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Abstract In today's interconnected and rapidly evolving global economy, effective global talent
management (GTM) is paramount for organizations aiming to attract and retain top talent. This
review explores various strategies for talent attraction and retention, delving into the nuances of
employer branding, recruitment channels, diversity and inclusion, and competitive
compensation. It also examines key retention strategies, including employee engagement, career
development, work-life balance, and organizational culture. Through case studies of successful
and failed GTM programs, this paper highlights best practices and common pitfalls.
Additionally, it addresses challenges and future trends, such as global mobility, technological
advances, and economic and political factors. By integrating these insights, organizations can
develop robust GTM frameworks that drive innovation and long-term success.
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Introduction

A. Definition of Global Talent Management

Global talent management (GTM) refers to the strategic approach organizations employ to
attract, develop, and retain individuals with high potential across different regions and countries.
GTM encompasses a variety of practices aimed at ensuring that the right talent is in place to

achieve the organization’s goals in a global context (Scullion &Collings, 2011). According to
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Tarique and Schuler (2010), GTM is critical for multinational companies (MNCs) as it involves
not only recruiting the best talent but also developing and managing them effectively across
diverse cultural and regulatory environments. This definition highlights the complexity and
strategic importance of managing talent on a global scale, as pointed out by Mellahi and Collings

(2010).

B. Importance of Talent Management in a Globalized Economy

The importance of GTM has increased significantly with the globalization of business
operations. As companies expand their operations internationally, they face the challenge of
managing a diverse workforce that spans multiple countries and cultures. According to Farndale,
Scullion, and Sparrow (2010), effective GTM practices can provide a competitive advantage by
leveraging diverse talent pools and enhancing organizational performance. Furthermore,
Collings, Scullion, and Vaiman (2011) argue that GTM is essential for addressing the talent
shortages that many industries face, especially in emerging markets. The ability to attract and
retain top talent globally is crucial for sustaining growth and innovation in a competitive global

marketplace (Vaiman, Scullion, &Collings, 2012).

C. Purpose and Scope of the Review

The purpose of this review is to explore the various strategies employed by organizations to
attract and retain global talent. This review will cover key aspects of GTM, including employer
branding, recruitment channels, diversity and inclusion initiatives, competitive compensation,
and employee retention strategies. By examining both successful and failed attempts at GTM, the
review aims to provide insights into best practices and potential pitfalls. The scope of the review
includes research and case studies published between 2012 and 2020, ensuring that the findings
are based on recent and relevant data. According to Stahl et al. (2012), understanding these
strategies is vital for organizations aiming to navigate the complexities of the global talent
landscape. Moreover, this review will highlight the challenges and future trends in GTM,
offering recommendations for practitioners and suggestions for future research (Schuler,

Jackson, &Tarique, 2011).
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Strategies for Talent Attraction

A. Employer Branding
Table 1: Key Components of Employer Branding
Component Description
_ Defining the organization's unique identity, values, and culture that
Brand Identity . o _
differentiate it from competitors.
Employee Value | Articulating the benefits and rewards employees receive in exchange for
Proposition (EVP) their skills, experience, and performance.
Recruitment Developing and implementing marketing strategies to attract potential
Marketing candidates, showcasing the organization as an attractive employer.
Sharing authentic stories and testimonials from current employees to
Employee . . . . -
_ _ highlight the positive experiences and opportunities within the
Testimonials o
organization.
Career Growth | Communicating the opportunities for career advancement, skill
Opportunities development, and professional growth within the organization.
Showcasing the work environment, including office space, facilities, and
Work Environment company culture, to attract candidates who align with the organization's
values.
_ _ Demonstrating a commitment to diversity and inclusion through
Diversity and o o . . .
_ policies, programs, and initiatives that create a welcoming and inclusive
Inclusion
workplace.
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Corporate Social | Highlighting the organization's social and environmental initiatives and

Responsibility commitment to making a positive impact on society.

Monitoring and managing the organization's reputation as an employer,
Employer Brand _ _ ) _ o
addressing any negative feedback or perceptions and promoting positive

Reputation '

experiences.

Maintaining a strong online presence through social media, career
Online Presence websites, and employer review platforms to engage with candidates and

showcase the employer brand.

1. Definition and Importance

Employer branding refers to the process of promoting a company as the employer of choice to a
desired target group, one which a company needs and wants to attract, recruit, and retain.
According to Backhaus and Tikoo (2004), employer branding is essential because it shapes the
perceptions of potential and current employees about the company, thereby influencing their
decision to join or stay with the organization. Berthon, Ewing, and Hah (2005) emphasize that a
strong employer brand can differentiate a company in a competitive talent market, making it
more attractive to top talent. Additionally, effective employer branding can lead to improved

employee engagement and retention (Edwards, 2010).

2. Best Practices and Case Studies

Best practices in employer branding include clearly communicating the company’s values,
culture, and unique selling points (Dell &Ainspan, 2001). Successful companies often use
storytelling and employee testimonials to create an authentic and compelling brand image
(Mosley, 2014). For example, Google’s employer branding strategy, which emphasizes
innovation, creativity, and a supportive work environment, has been highly effective in attracting

top talent (Sullivan, 2004). Another case is Unilever, which leverages its commitment to
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sustainability and social responsibility to attract like-minded professionals (Lievens& Slaughter,

2016).

B. Recruitment Channels and Methods

Traditional Recruitment vs. Digital Recruitment

Traditional recruitment methods, such as job fairs, print advertising, and campus recruiting, have
long been used to attract talent. These methods are effective in reaching certain demographics
and building personal connections (Breaugh, 2013). However, digital recruitment methods,
including online job portals, company websites, and email campaigns, have become increasingly
popular due to their broader reach and efficiency (Galanaki, 2002). Digital platforms allow for
targeted advertising and data-driven recruitment strategies, enhancing the ability to attract

suitable candidates quickly (Cappelli, 2001).

1. Social Media and Online Platforms

Social media platforms like LinkedIn, Facebook, and Twitter have revolutionized talent
attraction by enabling direct engagement with potential candidates (Koch, Gerber, & De Klerk,
2018). These platforms provide opportunities for companies to showcase their employer brand,
share job openings, and interact with a wide audience (Nikolaou, 2014). LinkedIn, in particular,
is widely used for professional networking and recruitment, allowing recruiters to search for and
connect with potential candidates based on their skills and experience (Girard &Fallery, 2011).
Additionally, online platforms such as Glassdoor offer insights into company culture and

employee reviews, influencing candidates' decisions (Dineen& Allen, 2016).

C. Diversity and Inclusion

1. Benefits of a Diverse Workforce

A diverse workforce brings various perspectives, experiences, and ideas, which can enhance
creativity and problem-solving within an organization (Cox & Blake, 1991). Studies have shown
that companies with higher diversity levels tend to perform better financially and have higher

levels of innovation (Hunt, Layton, & Prince, 2015). Diversity also helps organizations better
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understand and cater to a global customer base, improving their market competitiveness

(Roberson, 2006).

2. Strategies for Attracting Diverse Talent

Strategies for attracting diverse talent include implementing inclusive recruitment practices, such
as using diverse interview panels and ensuring job descriptions are free from biased language
(Hernandez et al., 2016). Companies can also partner with organizations that support
underrepresented groups and participate in diversity-focused job fairs and events (Avery &
McKay, 2006). Additionally, showcasing diversity and inclusion initiatives on the company’s
website and social media can attract candidates who value an inclusive workplace (Thomas,

2004).

D. Competitive Compensation and Benefits

1. Market Trends in Compensation

Competitive compensation is a critical factor in attracting top talent. According to Mercer
(2019), companies need to stay abreast of market trends and adjust their compensation packages
accordingly to remain attractive to potential employees. This includes offering salaries that are
competitive within the industry and region, as well as providing regular pay reviews to ensure

ongoing competitiveness (Gerhart&Rynes, 2003).

2. Innovative Benefits to Attract Talent

In addition to competitive salaries, offering innovative benefits can significantly enhance a
company’s attractiveness to prospective employees. Examples of innovative benefits include
flexible working arrangements, wellness programs, career development opportunities, and
generous parental leave policies (Bloom & Van Reenen, 2006). Companies like Salesforce have
been successful in attracting talent by providing unique benefits such as paid volunteer time and
comprehensive health and wellness programs (Smith, 2017). These benefits not only attract

candidates but also contribute to higher job satisfaction and employee retention (Eisenberger et

al., 1986).

Copyrights @Kalahari Journals Vol.06 Special Issue No.1 B Nov-Dec, 2021
International Journal of Mechanical Engineering
1642



ISSN: 0974-5823 \Vol. 6 (Special Issue No. 1 B Nov-Dec, 2021

International Journal of Mechanical Engineering

Strategies for Talent Retention

A. Employee Engagement

1. Importance of Engagement in Retention

Employee engagement is critical for retention as it directly impacts job satisfaction, productivity,
and organizational loyalty. According to Gallup (2013), highly engaged employees are 87% less
likely to leave their organization compared to disengaged employees. Engaged employees are
more committed to their work and are often more willing to go above and beyond their job
responsibilities (Harter, Schmidt, & Hayes, 2002). Schaufeli and Bakker (2004) found that
engagement, characterized by vigor, dedication, and absorption, leads to higher retention rates

and better performance outcomes.

2. Engagement Programs and Initiatives

Effective engagement programs include regular feedback and recognition, opportunities for
growth and development, and fostering a sense of purpose and belonging (Markos&Sridevi,
2010). Google’s “20% time” initiative, where employees spend 20% of their work time on
projects they are passionate about, is a prime example of fostering engagement through
innovation and autonomy (Mediratta, 2007). Additionally, companies like Adobe have
eliminated formal performance reviews in favor of ongoing check-ins to promote continuous
feedback and development, enhancing employee engagement and retention (Corporate

Leadership Council, 2012).

B. Career Development and Training

1. Professional Development Opportunities

Providing opportunities for professional development is a key strategy for retaining talent.
According to the American Society for Training and Development (ASTD, 2012), employees
who have access to professional development are more likely to stay with their organization.
Programs such as tuition reimbursement, certifications, and attending industry conferences
enable employees to enhance their skills and advance their careers (Jehanzeb& Bashir, 2013).
IBM’s extensive training programs, which include both technical and soft skills development, are

designed to retain talent by investing in their future (Bersin, 2014).
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2. Mentoring and Coaching Programs

Mentoring and coaching programs help employees navigate their career paths and develop their
potential. These programs provide personalized guidance and support, fostering a sense of
loyalty and belonging within the organization (Ragins&Kram, 2007). Companies like General
Electric (GE) have established robust mentoring programs that connect employees with
experienced leaders, facilitating knowledge transfer and career growth (Allen, Eby, & Lentz,
2006). Similarly, coaching initiatives that focus on leadership development, such as those at
Deloitte, have been shown to improve retention by preparing employees for future roles within

the company (Ellinger, Ellinger, & Keller, 2003).

C. Work-Life Balance

1. Flexible Work Arrangements

Flexible work arrangements, such as telecommuting, flextime, and compressed workweeks, help
employees balance their personal and professional lives, thereby improving job satisfaction and
retention (Hill, Hawkins, Ferris, & Weitzman, 2001). According to a study by the Society for
Human Resource Management (SHRM, 2015), 89% of HR professionals believe that flexible
work arrangements contribute significantly to employee retention. Companies like Microsoft
offer extensive flexible work options, enabling employees to choose when and where they work,

which has been effective in retaining top talent (Kossek, Lautsch, & Eaton, 2006).

2. Policies Supporting Work-Life Integration

Policies that support work-life integration, such as parental leave, childcare support, and
wellness programs, are crucial for retaining employees. These policies help employees manage
their work and personal responsibilities more effectively, reducing stress and increasing loyalty
to the organization (Grover & Crooker, 1995). For instance, Netflix offers unlimited parental
leave during the first year after a child’s birth or adoption, allowing employees to balance their

family and work commitments, which has positively impacted retention rates (Friedman, 2015).

D. Organizational Culture and Leadership

1. Building a Positive Workplace Culture
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A positive workplace culture, characterized by trust, respect, and inclusiveness, is fundamental
for retaining employees. A strong culture enhances employee satisfaction and commitment,
reducing turnover (Deal & Kennedy, 1982). Companies like Zappos have built a positive culture
by prioritizing employee happiness and creating a supportive and inclusive environment (Hsieh,
2010). Zappos’ culture of empowerment and its “fun and a little weirdness” core value have

contributed to high levels of employee engagement and retention (Zappos Insights, 2012).

2. Role of Leadership in Retention

Effective leadership plays a crucial role in employee retention. Leaders who are supportive,
transparent, and empathetic foster a positive work environment that encourages loyalty and
commitment (Bass &Riggio, 2006). Transformational leadership, which inspires and motivates
employees through vision and personal influence, has been shown to significantly enhance
retention (Avolio&Yammarino, 2013). For example, leaders at Southwest Airlines emphasize
servant leadership, where they prioritize the needs and development of their employees, resulting
in high retention rates (Greenleaf, 1977). Additionally, leadership development programs that
prepare managers to support and engage their teams can further strengthen retention efforts
(Kouzes& Posner, 2002).

Case Studies and Examples

A. Successful Global Talent Management Programs

1. Company A: Strategies and Outcomes

One notable example of a successful global talent management program is IBM’s Global Talent
Management strategy. IBM has developed comprehensive programs aimed at attracting,
developing, and retaining top talent worldwide. Their strategies include a robust employer
branding initiative, extensive training and development opportunities, and a strong focus on

diversity and inclusion (Kerrin& Oliver, 2002).

IBM's employer branding highlights their commitment to innovation, career growth, and social
responsibility, which appeals to a wide range of potential employees (Mosley, 2014). They offer
various professional development programs, including the IBM Learning Platform, which

provides employees access to courses, certifications, and leadership development opportunities.
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This continuous learning environment helps employees feel valued and motivated to stay with

the company (Jehanzeb& Bashir, 2013).

The outcomes of IBM’s talent management strategies are evident in their high retention rates and
strong global presence. They have successfully maintained a diverse workforce and have been
recognized for their inclusive policies and practices (Lepak& Snell, 2002). According to a study
by Bersin by Deloitte, IBM's focus on continuous learning and development has been a key

factor in their ability to attract and retain top talent globally (Bersin, 2014).

2. Company B: Innovative Practices

Google is another prime example of innovative global talent management. Google’s approach
centersaround creating a unique and engaging work environment that fosters creativity and
innovation. Their employer branding emphasizes the company’s culture of innovation,

flexibility, and employee empowerment (Sullivan, 2004).

One of Google’s innovative practices is their “20% time” policy, where employees are
encouraged to spend 20% of their work time on projects they are passionate about. This initiative
not only boosts employee engagement but also leads to the development of innovative products
and solutions (Mediratta, 2007). Google also offers extensive employee benefits, including
flexible work arrangements, on-site wellness programs, and generous parental leave policies,
which contribute to high employee satisfaction and retention (Bloom & Van Reenen, 2006).

The results of Google’s talent management practices are reflected in their consistently high
rankings as one of the best companies to work for and their low turnover rates. Their focus on
creating a supportive and engaging work environment has enabled them to attract and retain top

talent from around the world (Sullivan, 2004).

B. Lessons Learned from Failed Attempts
1. Common Pitfalls
Despite the successes, some companies have struggled with global talent management due to

various pitfalls. One common issue is the lack of alignment between the company’s talent
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management strategy and its overall business goals. This misalignment can lead to ineffective
recruitment and retention efforts, ultimately impacting the organization’s performance (Boudreau

& Ramstad, 2005).

Another common pitfall is failing to adapt talent management practices to different cultural
contexts. What works in one region may not necessarily work in another, and companies that do
not account for these differences may face challenges in attracting and retaining talent globally
(Tarique& Schuler, 2010). Additionally, insufficient investment in employee development and
career progression can lead to high turnover rates, as employees seek opportunities for growth

elsewhere (Jehanzeb& Bashir, 2013).

2. Strategies to Avoid
To avoid these pitfalls, companies should ensure that their talent management strategies are
closely aligned with their overall business objectives. This involves regular reviews and updates

to the talent management plan to ensure it supports the company’s strategic goals (Cascio, 2006).

Organizations should also tailor their talent management practices to the cultural contexts of
different regions. This can be achieved by involving local managers in the development and
implementation of talent strategies and by being sensitive to cultural differences in work

preferences and expectations (Tarique& Schuler, 2010).

Investing in employee development is crucial for retention. Companies should offer clear career
progression paths, regular training, and development opportunities, and mentorship programs to
support employee growth (Ragins&Kram, 2007). Additionally, creating an inclusive and
supportive work environment can enhance employee satisfaction and reduce turnover (Roberson,

2006).

Challenges and Future Trends
A. Global Mobility and Expatriation

1. Challenges in Managing Global Mobility
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Managing global mobility presents several challenges, including cultural adjustments,
compliance with local labor laws, and managing the cost of expatriate assignments. Cultural
differences can lead to misunderstandings and reduced productivity if not properly managed
(Tung, 1987). Expatriates often struggle with adapting to new cultural environments, which can
impact their performance and retention. Additionally, navigating varying local labor laws and tax

regulations requires careful planning and resources (Collings, Scullion, & Morley, 2007).

Another significant challenge is the financial cost associated with expatriate assignments. These
costs include relocation expenses, housing allowances, and compensation packages that need to
be competitive to attract and retain expatriates (Scullion &Collings, 2006). Companies must
balance these costs while ensuring the expatriates are effectively integrated into the new work

environment.

Figurel: Challenges in Managing Global Mobility
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2. Trends in Expatriate Management

Recent trends in expatriate management include a shift towards short-term and flexible
assignments, often referred to as "global nomads" or "international commuters" (Tahvanainen,
Welch, & Worm, 2005). These assignments are less costly and provide employees with

international experience without the long-term commitment.

Moreover, there is a growing emphasis on the localization of expatriates, where expatriates are
replaced by local talent to build a sustainable workforce in the host country (Collings, Scullion,
& Dowling, 2009). Companies are also investing in pre-departure training programs to better
prepare expatriates for cultural adjustments and the challenges they might face in the host

country (Black, Mendenhall, &Oddou, 1991).

B. Technological Advances and Automation

1. Impact of Technology on Talent Management

Technological advances have significantly impacted talent management by automating repetitive
tasks, enabling data-driven decision-making, and enhancing recruitment processes. Artificial
intelligence (AI) and machine learning algorithms are being used to screen resumes, predict
employee performance, and 1identify high-potential candidates (Bersin, 2018). These

technologies reduce biases in hiring and improve the efficiency of recruitment processes.

Additionally, technology facilitates remote work and virtual teams, which have become
increasingly prevalent. Tools like video conferencing, collaboration platforms, and project
management software enable seamless communication and collaboration across geographies
(Wang & Haggerty, 2011). This flexibility not only attracts top talent but also supports work-life

balance and employee satisfaction.

2. Future Directions
The future of talent management will likely see increased reliance on Al and predictive analytics
to enhance decision-making processes. Predictive analytics can help identify trends in employee

performance and turnover, allowing for proactive interventions (Huselid, 2018).
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Virtual reality (VR) and augmented reality (AR) are expected to play a role in training and
development, providing immersive learning experiences that can simulate real-world scenarios
(Bailenson, 2018). Furthermore, blockchain technology might be utilized to verify credentials
and streamline the hiring process by ensuring the authenticity of candidates' qualifications

(Tapscott&Tapscott, 2016).

C. Economic and Political Factors

1. Influence of Economic Conditions

Economic conditions significantly influence talent management strategies. During economic
downturns, companies often face budget constraints, leading to hiring freezes, layoffs, and
reduced investment in employee development (Cascio& Boudreau, 2016). Conversely, during
periods of economic growth, companies may struggle to attract talent due to increased

competition and demand for skilled workers (Farndale, Scullion, & Sparrow, 2010).

Companies must be agile in adjusting their talent management strategies to align with economic
conditions. This might involve focusing on internal talent development during downturns and
aggressive recruitment during growth periods. Economic conditions also affect compensation

and benefits packages, as companies need to stay competitive to attract and retain top talent.

2. Political Stability and Policy Changes

Political stability and policy changes impact talent management, particularly in terms of
immigration laws, labor regulations, and trade policies. Political instability can create
uncertainty, making it challenging to attract and retain international talent (Mayrhofer&
Brewster, 2005). Changes in immigration policies, such as stricter visa regulations, can limit the

availability of skilled expatriates and affect global mobility (Suutari& Brewster, 2000).

Companies must stay informed about political developments and be prepared to adapt their talent

management strategies accordingly. This includes advocating for favorable policies, developing
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contingency plans for potential disruptions, and fostering a diverse and inclusive workplace to

navigate political uncertainties.

Conclusion

In conclusion, effective global talent management is critical for organizations to succeed in
today's competitive and dynamic global environment. By implementing robust strategies for
talent attraction and retention, companies can build a strong and diverse workforce that drives
innovation and growth. The integration of technology, adaptation to economic and political
conditions, and addressing the challenges of global mobility are essential for developing a
sustainable talent management framework. Looking forward, organizations must continue to
evolve their talent management practices to stay ahead of emerging trends and ensure long-term

Success.
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