creating new opportunities for economic growth and development. The gig economy is driven 

by technological advancements, changing workforce demographics, and shifting economic conditions. As the gig 

economy continues to grow and evolve, it's essential to understand its implications for workers, businesses, and 

policymakers. Burtch, Carnahan, and Greenwood (2023) emphasize the importance of understanding the gig economy's 

impact on entrepreneurial activity and innovation. The gig economy is a complex and multifaceted phenomenon that 

offers both opportunities and challenges for workers, businesses, and policymakers. By understanding the gig economy 

and its effects, we can work towards creating a more equitable and sustainable future for all workers. The gig economy's 

growth and evolution will continue to shape the future of work, requiring organizations to adapt their HRM practices to 

manage gig workers effectively. Healy, Nicholson, and Pekarek (2021) note that HRM practices in the gig economy must 

be flexible and responsive to the unique needs of gig workers. 
 

International Human Resource Management in the Gig Economy 
The gig economy has transformed the way businesses operate, and International Human Resource Management (IHRM) 

plays a crucial role in managing a global workforce of freelancers and independent contractors. According to Healy, 

Nicholson, and Pekarek (2021), IHRM is essential for ensuring that gig workers are managed effectively across different 

cultural and regulatory contexts. This requires HR professionals to be adaptable and responsive to the unique needs of 

gig workers. The gig economy is characterized by short-term, flexible work arrangements, often facilitated by digital 

platforms. Kalleberg and Dunn (2024) note that gig workers experience higher levels of job insecurity and precariousness 

compared to traditional employees, which can impact their well-being and financial stability. IHRM practices must take 

into account these unique, developing strategies to support gig workers and drive business success. 
 

The role of HRM in developing professional capabilities in the gig economy is critical. Meijerink, Bondarouk, and 

Keegan (2024) emphasize the importance of HRM practices in developing the skills and competencies of gig workers. 

This includes providing training and development opportunities, as well as creating a supportive work environment that 

fosters growth and innovation. IHRM practices in the gig economy must be flexible and responsive to the needs of gig 

workers. Patel and Singh (2022) note that digital platforms have enabled gig workers to connect with customers and 

provide services globally, creating new opportunities for economic growth and development. HRM practices must take 

into account the global nature of gig work and develop strategies to support gig workers across different cultural and 

regulatory contexts. The gig economy offers opportunities for entrepreneurship, innovation, and skill development. 

Miller and Brown (2021) emphasize the importance of HRM practices in promoting gig worker well-being and job 

satisfaction. HRM practices must prioritize the needs of gig workers, developing strategies to support their well-being 

and drive business success. 
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Role of HRM in developing professional capabilities in the Gig Economy 
The gig economy has transformed the way businesses operate, and HRM plays a crucial role in developing the 

professional capabilities of gig workers. According to Meijerink, Bondarouk, and Keegan (2024), HRM practices are 

essential for developing the skills and competencies of gig workers, enabling them to perform their jobs effectively. This 

includes providing training and development opportunities, as well as creating a supportive work environment that 

fosters growth and innovation. HRM practices in the gig economy must be flexible and responsive to the needs of gig 

workers. Patel and Singh (2022) note that digital platforms have enabled gig workers to connect with customers and 

provide services globally, creating new opportunities for economic growth and development. HRM practices must take 

into account the global nature of gig work and develop strategies to support gig workers across different cultural and 

regulatory contexts. 
 

The gig economy offers opportunities for entrepreneurship, innovation, and skill development. Burtch, Carnahan, and 

Greenwood (2023) emphasize the importance of HRM practices in promoting gig worker well-being and job satisfaction. 

HRM practices must prioritize the needs of gig workers, developing strategies to support their well-being and drive 

business success. Developing professional capabilities in the gig economy requires a deep understanding of the unique 

challenges and opportunities presented by gig workers. Healy, Nicholson, and Pekarek (2021) note that HRM practices 

must be adaptable and responsive to the needs of gig workers, developing strategies to support their skills and 

competencies. This includes providing training and development opportunities, as well as creating a supportive work 

environment that fosters growth and innovation. 
 

The role of HRM in developing professional capabilities in the gig economy is critical. HRM practices must be flexible 

and responsive to the needs of gig workers, developing strategies to support their skills and competencies, well-being, 

and job satisfaction. By prioritizing the needs of gig workers, organizations can drive business success and create a more 

equitable and sustainable future for all workers. 

 

GAP IN LITERATURE  
Despite the growing importance of the gig economy, there is a significant gap in the literature regarding International 

Human Resource Management (IHRM) practices in this context. While existing research has explored various aspects of 

gig work, such as job insecurity and precariousness (Kalleberg & Dunn, 2024), there is a need for more comprehensive 

studies on IHRM strategies that cater to the unique needs of gig workers. Specifically, research is lacking on how 

organizations can develop effective HRM practices that support gig workers' skills and competencies, well-being, and job 

satisfaction in a global context. 

 

Furthermore, the Platform Ecosystem Perspective, which views HRM activities in the gig economy as designed to govern 

platform ecosystems, requires more empirical validation and exploration (Meijerink & Keegan, 2019). There is a need for 

more studies that examine the applicability of this framework in different contexts and industries, as well as its 

implications for IHRM practices. Additionally, research is needed on how organizations can balance the needs of 

multiple stakeholders in the gig economy, including gig workers, requesters, and intermediary platform firms. 

 

The existing literature on IHRM in the gig economy is also limited by its focus on specific regions or industries. More 

research is needed on the global implications of IHRM practices in the gig economy, including the challenges and 

opportunities that arise from managing gig workers across different cultural and regulatory contexts. By addressing these 

gaps in the literature, researchers can provide more comprehensive insights into the development of effective IHRM 

practices in the gig economy, ultimately contributing to the well-being of gig workers and the success of organizations 

operating in this context. 
 

METHODOLOGY 

The study made use of secondary sources of data collection which includes text books, journals, newspapers, magazines, 

seminar papers, etc. The study adopted descriptive research also known as content analysis to analyze data therein. 
 

DISCUSSION 

Hypothesis 1 
Cultural and regulatory differences significantly influence the effectiveness of HRM practices for gig workers in an 

international context.  
 

Research has shown that cultural variations impact workplace dynamics, employee interactions, and performance within 

organizations (Hofstede, 2001). For instance, in high-context cultures like Japan or China, communication is often 

implicit, relying heavily on body language, tone of voice, and context, whereas in low-context cultures like the United 

States or Germany, direct, blunt statements are preferred (Hall, 1976). Studies have emphasized the importance of 

adapting HRM practices to local cultural norms. In Scandinavian countries, there's a strong focus on employee well-
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being, flexible working hours, and work-life balance, whereas in many Asian countries, longer working hours and high 

productivity are emphasized (Taras et al., 2010). By acknowledging these differences, organizations can develop HR 

strategies that resonate with local expectations, enhancing gig worker satisfaction and retention. 
 

The gig economy's growth has also underscored the need for culturally sensitive HR practices. In Saudi Arabia, for 

example, nationality plays a significant role in moderating the relationship between HR practices and job satisfaction due 

to cultural and regulatory differences (Alshahrani & Alotaibi, 2022). Organizations operating in this context must 

consider these factors when designing HR policies for gig workers. Cultural intelligence is critical for HR professionals 

working in international settings, enabling them to understand and adapt to different cultural norms and values (Earley & 

Ang, 2003). This includes recognizing the importance of hierarchy, individualism, and collectivism in different cultures. 
 

The impact of cultural differences on HRM practices is well-documented in the literature. Research has shown that 

cultural variations can affect employee motivation, job satisfaction, and performance (Erez & Gati, 2004). By 

understanding these cultural differences, organizations can develop HR strategies that cater to the diverse needs of gig 

workers. In the gig economy, cultural differences can also impact gig worker-client relationships. For instance, in some 

cultures, building personal relationships with clients is crucial for success, while in others, professionalism and expertise 

are more important (Kunda, 1992). HR professionals must consider these cultural nuances when designing training 

programs for gig workers. 
 

The regulatory environment also plays a significant role in shaping HRM practices for gig workers. Different countries 

have varying laws and regulations regarding employment, benefits, and worker rights (Deakin & Morris, 2012). 

Organizations must comply with these regulations when designing HR policies for gig workers. Cultural differences can 

also impact gig worker motivation and engagement. Research has shown that intrinsic motivators, such as autonomy and 

flexibility, are more important for gig workers in some cultures, while extrinsic motivators, such as pay and benefits, are 

more important in others (Deci & Ryan, 2000). The gig economy's global nature demands HR professionals who can 

navigate complex cultural and regulatory environments. By understanding the cultural and regulatory differences that 

impact HRM practices, organizations can develop effective HR strategies that support gig workers' diverse needs. The 

analysis above support our first hypothesis which states that cultural and regulatory differences significantly influence 

the effectiveness of HRM practices for gig workers in an international context. 
 

Hypothesis 2 
Technology plays a significant role in facilitating HRM practices for gig workers, leading to improved gig worker 

satisfaction and retention.  
 

Digital platforms enable organizations to manage gig workers more efficiently, providing real-time feedback, training 

opportunities, and support (Meijerink & Keegan, 2019). By leveraging technology, organizations can foster a more 

engaged and motivated gig workforce. Research has shown that technology can enhance gig worker satisfaction and 

retention by providing opportunities for skill development, feedback, and support (Kunda, 1992). Organizations that 

invest in digital platforms and tools tend to experience higher levels of gig worker satisfaction and retention. The gig 

economy's growth has been driven in part by the increasing use of digital platforms and technologies. These platforms 

enable gig workers to connect with clients and provide services globally, creating new opportunities for economic growth 

and development (Sundararajan, 2016). 
 

Technology can also enable gig workers to work more flexibly and autonomously, which is a key motivator for many gig 

workers (Deci & Ryan, 2000). By providing gig workers with the tools and resources they need to succeed, organizations 

can promote a more positive and productive work environment. Digital platforms can also facilitate communication and 

collaboration between gig workers and clients, reducing misunderstandings and improving overall satisfaction (Kim & 

Lee, 2019). By leveraging technology, organizations can create a more seamless and efficient gig worker experience, 

leading to increased satisfaction and retention. Research has also shown that technology can enable gig workers to access 

training and development opportunities, enhancing their skills and competencies (Meijerink & Keegan, 2019). This can 

lead to improved job performance and increased opportunities for career advancement. The use of technology in HRM 

practices for gig workers can also enable organizations to collect and analyze data on gig worker performance and 

satisfaction. This data can be used to identify areas for improvement and develop targeted HR strategies to support gig 

workers (Bondarouk & Brewster, 2016). 
 

In addition, technology can facilitate gig worker engagement and motivation by providing opportunities for feedback, 

recognition, and rewards (Deci & Ryan, 2000). By leveraging technology, organizations can create a more positive and 

supportive work environment for gig workers. The gig economy's reliance on technology also highlights the importance 

of digital literacy and skills for gig workers. Organizations must ensure that gig workers have access to the necessary 

training and resources to effectively use digital platforms and tools (Sundararajan, 2016). By investing in technology, 

organizations can also improve the overall efficiency and effectiveness of HRM practices for gig workers. This can lead 
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to cost savings and improved productivity, ultimately driving business success (Boudreau & Lawler, 2014). From the 

discussion above, we accept the hypothesis which states that technology plays a significant role in facilitating HRM 

practices for gig workers, leading to improved gig worker satisfaction and retention. 

 

Hypothesis 3 
Organizations that adopt flexible and adaptive HRM practices are more likely to attract and retain top gig talent 

in an international context.  

Research has shown that gig workers value flexibility and autonomy in their work arrangements, and organizations that 

provide this flexibility tend to experience higher levels of gig worker satisfaction and retention (Deci & Ryan, 2000). 

Flexible HRM practices can also enable organizations to respond more effectively to the changing needs of gig workers. 

By providing gig workers with the autonomy to choose their own work schedules and arrangements, organizations can 

promote a more positive and supportive work environment (Sundararajan, 2016). The gig economy's global nature 

demands HRM practices that are flexible and adaptable. Organizations that adopt rigid and inflexible HRM practices may 

struggle to attract and retain top gig talent, ultimately impacting business performance (Meijerink & Keegan, 2019). 

 

Research has also shown that gig workers value opportunities for skill development and career advancement. 

Organizations that provide these opportunities tend to experience higher levels of gig worker satisfaction and retention 

(Kunda, 1992). By adopting flexible and adaptive HRM practices, organizations can also promote a more positive and 

supportive work environment for gig workers. This can lead to improved gig worker motivation and engagement, 

ultimately driving business success. The importance of flexibility in HRM practices for gig workers cannot be overstated. 

Organizations that fail to provide flexible work arrangements may struggle to attract and retain top gig talent, ultimately 

impacting business performance. 

 

Organizations that adopt flexible and adaptive HRM practices are more likely to attract and retain top gig talent in an 

international context. By providing gig workers with the autonomy and flexibility they need to succeed, organizations 

can promote a more positive and supportive work environment. The use of flexible HRM practices can also enable 

organizations to respond more effectively to the changing needs of the gig economy. By adopting flexible and adaptive 

HRM practices, organizations can stay ahead of the competition and drive business success. By investing in flexible 

HRM practices, organizations can also improve the overall efficiency and effectiveness of HRM practices for gig 

workers. This can lead to cost savings and improved productivity, ultimately driving business success. The gig 

economy's growth and development demands HRM practices that are flexible and adaptable. Organizations that adopt 

flexible and adaptive HRM practices tend to experience higher levels of gig worker satisfaction and retention. The 

analysis above support the hypothesis which states that organizations that adopt flexible and adaptive HRM practices are 

more likely to attract and retain top gig talent in an international context. 

 

FINDINGS 
1. Cultural and regulatory differences significantly influence the effectiveness of HRM practices for gig workers in an 

international context. 

2. Technology plays a significant role in facilitating HRM practices for gig workers, leading to improved gig worker 

satisfaction and retention. 

3. Flexible and adaptive HRM practices are essential for attracting and retaining top gig talent in an international 

context. 

4. Gig workers value opportunities for skill development and career advancement. 

5. Gig workers experience unique challenges, such as job insecurity and isolation. 

6. The gig economy's global nature demands HRM practices that are flexible, adaptable, and responsive to changing 

needs. 

 

RECOMMENDATIONS 
1. Develop culturally sensitive HR policies that take into account local norms, values, and regulations. Provide training 

for HR professionals on cultural intelligence and adaptability. 

2. Invest in digital platforms and tools that enable gig workers to access training, feedback, and support. Leverage 

technology to promote gig worker engagement and motivation. 

3. Adopt flexible HRM practices that provide gig workers with autonomy and flexibility. Offer flexible work 

arrangements, such as remote work options, to attract and retain top gig talent. 

4. Provide gig workers with opportunities for skill development and career advancement. Offer training and 

development programs that enhance gig workers' skills and competencies. 

5. Develop HR policies that address the unique challenges faced by gig workers. Provide support and resources to 

promote gig worker well-being and job satisfaction. 

6. Develop agile HRM practices that can respond to the changing needs of the gig economy. Stay up-to-date with 

industry trends and best practices to ensure HRM practices are effective and efficient. 
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CONCLUSION 
The gig economy's rapid growth and global reach have created new challenges and opportunities for International Human 

Resource Management (IHRM). As organizations navigate this complex and dynamic landscape, they must adapt their 

HRM practices to meet the unique needs of gig workers. By embracing cultural intelligence, leveraging technology, and 

adopting flexible HRM practices, organizations can unlock the full potential of gig workers and drive business success. 

 

However, the gig economy also raises important questions about the future of work, worker rights, and social 

responsibility. As organizations prioritize flexibility and efficiency, they must also ensure that gig workers are treated 

with dignity and respect. The gig economy's growth and development demand a nuanced understanding of the complex 

relationships between organizations, gig workers, and society. 

 

More importantly, the success of IHRM in the gig economy will depend on organizations' ability to balance business 

needs with social responsibility. By prioritizing gig worker well-being, providing opportunities for skill development, 

and promoting fair labor practices, organizations can create a more sustainable and equitable gig economy. As the gig 

economy continues to evolve, it is essential that IHRM practices prioritize both business success and social 

responsibility, shaping a future of work that is fair, flexible, and fulfilling for all. 
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