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Abstract - Contemporary management is being influenced by many factors, such as digitization and globalization. This plan 
draws from these factors and found corresponding solutions. The strategic solution is aligned with corporate values, in this 
case, HSBC. This plan presents a modern and moderate remedy to emerging issues for a particular multinational enterprise to 
study how a modern organization may become more competitive in the modern era.  
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I. INTRODUCTION 
 
Contemporary management has studied about the 
process that organizations attract, build, motivate and 
retain talents; namely talent management [1]. 
Reference [2] proved that this practice is important to 
any business growth because it creates a sustainable 
competitive advantage. The definition of ‘talent’ from 
an inclusive approach is that all employees are 
potential talents [3]. As talent management being 
affected by globalization and digitization [4], this 
study will evaluate the impact of those drivers and 
suggest remedies to support HSBC Holdings PLC in 
building, motivating and retaining talents. The 
company is a multinational enterprise that represents 
in 67 countries, operates 3900 offices using core 
values including: dependable, open and connected [5].    
 
II. FIRST STRATEGY 
 
A. Globalization: an economic factor 
Globalization is when companies seek opportunities 
outside domestic markets and create more fluid labour 
mobility [6]. Globalization makes businesses concern 
more about working standards against problems such 
as sex discrimination [7] and compete harder for 
talents [8]. Relating to this trend, the biggest challenge 
is whether a global talent management system should 
be standardized or localized. In this context, HSBC 
employs a standardized staffing system where most 
managerial positions are filled by expatriates [9].   
The problem arises when compensational levels 
increasingly vary between developed and developing 
economies. Reference [10] found that workers in 
developed economies are receiving more incentives 
than those from developing economies. This imposes a 
new global talent management initiative in which 
competitive firms must consider replacing PCN 
expatriates with HCN high-skilled workers. The case 
becomes more serious when multinationals from 
developing economies – by offering low cost, expand 
and threat the developed economies [11, 4]. The 
question is how HSBC can minimize the expensive 
cost deriving from expatriation. Thus, this talent 

management plan will recommend on how this 
business can develop a talent pool consisted of more 
workers from developing economies in order to fulfil 
managerial positions.  
 
B. Inpatriation: Remedy for globalization problem 
It is recommended that HSBC relocate talents from 
subsidiaries to other global bodies instead of sending 
the expatriate from headquarter to subsidiaries. This 
requires developing and motivating local talents. It 
also means that HSBC should invest more in the 
inpatriate – workers transferring out of subsidiaries, 
since reference [12] believed that talent management 
involves talent location or relocation.  
To elaborate, a new training program which transfers 
inpatriates from subsidiaries to headquarter for 
development, namely inpatriation [13] can be 
introduced. This process is valuable partly because 
reference [14] mentioned that multinationals can 
retain talents through it. According to reference [15], 
inpatriation motivates the worker by allowing them: 
‘… build relationships with headquarter staff; learn 
the corporate culture; improve communication and 
exchange between the subsidiary and the headquarter; 
gain technical training; and acquire and transfer 
market-related as well as technical knowledge’  
 
C. Why invest into inpatriation 
To evaluate, replacing expatriates will allow HSBC 
cut operational cost as inpatriates often expect fewer 
incentives. Not only HSBC would become more 
competitive but subsidiaries would also become more 
independent. This is a suitable strategy because it is 
aligned with HSBC’s consistent rewarding system - 
where equal benefits or opportunities are given to 
workers from all places instead of solely those from 
headquarter [16]; especially when reference [17] 
emphasized that a competitive advantage not only 
results from designs and implementations but from 
alignments and connections to the business strategy. 
Furthermore, the firm would develop better global 
networks and a more common corporate culture, 
besides improving ‘general management skills’ and 
‘knowledge of different international markets’ [18]. 
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III. SECOND STRATEGY 
 
A. Digitization: a technological factor 
Digitization happens when algorithms help companies 
to perform more effectively and efficiently. Among all 
digital technologies, reference [4] found that the 
internet makes the biggest impact when it leverages 
business model and disrupts traditional industries such 
as banking. Following this trend, one of the 
adaptations that HSBC can make is to apply business 
functions into the digital platform, which requires a 
digital workforce.  
A digital workforce contributes to virtual teams - 
where workers from any country conduct teamwork 
on Internet based media. This means that the 
traditional working approach is transforming into 
virtuality. This concept of virtuality is described by 
reference [3] as liberation when desks and fixed 
schedules are less preferred because workers are able 
to work at any time. According to these scholars, the 
virtual workforce is evident with ‘discussion forums 
and social chains’ that removes ‘geographic and social 
barriers’. It is advised that virtuality can be advance to 
outside workplace and into social activities for 
workers. Thus, this plan will recommend on how 
HSBC can involve digitization into motivating and 
retaining digital talents, following reference [19]’s 
belief: ‘digital transformation requires enterprise 
alignment’.   
 
B. Remedy for digitization problem 
It is recommended that besides virtual workplaces, 
HSBC develop an official virtual team-building 
platform where workers from everywhere can be 
connected, based on needs or wants. For example: a 
worker interested in reading novels can be connected 
to an overseas comrade who share a similar hobby. 
This remedy is necessary because it gives workers the 
opportunity to make stronger interations globally, 
since one of reference [20]’s recommendations is to 
‘integrate all types of communication’. Such a virtual 
place is an optimization of traditional team-building 
activities. 
 
C. Why create a virtual team-building platform 
This remedy works in a way that HSBC workers claim 
the right to be global citizens. To back up, reference 
[21] had proven that social activity is one of the three 
factors that pull people to work, thus, workers are 
motivated better when their global network grows 
stronger. This increasing interaction can also 
eventuatually boost the workplace culture, especially 
when reference [22] found that a cultivating 
workplace culture is one of the most effective ways to 
retain talents. The idea also relates toreference [23] 
when he conceptualized ‘work’ as occupational 
citizenship when it gives workers more authorities. 
Reference [3] stated that a ‘borderless workplace’ can 
dilute corporate hierarchy, diversify teams with 
‘flatter organizational structures’.     

CONCLUSION 
 
In comparison between two remedies, building a 
virtual platform is easier to implement because it 
requires less preparation. This platform can simply be 
based on a mobile application with regular 
maintenances. Once implemented, the connection 
between can be enhanced and optimized; therefore 
employees would find their work at HSBC more 
enjoyable. This is an opportunity to help HSBC talents 
develop a sensation of being global citizens, which 
will ultimately influence their mind-sets because 
interacting with more cultures can make people 
become more open-minded.  
By focusing of emerging issues and human resource 
management, this plan intentionally draws back on 
previous studies of contemporary management and 
presents a sample of strategic report by proposing 
business strategies to help the multinational enterprise 
to grow more sustainably. It suggests the future 
research to study how different characteristics of a 
corporation can determine the suitability, feasibility 
and adaptability of talent management. In this case, 
HSBC possess certain corporate values that suit 
inpatriation and virtual team-building.      
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