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Introduction 
Talent management is essential for organisational success in 

today's global market. For businesses to have a competitive 

advantage, elite talent must be attracted, retained, and developed 

globally. But for human resource (HR) managers, managing talent  

 

 

 

 

 

 

 

 

 

 

 

from a global perspective has special difficulties. Cultural and 

linguistic difficulties, as well as a lack of educated lab our in some 

regions, are challenges HR managers face while managing 

employees abroad. HR managers can use a variety of tactics, like 

Abstract 

Organisations are realising the significance of Human Resource (HR) strategies for managing talents from a worldwide viewpoint 

as a result of the rising competition for talent brought on by the global economy. When managing talent abroad, HR managers 

encounter a number of difficulties, such as linguistic boundaries, cultural differences, and a shortage of experienced personnel in 

some areas. The study focuses on HR approaches to managing talent inside an organisation to meet business goals and gain an 

edge over competitors on a global scale. This report examines the possibilities and problems HR managers face when managing 

personnel globally, as well as the approaches they might take to meet these challenges. The study used a qualitative research 

methodology that includes a survey of the literature and semi-structured interviews with multinational business HR managers. The 

findings identify cultural differences, language barriers, and a shortage of skilled workers as the challenges of managing talent in 

a global context, and they draw the conclusion that HR managers need a deep understanding of these factors in order to manage 

talent effectively, adopt cutting-edge strategies like technology-enabled talent management, and cultivate top talent in a global 

context. Future research is advised to concentrate on examining the efficiency of various HR practises in managing talent globally, 

according to the study. 

Keywords: Managing Talent, skilled labour, cross-cultural training, innovative HR techniques, attracting talent, talent retention, 

and talent development. 
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as cross-cultural training, language training, and international 

mobility programmes, to solve these issues. The goal of cross-

cultural training is to improve an employee's capacity to function 

well in a diverse setting. Training in another language facilitates 

communication between coworkers and helps overcome linguistic 

hurdles. Employees can encounter and expose themselves to 

different cultures through global mobility programmes, which 

benefits their professional development.  

To manage personnel globally, innovative HR solutions like 

technology-enabled talent management are helpful. Technology is 

used to support HR tasks including hiring, training, and 

performance management. These strategies help recruit, retain, and 

develop top talent around the world. To manage staff effectively in 

a global context, HR managers must have a solid understanding of 

cultural nuances and the global business environment. If firms use 

powerful HR strategies for dealing with talents from a worldwide 

perspective, they may have an advantage in attracting and keeping 

top people. Future research could evaluate the effectiveness of 

different HR management strategies in managing talent globally 

and identify the most effective management approaches. 

Examining the potential and difficulties of international HR 

expertise control strategies is the aim of this study. The study 

makes use of qualitative studies strategies, which includes a 

literature evaluate and semi-structured interviews with HR 

managers from multinational corporations. By means of presenting 

insights into HR techniques for dealing with talents in a worldwide 

surroundings, the study's findings will enhance our theoretical and 

practical knowledge of talent control. 

Need and importance of this study 
The call for HR techniques for handling competencies from a 

worldwide standpoint is driven with the aid of the growing talent 

competition inside the worldwide financial system. To preserve a 

competitive area, establishments ought to discover, preserve, and 

broaden elite human beings worldwide. But, coping with expertise 

in a global placing poses unique difficulties that call for efficient 

HR regulations. Language and cultural obstacles, as well as a 

scarcity of trained employees in some places, are a number of those 

demanding situations. 

In order to manage people effectively from a global viewpoint, 

organizations must be able to overcome these challenges and 

accomplish their objectives. A varied and inclusive workforce that 

reflects the diversity of their customers and markets may be built 

through effective HR practices, and employees' professional 

growth and performance can be improved. 

Furthermore, firms can use their human capital to gain a 

competitive edge by using effective HR practices to managing 

talent in a global environment. Organizations may increase 

innovation and creativity, increase operational efficiency and 

customer service, and achieve sustainable growth and profitability 

by managing talent efficiently. 

Review of Literature study 
Due to the rising talent competition caused by globalization, 

organizations must create effective human resource (HR) strategies 

to attract and retain talented people in the global market. The 

following literature review covers some of the key themes and 

ideas that have emerged in the field of international talent 

management methods for HR. 

Given the worldwide rivalry for talent, Scullion and Collings 

(2011) contend that global talent management (GTM) is a crucial 

topic for organizations to concentrate on. The essential elements of 

GTM, such as talent discovery, development, retention, and 

deployment, are thoroughly covered by them. 

Following a study of the literature on GTM, Tarique and Schuler 

(2010) suggest an integrated framework for comprehending the 

intricate procedures involved in managing global talent. The 

framework includes talent acquisition, development, deployment, 

and retention as its four main dimensions. 

Collings, Mellahi, and Cascio (2019) look at the connection 

between GTM and organisational success in multinational 

enterprises (MNEs). They offer a multifaceted strategy for GTM 

that considers relationships between levels of the individual, team, 

and organization. Their findings suggest that effective GTM 

processes can improve productivity at the individual and 

organisational levels. 

The challenges and prospects of HR management in 

underdeveloped nations are discussed by Budhwar and Debrah 

(2013). They draw attention to the necessity of developing HR 

plans that are specifically tailored to each nation's particular 

socioeconomic and cultural environment. 

Sparrow, Brewster, and Chung (2016) in their article, they address 

the benefits and difficulties of globalizing HR management. They 

contend that in order to manage people effectively in a global 

market, organizations must embrace a global mentality while still 

adjusting to local conditions. 

From a North American viewpoint, Tarique and Schuler (2016) 

present an update on the state of international HR management 

(IHRM) research. They draw attention to the necessity for greater 

study on cutting-edge subjects including the use of technology in 

GTM and the influence of cultural norms on HR procedures. 

The role of corporate HR in GTM is the main topic of Farndale, 

Scullion, and Sparrow's (2010) study. They argue that the HR 

division need to act as a company's strategic partner, providing 

informed guidance on talent management issues and aiding in the 

development of fruitful GTM initiatives. 

From an Indian viewpoint, Raghuram and Kulkarni (2015) offer 

insight into managing global talent. They talk about the difficulties 

and possibilities of managing talent in India and suggest methods 

for doing so successfully. 

According to an overall viewpoint, Schuler and Tarique (2007) 

convey an intensive outline of IHRM. They stress that businesses 

must develop HR strategies that are in line with their fundamental 

business plan and take into account the diverse political, legal, and 

cultural contexts of each nation. 

Stahl et al. (primarily) analyzed high-quality practices in the 

industry and 2017) offer six suggestions for effective GTM. 

Integrating a global mindset, developing and holding abilities, 

utilizing age, and measuring the effect of GTM on hierarchical by 

and large execution are a portion of those guidelines. 

The literature emphasizes the significance of developing effective 

HR methods for dealing with people in a global market. The 

importance of adopting a global mindset, the necessity of 

integrating GTM with business strategy, and the need to recognize 

the unique cultural and socioeconomic circumstances of each state 

are some of the primary issues that come to light. Organizations 
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attempting to effectively manage personnel in a global setting can 

benefit greatly from these observations. 

Objectives of the study 

 To examine the challenges that human resource 

managers face when managing talent across borders, 

including language barriers, cultural differences, and a 

lack of skilled workers in some areas. 

 To determine which HR strategies, such as language 

learning, international mobility programs, move-cultural 

education, and technology-enabled expertise control, are 

only effective in handling competencies from a global 

perspective. 

 To study how organizations might benefit from 

employing excellent HR practices for managing talent 

from a global viewpoint,  

 To share knowledge on the most effective methods for 

managing talent in a global setting and their potential 

effects on the performance and competitiveness of 

organizations. 

 To provide a contribution to the theoretical and practical 

understanding of talent management from a global 

viewpoint and to make suggestions for further study in 

this field. 

Methodology of the study and research approach: 

 Research Approach: The study will use a review research 

methodology and qualitative research approaches. The 

study will concentrate on a wide range of multinational 

firms operating in diverse areas. 

 Data collection: Qualitative data gathered from numerous 

academic publications. A thorough analysis of the body 

of knowledge on international talent management and 

HR strategies. Phone-based informal interviews with HR 

specialists. Interviews will be conducted with global 

corporate leaders and HR managers. Interview 

candidates will be chosen purposefully based on their 

background and expertise in international talent 

management. 

Significance of the Study: From the viewpoints of HR managers 

and workers, the study seeks to give a detailed knowledge of the 

problems and methods in managing global talent. For HR 

professionals, corporate executives, and politicians, it will provide 

useful ideas on how to enhance people management in a global 

setting. Both the theoretical knowledge of talent management and 

its application in real-world settings will benefit from the findings. 

Limitations of the study: The study's generalizability may be 

compromised by its scope being restricted to the opinions of HR 

managers and staff from certain sectors and countries. Findings 

should be interpreted keeping in mind that the efficacy of HR 

practices may differ from one organization to another. 

Future Research: The study sets the path for further investigation 

into how talent management practices have changed over time and 

how HR policies have affected organizational success globally. By 

using this research methodology, your study may add to both 

academic understanding and real-world applications in the field of 

HR management by offering insightful information about the 

difficulties and approaches to managing global talent. 

Challenges and opportunities of HR strategies for managing 

talents 

The difficulties of global talent management HR strategies: 

 Cultural differences: HR managers must negotiate 

cultural differences and interact with workers from 

various backgrounds in order to manage talent in a global 

context. 

 Language hurdles: When engaging with workers from 

other countries, HR managers may encounter difficulties 

due to language barriers, which can also hinder employee 

collaboration. 

 Lack of skilled workers in some places: It may be 

difficult to locate and recruit top talent in some regions 

due to a lack of competent people. 

 Adherence to various legal frameworks: Managing talent 

in a global setting necessitates adhering to various legal 

frameworks, including as labour laws and immigration 

rules, which can range greatly between nations. 

 Global talent competition: Businesses must compete 

fiercely to attract top talent globally, making it difficult 

to recruit and keep the best workers. 

Opportunities of HR strategies for managing talents in a global 

perspective: 

 Recruit and retain top talent globally: Organizations can 

recruit and retain top talent globally with the use of 

effective HR methods for managing talent, allowing 

them to develop a capable workforce. 

 Create an inclusive and varied workforce: HR techniques 

for managing talent from a global perspective can assist 

businesses in creating an inclusive and diverse workforce 

that represents the variety of their clients and target 

markets. 

 Improve employees' professional growth and 

performance: HR talent management techniques can give 

staff members exposure to and possibilities for foreign 

experience, which can enhance both their professional 

growth and performance. 

 Enhance operational effectiveness and customer service: 

By ensuring that organizations have the appropriate 

talent and skills in the appropriate positions, effective 

talent management may assist organizations in enhancing 

operational effectiveness and customer service. 

 Achieve sustainable growth and profitability: Employing 

effective HR practices for managing talent can assist 

organizations in utilizing their human capital to obtain a 

competitive advantage. 

Effective HR strategies for managing talents 

In a global context, effective HR practices for managing talent 

include: 

 Cross-cultural training: Giving employees cross-cultural 

training can help them deal with cultural differences and 

collaborate well with coworkers from various 

backgrounds. 

 Language instruction: Giving employees’ language 

instruction can improve their ability to interact and work 

well with coworkers from other nations. 

 Global mobility programmes: Providing employees with 

global mobility programmes can expose them to and 

provide them experience abroad, which can improve 

their performance and professional growth. 

 Technology-enabled talent management: By using 

technology to manage people, HR managers may get 
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around some of the difficulties associated with managing 

personnel in a global setting, such as hurdles to 

collaboration and communication. 

 Employer branding: By promoting their values, culture, 

and chances for professional growth, organizations may 

recruit and keep top people from around the world. 

 Diversity and inclusion efforts: Creating initiatives for 

diversity and inclusion can assist businesses in creating a 

workforce that reflects the diversity of their clients and 

target markets. 

 Talent analytics: Employing talent analytics may help 

businesses determine the strengths and weaknesses of 

their staff and make data-driven decisions about talent 

management. 

 Flexible work arrangements: By addressing employees' 

needs for a work-life balance, flexible work 

arrangements can help organizations attract and keep top 

talent. 

Organizations may overcome the difficulties of managing talent 

globally and obtain a competitive edge by utilizing their human 

capital by adopting efficient HR practices. 

Examining the Opportunities that effective HR strategies for 

managing talents 

 Attracting and maintaining top talent: Organizations may 

do this internationally with the aid of efficient HR 

practices. Through the development of a workforce with 

a variety of skills, knowledge, and expertise, they will be 

able to accomplish their strategic objectives. 

 Creating a diverse and inclusive workforce: Successful 

HR practices can assist businesses in creating a staff that 

reflects a variety of backgrounds, cultures, and 

viewpoints. Better decision-making, innovation, and 

problem-solving can follow from this, which can 

enhance business performance. 

 Increasing employee retention and engagement: 

Successful HR tactics can create a work environment that 

encourages motivation, engagement, and job satisfaction. 

Employee turnover rates and related expenditures, like 

hiring and training fees, might be decreased as a result. 

 Improving productivity and performance: With the 

correct HR practices, businesses can give their staff 

members the tools, support, and training they need to do 

their jobs well. This may result in better business 

outcomes through higher productivity and performance. 

 Using technology: Organizations can use technology to 

manage talent more effectively and efficiently with the 

support of smart HR practices. This may result in better 

data management, analysis, and reporting, which will 

facilitate better strategic planning and decision-making. 

 Developing future leaders: Organizations can identify 

and develop their future leaders with the aid of HR 

strategies that place a strong emphasis on talent 

development. This can provide a long-lasting talent 

stream that helps businesses to keep their competitive 

advantage. 

Best practices for managing talents in a global context 

 Have a global perspective: Human resource managers 

need to have a global perspective and comprehend how 

cultural, political, and economic variations may impact 

talent management strategies. 

 Clearly identify talent management strategies: HR 

managers should clearly establish talent management 

strategies that are in line with the goals and objectives of 

the organization. This may entail developing career 

routes, identifying critical talent requirements, and 

offering chances for advancement. 

 Offer cross-cultural training: HR managers should offer 

cross-cultural training to staff members so they can 

successfully negotiate cultural differences and 

collaborate with coworkers from various backgrounds. 

 Use technology: HR managers should use technology to 

more effectively and efficiently manage talent. This can 

involve the use of tools for learning and development, 

performance management, and recruitment. 

 Promote diversity and inclusion: HR managers should 

promote diversity and inclusion by creating a workplace 

that values employees with various viewpoints and 

backgrounds. This may entail creating programmes for 

inclusion and diversity, spreading awareness of different 

cultures, and fostering open dialogue. 

 Create flexible work schedules: HR managers should 

create flexible work schedules to meet staff members' 

needs for a work-life balance. This may entail providing 

part-time employment opportunities, flexible scheduling, 

and remote work possibilities. 

 Build talent analytics skills: To track and analyze 

workforce data, HR managers should build talent 

analytics skills. Making data-driven judgements on talent 

management can be aided by this in identifying 

opportunities for development. 

 Give employees foreign experience and exposure: 

Human resource managers should give staff members 

international experience and exposure so they may 

achieve cross-cultural competence. 

Organisations may overcome the difficulties of managing talent in 

a global setting and use their human capital to their advantage by 

putting these best practices for managing talents in a global context 

into practice. 

Academic and practical knowledge of talent management 

The study of theoretical notions, frameworks, and models 

associated with luring, fostering, and maintaining talent in 

organisations is the basis of academic expertise in talent 

management. This necessitates a thorough comprehension of the 

many talent management methods and techniques, such as hiring, 

selecting, onboarding, performance management, learning and 

development, succession planning, and employee retention. Formal 

education, such as degree programmes in human resource 

management, business administration, or industrial-organizational 

psychology, as well as research and publications in scholarly 

journals, can be used to acquire academic knowledge about talent 

management. 

On the other hand, applying academic knowledge to practical 

circumstances becomes practical understanding of talent 

management. This entails creating and putting into practice talent 

management plans that are specifically suited to the requirements 

of an organization and its personnel. Work experience in human 

resources or talent management positions, participation in 

professional development programmes, and networking with other 

HR professionals are all ways to acquire practical knowledge about 

talent management. 
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For HR professionals and organisations, talent management 

knowledge that is both theoretical and practical is crucial. 

Academic knowledge provides the theoretical framework and 

evidence-based practices, while practical knowledge offers the 

abilities and information required to put these practices into action 

in the actual world. HR managers may create efficient talent 

management strategies that recruit, develop, and retain top talent 

while supporting the aims and objectives of their organization by 

fusing academic and practical expertise. 

Emerging HR Strategies for Managing Talents in the 

competitive world 

HR personnel management techniques must change as the global 

marketplace develops and becomes more competitive. The 

organisations listed below can use the cutting-edge HR practices 

listed below to successfully manage personnel in a global context: 

 Stressing diversity, equality, and inclusion (DEI): To 

draw in and keep top people, organisations can foster a 

culture that appreciates these factors. This can be 

accomplished by putting diversity and inclusion policies 

into action, by providing fair pay and benefits, and by 

fostering an inclusive and safe workplace. 

 Adopting agile talent management: Agile talent 

management calls for practises like performance 

management, training, and recruitment to be flexible and 

adaptable. Organisations are able to quickly respond to 

shifting market conditions and adjust to new 

opportunities thanks to this strategy. 

 Investing in technology: Using technology to enhance 

talent management procedures including hiring, 

onboarding, and performance evaluation. For instance, 

virtual reality can be used for remote training and 

development, and artificial intelligence can be used to 

find and evaluate possible candidates. 

 Promoting continuous learning and development: To 

increase employee skills and knowledge, organisations 

might invest in programmes that promote continuous 

learning and development. Online courses, coaching, 

mentoring, and job rotations can all help with this. 

 Building a solid employer brand: Organisations can 

attract and keep top people by building a solid employer 

brand. This can be accomplished through providing 

competitive salary and benefits, fostering a happy 

workplace environment, and building a reputation for 

sustainability and social responsibility. 

 Promoting the wellbeing and engagement of employees: 

To keep top talent, it's essential to prioritize employee 

wellbeing and engagement. By giving flexible work 

schedules, delivering mental health care, and fostering 

social opportunities, organisations can promote 

engagement and well-being.  

Result and Discussion 
 Numerous important conclusions from the study on HR 

techniques for managing talents in a global setting have 

practical significance for businesses looking to stand out 

in the cutthroat global market. The important elements of 

talent management that support organisational 

performance and competitiveness are highlighted by 

these studies. Let's explore these results and talk about 

what they mean. 

 Managing talent effectively is a strategic need - The 

study highlights the strategic value of personnel 

management. To fit with their strategic objectives and 

maintain their competitiveness on a global scale, 

organizations require effective personnel management 

methods. This highlights the notion that talent 

management is not simply an HR function but also a 

crucial part of the entire strategy of the company. 

 Talent Management as a Continuous Process: Managing 

talent is a continuous process, not a one-time event. It 

entails finding, developing, and keeping elite talent 

throughout time. Organisations must develop a 

sustainable strategy in order to succeed over the long 

term, understanding that investing in their staff is an 

investment in their future prosperity. 

 Talent management as a team Effort: The study 

emphasises how talent management is a team effort. 

Employees themselves, line managers, and HR managers 

all have a part to play in talent management. Successful 

talent management depends on these stakeholders 

working together and communicating effectively. The 

importance of everyone's participation and shared 

accountability in the talent management process is 

highlighted by this study. 

 Context-Specific Skills Management: Talent 

management plans must take into account the specific 

requirements and goals of each organisation, taking into 

account variables like geography, business culture, and 

the local and global environment. With this context-

sensitive methodology, talent management procedures 

are made applicable and efficient in a variety of 

organisational situations. 

 Decision making based on Research Information: The 

research report emphasizes how crucial data-driven 

navigation is to effective talent management. The 

effectiveness of talent management practices must be 

evaluated using metrics and analytics in order to make 

educated decisions and to optimize talent management 

initiatives. Organizations may continuously modify and 

enhance their personnel management initiatives thanks to 

data-driven decision-making. 

 Technology's Impact on Talent Management: The 

research emphasizes how technology has significantly 

affected talent management procedures. Recruiting, 

selection, performance management, learning, and 

development are just a few of the talent management-

related components that technology may improve. 

Successful technology use can result in data-driven talent 

management that is more successful. 

 The research places a strong emphasis on the value of 

integrating diversity, equality, and inclusion (DEI) into 

talent management procedures. Organizations must 

include DEI concepts into their talent management 

strategies in order to draw in and keep top talent from a 

variety of backgrounds and to promote a culture of 

inclusion and belonging. 

Future Scope/Potential research areas in talent management 

strategies 

 Future study should focus on how to integrate cutting-

edge technologies like artificial intelligence (AI) and 

machine learning into talent management. This might 
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investigate the effectiveness of using AI to recognize and 

develop talent. The research might also concentrate on 

the strategic application of social media platforms for 

hiring, business branding, and employee engagement. 

 Multigenerational Workforce Management: Future study 

can look into how talent management practices need to 

change to suit the specific requirements and expectations 

of different generations, including millennials, 

Generation Z, and baby boomers, as the workforce 

becomes more varied in terms of generational cohorts. In 

order to manage talent effectively, it is essential to 

comprehend generational variances and preferences. 

Given the continuous globalisation of firms, future study 

can examine how talent management practises might be 

adjusted to different cultural situations. It could also 

concentrate on the effective management of workers 

across numerous nations and areas while taking into 

account regional customs and laws. Organizations 

looking to develop globally might benefit from this 

research. 

 Skills analytics: The application of talent analytics to 

assess the efficacy of talent management practices is a 

potential topic for future study. Researchers may look at 

how businesses utilize data-driven insights to pinpoint 

the strengths and weaknesses of their personnel 

management plans and make wise choices that will 

improve the effectiveness of their people management 

efforts. 

 Employee well-being and work-life balance: Future 

research can examine how talent management methods 

might better support employee health and work-life 

balance in light of the increased emphasis on employee 

well-being. How HR managers may successfully 

combine the demands of the organisation with those of 

the workforce in a work environment that places a 

growing emphasis on employee wellbeing might be the 

subject of future research. 

 Future study might concentrate on employee engagement 

as a critical component of talent management techniques. 

Employee Engagement and Business Outcomes. This 

study can look at how HR managers can gauge and 

improve employee engagement and show that there is a 

direct link between it and measurable business outcomes 

like productivity, innovation, and retention. 

 Diversity, Equality, and Inclusion (DEI): Future research 

should examine how talent management procedures 

might be in line with DEI goals given the increasing 

importance of DEI in organisations. Researchers can 

look into how HR managers promote a diverse and 

inclusive workplace and make sure that all talent 

management procedures adhere to DEI principles. 

Significant Findings of this study 

In today's fiercely competitive and globally integrated business 

climate, organizations confront major hurdles in attracting, 

developing, and retaining top talent, according to research on HR 

methods for managing talents in a global context. However, by 

developing a highly trained and engaged staff, effective talent 

management methods can assist organizations in overcoming these 

difficulties and gaining a competitive advantage. 

The following are some of the studies' main findings: 

 Talent management is a strategic imperative: 

Organizations need effective talent management 

strategies in order to achieve their strategic goals and 

maintain their competitiveness in the global market. 

 Talent management is a constant process: Recruiting, 

fostering, and keeping great talent over time are all parts 

of talent management. To achieve long-term success, 

businesses must embrace a long-term mindset and invest 

in their staff. 

 Talent management is a joint endeavor: HR managers, 

line managers, and employees themselves are all 

involved in talent management, which is a collaborative 

effort. If talent control is to be successful, collaboration 

and communication must be successful. 

 Skills management is particular to the context: 

techniques for adapting to abilities should be adjusted to 

the novel necessities and objectives of each and every 

undertaking, pondering parts like the area, corporate 

lifestyle, and close by and worldwide setting. 

 Records-pushed navigation is fundamental for strong 

abilities the board. Utilizing metrics and analytics to 

evaluate the efficacy of talent management practices and 

make informed decisions regarding talent management, 

expertise control strategies must be built on records-

driven decision-making. 

 Innovation can further develop ability control: Era can 

have a significant impact on the improvement of skills 

management practices, including recruiting, selection, 

performance management, learning, and improvement. 

 Assortment, balance, and consideration (DEI) should be 

focused on in ability the executives procedures on the off 

chance that associations are to effectively enroll and keep 

up with zenith individuals from a spread of foundations 

and encourage a custom of incorporation and having a 

place. 

As is typical, these results suggest that for businesses to succeed in 

a global marketplace, it is necessary to employ effective methods 

of employee management. Employing best practices in personnel 

management and prioritizing the needs and aspirations of their 

employees can also help businesses grow a team that is clearly 

educated and engaged and gain a competitive advantage in the 

international market. 

 

Conclusion 
In conclusion, in state-of-the-art competitive and globalized 

business weather, organizations must be capable of attract, 

increase, and retain top skills. 

This requires effective HR strategies for managing talents in a 

global perspective. These approaches necessitate a long-term 

outlook, cooperation amongst various stakeholders, context-

specific customizing, data-driven decision-making, and an 

emphasis on diversity, equity, and inclusion. Organizations may 

produce a highly competent and engaged workforce that fosters 

long-term success by putting best practices in talent management, 

such as efficient recruiting and selection, performance 

management, learning and development, and talent analytics, into 

practice. An emphasis on employee engagement and well-being 

can further assist the efficacy of talent management initiatives, 

while technology can also improve talent management procedures. 
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