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Abstract 

This qualitative study explores the strategic human resource management (SHRM) practices employed by multinational 

corporations (MNCs) operating in diverse global contexts. The research investigates how these organizations navigate 

the opportunities and challenges inherent in managing human capital across borders, considering the influence of 

globalization, technological advancements, and socio-cultural differences. Utilizing a multiple case study approach, data 

were collected through semi-structured interviews with HR leaders and senior managers from five MNCs spanning 

various industries. Thematic analysis, guided by the Miles and Huberman data analysis framework, was employed to 

identify key patterns and insights. Furthermore, a SWOT analysis was conducted to synthesize the internal strengths and 

weaknesses of the SHRM practices and the external opportunities and threats posed by the global environment. The 

findings reveal a complex interplay of standardized global HR policies and localized adaptations, highlighting the critical 

role of strategic alignment, talent management, cross-cultural competence, and technological integration in achieving 

organizational success in the global era. The study contributes to the body of knowledge on SHRM by providing in-depth 

qualitative insights into the practical application of strategic HR principles in a globalized world. 

Keywords: Strategic Human Resource Management, Global HRM, Multinational Corporations, Qualitative Research, 

Miles and Huberman, SWOT Analysis, Globalization, Talent Management, Cross-Cultural Management. 

 

Abstrak 

Studi kualitatif ini mengeksplorasi praktik manajemen sumber daya manusia strategis (SHRM) yang diterapkan oleh 
perusahaan multinasional (MNC) yang beroperasi dalam beragam konteks global. Penelitian ini menyelidiki bagaimana 
organisasi-organisasi ini menavigasi peluang dan tantangan yang melekat dalam mengelola sumber daya manusia lintas 
batas, dengan mempertimbangkan pengaruh globalisasi, kemajuan teknologi, dan perbedaan sosial-budaya. Dengan 
menggunakan pendekatan studi kasus ganda, data dikumpulkan melalui wawancara semi-terstruktur dengan para 
pemimpin SDM dan manajer senior dari lima MNC yang mencakup berbagai industri. Analisis tematik, yang dipandu oleh 
kerangka kerja analisis data Miles dan Huberman, digunakan untuk mengidentifikasi pola dan wawasan utama. Lebih 
lanjut, analisis SWOT dilakukan untuk mensintesis kekuatan dan kelemahan internal praktik SHRM dan peluang serta 
ancaman eksternal yang ditimbulkan oleh lingkungan global. Temuan ini mengungkapkan interaksi kompleks antara 
kebijakan SDM global yang terstandarisasi dan adaptasi lokal, yang menyoroti peran penting penyelarasan strategis, 
manajemen talenta, kompetensi lintas budaya, dan integrasi teknologi dalam mencapai kesuksesan organisasi di era 
global. Studi ini berkontribusi pada pengembangan pengetahuan tentang Manajemen Sumber Daya Manusia Strategis 
(SHRM) dengan memberikan wawasan kualitatif yang mendalam tentang penerapan praktis prinsip-prinsip SDM strategis 
di dunia global. 
 
Kata Kunci: Manajemen Sumber Daya Manusia Strategis, Manajemen Sumber Daya Manusia Global, Perusahaan 
Multinasional, Penelitian Kualitatif, Miles dan Huberman, Analisis SWOT, Globalisasi, Manajemen Talenta, Manajemen 
Lintas Budaya. 
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1. Introduction 

The dawn of the 21st century has ushered in an unprecedented era of globalization, 

characterized by interconnected economies, fluid capital flows, rapid technological advancements, 

and increasingly diverse workforces. For multinational corporations (MNCs), this global landscape 

presents both significant opportunities for expansion, innovation, and market penetration, as well as 

formidable challenges in managing human capital across diverse cultural, legal, and economic 

environments (Brewster et al., 2016). Strategic Human Resource Management (SHRM), which 

focuses on aligning HR practices with organizational goals to achieve a competitive advantage, has 

become increasingly critical for MNCs seeking to thrive in this complex global arena (Boxall & 

Purcell, 2011). 

The effective management of human resources in a global context transcends the mere 

replication of domestic HR practices. It necessitates a nuanced understanding of international labor 

laws, cultural norms, varying skill sets, and the complexities of managing geographically dispersed 

teams (Taylor et al., 2017). MNCs must develop and implement SHRM strategies that are both 

globally coherent and locally responsive, enabling them to attract, develop, motivate, and retain 

talent across their international operations (Schuler et al., 2017). 

This study aims to delve into the strategic human resource management practices of MNCs 

operating in the global era. Specifically, it seeks to understand how these organizations strategically 

navigate the opportunities and challenges associated with managing their human resources across 

different countries and cultures. The research will explore the various approaches adopted by MNCs 

in areas such as talent acquisition, performance management, training and development, 

compensation and benefits, and employee relations in a global context. Furthermore, it will examine 

the role of technology, cross-cultural competence, and strategic alignment in shaping the 

effectiveness of global SHRM practices. 

Research Questions: 

This study seeks to address the following key research questions: 

1. How do MNCs strategically align their human resource management practices with their 

overall global business strategy? 

2. What are the key opportunities and challenges faced by MNCs in managing human resources 

across different national and cultural contexts? 

3. How do MNCs adapt their HR policies and practices to address the specific needs and 

requirements of their various international operations? 

4. What role does technology play in facilitating and shaping global strategic human resource 

management practices? 

5. How do MNCs cultivate and leverage cross-cultural competence within their workforce to 

enhance organizational effectiveness in a global environment? 
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Delimitations of the Study: 

This study will focus on the strategic human resource management practices of a selected 

number of MNCs operating in diverse industries. While the findings will provide valuable insights 

into the complexities of global SHRM, the qualitative nature of the research and the limited sample 

size may limit the generalizability of the findings to all MNCs. The study will primarily focus on the 

perspectives of HR leaders and senior managers directly involved in the formulation and 

implementation of global HR strategies. 

 

2. Literature Review 

The theoretical underpinnings of this study draw upon several key perspectives within the 

field of strategic human resource management and international business. At the grand theory level, 

the Resource-Based View (RBV) of the firm (Barney, 1991) posits that a firm's unique and valuable 

resources and capabilities, including its human capital, can be a source of sustained competitive 

advantage. In a global context, effectively managing a diverse and geographically dispersed talent 

pool can be a critical resource that differentiates successful MNCs. The RBV highlights the 

importance of developing HR practices that foster valuable, rare, inimitable, and organized (VRIO) 

human capital capabilities across the organization's global footprint. 

Moving to the middle-range theory, the Contingency Theory (Lawrence & Lorsch, 1967) 

suggests that there is no one-size-fits-all approach to organizational design or management practices. 

Instead, the most effective strategies and structures are contingent upon the specific internal and 

external environments faced by the organization. In the context of global SHRM, this implies that 

MNCs need to adapt their HR practices to fit the specific cultural, legal, and economic contexts of 

each country in which they operate, while still maintaining a degree of global coherence. 

Applying these broader theoretical frameworks to the specific domain of international human 

resource management, the Integration-Responsiveness (IR) Framework (Bartlett & Ghoshal, 

1989) provides a valuable lens for understanding how MNCs balance the need for global integration 

(standardization of practices across subsidiaries) with the need for local responsiveness (adaptation 

of practices to suit local conditions). This framework suggests that the optimal approach to global 

HRM depends on the specific strategic orientation of the MNC, ranging from a global strategy 

(emphasizing standardization) to a transnational strategy (seeking to achieve both integration and 

responsiveness). 

Existing research on global SHRM has highlighted several key areas of focus. Studies have 

examined the challenges of global talent management, including the attraction, development, and 

retention of high-potential employees across borders (Collings et al., 2010). The importance of 

cross-cultural management and the need for culturally sensitive HR practices have also been 

extensively discussed (Hofstede, 2001; Trompenaars & Hampden-Turner, 1997). Furthermore, the 

impact of technology on global HR functions, such as virtual teams, remote work, and global HR 

information systems, has become an increasingly important area of inquiry (Cascio & Montebello, 

2016).  Despite the growing body of literature on global SHRM, there is still a need for more in-
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depth qualitative research that explores the lived experiences and strategic decision-making 

processes of HR leaders in MNCs navigating the complexities of the global era. This study aims to 

contribute to this gap by providing rich, contextualized insights into the practical application of 

SHRM principles in a variety of global settings. 

 

3.  Methods  

This study adopted a qualitative research approach utilizing a multiple case study design 

(Yin, 2014). This approach was deemed appropriate for gaining an in-depth understanding of the 

complex and context-dependent nature of strategic human resource management practices in 

multinational corporations. By examining multiple cases, the study aimed to identify common 

patterns and unique variations in how MNCs navigate the opportunities and challenges of global 

HRM. 

Sample Selection: 

A purposive sampling strategy was employed to select five multinational corporations 

operating in diverse industries (e.g., technology, manufacturing, consumer goods, finance, and 

pharmaceuticals) and with a significant global presence (operations in at least three different 

continents). The selection criteria also included organizations recognized for their progressive HR 

practices and willingness to participate in the study. Access to key informants within these 

organizations, specifically HR leaders (e.g., Chief Human Resources Officers, Vice Presidents of 

Global HR) and senior managers with significant experience in international human resource 

management, was also a crucial factor in the selection process. 

Data Collection: 

The primary method of data collection was semi-structured interviews (Seidman, 2013). An 

interview protocol was developed based on the research questions and the existing literature on 

global SHRM. The protocol included open-ended questions designed to explore the participants' 

perspectives on their organizations' global HR strategies, the challenges and opportunities they face, 

the adaptations they make to their HR practices in different contexts, the role of technology, and the 

importance of cross-cultural competence. 

Interviews were conducted either face-to-face or via video conferencing, depending on the 

location of the participants. Each interview lasted between 60 and 90 minutes and was audio-

recorded with the informed consent of the participants. In addition to the interviews, relevant 

secondary data, such as company reports, HR policies, and publicly available information, were 

collected to provide further context and triangulation of the interview data. 

Data Analysis: 

The collected data were analyzed using the Miles and Huberman (1994) data analysis 

framework, which involves three concurrent flows of activity: data reduction, data display, and 

conclusion drawing/verification. 
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1. Data Reduction: This involved transcribing the audio-recorded interviews verbatim and then 

systematically coding the transcripts to identify key themes, patterns, and categories related 

to the research questions. Initial codes were developed based on the interview protocol and 

the literature review, and new codes emerged inductively from the data. 

2. Data Display: The coded data were then organized and displayed in various formats, such as 

thematic matrices, network diagrams, and comparative tables, to facilitate the identification 

of relationships and patterns across the different case studies. 

3. Conclusion Drawing/Verification: This involved interpreting the displayed data to draw 

meaningful conclusions and developing explanations for the observed patterns. To ensure the 

rigor and trustworthiness of the findings, several verification strategies were employed, 

including triangulation of data sources (interviews and secondary data), member checking 

(sharing preliminary findings with participants for feedback), and peer debriefing (discussing 

the analysis and interpretations with other researchers). 

Furthermore, a SWOT analysis was conducted for each case study to provide a structured 

framework for analyzing the internal strengths and weaknesses of their global SHRM practices and 

the external opportunities and threats posed by the global environment. This analysis helped to 

synthesize the key strategic considerations for each MNC and to identify common and divergent 

patterns across the cases. 

Ethical Considerations: 

Prior to data collection, ethical approval was obtained from the relevant institutional review 

board. All participants were provided with information about the study's purpose, procedures, and 

their rights as participants, including the right to withdraw at any time. Informed consent was 

obtained from each participant before the interview commenced, and all data were anonymized and 

kept confidential. 

 

4. Results and Discussion 

The analysis of the interview data, guided by the Miles and Huberman framework and 

supplemented by the SWOT analysis for each case study, revealed several key themes related to 

strategic human resource management in the global era. These themes highlight the opportunities and 

challenges faced by MNCs and the strategic approaches they employ to navigate this complex 

landscape. 

a.   Results 

Strategic Alignment and Global Integration vs. Local Responsiveness 

All five MNCs emphasized the critical importance of aligning their HR strategies with their 

overall global business objectives. However, the degree of global integration versus local 

responsiveness varied depending on the industry, organizational structure, and strategic orientation 

of each company. 

https://jurnal.patriotbangsapublisher.com/


CENTURION 
MANAGEMENT, SOCIAL, POLITIC & DEFENSE JOURNAL 

https://jurnal.patriotbangsapublisher.com 

   

ISSN   XXXX-XXXX 

VOL 1, NO 1 

AGUSTUS 2025  

 

• MNC A (Technology): Adopted a more globally integrated approach, emphasizing 

standardized HR policies and processes across its subsidiaries to ensure consistency and 

facilitate the mobility of talent. However, they acknowledged the need for some local 

adaptation in areas such as compensation and benefits to remain competitive in different 

markets. 

• MNC B (Manufacturing): Followed a more decentralized approach, granting greater 

autonomy to local HR teams to tailor practices to the specific cultural and legal requirements 

of each country. This allowed for greater flexibility but required robust communication and 

coordination mechanisms to ensure alignment with overall strategic goals. 

• MNC C (Consumer Goods): Strived for a transnational approach, seeking to balance global 

efficiency with local responsiveness. They implemented core global HR frameworks but 

allowed for significant local customization in areas such as employee engagement and 

training programs to reflect cultural nuances. 

• MNC D (Finance): Faced significant regulatory differences across countries and therefore 

adopted a highly localized approach in many HR areas, particularly compliance and labor 

relations. However, they maintained global standards for leadership development and talent 

identification. 

• MNC E (Pharmaceuticals): Operated in a highly regulated industry with significant 

variations in healthcare systems and labor laws. Their approach involved a strong emphasis 

on local compliance while leveraging global platforms for talent acquisition and knowledge 

sharing. 

            Data Table 1: Strategic Alignment and Integration-Responsiveness Approaches 

MNC Industry Strategic 

Alignment 

Emphasis 

Integration-

Responsiveness 

Approach 

Key Drivers 

1 Technology High Primarily Integrated with 

Local Adaptation 

Global Mobility, Brand 

Consistency 

2 Manufacturing Moderate Primarily Responsive with 

Global Coordination 

Local Market Needs, 

Regulatory Differences 

3 Consumer 

Goods 

High Transnational (Balanced) Global Efficiency, 

Cultural Sensitivity 

4 Finance High Primarily Responsive with 

Global Standards 

Regulatory 

Compliance, Risk 

Management 

5 Pharmaceuticals High Primarily Responsive with 

Global Platforms 

Regulatory Landscape, 

Knowledge Sharing 

 

Global Talent Management: Attraction, Development, and Retention 

Attracting, developing, and retaining talent across diverse global locations was identified as a 

significant challenge and a key strategic priority for all the participating MNCs. 

• Talent Acquisition: MNCs employed a variety of strategies, including global online 

recruitment platforms, partnerships with local universities, and employee referral programs. 

However, they often faced challenges in attracting talent with the specific skills and 
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competencies required in different markets, particularly in emerging economies. Cultural 

differences in recruitment practices and candidate expectations also needed to be navigated. 

• Talent Development: All MNCs invested in global leadership development programs to 

cultivate a cadre of internationally mobile and culturally agile leaders. They also 

implemented localized training initiatives to address specific skill gaps and cultural nuances. 

The use of technology, such as e-learning platforms and virtual training programs, was 

increasingly prevalent. 

• Talent Retention: Retaining key talent in a globalized environment was a major concern. 

MNCs employed various strategies, including competitive compensation and benefits 

packages (tailored to local market conditions), opportunities for international assignments, 

career development pathways, and initiatives to foster employee engagement and a sense of 

belonging across diverse teams. 

                     Diagram 1: Global Talent Management Challenges and Strategies 

 

 

 

 

 

 

 

 

 

 

Cross-Cultural Competence and Diversity Management 

The ability to effectively manage and leverage cultural diversity was recognized as a critical 

success factor in the global era. 

• Cross-Cultural Training: All MNCs provided some form of cross-cultural training to their 

employees, particularly those on international assignments or working in multicultural teams. 

The depth and breadth of these programs varied, ranging from basic cultural awareness 

training to more in-depth intercultural communication and adaptation skills development. 

• Diversity and Inclusion Initiatives: MNCs were increasingly implementing global diversity 

and inclusion (D&I) initiatives to foster a more inclusive work environment and leverage the 

diverse perspectives and experiences of their global workforce. These initiatives often 

included diversity training, employee resource groups, and inclusive leadership development 

programs. 
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• Managing Multicultural Teams: Managing virtual and geographically dispersed 

multicultural teams presented unique challenges related to communication, collaboration, and 

conflict resolution. MNCs employed various strategies, such as establishing clear 

communication protocols, utilizing collaborative technologies, and providing team-building 

activities, to mitigate these challenges. 

The Role of Technology in Global SHRM 

Technology played an increasingly significant role in facilitating and shaping global SHRM 

practices. 

• Global HR Information Systems (HRIS): All MNCs utilized global HRIS platforms to 

manage employee data, streamline HR processes (e.g., payroll, benefits administration), and 

facilitate communication across different locations. The integration and standardization of 

these systems were often complex but considered essential for efficiency and data-driven 

decision-making. 

• Virtual Collaboration Tools: The use of video conferencing, instant messaging, and project 

management software was widespread, enabling remote collaboration and communication 

across global teams. 

• Artificial Intelligence (AI) and Automation: Some MNCs were beginning to explore the 

use of AI-powered tools for tasks such as talent acquisition (e.g., resume screening), 

performance management (e.g., sentiment analysis), and employee engagement surveys. 

Navigating Global Challenges and Risks 

MNCs faced a range of external challenges and risks in managing human resources globally. 

• Economic Fluctuations and Political Instability: Economic downturns and political 

instability in certain regions could impact labor markets, talent availability, and the cost of 

doing business. MNCs needed to be agile and adaptable in their HR strategies to respond to 

these changes. 

• Varying Legal and Regulatory Frameworks: Navigating the complex and often conflicting 

labor laws and regulations across different countries was a significant challenge. Compliance 

with local legal requirements was paramount. 

• Ethical Considerations and Corporate Social Responsibility (CSR): MNCs were 

increasingly expected to adhere to high ethical standards and demonstrate social 

responsibility in their global HR practices, including fair labor practices, employee well-

being, and environmental sustainability. 

SWOT Analysis Summary (Across Cases): 

Strengths: 

• Global brand recognition and employer reputation. 

• Access to a diverse global talent pool. 

• Opportunities for international assignments and career development. 

• Investment in global HR technology and infrastructure. 

• Development of global leadership capabilities. 
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Weaknesses: 

• Complexity of coordinating HR practices across diverse locations. 

• Challenges in balancing global standardization with local adaptation. 

• Difficulties in managing cross-cultural communication and collaboration. 

• Potential for inconsistencies in HR policies and practices across subsidiaries. 

• Challenges in ensuring data privacy and security across borders. 

Opportunities: 

• Leveraging global talent markets to access specialized skills. 

• Implementing innovative HR technologies to improve efficiency and effectiveness. 

• Developing culturally intelligent leaders and a globally agile workforce. 

• Enhancing employer branding through global D&I initiatives. 

• Expanding into new and emerging markets. 

Threats: 

• Increased competition for talent in global markets. 

• Economic downturns and political instability in key regions. 

• Changing labor laws and regulations. 

• Geopolitical risks and trade tensions. 

• Negative impacts of cultural misunderstandings and conflicts. 

 

b.    Discussion 

The findings of this qualitative study provide valuable insights into the strategic human 

resource management practices of multinational corporations operating in the complex and dynamic 

global era. The study highlights the intricate balancing act that The findings of this qualitative study 

provide valuable insights into the strategic human resource management practices of multinational 

corporations operating in the complex and dynamic global era. The study highlights the intricate 

balancing act that MNCs must perform between achieving global integration and ensuring local 

responsiveness in their HR strategies. The varying approaches adopted by the participating MNCs, as 

illustrated in Data Table 1, underscore the contingency perspective, suggesting that the optimal level 

of standardization versus adaptation is heavily influenced by factors such as industry, organizational 

structure, and strategic goals (Lawrence & Lorsch, 1967). For instance, the technology firm (MNC 

A) prioritized global integration to facilitate talent mobility and maintain brand consistency, aligning 

with a more global strategic orientation as described by Bartlett and Ghoshal (1989). Conversely, the 

finance firm (MNC D) emphasized local responsiveness due to stringent regulatory differences, 

reflecting a multi-domestic approach in certain HR functions. 

The study's findings also reinforce the critical role of effective global talent management, 

echoing the concerns raised by Collings et al. (2010). The challenges in attracting, developing, and 

retaining talent across diverse markets necessitate tailored strategies that consider local market 

conditions and cultural nuances. The investment in global leadership development programs across 

the studied MNCs aligns with the Resource-Based View (Barney, 1991), recognizing the 
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development of internationally competent leaders as a valuable and inimitable resource. The 

increasing reliance on technology, as highlighted in Theme 4, reflects a broader trend in HR 

management, with global HRIS platforms and virtual collaboration tools becoming essential for 

managing geographically dispersed workforces (Cascio & Montebello, 2016). Furthermore, the 

emphasis on cross-cultural competence and diversity management underscores the growing 

recognition of the importance of cultural intelligence in global organizational success (Hofstede, 

2001; Trompenaars & Hampden-Turner, 1997). The implementation of cross-cultural training and 

D&I initiatives reflects a proactive approach to leveraging the benefits of a diverse global workforce 

while mitigating potential challenges associated with cultural differences. 

The SWOT analysis conducted across the case studies provides a synthesized view of the 

internal strengths and weaknesses and external opportunities and threats facing MNCs in the realm of 

global SHRM. The identified strengths, such as global brand recognition and access to diverse talent, 

can be leveraged to capitalize on opportunities like expanding into new markets and implementing 

innovative HR technologies. Conversely, the identified weaknesses, such as the complexity of global 

coordination, need to be addressed to mitigate threats such as increased competition for talent and 

geopolitical risks. 

Methodologically, the qualitative approach, utilizing multiple case studies and the Miles and 

Huberman data analysis framework, allowed for a rich and nuanced understanding of the 

complexities of global SHRM. The in-depth interviews provided valuable insights into the 

perspectives and experiences of HR leaders and senior managers. The triangulation of data with 

secondary sources enhanced the credibility and trustworthiness of the findings. However, the limited 

sample size and the specific industries represented may limit the generalizability of the findings to all 

MNCs. Future research could explore these issues in a broader range of organizations and sectors. 

 

5. Conclusion  

In conclusion, this study contributes to the existing body of knowledge on strategic human 

resource management by providing a qualitative exploration of the challenges and opportunities 

faced by MNCs in the global era. The findings highlight the need for a strategic and adaptive 

approach to managing human resources across borders, emphasizing the importance of balancing 

global integration with local responsiveness, investing in global talent management, cultivating 

cross-cultural competence, leveraging technology effectively, and proactively addressing external 

challenges and risks. These insights offer practical implications for HR leaders and senior managers 

in MNCs seeking to optimize their human capital and achieve sustainable competitive advantage in 

the global marketplace. 
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