
 
IIARD Journal of Business and African Economy E-ISSN 2545-5281 P-ISSN 2695-2238  

Vol 10. No. 1 2024  www.iiardjournals.org (Online Only) 
 

 

 
 

 IIARD – International Institute of Academic Research and Development 
 

Page 40 

Emerging Trends & Prospective Challenges in Global Human 

Resource Management within Multinational Enterprises 

 

Helen Erepagamo KEREMAH 

Postgraduate Student, 

Department of Management, Faculty of Management Sciences, 

Niger Delta University.  Wilberforce Island, Bayelsa State, Nigeria 

 

DOI: 10.56201/jbae.v10.no1.2024.pg40.47 

Abstract 

International Human Resource Management (IHRM) praxis faces dynamic challenges in the 

rapidly evolving global landscape of many multinational corporations (MNCs). This article delves 

into current trends and future challenges shaping IHRM practices within MNCs. Through an 

analysis of scholarly research and industry reports, this study highlights key trends such as global 

talent management, diversity and inclusion, technology integration, remote work, and corporate 

social responsibility. Additionally, it identifies future challenges including managing cultural 

complexity, addressing skills shortages, ensuring ethical and legal compliance, promoting 

workforce well-being, and navigating sustainability imperatives amongst hurdles IHRM 

practitioners should anticipate combating in the long run. The review paper concludes that 

understanding and addressing these trends and challenges, MNCs can enhance their 

competitiveness and sustainability in the global marketplace. 
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Introduction 

The global expansion of multinational corporations (MNCs) has indeed brought about significant 

transformations in the realm of International Human Resource Management (IHRM) practices. As 

these corporations extend their operations across borders, they are confronted with a plethora of 

complexities related to managing human capital in diverse cultural, legal, and business contexts. 

To understand the evolving landscape of IHRM within MNCs, it is crucial to delve into current 

trends and anticipate future challenges. One notable trend is the increasing emphasis on cross-

cultural management practices. With operations spanning multiple countries, MNCs must navigate 

cultural differences to foster effective communication, collaboration, and teamwork among 

employees from various backgrounds (Briscoe, Schuler, & Tarique, 2012). 

Moreover, the legal landscape poses another layer of complexity for MNCs operating globally. 

Each country has its own set of labor laws, regulations, and employment practices, requiring HR 

practitioners to possess in-depth knowledge and expertise in international legal frameworks 

http://www.iiardjournals.org/
https://doi.org/10.56201/ijssmr.v8.no1.2022.pg32.40


 
IIARD Journal of Business and African Economy E-ISSN 2545-5281 P-ISSN 2695-2238  

Vol 10. No. 1 2024  www.iiardjournals.org (Online Only) 
 

 

 
 

 IIARD – International Institute of Academic Research and Development 
 

Page 41 

(Dowling, Festing, & Engle, 2017). Brewster, Sparrow, and Vernon, (2016) Further opine that, 

technological advancements and the rise of remote work have altered the traditional notions of 

workforce management as a result MNCs are increasingly leveraging digital platforms and tools 

to facilitate virtual collaboration and manage geographically dispersed teams. Despite these 

opportunities, MNCs are confronted with challenges in ensuring equity and fairness in their global 

HR practices. Issues such as wage disparity, cultural biases, and diversity and inclusion gaps can 

impede organizational performance and hinder employee morale (Harzing & Pinnington, 2017). 

Looking ahead, Tarique & Schuler, (2010) underpinned that the future of IHRM within MNCs 

will likely be shaped by emerging trends such as the gig economy, artificial intelligence, and 

sustainability. HR practitioners, researchers, and policymakers must stay abreast of these 

developments to effectively address the evolving needs and dynamics of the global workforce. 

The global expansion of MNCs has necessitated a nuanced understanding of IHRM practices. By 

exploring current trends and anticipating future challenges, HR practitioners, researchers, and 

policymakers can gain valuable insights to navigate the complexities of managing human capital 

in a globalized world. 

Conceptual Review of International Human Resource Management (Ihrm) 

International Human Resource Management (IHRM) refers to the management of human 

resources in multinational corporations (MNCs) operating across different countries and cultures. 

It involves addressing the unique challenges and opportunities presented by the global context, 

including managing diverse workforces, navigating cross-cultural differences, and ensuring 

compliance with local laws and regulations (Dowling et al., 2020).  

According to Harzing and Pinnington, (2010) IHRM encompasses a broad range of activities such 

as expatriate management, global talent acquisition, international training and development, and 

cross-border compensation and benefits. on the whole, IHRM focuses on effectively leveraging 

human capital to achieve organizational objectives in an increasingly interconnected and 

competitive global marketplace. 

Current Trends in IHRM 

Sufficient body of existing literatures: Budhwar and Debrah, (2013); Vaiman at al., (2013) Oltra 

et al., (2013) Farndale et al., (2010); Suutari & Brewster, (2000) and likes have established gamut 

of IHRM existing trends to include Global Talent Management, Diversity and Inclusion, Strategic 

Employer Branding, Technology Integration, Remote Work and Virtual Teams, Corporate Social 

Responsibility, Strategic Employer Branding and Performance Management Innovation amongst 

others. The scholars, pinpoints key trends include overseas graduate recruitment programs, 

international mentorships, and globally integrated performance management systems as global 

talent management initiatives which emphasize the importance of aligning HR strategies with 

organizational goals and leveraging talent as a source of competitive advantage.   

On the other hand, Harvey and Allard (2015) in response to globalization and demographic shifts 

aver that MNCs are prioritizing diversity and inclusion initiatives to foster innovation and 

creativity by embracing diversity in terms of gender, ethnicity, culture, and thought,  to enhance 
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employee engagement and performance. Parry and Tyson, (2019) equally observed the integration 

of technology; artificial intelligence (AI), big data analytics, and digital platforms, as 

revolutionizing HRM practices in MNCs, from recruitment and selection to training and 

performance management, enabling HR professionals to make data-driven decisions and enhance 

operational efficiency. 

Renwick et al., (2013) perceived the trends from the CSR perspective stating that stakeholders are 

increasingly holding MNCs accountable for their social and environmental impact. Therefore, 

making Corporate Social Responsibility (CSR) has focal point for multinational corporations 

(MNCs). This shift towards CSR has significant implications for International Human Resource 

Management (IHRM) practices, prompting MNCs to integrate CSR principles into talent 

management, ethical sourcing, and community engagement strategies. 

On the contrary, Garavan et al., (2019); Andresen et al., (2020) thinks that traditional annual 

reviews are being replaced by real-time multi-source feedback systems to drive engagement and 

development across global teams, thereby, shifting greater focus on purpose, potential, and 

strengths vs. evaluation of historical performance. 

Challenges of IHRM Practices 

Undoubtedly, the current trends of IHRM come with opportunities and equally attract lots of 

challenges. Budhwar and Debrah, (2013); Collings et al., (2007); Sparrow et al., (2016);  Tarique 

& Schuler, 2010; Brewster et al., (2008) identified geographical disparities, language barriers, 

inequitable distribution of talent, cultural differences, localization, data privacy and security, lack 

of cultural fit, legal and regulatory compliance and global mobility as pertinent setbacks IHRM 

practitioner are left to deal with in the contemporary. 

Also, Thomas and Peterson, (2017); Cox and Blake, (1991); Kotter, (1995) and Gardner et al., 

(2012) posits cultural barriers, Unconscious biases, Resistance to change and lack of inclusive 

leadership as challenges facing IHRM practices in the contemporary. Other challenges ventilated 

by other researchers includes; data privacy and security, skill gaps and training needs, resistance 

to change, and integration and compatibility issues. 

 

Possible Solutions/Way forward  

Budhwar and Debrah, (2013) and  Briscoe & Schuler, (2004)  in recourse to the  opportunities for 

MNCs to capitalize on the diversity and skills of their workforce with the challenges related to 

cultural differences, legal compliance, skill shortages, and retention suggest that implementing 

strategies such as cross-cultural training, standardization and localization, investment in learning 

and development, and tailored compensation and benefits, MNCs can overcome these challenges 

and effectively leverage talent as a source of competitive advantage in the global marketplace. 

Moreso, IBM (2023), Unilever (2023), Microsoft (2023) noted that addressing challenges such as 

cultural barriers, unconscious bias, resistance to change, and lack of inclusive leadership requires 

a strategic and holistic approach. By implementing solutions such as cultural competency training, 
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diverse hiring practices, inclusive policies and practices, and leadership development programs, 

MNCs can create an inclusive work environment where all employees feel valued, respected, and 

empowered to contribute their unique perspectives. Siemens, (2023) avers that dousing challenges 

related to data privacy and security, skill gaps, resistance to change, and system integration, by 

ensure compliance with government regulatory framework and investing in training and 

development of employees, MNCs can leverage technology to optimize HR processes and drive 

organizational performance in the digital age 

Bloom et al., (2020) is of the view that ventilating outcome based performance matrix, well-being 

support, cultural sensitivity and legal expertise adherence would put IHRM professional on top of 

the gates of curbing such earlier identified challenges. 

Conclusion 

In conclusion, IHRM in MNCs is characterized by a dynamic interplay of trends and challenges 

in a globalized business environment. By understanding and responding to current trends such as 

global talent management (Budhwar & Debrah, 2013), diversity and inclusion (Harvey & Allard, 

2015), technology integration (Parry & Tyson, 2019), remote work (Bloom et al., 2020), and CSR 

(Renwick et al., 2013), MNCs can enhance their organizational effectiveness and competitiveness. 

Moreover, by anticipating and addressing future challenges including managing cultural 

complexity (Harzing & Pinnington, 2010), addressing skills shortages (Suutari & Mäkelä, 2020), 

ensuring ethical and legal compliance (Dowling et al., 2020), promoting workforce well-being 

(Lazarova et al., 2021), and navigating sustainability imperatives (Jackson & Schuler, 2020), 

MNCs can build resilient and sustainable HRM systems that contribute to long-term success in the 

global marketplace. 
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