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Abstract 
 
Nowadays, multilingualism in corporate communication is essential for all forms of interaction to improve 
employee engagement, expand market reach, and foster innovation. Moreover, multilingualism has become 
a highly valued asset in recruiting talent and workforce structuring, as it serves as an enabler of inclusion 
and a control mechanism. This research studied multilingualism as a means of communication in corporate 
hiring practices in the context of corporate slavery. Hence, the authors aimed to explore the role of 
multilingualism in shaping contemporary hiring practices within corporations. The authors used mixed 
methodology. The insights were extracted from a survey study (n = 312) and semi-structured interviews (n 
= 30). This article reveals patterns in which multilingualism functions as a modern mechanism of corporate 
gatekeeping. The results demonstrate that while multilingualism could improve employability and 
communication practices, it can create dependency structures and cover the exploitative realities of 
corporate labor. Moreover, it emphasizes the power of multilingualism as a mechanism of empowerment 
and coercion in modern corporations. At last, the results offer theoretical and practical insights into 
employment practices.  

Keywords: Communication, Marketing, Management, Multilingualism, Corporate Slavery.   
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Introduction 

In recent years, multilingualism has been a 
fundamental in corporate hiring practices; 
however, there is limited knowledge of how it is 
perceived in the context of hiring practices in the 
context of corporate slavery. Multilingualism 
explains the economic logic of global evolution and 
the sociopolitical logic of labor segmentation. 
Additionally, in corporations, language serves as a 
strategic resource. Multilingual employees are 
often well-equipped to handle cultural differences 
and address misunderstandings that may arise in 
high-pressure situations (Giossi & Mandratzi, 
2024). It is viewed as a currency of communication, 
a cultural asset, and a measure of competitiveness 
(Gunnarsson, 2013; Haque, 2025). However, 
multilingualism creates potential corporate 
dependency within corporate slavery. 

Corporate hiring practices are fundamental to 
finding, attracting, and hiring new employees in 
today's competitive marketplace. Hiring practices 
allow corporations to reevaluate existing job 
descriptions, conduct structured interviews, and 
eventually offer a positive candidate experience, as 
today's employees are choosing not to be 
corporate. Therefore, for effective onboarding, 
having clear communication throughout the hiring 
process allows employees to make informed 
decisions. Multilingualism, combined with digital 
literacy, can promote communication and improve 
global career opportunities (Giossi & Mandratzi, 
2024). 

In this research, the authors position 
multilingualism in hiring practices not only as a 
communicative advantage but as a socio-economic 
mechanism that can both empower and enslave. 
Moreover, the obtained insights highlight the 
contradictory role of multilingualism in hiring 
practices in developing modern corporate 
structures and employee subordination. 

This research is grounded in Bourdieu's theory of 
linguistic capital and Foucault's notion of 
disciplinary power. According to Bourdieu (1991), 
linguistic capital represents a state of symbolic 
power in corporate hiring practices. In contrast, 
Foucault's (1977) framework offers insight into 
how corporations internalize control through 

surveillance and normalization in hiring practices. 
Together, these attributes portray multilingualism 
as both an empowerment and a form of authority, 
a duality central to modern corporate slavery. 
Furthermore, this research aimed to explore the 
role of multilingualism in shaping modern hiring 
practices within corporations, in the context of 
corporate dependency and labor exploitation. 
Specifically, it aimed to explore how language 
proficiency functions as a criterion of 
employability in corporations. Hence, the authors 
developed the overarching question: to what 
extent does multilingualism impact hiring 
decisions and talent acquisition in corporations? 

To answer these questions, the authors conducted 
a survey study and semi-structured interviews. 
The data were collected using Qualtrics Software 
for a survey study (n = 312) and semi-structured 
interviews (n = 30) conducted via Zoom Software. 
The obtained data were analyzed using SPSS 30 
and NVivo software. The results revealed that 
multilingualism is portrayed as a technology of 
control in the corporate hiring practices. 
Therefore, without structural adaptation, 
multilingualism risks being a barrier in modern 
hiring practices, especially in the context of 
corporate dependency and labor exploitation.  

Literature Review 

As the world becomes increasingly interconnected, 
modern workplaces are becoming hubs of 
linguistic diversity (Fiset, 2023; Gaibrois, 2023). 
Also, as AI advances rapidly, it suggests that 
corporations transform and adapt to the modern 
workplace reality (Calluso & Devetag, 2025). 
Moreover, being able to communicate effectively in 
multiple languages with colleagues, clients, and 
partners allows employees to tackle challenges and 
overcome workplace barriers (Giossi & Mandratzi, 
2024). 

In a modern workplace, multilingualism can be an 
asset and a challenge (O'Rourke & Brennan, 2023). 
Besides, existing knowledge on multilingualism as 
an "add-on skill" has transformed (Kraft & 
Flubacher, 2023; Gunnarsson, 2013). Corporations 
use multilingual strategies as an organization's 
broader language management strategies (De 
Malsche et al., 2024), as well as the thinking 
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processes behind when, how, and why these 
strategies are used (Grin & Vaillancourt, 2021). 

The capacity to communicate in multiple languages 
has become one of the most essential features that 
any successful company must integrate (Ali & Al-
Mahmoud, 2023; Kosho, 2024). Additionally, it 
produces social biases associated with name 
ethnicity, grammar, or syntax style (Kadolkar et al., 
2025). While governance frameworks advocate 
algorithmic audits and explainability protocols, 
empirical validation within multilingual contexts 
remains limited (van Zoonen et al., 2024). 

Moreover, modern corporate slavery can be 
perceived as falling on a spectrum of working 
conditions (Christ & Helliar, 2021). The job 
applicant hiring process is inherently complex, 
containing various dimensions such as cultural fit, 
team dynamics, and individual qualifications (Rao 
& Zhao, 2025). According to Giossi and Mandratzi 
(2024), volatility, uncertainty, and technological 
changes are the dominant factors shaping 
workplace conditions, adding pressure on 
employees to acquire or upgrade new skills to stay 
competitive and employable (Ali & Al-Mahmoud, 
2023; Biea et al., 2024; De Malsche et al., 2024). 
Moreover, technological advancements have led to 
the emergence of new types of networks and 
workplaces, making linguistic matters more urgent 
(Gunnarsson, 2013). 

Today, language proficiency operates 
simultaneously as human capital (Hewitt, 2012). 
Moreover, in global labor markets, linguistic 
competence can improve employability while also 
supporting power asymmetries (Gonçalves, 2020; 
Goble, 2023). Furthermore, the need for "global 
competencies" has led to the design of new study 
programs that highlight the attributes employers 
are seeking (Gaibrois, 2023; Vessey & Nicolai, 
2023). 

Inmodern corporate environments, corporate slav
ery represents the exploitation of employees 
through extreme control, excessive demands, and 
restricted autonomy (Gabelaia et al., 2024). These 
conditions are visible in corporate settings, where 
accent norms, algorithmic filtering, and "fit" 
criteria translate into coercive or exploitative labor 
practices, as some critical theorists refer to as 
corporate slavery (Hyken, 2022; Han et al., 2024). 
Thus, insights into forced and dependent labor 

show that linguistic vulnerability moderates 
exploitation (Churkina et al., 2023; Grin & 
Vaillancourt, 2021). 

Multilingual policies are increasingly necessary in 
human resources practice within the corporate 
slavery context (Gabelaia et al., 2024). Modern 
slavery, including forced labor, is a practice that 
impacts more than 40 million people (Christ & 
Helliar,2021). This dynamic, where limited 
language amplifies subordination, forms a 
continuum between standard precarious 
employment and outright coercion (Tarawneh & 
Al-Badawi, 2025; Mbare et al., 2024). As such, more 
corporations are redesigning their policies, 
practices, and procedures to incorporate the 
multilingual aspect (Tarawneh & Al-Badawi, 
2025). Moreover, large-scale labor market 
analyses suggest that bilingualism yields uneven 
returns, depending on the language combination, 
industry, and occupational classification (Churkina 
et al., 2023). Moreover, according to Back and 
Piekkari (2024), multilingualism often improves 
cognitive flexibility and customer access; 
nevertheless, language hierarchies persist within 
corporations. Additionally, accent remains a 
powerful status marker (Hideg et al., 2024). 
Therefore, multilingual workers often encounter 
invisible ceilings (Drożdżowicz & Peled, 2024; 
Gaibrois, 2023). 

Three recurring mechanisms connect 
multilingualism and corporate slavery: first, the 
credentialization of language (Hu et al., 2024); 
second, accent normativity (Hideg et al., 2024); and 
third, information asymmetry. 

The language used in recruitment advertisements 
has a powerful impact on applicant behavior (Kraft 
& Flubacher, 2023; Goble, 2023). However, 
evidence indicates limited downstream impact 
without structural changes to screening processes 
(Hu et al., 2024; Mahjoub & Kruyen, 2021). Field 
studies also demonstrate that accent bias 
continues through interviews and assessment 
centers, reflecting cognitive shortcuts that favor 
linguistic familiarity (Hideg et al., 2024; Tarawneh 
& Al-Badawi, 2025). Notably, discriminatory lexical 
framing such as "energetic," "native English 
speaker," or "young team" can exclude qualified 
multilinguals under the guise of "cultural fit" (Burn 
et al., 2022; Hetjens & Hartmann, 2024; Goble, 
2023). 
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Corporations face unique challenges that require 
flexible and adaptable professionals and 
multilingual workers capable of bridging cultural 
gaps, building relationships with international 
partners, and navigating complex business 
environments (Giossi & Mandratzi, 2024; 
Tarawneh & Al-Badawi, 2025). Therefore, in 
today's globalized economy, multilingualism is a 
critical skill in various sectors (Pietrzyk-Kowalec, 
2023; Ali & Al-Mahmoud, 2023). Language 
technologies based on the exploitation of large data 
sets, from machine translation and automatic text 
generation to digital voice assistants, are a 
particular form of human-made sign practice in 
which traditional language norms interact with the 
affordances of digital devices and the capitalist 
interests of those who design them (Schneider, 
2022; Kosho, 2024). 

Increasing attention is being paid to predictive 
language technologies and their impacts on 
individual users and public discourse (Chonka et 
al., 2023). In the past decade, technological 
innovations and their applications to recruitment 
systems have significantly grown (Calluso & 
Devetag, 2025). As artificial intelligence changes 
recruitment, and language bias becomes 
embedded in algorithms themselves (Albaroudi et 
al., 2024). Moreover, artificial intelligence is 
changing recruitment practices by improving 
efficiency, scalability, and perceived objectivity 
(Haque, 2025; Tonneau et al., 2022). 

Overall, gender-inclusive job language modestly 
improves perceived fairness (Hetjens & Hartmann, 
2024; Pietrzyk-Kowalec, 2023) but infrequently 
changes aggregate diversity results (Hu et al., 
2024). Moreover, AI ethics frameworks highlight 
the significance of transparent model 
documentation (Rao & Zhao, 2025; Albaroudi et al., 
2024). Worker-driven models that incorporate 
linguistic access display more significant promise 
in managing the linguistic dimension of 
exploitation (Biea et al., 2024; Lawson et al., 2022). 
Current scholarship lacks longitudinal evidence 
tracing linguistic bias from hiring to post-hire 
outcomes in the context of corporate slavery (Back 
& Piekkari, 2024; De Malsche et al., 2024; Fiset, 
2023; Giossi & Mandratzi, 2024; Gunnarsson, 2013; 
Haque, 2025; O'Rourke & Brennan, 2023). 

 

Research Methodology 

To explore the role of multilingualism in shaping 
modern hiring practices within corporations, in the 
context of corporate dependency and labor 
exploitation, the authors used a mixed-methods 
approach. The authors examined existing literature 
to identify and analyze data to develop quantitative 
and qualitative research. Hence, based on extracted 
insights, the authors developed a survey study and 
semi-structured interviews.  

The authors used a sequential explanatory design. 
This method allows, first, to obtain quantitative 
insights and, second, to use qualitative results to 
explain those findings. Thus, these methods lead to 
demonstrating results with practical and reliable 
insights. Languages Spoken Fluently (linguistic 
capital), Employment Hierarchy Level, Annual 
Salary, Years of Experience, Workload Index, and 
Job Satisfaction were identified as major variables. 
Data were collected using Qualtrics software. The 
first phase involved quantitative assessments. The 
authors used statistical models such as 
descriptives, correlations, and regressions for data 
analysis. In the second phase, semi-structured 
interviews were conducted with 30 participants.  

Furthermore, the authors used purposive and 
snowball sampling methods. This approach was 
allowed for respondents with experience in 
multilingual corporate contexts. Interviews were 
transcribed and coded using NVivo Software. This 
ensured consistency and transparency in the 
analytic process. 

Accordingly, survey data were analyzed using SPSS 
30. The authors performed descriptive statistics, 
correlation, and regression analysis to identify 
measurable relationships between linguistic 
capital and employment stratification. Qualitative 
data were analyzed through Braun and Clarke’s 
(2020) six-step framework. 

The authors followed ethical principles. Informed 
consent was obtained. Moreover, the 
confidentiality and anonymity of respondents were 
protected. All participants were informed of the 
research objectives as well as their right to 
withdraw at any time. Lastly, methodological rigor 
was supported through data triangulation, inter-
coder reliability checks (Cohen’s κ > 0.80), and 
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member validation to confirm interpretive 
accuracy. 

Results and Discussions 

Survey Results 

The research on the role of multilingualism in 
shaping modern hiring practices within 
corporations was conducted between February 
12th and August 17th, 2025. Before data analysis, 
the authors performed data cleaning to secure 
accuracy and reliability in the results. The original 
dataset from Qualtrics software contained 411 
cases. The data were then checked for consistency, 
completeness, and outliers. Moreover, any case 
with more than 25% missing responses was 
excluded from the final analysis. 

Additionally, duplicate entries and inconsistent 
coding were specified and corrected through cross-
checking with raw records. After cleaning, the 
author selected 312 accurate cases. This 
represented 75.9% of the original dataset. Thus, 
allowing the data analysis to continue. Lastly, this 
sample provided a balanced basis to conduct 
descriptive statistics, correlations, and regression 
analyses while preserving representativeness 
across industries and geographic regions. The 
Survey respondents represented six industries, 
including finance, IT, logistics, manufacturing, 

retail, and consulting, and came from 28 countries. 
Notably, the largest groups were in Western 
Europe (37%), North America (29%), and Eastern 
Europe (21%). 

Table 1 below highlights descriptive statistics and 
summarizes key variables related to 
multilingualism and employment structure. First, 
on average, respondents spoke 3.12 languages (SD 
= 1.04), demonstrating high linguistic diversity in 
the sample. Employment hierarchy was broken 
into four tiers: 1 = Entry-level, 2 = Mid-level, 3 = 
Managerial, 4 = Executive. Therefore, the mean 
employment hierarchy level (M = 2.26, SD = 0.81) 
demonstrates that most respondents were 
employed in mid-level positions. Moreover, the 
average annual salary of USD 74,500 (SD = 28,600) 
shows a moderately compensated employee. 
Furthermore, respondents had on average 8.3 
years of experience, while working approximately 
46.8 hours per week. At last, the job satisfaction 
marked 3.47 on a 5-point scale. This demonstrates 
moderate happiness at work but offers a space for 
improvement. Additionally, the relatively small 
skewness and kurtosis values suggest approximate 
normal distribution, validating the dataset for 
inferential analysis. Descriptive results reveal that 
linguistic capital, measured as the number of 
languages spoken fluently, positively associates 
with higher income and hierarchy, though not 
uniformly across tiers. 

Table 1: Descriptive Statistics (N = 312) (Developed by the Authors) 
 

Variable M SD Min Max Skewness Kurtosis 

Languages Spoken Fluently 
(Linguistic Capital) 

3.12 1.04 1 6 0.48 - 0.32 

Employment Hierarchy Level 2.26 0.81 1 4 0.33 - 0.91 

Annual Salary (USD, thousands) 74.5 28.6 28 185 0.64 - 0.21 

Years of Experience  8.3 6.4 1 27 0.89 0.12 

Workload Index (hrs/week) 46.8 7.9 35 72 0.76 0.11 

Job Satisfaction (1-5 Likert) 3.47 0.92 1 5 - 0.22 - 0.51 

Furthermore, Pearson correlation coefficients 
were computed for the bivariate relationships 
among linguistic capital, employment hierarchy, 
and other job-related variables. Table 2 below 
shows the summary of the results. The strongest 
correlation was observed between employment 
hierarchy and annual salary (r = .71, p < .01). This 

suggests that higher hierarchical positions are 
instantly associated with raised compensation. 
Moreover, linguistic capital also revealed a strong 
positive correlation with both employment 
hierarchy (r = .64, p < .01) and salary (r = .58, p < 
.01). This suggests that multilingual mastery helps 
in career advancement and earning potential. 
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Furthermore, the results revealed a moderate 
correlation between workload and hierarchy (r = 
.41) and between linguistic capital and workload (r 
= .39). This suggests that multilingual employees 
frequently have higher responsibilities, 
presumably due to communication capabilities. 

In contrast, job satisfaction revealed weak 
correlations with other variables, particularly with 
linguistic capital (r = .18), signifying that language 
ability improves professional opportunities but not 
necessarily psychological fulfillment.  

 
Table 2: Pearson’s Correlation Matrix (N = 312) (Developed by the Authors) 

 

Variable 1 2 3 4 5 6 

1. Linguistic Capital -       

2. Employment Hierarchy .64** -      

3. Annual Salary .58** .71** -     

4. Years of Experience  .22* .47** .51** -    

5. Workload Index .39** .41** .44** .19* -   

Job Satisfaction    .18 .26** .31** .12 .05 -  

 Note: p < .05; p < .01 (two-tailed) 

Next, the authors performed a multiple linear 
regression to predict Employment Hierarchy using 
Linguistic Capital, Years of Experience, and 
Workload Index as independent variables. Tables 3 
and 4 below highlight the results from the multiple 

regression analysis. Table 3 shows the overall 
regression model is statistically significant (F (3, 
308) = 52.91, p < .001). It also explains 50.6% of the 
variance in employment hierarchy (R² = .506, 
Adjusted R² = .498). Further, this suggests a strong 
explanatory power of the selected predictors. 

 
Table 3: Multiple Regression Model Summary (Developed by the Authors) 

 

Model R R2 Adjusted R2  St. Error F Sig. 

1 .711 .506 .498 0.577 52.91 .000 

 
Table 4 further demonstrates that linguistic capital 
(β = .56, p < .001) is the most significant variable. 
This demonstrates that multilingual proficiency is 
the primary driver of hierarchical progress within 
corporations. The results show that years of 
experience (β = .19, p = .003) also suggests that 

professional tenure moderately improves position 
level; on the other hand, workload (β = .11, p = 
.043) shows a minor but significant effect. 
Additionally, the constant term (B = 0.84, p < .001) 
reveals the baseline hierarchy level when all 
predictors are held constant. 

 
Table 4: Regression Coefficients (Developed by the Authors) 

 

Predictor B SE B β t Sig. 

(Constant) 0.84 0.21 - 4.00 .000 

Linguistic Capital 0.43 0.05 .56 8.60 .000 

Years of Experience 0.06 0.02 .19 3.01 .003 

Workload Index 0.02 0.01 .11 2.03 .043 
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Interview Results 

A total of 30 respondents (N = 30) were 
interviewed between June 1, 2025, and August 1, 
2025. Overall, 12 human resource managers, 8 
corporate recruiters, and 10 multilingual 
employees working in corporations across 
Western Europe, North America, and Eastern 
Europe were selected. Moreover, respondents 
spoke English, Mandarin, Spanish, French, and 
German, with English being the most prevalent. 

Interviews were conducted using Zoom Software. 
On average, interviews last between 26 and 31 
minutes. Overall, the authors asked 14 questions 
about the role of multilingualism in shaping 
modern hiring practices within corporations. 

Interview transcripts were transcribed and 
examined using NVivo software, using Braun and 
Clarke's (2020) six-step thematic analysis 
framework. Next, deductive and inductive coding 
was performed. Finally, the results demonstrated 

178 initial codes. The authors clustered them into 
12 subthemes and then converged them into three 
major themes. Inter-coder reliability (Cohen's κ = 
0.86) confirmed strong agreement. 

Table 5 below shows the demographics from the 
semi-structured interviews. The results reveal a 
56.7% female and 43.3% male ratio, with the 
majority aged between 35 and 44 years (40%), 
suggesting a mid-career respondent base. 
Moreover, industry was led by technology (26.7%), 
consulting (23.3%), and finance (20%). 
Furthermore, respondents spoke on average of 3.4 
languages, demonstrating the linguistic diversity 
that is fundamental for this research. Overall, the 
respondent sample was well-balanced, improving 
the research’s cross-cultural validity. The 
demographic data demonstrate a representative 
and heterogeneous group of professionals. This 
allowed the authors to explore the impact of 
multilingualism on hiring practices, workload 
expectations, and hierarchical progression in the 
context of corporate slavery. 

 
Table 5. Participant Demographics (N = 30) 

 
Variable Category Frequency Percentage (%) 

Gender Female 17 56.7 

 Male 13 43.3 

Age 25-34 yrs 7 23.3 

 35-44 yrs 12 40.0 

 45-54 yrs 9 30.0 

 55+ yrs 2 6.7 

Region Western Europe 11 36.7 

 North America 9 30.0 

 Eastern Europe 10 33.3 

Industry Technology 8 26.7 

 Finance 6 20.0 

 Logistics 5 16.7 

 Manufacturing 4 13.3 

 Consulting 7 23.3 

Language Spoken - 3.4 - 
Note: Percentages may not total 100 due to rounding 

 

Moreover, Table 6 below shows the coding matrix 
derived from the thematic analysis. This reveals 
how raw narrative codes were organized into 
coherent subthemes and overarching themes, 
demonstrating the role of multilingualism in  

 

corporate contexts. The results revealed three 
central themes such as Linguistic Commodification, 
Disciplinary Power, and the Dependency and 
Inclusion Paradox.  
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Under Linguistic Commodification, codes such as 
"language as currency," "translation burden," and 
"recognition gap" demonstrate how corporations 
treat multilingual ability as an economic asset 
rather than a professional right. Moreover, 
Disciplinary Power extracted self-regulatory 
behaviors such as "sound global," "self-
censorship," and "fear of mistake". This 

demonstrates how employees internalize linguistic 
conformity to maintain employability. Finally, the 
Dependency and Inclusion Paradox theme contains 
codes such as "bridge but not builder" and "voice 
without vote," suggesting how multilingual 
workers are valued for connectivity but denied 
decision-making power.

Table 6: Coding Matrix for Thematic Analysis (Developed by the authors) 

Pattern Theme Subtheme Representative Codes NVivo 
Reference 

Count 

Linguistic 
Commodification 

Market Value 
of Speech 

“Language as currency,” 
“translation burden,” 

“recognition gap” 

54 

 Hidden Labor “Extra tasks,” “unpaid 
translation,” “double 

expectation” 

38 

Disciplinary 
Power 

Accent and 
Image 

Management 

“Sound global,” “self-
censorship,” “email 

formality” 

62 

 Emotional 
Regulation 

“Fear of mistake,” “always on 
guard,” “tone control 

43 

Dependency and 
Inclusion 
Paradox 

Perceived 
inclusion 

“Bridge but not builder,” 
“voice without vote” 

46 

 Structural 
Dependency  

“Limited promotion,” 
“regional lock,” “token 

diversity” 

64 

   Note: Codes derived from using Braun & Clarke (2020) six-phase framework. Cohen’s κ= .86 

 

Table 7 summarizes the frequency and weighted 
intensity of the three major themes obtained from 
thematic analysis. First, Disciplinary Power 
appeared as the most often referenced theme, cited 
by 25 respondents with 105 coded references, 
accounting for 35% of the total thematic intensity. 
This dominance indicates that self-monitoring, 
accent regulation, and linguistic conformity are 
predominant experiences among multilingual 
employees seeking to meet corporate 

communication standards. Next, the Dependency 
and Inclusion Paradox (34.3%) was discussed by 29 
respondents, emphasizing the recurring 
perception of being "included but powerless" 
within organizational hierarchies. Lastly, Linguistic 
Commodification (30.7%) was mentioned by 27 
respondents, highlighting the economic framing of 
language skills as tradable labor rather than a 
professional competence. 
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Table 7: Theme Frequency and weighted Intensity 
 

Theme # of Respondents 
Mentioning Theme 

Total Mentions Weight 
Intensity (%) 

Linguistic 
Commodification 

27 92 30.7 

Disciplinary Power 25 105 35.0 

Dependency and Inclusion 
Paradox 

29 103 34.3 

   Note: Weight Intensity = (total mentions of theme/total mentions across themes) x100 

 
Discussions 

Multilingualism plays a fundamental role in 
modern hiring practices. This shows the growing 
demand for employees who can operate across 
linguistic and cultural boundaries. Organizations 
today view language proficiency as a quality of 
adaptability, market agility, and cross-cultural 
competence. Besides, this aligns well with global 
corporate and client diversification practices. 
Hence, as a result, multilingual candidates 
frequently earn preferential admission to 
employment and are perceived as more competent 
at bridging international teams and managing 
diverse stakeholders. 

In contrast, multilingualism creates a hierarchy in 
the corporations (Haque, 2025). While it sustains 
employability, it can also commodify employees' 
linguistic skills (Kraft & Flubacher, 2023). 
Therefore, this could reinforce communication 
ability as a form of economic capital rather than 
professional capability. Moreover, corporations 
often reward linguistic versatility at entry or mid-
level positions. However, it rarely results into 
leadership opportunities. This reveals a structural 
bias. Therefore, multilingualism could both 
advance and constrain the modern workplace and 
creates dimensions for corporate slavery. 

Furthermore, the results from the survey and semi-
structured interviews collectively demonstrate 
that multilingualism has a decisive yet paradoxical 
role in developing modern hiring practices within 
corporations. The statistical results demonstrated 
that linguistic capital strongly predicts 
employability and hierarchy, supported by a 
significant correlation between multilingual 
proficiency, employment level, and salary (r = .64, 
– .71, p < .01) and a strong regression coefficient (β 
= .56, p < .001). 

Moreover, these results demonstrate that 
multilingualism functions as a strategic 
differentiator in the global labor market. This 
represents adaptability, cross-cultural fluency, and 
international readiness (Bourdieu, 1991). 
Therefore, the results once more show that 
multilingualism is institutionalized as a measure of 
inclusion at recruitment but rarely as a 
determinant of strategic authority. This again 
reinforces the symbolic rather than structural 
value of linguistics in hiring practices. 

The semi-structured interview results supported 
and reinforced the survey results. Transcribed 
themes highlighted how corporate hiring systems 
commodify language as a productivity mechanism 
rather than a pathway to empowerment. 

Interviews with recruiters and employees 
demonstrated that multilingual candidates are 
often recruited due to linguistic skills. One of the 
HR managers stated, "It is not who speaks best, it is 
who speaks for the company." Also, multilingual 
employees stated that "their skills often increased 
workload without improving status or 
compensation". Moreover, "We're told to 'sound 
global', which actually means sound Western," an 
Eastern European respondent observed. Moreover, 
during the interviews, it was observed that 
respondents constantly self-corrected their 
pronunciation and tone. Furthermore, one of the 
mid-level managers noted: "I'm always the bridge 
but never the builder." This connects well with 
Foucault's (1977) notion of disciplinary power, 
wherein employees internalize linguistic 
expectations to sustain employability. 

Conclusion 

This research article explored the impact of 
multilingualism in corporate hiring practices in the 
context of corporate slavery. The research was 
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grounded in Bourdieu’s (1991) linguistic capital 
and Foucault’s (1977) theory of disciplinary power 
theory, demonstrating that language proficiency 
can mirror aspects of corporate slavery. 

The results indicate that multilingualism 
simultaneously empowers and constrains the 
contemporary workforce. It improves access to 
employment in corporations, yet it also develops 
corporate dependency structures. Hiring practices 
strongly valorize linguistic capital but also 
transform language into economic capital. This 
highlights not only who can be employed but also 
how employees could be positioned and perceived 
within corporate hierarchies. 

Quantitative results demonstrated a significant 
positive correlation between multilingual 
proficiency and employability. While qualitative 
proof revealed the lived experiences of overwork, 
undervaluation, and identity commodification 
among multilingual employees. Therefore, 
multilingualism improves entry and mid-level 
opportunities but fails to offer opportunities for 
strategic leadership positions. 

Theoretically, this research contributes to critical 
management and sociolinguistic scholarship. The 
results strengthen the concept that corporate 
structures do not reward language ability but 
convert linguistic diversity into economic 
productivity. Hence, linguistic capital evolves into 
a disciplinary mechanism. However, from the 
applied science perspective, the results hold 
significant implications for human resource 
management, diversity policy, and organizational 
ethics. 

In conclusion, without structural change, linguistic 
inclusion risks strengthening rather than 
dismantling corporate hiring practices. As 
globalization continues, corporates face an 
imperative to transform multilingualism from an 
instrument of control into a platform for 
empowerment. 
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