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Abstract

The objective of this study was to design and validate a comparative human resource management model in response to convergence and divergence
challenges in organizations operating in complex and dynamic environments. This study was developmental—applied in purpose and employed an
exploratory mixed-method approach grounded in the pragmatic paradigm. In the qualitative phase, data were collected through semi-structured
interviews with 28 academic experts, senior HR managers, and HR consultants using a systematic grounded theory strategy, and analyzed through open,
axial, and selective coding procedures. In the quantitative phase, the extracted model was empirically tested using a survey method. A researcher-
developed questionnaire was distributed among 384 HR managers and specialists working in multinational corporations, knowledge-based firms, and
governmental organizations. Data analysis was conducted using structural equation modeling with the partial least squares approach The results indicated
that convergence pressures had a significant positive effect on adaptive HR strategies (B=0.41, t=6.82), and divergence pressures also significantly
influenced adaptive HR strategies ($=0.36, t=5.94). Convergence—divergence tension showed a significant positive relationship with adaptive HR
strategies ($=0.44, t=7.31). Adaptive HR strategies significantly influenced dual HR systems ($=0.62, t=11.47), and dual HR systems significantly
improved organizational performance ($8=0.58, t=10.36). Furthermore, adaptive HR strategies had a direct and significant positive effect on
organizational performance ($=0.39, t=7.04). The findings demonstrate that effective management of convergence and divergence challenges through
adaptive HR strategies and dual HR systems enhances organizational performance, flexibility, and sustainable competitive advantage in complex
organizational environments.

Kcywords: Comparative human resource management, convergence, divergence, adaptive HR strategies, dual HR systems, organizational performance, exploratory

mixed-method approach
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Extended Abstract

Introduction

In the contemporary era characterized by globalization, digital transformation, and rapid institutional change,
human resource management (HRM) has emerged as a central strategic function that plays a decisive role in
shaping organizational performance, resilience, and long-term sustainability. Organizations are increasingly
confronted with dual pressures stemming from convergence and divergence forces. Convergence pressures
arise from globalization, technological advancement, digital integration, and international competition, which
encourage organizations to standardize HRM practices in accordance with global norms and best practices. At
the same time, divergence pressures emerge from institutional, cultural, regulatory, and socio-economic
differences across national and organizational contexts, requiring organizations to adapt HRM systems to local
conditions and contextual realities. This dynamic tension creates a complex managerial challenge that
necessitates the development of adaptive and context-sensitive HRM models capable of integrating global
efficiency with local responsiveness (Alexandro, 2025; Wijaya & Senen, 2024).

The rise of digital technologies, particularly artificial intelligence and data-driven HRM systems, has
fundamentally reshaped traditional HR functions, transforming recruitment, performance evaluation,
workforce planning, and talent management processes. These technologies enable organizations to enhance
decision accuracy, operational efficiency, and workforce analytics capabilities. However, digital
transformation also introduces ethical, legal, and organizational challenges, including issues related to fairness,
transparency, data privacy, and employee trust. As organizations integrate digital tools into HR processes, they
must balance technological standardization with contextual adaptability to ensure effective and equitable HRM
practices (Abbasi & Esmaili, 2024; Du, 2024, Yazdani & Hakiminia, 2024). Moreover, the increasing
complexity of organizational environments requires HRM systems to evolve beyond administrative roles and
assume strategic functions that support organizational agility and innovation (Rajput et al., 2023; Shao et al.,

2025).



Institutional and cultural diversity across organizations further complicates HRM standardization. HR policies
and practices that are effective in one institutional context may not produce similar outcomes in another due
to variations in labor laws, organizational culture, workforce expectations, and socio-economic structures.
These divergence forces necessitate localized HR strategies that align with contextual realities while
maintaining strategic coherence with organizational goals. Studies have emphasized that organizations capable
of balancing global integration with local responsiveness achieve higher organizational effectiveness and
workforce engagement (Ochieng, 2023; Zarei & Izadi, 2024). Additionally, emerging organizational forms
such as startups, multinational enterprises, and knowledge-based firms face heightened HR challenges due to
dynamic environments, innovation demands, and workforce diversity, reinforcing the need for adaptive HRM
models (Nikam et al., 2023; Rismayadi, 2024a).

Despite the growing recognition of convergence and divergence challenges in HRM, existing research has
largely focused on isolated aspects of HR transformation rather than providing a comprehensive comparative
model that integrates both convergence and divergence dynamics within a unified framework. While previous
studies have examined digital HR transformation, institutional challenges, and strategic HR alignment, there
remains a significant gap in the development of integrative HRM models capable of addressing simultaneous
global and local pressures in complex organizational environments (Behizdani & Hakimi Nia, 2024; Khajani
Lehi et al., 2025; Khezri Hamadi, 2023). Therefore, the present study seeks to address this gap by designing
and validating a comparative human resource management model that systematically explains organizational
responses to convergence and divergence challenges using an exploratory mixed-method approach.

Methods and Materials

This study employed an exploratory mixed-method research design grounded in the pragmatic research
paradigm, enabling the integration of qualitative and quantitative methods to develop and validate a
comparative HRM model. The research was conducted in two sequential phases. In the qualitative phase, a
systematic grounded theory approach was used to explore the dimensions, components, and relationships
underlying comparative HRM in the context of convergence and divergence challenges. Participants included
academic experts, senior HR managers, and HR consultants with extensive experience in strategic and
comparative HRM. A purposive and snowball sampling strategy was used, and data were collected through
semi-structured interviews until theoretical saturation was achieved.

Interview transcripts were analyzed using open coding, axial coding, and selective coding procedures to
identify core categories and construct a conceptual model. Qualitative data analysis was conducted using
MAXQDA software to ensure systematic coding and conceptual integration.

In the quantitative phase, the conceptual model developed from qualitative findings was empirically tested
using a survey research strategy. The target population included HR managers and specialists working in
multinational corporations, knowledge-based firms, and large governmental organizations. A stratified random

sampling approach was employed to ensure representation across organizational types. A researcher-developed



questionnaire was designed based on qualitative findings, measuring convergence pressures, divergence
pressures, convergence—divergence tension, adaptive HR strategies, dual HR systems, and organizational
performance using a five-point Likert scale. Data were analyzed using SPSS and SmartPLS software.
Structural equation modeling with partial least squares (PLS-SEM) was used to evaluate measurement
reliability, construct validity, and structural relationships among variables.

Findings

Descriptive analysis indicated that the sample consisted of experienced HR professionals with diverse
organizational backgrounds, ensuring adequate representation of convergence and divergence contexts.
Measurement model evaluation confirmed acceptable reliability and validity levels, with Cronbach’s alpha and
composite reliability values exceeding recommended thresholds and average variance extracted (AVE) values
demonstrating convergent validity.

Structural model analysis revealed significant positive relationships between convergence pressures and
adaptive HR strategies, indicating that global standardization pressures encourage organizations to develop
strategic HR responses aligned with international standards. Similarly, divergence pressures showed a
significant positive relationship with adaptive HR strategies, suggesting that institutional and contextual
differences drive organizations to adopt localized HR practices.

The analysis also confirmed a strong positive relationship between convergence—divergence tension and
adaptive HR strategies, demonstrating that organizational exposure to conflicting global and local pressures
stimulates the development of flexible and hybrid HRM approaches. Adaptive HR strategies showed a
significant positive effect on dual HR systems, indicating that organizations implement hybrid HR structures
combining standardized global practices with localized adaptations.

Furthermore, dual HR systems demonstrated a significant positive relationship with organizational
performance, suggesting that organizations capable of balancing global consistency and local adaptability
achieve superior performance outcomes. Adaptive HR strategies also directly influenced organizational
performance, highlighting their strategic importance in enhancing organizational effectiveness, workforce
efficiency, and adaptive capacity.

Model evaluation indicators, including coefficient of determination (R%) and predictive relevance (Q?),
confirmed the model’s explanatory and predictive strength, indicating that the proposed comparative HRM
model effectively explains organizational responses to convergence and divergence challenges.

Discussion and Conclusion

The findings of this study provide empirical support for the theoretical proposition that contemporary HRM
operates within a dynamic environment shaped by simultaneous convergence and divergence pressures. The
results demonstrate that convergence pressures associated with globalization and technological advancement

compel organizations to align HR practices with global standards, enhancing operational efficiency and



strategic integration. At the same time, divergence pressures arising from institutional, cultural, and regulatory
differences necessitate localized adaptation to ensure contextual relevance and workforce alignment.

The study confirms that convergence—divergence tension serves as a critical catalyst for innovation in HRM
systems, encouraging organizations to develop adaptive strategies that integrate global efficiency with local
responsiveness. This adaptive capacity enables organizations to implement dual HR systems that balance
standardization and flexibility, ultimately enhancing organizational performance and strategic resilience.

The findings also highlight the strategic importance of adaptive HR strategies in facilitating organizational
transformation and performance improvement. Organizations that adopt flexible and hybrid HRM systems are
better equipped to respond to environmental complexity, technological change, and workforce diversity. These
adaptive systems enhance organizational agility, improve employee engagement, and strengthen
organizational competitiveness.

Overall, this study contributes to HRM theory by developing and validating a comprehensive comparative
HRM model that explains how organizations navigate convergence and divergence challenges through
adaptive HR strategies and dual HR systems. The proposed model provides a valuable framework for
understanding HRM transformation in globalized and digitally driven environments. From a practical
perspective, the findings suggest that organizations should move beyond rigid, standardized HR models and
adopt adaptive HRM frameworks that integrate global best practices with local contextual considerations. Such
adaptive approaches enable organizations to achieve sustainable performance, enhance workforce resilience,

and maintain strategic competitiveness in increasingly complex and dynamic environments.
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