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Abstract

This research aims to identify challenges and best practices in strategic
talent management in the era of globalization, as well as to provide insights
into how organizational leaders can effectively manage talent in an
increasingly connected and complex environment. Through a qualitative
approach, data is collected through in-depth interviews with organizational
leaders from various multinational companies operating in the global
market. The main findings of this study show that one of the biggest
challenges in talent management is the difficulty in aligning company
values with the cultural diversity of different countries. In addition, the use
of technology, particularly data analytics, plays an important role in
supporting decision-making related to recruitment and performance
management, although there are concerns about the decline of the personal
element in the process. Best practices identified in this study include the
development of cross-cultural training and the implementation of
managerial policies that are adaptive to local regulations and local cultures.
The study also found that an inclusive and adaptive organizational culture
plays a key role in retaining global talent. The practical implications of these
findings are the need for companies to integrate policies that take into
account cultural diversity, leverage technology for efficiency, and ensure
that personal relationships are maintained in talent management. This
research makes an important contribution for organizational leaders in
formulating better talent management strategies.
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1. Introduction

The era of globalization has significantly changed the dynamics of the
business world, affecting various managerial aspects, including in terms of
talent management (Hossain & Ali, 2020). In an increasingly competitive
and dynamic business environment, organizations are required to adapt
quickly, especially in terms of human resource management (HRM). One
important approach that is gaining increasing attention is strategic talent
management, which focuses on identifying, developing, and nurturing the
best talent to support the organization's vision and mission (Collings &
Mellahi, 2019). As a result, organizational leaders must face complex
challenges related to recruiting, training, and retaining talent that can bring
a sustainable competitive advantage in the global marketplace.

In the context of globalization, the need for an adaptive talent
management strategy is increasingly urgent, given the diverse cultural
backgrounds, different regulations, and evolving technological
sophistication (Scullion & Collings, 2020). Globalization expands the scope
of human resources, which involves cultural diversity and rich experiences,
but also creates challenges in terms of alignment of managerial values and
practices between countries (Tarique & Schuler, 2018). Therefore,
organizations need to develop a talent management strategy that focuses
not only on hiring and retention, but also on developing relevant skills to
support long-term success in a dynamic global marketplace.

The problems faced by leaders in managing talent in the era of
globalization are very diverse. First, many organizations do not fully
understand how to harness global potential in talent management (Vaiman
et al.,, 2020). Second, although more companies are implementing talent
management strategies, there are gaps in the implementation of best
practices in different regions, especially related to diverse cultural
differences and national policies (Stahl et al., 2018). Third, the influence of
rapidly developing technology adds layers of complexity in talent
management, both in terms of digital-based recruitment, e-learning-based
training, and the use of big data for predictive analysis in performance
management (Ng, 2019). Therefore, this research seeks to explore the
challenges faced by leaders in talent management strategies and provide
insights into best practices that can be adapted in various global contexts.

The urgency of this research is very great considering the impact
resulting from less effective talent management on organizational
performance in facing global challenges. Several studies show that
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organizations that fail to manage talent well are at risk of declining
competitiveness, operational inefficiencies, and difficulties in achieving
long-term strategic goals (Maxwell & Steele, 2021). In this context, it is
important to understand how organizations can implement effective talent
management to create a sustainable competitive advantage. Therefore, this
research is expected to make a significant contribution in providing
guidance to organizational leaders in facing the challenges of globalization
that continues to grow.

Previous research on strategic talent management has been extensive,
but most of it has focused on local perspectives and paid less attention to
the increasingly relevant global dimension in this era of globalization
(Festing & Schafer, 2019). In addition, while there are various studies that
address the challenges of talent management, most have not provided
practical guidance on implementing successful strategies in a global context
(Leinonen et al., 2020). This research offers a more comprehensive approach
by integrating challenges and best practices in talent management, both at
the national and international levels, as well as considering the contextual
factors that influence the successful implementation of the strategy.

The novelty of this research lies in the emphasis on the dimension of
globalization which increasingly affects talent management practices. This
research not only identifies the challenges faced by leaders in managing
talent, but also suggests best practices that can be adapted by organizations
in different countries taking into account cultural differences and national
policies (Hofstede, 2020). Furthermore, the research will also discuss how
technology and big data can be integrated in talent management strategies
to create more efficient and evidence-based solutions.

The purpose of this research is to identify the main challenges faced
by leaders in implementing talent management strategies in the era of
globalization, as well as to develop best practice recommendations that can
assist organizations in managing talent more effectively at the global level.
This research also aims to provide insights into how technology and data
analytics can be applied to improve strategic decisions in talent
management, as well as explore the influence of cultural factors on
managerial practices applied in different regions of the world.

The benefits of this research include providing practical guidance for
organizational leaders in formulating and implementing talent
management strategies that are in accordance with the demands of
globalization. In addition, this research can also contribute to the literature
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in the field of human resource management, especially in the context of
globalization and technology. The implications of this research are expected
to enrich insights into the theory and practice of talent management in
global organizations, as well as provide recommendations that are
applicable to the development of managerial policies in multinational
companies.

2. Method

This research uses a qualitative approach with the aim of exploring
the phenomenon of strategic talent management in the era of globalization.
The qualitative approach was chosen because it provides an in-depth
understanding of the challenges and best practices applied by leaders in
managing talent, as well as how the global context influences managerial
decisions. Qualitative research also provides flexibility in exploring factors
that cannot be quantitatively measured, such as perceptions, experiences,
and values held by individuals in organizational contexts (Creswell & Poth,
2018).

The object of this research is the leaders of organizations directly
involved in strategic talent management in multinational companies
operating in different countries. The focus of this research is to explore the
challenges they face as well as the best practices they apply in managing
talent at a global level. In this study, the leaders who were the object of the
research had experience in handling issues related to talent management,
such as recruitment, career development, and talent retention in companies
spread across various global regions.

The data sources of this study consist of two main types of data:
primary data and secondary data. Primary data was obtained through in-
depth interviews with organizational leaders involved in strategic talent
management. This interview aims to explore the views, experiences, and
challenges they face in managing talent in the era of globalization.
Secondary data will be obtained from relevant documents, such as
company annual reports, internal publications, and articles that discuss
managerial practices in the context of globalization (Denzin & Lincoln,
2018).

The population of this study is leaders who play a role in talent
management in multinational organizations. The research sample was
selected using the purposive sampling technique, where the sample
selection was based on certain criteria, such as job position and experience
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in global talent management. The selected sample will represent various
industry sectors and geographical regions to ensure sufficient variation in
the perspectives obtained (Patton, 2015). The number of samples taken will
be adjusted to the principle of data saturation, where data collection will be
stopped when no new information emerges in the interview.

The main data collection technique in this study is in-depth interviews
conducted in a semi-structured manner. The semi-structured interview
approach allows researchers to ask open-ended questions that can be
explored further according to the responses from the informant, while still
maintaining a focus on the research topic (Bryman, 2016). In addition, field
observations can also be carried out to gain a richer understanding of
organizational dynamics in talent management, although in this study
more focus is on interviews as the main method.

In terms of analysis techniques, the data obtained from the interviews
will be analyzed using thematic analysis techniques. Thematic analysis
allows researchers to identify patterns, themes, and meanings that appear
in qualitative data. This process involves encoding data to group
information relevant to the research question and then analyzing the
relationships between emerging themes (Braun & Clarke, 2006). In addition,
the analysis will be conducted taking into account the global context that
affects talent management strategies and the cultural differences that exist
in each region studied.

Through this approach, the research aims to provide in-depth insights
into the challenges and best practices in strategic talent management in a
global context, as well as offer practical recommendations for
organizational leaders in managing talent in the era of globalization.

3. Results & Discussion

Main Challenges in Talent Management in the Era of Globalization

Based on the results of interviews with organizational leaders in
multinational companies, there are several main challenges faced in talent
management in the era of globalization. One of the biggest challenges is the
difficulty in aligning the company's values with the cultural diversity that
exists in the different countries in which they operate. In an increasingly
diversified global business environment, leaders often have to deal with
cultural perspectives that affect the way they work, communicate, and
make decisions. This adds complexity in the process of recruitment,
training, and career development of employees.
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In addition, another challenge is talent management which is
increasingly affected by technological developments. Leaders feel
pressured to integrate new technologies in managerial processes, such as
the use of data-driven software for predictive analytics in the determination
of talent potential. While technology provides many benefits in improving
efficiency, many leaders feel less prepared for these changes, both in terms
of technical skills and in terms of the organizational culture changes
required to adopt the technology.

Furthermore, talent management in a global context is also faced
with the issue of retaining talented employees. In interviews, some leaders
stated that high-achieving employees often choose to move to another
company with more attractive offers, both in terms of compensation and
career development opportunities. This becomes a serious problem because
companies often spend a lot of resources on recruiting and training
employees, but struggle to retain them in the long run.

Table 1. Challenges Faced in Talent Management in the Era of

Globalization

Challenge Description
Alignment of Values and Culture | Difficulty aligning company values
with local cultures in different
countries.
Technology Integration Unpreparedness of leaders in
integrating new technologies in the
talent managerial process.
Talent Retention Difficulties in retaining talented
talent due to offers from other
companies that are more attractive.

Best Practices in Global Talent Management

In the face of these challenges, multinational companies are
implementing various best practices to strategically manage talent. One of
the best practices that is widely implemented is the development of cross-
cultural training programs. This training program is designed to introduce
employees to the different cultures that exist in the workplace, as well as
equip them with effective communication skills in an international
environment. This has been proven to help promote better teamwork and
strengthen intercultural cohesion within the organization.

In addition, many organizations are utilizing technology in the
recruitment and talent management process. The use of data-driven
platforms to screen potential employees and predict their performance is
one of the steps that is considered very effective in finding talent that suits
the needs of the company. Leaders interviewed revealed that by using
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analytics tools, they can identify employees who have great potential and
design development programs accordingly.

Another practice implemented is the adjustment of managerial
policies to local regulations applicable in each country. For example, some
companies implement flexibility in the arrangement of working hours, in
accordance with the employment policies in each country. This way,
companies can attract more talent from a variety of backgrounds and give
them room to thrive in a more supportive environment.

The Influence of Technology on Talent Management Strategy

In this study, the use of technology in talent management is one of
the main themes that emerge. Technology, especially in the form of
analytics tools and cloud-based human resource management systems, is
playing an increasingly important role in decision-making related to
recruitment and performance management. Organization leaders report
that technology allows them to make faster, data-driven decisions in
determining who should be promoted or given opportunities for further
development.

Data-driven systems are also used to analyze trends and patterns of
employee performance in the long term, so that companies can design more
targeted and personalized development strategies. In addition, technology
has also made it easier to communicate and collaborate between global
teams, with tools such as online communication platforms and virtual
workspaces that allow employees in different parts of the world to work
together more efficiently.

However, while technology provides many benefits, some leaders
note that the challenge that arises is the difficulty in maintaining a balance
between technological sophistication and a more personalized approach to
talent management. There are concerns that over-reliance on data and
algorithms could reduce the human element in decision-making, which
should take into account emotional and cultural aspects that technology
cannot measure.

The Role of Culture in Talent Management in Multinational Companies

One of the important findings in this study is the role of culture in
influencing talent management strategies. An inclusive and adaptive
organizational culture has proven to be instrumental in creating an
environment that supports maximum talent development. Some companies
that successfully manage talent are those that have a culture that values
diversity and ensures that all employees feel valued, regardless of their
cultural background.

In addition, talent management is also influenced by the values that
are upheld in each local culture. In some countries, values such as loyalty
and dedication to the company are more emphasized, while in others,
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flexibility and work-life balance are top priorities. Company leaders need
to understand and adjust their policies according to local cultural norms
and expectations in order to attract and retain top talent.

This cultural role is not only related to internal policies, but also to
the way companies interact with local communities. Many companies
implement corporate social responsibility (CSR) programs that are tailored
to local values, so that they can strengthen relationships with the
community and improve the company's image in the eyes of employees and
potential employees.

Table 2. Cultural Influence on Talent Management

Local Culture Talent Management Practices

Asian Culture Emphasizing loyalty and
dedication to the company.

Western European Culture Prioritizing work-life balance and
flexibility in working hours.

North American Culture Emphasizing innovation and ever-
growing personal development
opportunities.

Strategic Implications for Global Talent Management

Based on the findings obtained from this study, there are several
strategic implications for organizational leaders in managing talent in the
era of globalization. One of the key implications is the need for companies
to design a more integrated strategy between local and global managerial
policies. Organizational leaders need to ensure that decisions related to
talent management take into account both local and global needs, and
leverage technology to support smarter and more efficient decisions.

In addition, it is important for companies to increase awareness and
training on cultural diversity among managers and leaders, in order to
avoid conflicts arising from cultural differences. The implementation of a
culturally sensitive managerial strategy will allow companies to create a
more harmonious and productive work environment.

Finally, companies must increasingly prioritize innovation in talent
management, by utilizing technology to create a more personalized and
data-driven employee experience. This will provide a significant
competitive advantage in attracting and retaining the best global talent.
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Table 3. Strategic Implications of Global Talent Management

Strategic Implications Description

Local Policy Integration Develop policies that accommodate
local and global needs in a balanced
manner.

Diversity Training Improve training for managers in

understanding and managing
cultural diversity.

Technological Innovation Leveraging technology to create a
more personalized and data-driven
employee experience.

Discussion of Research Results

This research aims to explore challenges and best practices in
strategic talent management in the era of globalization. Based on the results
of interviews with leaders of multinational organizations, there are several
tindings that are very important in understanding the dynamics of talent
management in the context of globalization. One of the main challenges
found is the difficulty in aligning company values with the cultural
diversity in the different countries in which the company operates. This
difficulty arises because cultural differences can affect employees'
perceptions of how they should work, interact, and contribute within the
organization. Organizational leaders often have to find ways to bridge these
differences so that the entire team can work effectively and in harmony.
This is reinforced by the research of Stahl et al. (2018), which shows that
cultural differences can cause tension in international teams, both in terms
of communication and in effective decision-making.

One of the most challenging aspects of this is diversity management.
Many leaders revealed that they must actively develop a cross-cultural
understanding in order to minimize misunderstandings and improve
collaboration. A diversity-based approach intended to create an inclusive
work environment is a decisive factor in designing effective managerial
policies. For example, companies that adopt cross-cultural training for their
employees not only provide insight into cultural differences, but also train
them to adapt to different work styles. This is especially important given
that employees who are trained in cross-cultural communication tend to be
more effective at working with diverse teams.

In addition to challenges related to cultural diversity, another major
challenge found in this study is the integration of technology in talent
management. Technology offers a variety of advantages in terms of
efficiency and data-driven decision-making; however, it also poses
challenges for organizational leaders in implementing them effectively. One
of the main challenges is the lack of technological readiness or skills among
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managers and leaders. While many companies have begun adopting cloud-
based analytics tools and tools to monitor the performance and potential of
their talent, there are still obstacles to optimizing the technology to the
fullest. This shows that while technology can offer great benefits in
improving efficiency, its implementation requires investment in the
development of skills and an organizational culture that supports the
adoption of new technologies.

The application of technology in talent management, such as the use
of data-driven human resource management systems for recruitment,
performance appraisal, and predicting employee potential, also risks
reducing the personal element in talent management. Some leaders
expressed concern that relying too heavily on data analytics could diminish
their ability to capture the cultural and emotional nuances that are often
important in talent management. This leads to a broader discussion about
the balance that must be maintained between the use of technology and the
importance of human relationships in talent management, as also explained
by Maxwell & Steele (2021).

The best practices applied by multinational companies in this study
focus on two main things: the development of cross-cultural training and
the use of technology in talent management. The development of cross-
cultural training has proven to be very effective in addressing the
challenges of cultural differences faced by employees and organizational
leaders. This training program is not only designed to improve
understanding of cultural differences, but also to improve cross-cultural
communication skills that are indispensable in teams spread across
different regions of the world. This is in line with research conducted by
Tarique & Schuler (2018), which found that cross-cultural training can help
employees to adjust to the different work norms and practices in each
country in which they operate.

Furthermore, the use of technology in talent management is also
considered an important strategic step in creating efficiency and accuracy
in decision-making. Analytics tools are used to identify the most potential
talent, predict performance, and design more personalized career
development programs. Companies that are successful in managing global
talent tend to have robust systems in place to use data to support
managerial decisions, including in terms of recruitment, performance
management, and promotion. However, as discussed earlier, the use of
technology should not overlook other important elements of talent
management, such as personal relationships and an understanding of
cultural values.

This research shows alignment with some previous research, but also
makes a significant contribution by adding new, more in-depth dimensions
to global talent management. For example, research conducted by Vaiman
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et al. (2020) emphasizes the importance of aligning talent management
policies with local needs in various countries. They suggest that effective
talent management at the global level must take into account differences in
labor regulations, cultural values, and market needs that vary between
countries. This study confirms these findings and adds perspective on the
importance of integrating technology and cross-cultural training to address
existing challenges.

However, the findings of this study differ from the study by Collings
& Mellahi (2019) which focuses more on theoretical talent management
without providing much discussion about the application of technology in
practice. This research not only identifies managerial challenges but also
develops practical solutions that are more applicable by focusing on the use
of data-driven technologies and policies to manage talent more efficiently.
In addition, the study emphasizes the importance of cultural awareness and
understanding in global talent management, which was slightly overlooked
in some previous studies.

4. Conclusion

This research shows that strategic talent management in the era of
globalization faces the main challenge in aligning company values with
cultural diversity in various countries, as well as the integration of
technology in managerial processes. Best practices implemented by
multinational corporations involve the development of cross-cultural
training to improve understanding of cultural differences and the use of
data-driven technologies to support more efficient decision-making. While
technology provides many benefits, a balance between the use of
technology and the personal element in talent management must be
maintained. Companies need to adapt policies that are sensitive to local and
global contexts, and continue to innovate in managing talent to maintain a
competitive advantage in an increasingly complex global marketplace. This
research provides important insights for organizational leaders to manage
talent with a holistic, data-driven, and culturally sensitive approach in the
context of globalization.
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