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ABSTRACT 
 
This article investigates the challenges and opportunities in international human resource 
management (HRM) in Indonesia and its strategies. This qualitative study describes how 
companies manage HRM across various dimensions and addresses cultural differences, 
employment policies, and international recruitment factors. Data were obtained from 
secondary sources such as journals, books, and relevant industry reports. Challenges include 
cultural aspects, distance management, and international talent selection, while 
opportunities include enhancing competitive advantages and employee productivity. 
Strategies to address these challenges involve cross-cultural understanding, training, global 
communication technology, and policies accommodating differences in regulations between 
countries. Collaboration with international HR consultants is also recommended. With a 
holistic approach, international HRM can build an efficient and diverse global workforce, 
ensuring the success of global operations. 
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INTRODUCTION 
In the ever-evolving era of globalization, many organizations operate in the international 
market to face increasingly fierce competition. In confronting these challenges, human 
resource (HR) management plays a vital role. HR management is responsible for 
managing all aspects related to employment or individuals working in various 
institutions, organizations, and companies (Gurbuz & Hatunoglu, 2022). To manage the 
workforce effectively, comprehensive planning is necessary so that selected employees 
can understand their tasks and responsibilities well according to their capabilities. This 
planning aims to ensure that institutions, organizations, or companies can meet the needs 
of skilled and competent human resources. With proper workforce management, 
institutions, companies, and organizations will no longer suffer from a shortage of skilled 
labor (Farzaneh et al., 2020).  

In addition to recruitment, institutions, companies, and organizations also need to 
conduct training and development programs for their human resources. These programs 
ensure that recruited personnel understand work instructions and procedures and can 
develop their skills, enabling them to excel not only in their field but also in various other 
areas. Training and development processes help detect and anticipate external factors, 
especially from competitors, allowing employees to enhance their abilities and 
knowledge in different fields (Skyrius & Valentukevičė, 2020). 

When recruiting, companies must assess the profiles of prospective employees, 
especially their skills and expertise based on education levels and relevant certifications. 
These certifications help companies evaluate the capabilities of their workforce and 
identify areas where additional training and development are needed (Wicaksana & 
Isfania, 2022). Besides coordination, another important aspect of HR management is 
supervision. Supervision ensures that employees perform their duties properly, adhere 
to policies and procedures, and avoid errors or misconduct that could harm the company 
(Fukuda, 2020).  

In the international context, managing human resources requires consideration of 
various factors such as different regulations, cultural norms, language barriers, and 
organizational structures. International HR management involves techniques and 
processes for recruiting, managing, and developing staff based abroad, particularly for 
multinational corporations operating across multiple countries (Khan, 2020). In 
managing international human resources, recruitment processes often involve sourcing 
talent from various countries worldwide. Companies must navigate different recruitment 
regulations and cultural norms, ensuring compliance while avoiding conflicts with local 
laws (Zhen et al., 2021). 

Moreover, companies need to adapt to local norms and customs in different 
regions to ensure the effectiveness of their workforce. Understanding and respecting 
local cultures can enhance productivity and prevent misunderstandings or conflicts 
arising from cultural differences (Nolte et al., 2020). Indonesia, a country attracting 
significant foreign investment for infrastructure development, presents both challenges 
and opportunities for international HR management. Multinational companies investing 
in Indonesia need to understand and respect local regulations, norms, and values to 
effectively manage the diverse workforce. However, there may be gaps in understanding 
cultural nuances, which can affect HR management strategies (Ridwandono & Subriadi, 
2019). In conclusion, managing international human resources in Indonesia involves 
addressing various challenges while capitalizing on opportunities. Understanding local 
regulations, cultural norms, and values is essential for effective HR management in a 
diverse and dynamic environment. By implementing appropriate strategies, companies 
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can navigate these challenges and leverage their human resources as a strategic 
advantage. 
 
LITERATURE REVIEW 
International Human Resource Management 
Explains that global or international human resource management requires the 
recruitment, selection, development, and retention of employees in multinational 
companies or organizations with international operations (Farzaneh et al., 2020). (Nolte 
et al., 2020) state that IHRM is defined as the process of planning, organizing, mobilizing, 
and controlling the use of human resources in multinational organizations to achieve 
organizational goals in a dynamic global environment. (Chatterjee et al., 2021) explains 
that IHRM is defined as the process of managing and coordinating cross-border human 
resources in multinational organizations to achieve strategic organizational goals. (Schuh 
et al., 2019) explains that the International Human Resource Management process 
includes several aspects, namely: 
1) The process of international HR recruitment and selection involves recruiting and 

selecting individuals with skills and qualifications that meet international standards. 
This process requires learning about immigration laws, work visa requirements, and 
city laws regarding the employment of foreign workers (Ridwandono & Subriadi, 
2019). 

2) Policy and practice adjustment, where IHRM necessitates changes to HR policies and 
processes to account for cultural differences, labor laws, and commercial practices in 
the countries where the company operates. Adjustments to salary, benefits, social 
security, and other regulations suitable for the global work environment are included 
(Khan, 2020). 

3) Cross-cultural knowledge development, where IHRM requires individuals to be 
prepared to function efficiently in an international setting. Cross-cultural training, 
enhanced communication skills in multicultural settings, and appreciation of cultural 
differences in business practices and management are part of it (Margherita et al., 
2021). 

4) Global performance management, where IHRM requires effective performance 
management in settings worldwide. This involves tracking and analyzing cross-
border employee performance, setting realistic goals, and providing appropriate 
feedback. Performance management must also consider cultural differences when 
evaluating and rewarding employees (Ridwandono & Subriadi, 2019). 

5) International communication and collaboration, where international HR 
management requires good communication and collaboration among personnel from 
different countries. This includes the use of communication technology that allows for 
quick and efficient information sharing while also fostering cross-border 
collaboration (Huang et al., 2022). 

 
The Role of HRD in Facing Global Challenges 
(Islam et al., 2022) states that the role of HRD in International Human Resource 
Management includes: 
1) Cross-cultural skills development, where HRD assists employees in developing the 

cross-cultural skills necessary to effectively engage in multicultural workplaces. This 
consists of knowledge about cultural variations, norms, and business procedures in 
many countries, as well as the capacity to adapt and respect local customs (Holbeche, 
2019). 
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2) Language and communication training, where HRD helps employees acquire the 
language skills needed to communicate with coworkers from other countries. Cross-
cultural communication training is also provided to international personnel to enable 
effective understanding and collaboration (Pastrana Pardo et al., 2022). 

3) Global management skills training, where HRD provides training and development 
to employees involved in HR management worldwide to enhance their managerial 
skills. This requires knowledge of international labor laws, diversity management, 
cross-cultural team leadership, and international negotiation skills (Ridwandono & 
Subriadi, 2019). 

4) Global leadership development, where HRD is responsible for identifying and 
developing global leaders capable of managing teams and activities worldwide. This 
involves leadership development, strategic skill development, and understanding 
global trends impacting the company and human resource management (Skyrius & 
Valentukevičė, 2020). 

5) Development of International HR policies and procedures, where HRD helps 
establish rules and standard procedures in international human resource 
management. This includes policies on recruitment, compensation, and benefits, 
international mobility, as well as diversity and inclusion that reflect the needs of the 
company in a global work environment (Akkaya & Mert, 2022).  
 

 Kahl et al., (2022) state that the factors influencing companies, particularly HRD, 
in enhancing the ability to manage human resources in a country include: 
1) Cultural Diversity, where the impact of cultural diversity on International Human 

Resource Management includes: 
a) Recruitment and selection, where recruitment and selection strategies are 

influenced by cultural diversity. In the recruitment process, organizations must 
understand cultural differences in beliefs, conventions, and preferences. 
Understanding local culture as well as relevant labor laws is crucial to ensure fair 
recruitment aligned with the local cultural environment (Polat & Erkollar, 2021). 

b) Communication and language, where communication among multinational 
employees is influenced by cultural diversity. Communication and team 
collaboration may be hindered by language differences, communication styles, 
and communication standards. To achieve good understanding and effective 
information exchange, international HR management must consider the need for 
language training and cross-cultural communication skills development (Huang 
et al., 2022). 

c) Leadership and team management, where leadership and team management 
must acknowledge cultural differences in international HR management. 
Leadership styles successful in one culture may not work in another. To develop 
trust and productivity in cross-cultural teams, international managers must 
recognize and appreciate cultural differences in leadership styles, decision-
making, and team management practices (Fukuda, 2020). 

d) Compensation and benefits policies, where cultural diversity influences 
compensation and benefits policies in international HR management. Different 
cultural values and preferences can affect employee expectations regarding 
wages, benefits, and incentives. International HR management needs to assess 
cultural needs and preferences in determining fair and adequate compensation 
and benefits policies (Bhavin et al., 2021). 
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e) Conflict management, where workplace conflicts may arise due to cultural 
differences. Cultural differences in perspectives, attitudes, and interaction styles 
can lead to conflicts and disagreements. To mitigate the negative impact of 
cultural differences, international HR management must have competence in 
handling intercultural issues, promoting inclusivity, and facilitating constructive 
conversations (Fukuda, 2020). 

2) International Competency Development 
 State that international competency development can be influenced by several 
factors, including (Spagnoletti et al., 2022): 
a) Cultural understanding and sensitivity, where international competency 

development requires comprehensive awareness of culture, beliefs, conventions, and 
practices in many countries. This teaches individuals how to respect cultural 
differences, avoid misunderstandings, and effectively engage with colleagues and 
business partners from other cultures (Farzaneh et al., 2020). 

b) Cross-cultural communication skills, where effective communication is essential in 
an international work environment. Cross-cultural communication abilities involve 
adapting to diverse communication methods, understanding different language and 
nonverbal norms, and recognizing cultural context in communication. 

c) Foreign language proficiency, where foreign language skills are a significant asset in 
an international context. Foreign language training can aid in international 
competency development by enabling improved communication with colleagues, 
clients, and business partners from other countries. 

d) Knowledge of international business, where understanding international business 
dynamics and practices is necessary for international competency development. 
Individuals should be experienced in global markets, international trade policies, 
cultural perspectives in business negotiation and contracts, as well as global business 
trends and issues (Liu et al., 2023). 

e) Global managerial skills, where understanding cross-cultural team management, 
effective leadership in an international context, and the ability to manage complexity 
and ambiguity in a global corporate environment are all required for global 
managers. Individuals can acquire these skills through training and practical 
experience with international competency development. 

3) Cross-cultural Performance Management 
 State that there are several relevant factors in cross-cultural performance 
management, including (Khan, 2020): 
a) Setting appropriate goals, where cross-cultural performance management requires 

comprehensive awareness of various cultural values, priorities, and expectations. To 
ensure realistic and meaningful achievements in the international workplace, 
employee goals must be aligned with the cultural context. 

b) Diverse feedback, where when offering feedback to employees in cross-cultural 
performance management, it is crucial to recognize cultural variations. Effective 
feedback methods and tactics vary across cultures. Managers must be culturally 
sensitive when providing constructive and stimulating feedback (El Nsour, 2021). 

c) Fair performance measurement, where performance measurement must be fair and 
objective in cross-cultural performance management. In terms of assessment and the 
weight given to various performance components, performance measurement 
systems must consider cultural differences. A fair and measurable approach to 
employee evaluation will help minimize cultural biases (Wicaksana & Isfania, 2022). 



JOURNAL OF MANAGEMENT Small and Medium Enterprises (SME’s) Vol 17, No. 2, July 2024, p391-401 
Eliyunus Waruwu 

 

396 | P a g e  
 

d) Proper employee development, where employee growth in an international 
workplace must consider cultural differences. Employee demands for learning and 
developing cross-cultural skills, such as cross-cultural communication skills, cultural 
sensitivity, and the ability to work in multicultural teams, must be addressed through 
training and development. 

e) Conflict and divergence management, where conflict and disagreement may arise 
due to cultural variations in cross-cultural performance management. Managers 
must be able to manage conflicts, facilitate productive communication, and promote 
understanding and collaboration among individuals and teams from diverse cultural 
backgrounds. 

f) Recognition and appreciation, where employee recognition and appreciation should 
also be tailored to cultural variations. Effective types of recognition and appreciation 
may differ across cultures. To ensure that employees feel valued and encouraged, 
cross-cultural performance management requires an understanding of cultural 
differences regarding rewards and recognition (Bhavin et al., 2021). 

4) Global Recruitment and Selection 
 (Margherita et al., 2021) state that there are several relevant factors in global 
recruitment and selection, including: 
a) Understanding global needs, where global recruitment and selection require 

comprehensive awareness of organizational demands on a global scale. This involves 
determining the competencies and qualities needed for success in complex and 
diverse international work environments (Nagahara, 2019). 

b) Global talent search, where global recruitment requires talent search worldwide. 
This can be achieved through various avenues, such as international job search firms, 
global professional networks, social media, and online recruitment portals. To attract 
competent individuals, organizations can also host international career events or 
attend international job fairs. 

c) Cultural understanding and local needs, where understanding cultural differences 
and local requirements in each targeted area or region for recruitment is crucial in 
global recruitment. Knowledge of local culture, work habits, and labor law 
requirements is necessary to ensure that recruitment is conducted properly and in 
line with the local cultural context (Nolte et al., 2020). 

d) Thorough selection, where global selection is a comprehensive procedure for 
analyzing prospects. Interviews, skill tests, psychometric tests, reference checks, and 
work records are examples. The selection process should be designed to identify 
relevant qualities, skills, and talents of candidates that align with the organization's 
demands on a global scale (Bhavin et al., 2021). 

e) Cross-cultural communication abilities, where cross-cultural communication 
abilities are a critical aspect of global recruitment and selection. Recruitment teams 
must be able to communicate with candidates from various cultural backgrounds, 
understand cultural differences in insights and behaviors, and manage the selection 
process with cultural sensitivity (Gergin et al., 2022). 

f) Flexibility and mobility, where employee flexibility and mobility must be considered 
in global recruitment and selection. Some jobs may require working in multiple 
locations or countries. As a result, during the selection process, the ability to adapt to 
culturally and geographically diverse situations must be assessed. 

5) Adaptation of Policies and Regulations across Different Countries. 
 (Walter, 2021) state that there are several factors to consider in adapting policies 
and regulations across different countries: 
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a) Knowledge of local laws and regulations, where in-depth knowledge of local laws and 
regulations in the target country is the first step in policy and regulation adaptation. 
This includes understanding labor laws, tax laws, trade regulations, safety and 
environmental requirements, as well as other legal aspects relevant to the business. 

b) Analysis of cultural differences and values, where cultural and belief variations 
between countries can impact how a company operates and policies are applied. 
Differences in ethical values, organizational hierarchy, and perspectives on 
teamwork, for example, can affect communication, decision-making, and HR 
management strategies. It is essential to recognize these differences and adjust 
policies to the local cultural context (Oliva et al., 2019). 

c) Flexibility and diversity of policies, where organizations must have flexible and easily 
adaptable policies in dealing with legislative gaps and regulations across countries. 
Not all policies can be applied in every country in the same manner. As a result, 
policies that can be tailored to the needs and requirements of each country are crucial 
(Schuh et al., 2019). 

d) Consistency with core organizational values, where although policies and regulations 
may vary across countries, it is essential to maintain consistency with the 
organization's core beliefs. Despite changes in culture and local rules, organizational 
beliefs and principles should be upheld. This helps in preserving the identity and 
image of the organization on a global scale (Fukuda, 2020). 

 
METHOD 
This research is based on a literature analysis approach and qualitative descriptive 
research, where this descriptive research is a study that describes a problem formulation 
aimed at exploring or portraying a social situation to be comprehensively examined 
(Gergin et al., 2022). Data were collected from various secondary sources such as 
academic journals, books, and relevant industry reports. Qualitative analysis was used to 
identify key challenges and opportunities in international human resource management, 
as well as to analyze the best strategies and practices used by successful organizations 
(Margherita et al., 2021).   
 
RESULTS AND DISCUSSION  
The findings of this research reveal that international human resource management faces 
a number of complex challenges, including cultural, linguistic, and policy differences in 
destination countries, which must be wisely addressed by companies managing human 
resources or labor in a region or country with different cultures, norms, and geographic 
areas (Walter, 2021). However, these challenges also provide opportunities for 
organizations to gain competitive advantage by effectively managing global workforce. 
The discussion will cover strategies to address these challenges, including the 
development of cross-cultural training programs, the use of effective communication 
technology, and the adaptation of policies and procedures to meet the requirements of 
each global market, where the elaboration of each challenge includes (Khan, 2020): 
1. Cultural and value differences, where cultural variations among countries can impact 

employee interactions, communication, team management, and work habits. 
International human resource management must address this issue by 
understanding and appreciating cultural differences and building an inclusive and 
fair work environment for individuals from diverse cultural backgrounds (Bhavin et 
al., 2021). 
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2. Different employment policies and regulations, where each country has its own set 
of labor laws and policies. International human resource management must be aware 
of and comply with the labor laws of each country, including those governing 
employment contracts, wages, working hours, leave, human rights, and employee 
protection (Schuh et al., 2019). 

3. Management of geographical distance and time, where International organizations 
often have teams and employees located in various countries with significant 
differences in time zones and geographical distances. By leveraging appropriate 
technology and techniques, human resource management must manage 
communication, collaboration, and coordination across geographically dispersed 
teams (Gurbuz & Hatunoglu, 2022). 

4. Recruitment and Selection of International Talent, where finding and recruiting the 
right people in different countries can be challenging. Organizations must establish 
effective global recruitment strategies, including talent search in international job 
markets, evaluation of cross-cultural skills, and selection methods tailored to local 
needs (Buganová & Šimíčková, 2019). 

5. Cross-Cultural Employee Development, where international human resource 
management must prepare personnel to work in cross-cultural situations. 
Employees need to be trained, develop cross-cultural skills, and cultural awareness 
to operate effectively in multicultural teams and manage cultural differences 
(Theodore et al., 2022). 

6. Management of communication and language, where Cross-cultural communication 
and language pose barriers in international human resource management. Managers 
and staff must be able to communicate effectively in multicultural and multilingual 
settings. These limitations can be overcome through translation, language training, 
and the use of appropriate communication tools (Gergin et al., 2022). 

 
 

CONCLUSION AND SUGGESTION 
In this conclusion, the importance of effective international human resource management 
in achieving global success will be outlined (Hernaus et al., 2020). Organizations must 
recognize the challenges faced in managing a global workforce and adopt appropriate 
strategies to address them. In the context of an evolving global landscape, successful 
international human resource management can help organizations gain competitive 
advantage, enhance employee productivity and performance, and promote an inclusive 
work culture (Mirabeau & Maguire, 2013). The challenges faced are increasingly complex, 
including differences in values and cultures, employment policies, management of 
geographical distance and time, international talent recruitment and selection, cross-
cultural employee development, and communication and language management. By 
understanding the challenges and opportunities in international human resource 
management, organizations can prepare themselves to effectively manage a global 
workforce. Some steps that can be taken include enhancing cross-cultural understanding, 
developing cross-cultural training programs, adopting communication technology that 
facilitates global collaboration, and creating policies and procedures that accommodate 
policy and regulatory differences in destination countries. In addressing international HR 
challenges, it is important for organizations to have experienced HR teams with broad 
knowledge of the global market (Walter, 2021). They must be able to understand cultural 
dynamics, employment laws, and employee needs in various countries.  
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Additionally, collaboration with international HR consultants or professional 
associations can provide additional benefits in tackling complex challenges. In optimizing 
international HR opportunities, organizations need to adopt a holistic and strategic 
approach. This involves integrating HR functions with overall business strategy, making 
HR a strategic partner in achieving organizational goals. The use of advanced HR 
technology and data analytics can also help organizations make better and more effective 
decisions in managing a global workforce. In an increasingly interconnected world, 
international human resource management plays a crucial role in the success of global 
operations. By addressing challenges and leveraging existing opportunities, 
organizations can build a diverse, productive, and efficient global workforce. In efforts to 
achieve these goals, organizations must continuously update their knowledge and skills 
in international human resource management and adapt to changes in the global 
environment (Strode et al., 2022). In conclusion, this article highlights the importance of 
understanding the challenges and opportunities in international human resource 
management. By combining cultural understanding, employee development strategies, 
policy and procedure adaptation, and advanced HR technology, organizations can achieve 
success in managing a global workforce. In facing an increasingly integrated business 
world, effective international human resource management is key to achieving 
competitive advantage in diverse and dynamic global markets. 
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