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Abstract 

In the ever-changing global environment of today, multinational corporations (MNCs) 

encounter a significant hurdle. This paper delves into the examination of pivotal trends and 

hurdles in managing international human resources (IHRM) within MNCs. Utilizing recent 

scholarly works and expert insights; the research identifies six prominent patterns influencing 

IHRM strategies: digital transformation, talent cultivation, establishment of employer 

reputation, adaptability, fostering diversity and inclusivity, and ongoing educational 

initiatives. These trends underscore the dynamic nature of global commerce, underscoring the 

necessity of harnessing technology, nurturing human capital, and fostering inclusive 

environments to propel organizational achievement. Nevertheless, MNCs encounter diverse 

obstacles in integrating these trends, encompassing limitations in resources, cultural 

disparities, talent scarcities, concerns regarding data security, and the complexities of gauging 

impact and return on investment. To confront these challenges, the research advocates for 

strategic approaches including alignment of objectives, investment in technology, adept 

management of change, collaborative ventures, and continual enhancement. Through the 

adoption of these strategies, MNCs can cultivate resilient, inclusive, and high-performing 

entities primed for success in a globalized marketplace. 

Keywords: IHRM, Performance Management, Diversity and Inclusion, Digital 

Transformation, Change Management 

 

Introduction 

In the complex web of global commerce, multinational corporations (MNCs) stand as towering 

entities, transcending borders and cultures to shape the modern business landscape. At the core 

of their success lies the strategic orchestration of international human resources management 

(IHRM), a multifaceted discipline that encompasses talent acquisition, development, and 

retention on a global scale. In recent years, several key trends have emerged, reshaping the way 

MNCs approach HR practices and navigate the complexities of a dynamic global marketplace. 

Firstly, agile talent management strategies have gained prominence, with scholars like Lawler 

and Worley (2011) advocating for the need to foster flexibility and adaptability within MNCs 

to respond effectively to ever-changing market demands. Secondly, the importance of 

continuous learning and development programs cannot be overstated, as highlighted by 

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 49 

Tannenbaum and Yukl (1992), who emphasize their role in enhancing employee competencies 

and sustaining competitive advantage amidst rapid technological advancements and evolving 

job roles. Furthermore, the significance of employee branding and reputation management 

within MNCs has been underscored by Berthon et al. (2005), who stress its impact on talent 

attraction, retention, and organizational culture. 

Moreover, the delicate balance between localization and globalization of HR practices has been 

a topic of discussion, with scholars like Stahl et al. (2012) advocating for a nuanced approach 

that embraces diversity and inclusion to effectively manage talent across diverse geographies 

and cultures. The transformative potential of digitalization and technology-enabled HR 

solutions has been brought to the forefront by Bersin (2014), who highlights their ability to 

drive operational efficiency and data-driven decision-making within MNCs. 

As we delve deeper into each of these trends, it becomes evident that international human 

resources management in MNCs is undergoing a profound evolution, characterized by 

innovation, adaptation, and a relentless pursuit of excellence. By embracing these trends and 

navigating the associated challenges, MNCs can position themselves as agile, inclusive, and 

forward-thinking organizations poised for success in the global arena. 

IHRM Conceptual Overview 

International Human Resources Management (IHRM) is a specialized field of HRM that 

focuses on the management of human resources in multinational corporations (MNCs) and 

other organizations operating across national borders (Tarique et al. 2015). Zhao et al (2021) 

further avers that it involves the development and implementation of HR strategies, policies, 

and practices that effectively address the challenges and opportunities presented by operating 

in diverse cultural, legal, economic, and political contexts. 

The scholars noted further that IHRM encompasses a wide range of activities, including: 

Recruitment and Selection: Identifying and attracting talent from different countries and 

cultures to meet organizational needs. 

Training and Development: Providing training programs to help employees adapt to new 

cultures, languages, and work environments, as well as develop the skills and competencies 

needed to succeed in their roles. 

Compensation and Benefits: Designing and managing compensation packages that are 

competitive in different markets while also complying with local labor laws and regulations. 

Performance Management: Establishing performance appraisal systems that take into account 

cultural differences and provide feedback and recognition to employees working in different 

locations. 

Cross-Cultural Management: Developing strategies to manage cultural diversity and promote 

effective communication, collaboration, and teamwork across diverse teams. 

Expatriate Management: Supporting employees who are assigned to work in foreign countries 

(expatriates) by providing pre-departure training, ongoing support, and assistance with cultural 

adjustment and repatriation. 
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Legal and Ethical Compliance: Ensuring compliance with local labor laws, regulations, and 

ethical standards in all countries where the organization operates. 

Overall, IHRM plays a crucial role in helping multinational organizations manage their global 

workforce effectively, maximize employee performance and engagement, and achieve their 

international business objectives. 

Current Trends in IHRM 

Researchers have speculated several trends within the landscape of IHRM; the likes of 

Mayrhofer and Brewster (2018); Collings et al., (2019); Suutari & Brewster, (2017) opined 

Global Talent Management as one of the contemporary issues tenable in IHRM: Global Talent 

Management (GTM) in multinational corporations (MNCs) refers to the strategic management 

of human resources across borders to attract, develop, and retain talent on a global scale. It 

involves understanding and navigating cultural differences, legal frameworks, and market 

dynamics to optimize workforce performance and achieve organizational goals. According to 

Mayrhofer and Brewster (2018), there is a growing consensus among scholars and practitioners 

that GTM is crucial for MNCs to remain competitive in the global marketplace. It is seen as a 

strategic imperative rather than merely an operational necessity. 

Diversity, Equity, and Inclusion (DEI) Initiatives as current IHRM trend suggested by Cox and 

Blake (1991); Thomas and Ely (2001)   noted that DEI initiatives in multinational corporations 

(MNCs) encapsulates systematic efforts to foster an inclusive workplace environment where 

individuals from diverse backgrounds feel valued, respected, and empowered to contribute 

their unique perspectives. These initiatives are increasingly recognized as essential for driving 

innovation, enhancing employee engagement, and ensuring organizational success in today's 

globalized business landscape.  

Moreso, Allen and Golden (2007) perceived Flexible Work Arrangements as  emerging 

significant trend in international human resources management, allowing employees to have 

greater control over when, where, and how they work. This trend is driven by technological 

advancements, changing workforce demographics, and the need for organizations to attract and 

retain top talent in a competitive global landscape. Similarly, Kossek and Lautsch (2018) 

highlight the strategic significance of flexible work arrangements in multinational corporations 

emphasizing the role of FWAs in promoting diversity and inclusion, reducing turnover, and 

improving organizational agility in response to changing market demands. 

In different light, Employee Branding and Reputation Management was championed by 

Berthon et al. (2005); Cable and Turban (2003) as integral components of international human 

resources management for multinational corporations (MNCs). This trend involves leveraging 

employees as brand ambassadors to enhance the organization's reputation, attract top talent, 

and strengthen competitive positioning in the global marketplace. They argue that investing in 

employee branding initiatives can lead to positive outcomes for both employees and the 

organization. 

Finally, Lawler and Worley (2011); Rothwell and Kazanas (2011) identified Agile Workforce 

Planning and Succession Management combined with Globalization vs Localization as  trends 

in IHRM; These approaches involve adapting to rapidly changing business environments, 

fostering flexibility, and ensuring a pipeline of talent to meet organizational needs. They 
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advocate for proactive talent planning to mitigate risks and ensure continuity in leadership 

roles. 

IHRM Challenges 

Although, the landscape of IHRM has intense limitless opportunities and prospects but not 

without its peculiar setbacks. Whole lots of challenges were opined in line with the identified 

trends; 

Challenges in GTM: 

❖ Cultural Differences: Managing diverse cultural norms and practices can lead to 

communication barriers and misunderstandings within the workforce (Dowling et al., 

2008). 

❖ Legal and Regulatory Compliance: Navigating complex labor laws and regulations 

across multiple countries poses compliance risks for MNCs (Mendenhall et al., 2017). 

❖ Talent Retention: High turnover rates among skilled employees due to global 

competition for talent and insufficient career development opportunities (Collings & 

Mellahi, 2009). 

❖ Knowledge Transfer: Transferring tacit knowledge and best practices across borders 

can be challenging, leading to inefficiencies and loss of competitive advantage 

(Sparrow et al., 2004). 

❖ Ethical Dilemmas: Balancing the interests of diverse stakeholders while upholding 

ethical standards and corporate social responsibility (CSR) can pose dilemmas for 

MNCs (Dowling et al., 2013). 

 

Challenges in DEI Initiatives: 

❖ Resistance to Change: Some employees and stakeholders may resist DEI initiatives 

due to fear, skepticism, or discomfort with addressing issues of diversity, equity, and 

inclusion (Pitts et al., 2009). 

❖ Implicit Bias and Stereotypes: Unconscious biases and stereotypes can perpetuate 

inequities and hinder efforts to create a truly inclusive workplace culture (Greenwald 

& Krieger, 2006). 

❖ Institutional Barriers: Organizational structures, policies, and practices may 

inadvertently reinforce systemic inequalities and impede progress in DEI initiatives 

(Ely & Thomas, 2001). 

❖ Lack of Leadership Commitment: Without visible support and commitment from 

senior leadership, DEI initiatives may lack the resources and momentum needed to 

drive meaningful change (Gibson et al., 2012). 

❖ Global Cultural Differences: Adapting DEI initiatives to different cultural contexts 

and legal frameworks across regions can present challenges and require careful 

navigation (Jackson et al., 2003). 

 

Challenges in Flexible Work Arrangements: 

❖ Managerial Resistance: Some managers may resist implementing flexible work 

arrangements due to concerns about decreased productivity, accountability, and team 

cohesion (Golden et al., 2006). 
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❖ Technological Barriers: Inadequate technology infrastructure and cybersecurity 

concerns may hinder the effective implementation of remote work policies and virtual 

collaboration (Kurland & Bailey, 1999). 

❖ Work-Life Boundary Management: Employees may struggle to establish clear 

boundaries between work and personal life, leading to potential burnout and work-

family conflict (Allen et al., 2013). 

❖ Cultural Differences: Attitudes toward flexible work arrangements may vary across 

cultures, requiring sensitivity and adaptation to local norms and preferences (Hill et al., 

2008). 

❖ Performance Evaluation: Assessing the performance of employees working under 

flexible arrangements can be challenging, requiring clear metrics and communication 

channels (Bailey & Kurland, 2002). 

 

Challenges in Localization vs Globalization of HR Practices: 

❖ Cultural Variability: Adapting HR practices to diverse cultural contexts requires 

careful consideration of cultural norms, values, and expectations, which may vary 

significantly across regions (Brewster & Mayrhofer, 2015). 

❖ Legal and Regulatory Compliance: Ensuring compliance with complex and evolving 

legal frameworks across multiple countries poses challenges in both localization and 

globalization efforts (Dowling & Welch, 2004). 

❖ Resource Constraints: Implementing localization strategies may strain HR resources 

and capabilities, particularly in smaller or less-developed markets with limited 

infrastructure (Sparrow et al., 2016). 

❖ Communication and Coordination: Maintaining effective communication and 

coordination between headquarters and local subsidiaries is essential for successful 

localization or globalization of HR practices (Ulrich et al., 2008). 

❖ Resistance to Change: Employees and stakeholders may resist changes to HR 

practices, whether towards standardization or localization, due to concerns about loss 

of autonomy, cultural identity, or job security (Tarique et al., 2017). 

 

Challenges in Agile Workforce Planning and Succession Management: 

❖ Talent Shortages: Global talent shortages and skills gaps in critical areas pose 

challenges in recruiting and developing talent to meet organizational needs (Bersin, 

2014). 

❖ Cultural Barriers: Managing cultural differences and diversity in leadership pipelines 

and succession plans requires sensitivity and adaptation to local contexts (Rothwell & 

Kazanas, 2011). 

❖ Technology Integration: Integrating technology platforms and systems for workforce 

planning and succession management can be complex and resource-intensive (Lawler 

& Worley, 2011). 

❖ Resistance to Change: Resistance from employees and stakeholders to changes in 

talent management processes and practices may hinder agility and effectiveness 

(Corporate Leadership Council, 2007). 
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❖ Data Quality and Analytics: Ensuring the accuracy, reliability, and usability of 

workforce data for informed decision-making and strategic planning presents 

challenges in data management and analytics (SHRM, 2020). 

 

The Way forward  

in-light with the identified challenges plaguing the IHRM praxis around the globe; scholars 

perspectives regarding possible solutions are underpinned. Tarique & Schuler, (2010) 

recognized Global Talent Management as a critical strategic function for multinational 

corporations. By implementing effective strategies and addressing key challenges, MNCs can 

leverage their diverse workforce to gain a competitive advantage in the global marketplace 

while upholding ethical standards, comprehensive compliance management and fostering 

sustainable growth. Moreso, Diversity, Equity, and Inclusion (DEI) initiatives are integral to 

the success of multinational corporations in today's globalized business environment (Holvino, 

2010). By implementing strategic strategies and addressing key challenges, MNCs can foster 

an inclusive workplace culture through; education and training, policy reviews and leadership 

development programmes that celebrates diversity, empowers employees, and drives 

sustainable business growth. 

 In addition, Kossek and Lautsch (2018) noted that MNCs can harness the benefits of FWAs to 

enhance employee satisfaction, productivity, and organizational performance in a globalized 

work environment. Through leadership support and training and also investing in technology 

to harness the telecommuting, job sharing etc as alternative work arrangement. Cable and 

Turban, (2003) suggested cross-cultural training, retention strategies and crises communication 

plans as possible outcome to get away from the challenges of globalization and localizations. 

Remote work and virtual collaboration tools have become indispensable elements of 

international human resources management for multinational corporations. By implementing 

effective strategies and solutions, MNCs can overcome challenges, maximize productivity, and 

foster collaboration in an increasingly digital and globalized work environment.  

Conclusion 

In conclusion, the exploration of international human resource management (IHRM) trends, 

future challenges, and solutions underscores the dynamic and evolving nature of managing a 

global workforce. As multinational corporations (MNCs) navigate an increasingly complex 

and interconnected global landscape, it becomes imperative to adapt HR strategies, policies, 

and practices to effectively address emerging trends and overcome challenges. The 

identification of key trends such as digitalization, talent development, employer branding, 

agility, diversity and inclusion, and continuous learning highlights the importance of embracing 

innovation, fostering talent, and cultivating inclusive cultures to drive organizational success 

in a globalized economy. 

 

However, MNCs encounter various challenges in implementing these trends, including 

resource constraints, cultural barriers, talent shortages, data security risks, and difficulties in 

measuring impact and return on investment. Yet, strategic solutions such as strategic alignment, 

technology investment, change management, collaborative partnerships, and continuous 

improvement offer pathways to overcome these obstacles and build agile, inclusive, and high-

performing organizations. As we look to the future of IHRM, it is evident that staying abreast 
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of emerging trends, embracing technological advancements, nurturing talent, and fostering 

inclusive cultures will be paramount. By proactively addressing challenges and leveraging 

strategic solutions, MNCs can position themselves to thrive in an ever-changing global 

business environment, driving sustainable growth and competitive advantage in the years to 

come. 
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