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ABSTRACT

This chapter explores the vital significance of attracting and keeping global talent, emphasizing the criti-
cal role of diversity and inclusion. It looks at various approaches for creating an inclusive workplace,
implementing efficient diversity training initiatives, and using technology to improve talent management
procedures. The ability to draw in and hold on to global talent is essential for organizational success
in the intensely competitive business market. Businesses can attract and retain people from diversified
backgrounds by putting a high priority on diversity and inclusion. Teams must adopt these ideas as core
beliefs to promote creativity and long-term success. Remaining competitive requires leveraging technol-
ogy innovations and adjusting to changing labour market conditions. Creating inclusive work environ-
ments and leveraging technology to encourage diversity and personal development will be essential for
drawing and retaining talent in the future. Businesses can thrive globally by putting these principles
first and using innovative strategies.

INTRODUCTION

Organizations increasingly recognize the critical importance of talent acquisition and retention for
their overall achievement amidst the ever-changing business environment characterized by globaliza-
tion, technological progress, and shifting consumer inclinations. As the global community becomes
more interconnected, organizations are increasingly obligated to hire a more comprehensive range of
candidates, regardless of their origin, ethnicity, gender, or other demographic characteristics, to secure
the most talented and intelligent individuals. Promoting diversity and inclusion has become a critical
strategic requirement for organizations aiming to succeed in the highly competitive marketplace of the

DOI: 10.4018/979-8-3693-1938-3.ch012

Copyright © 2024, IGI Global. Copying or distributing in print or electronic forms without written permission of IGI Global is prohibited.



Fostering Diversity and Inclusion for Global Talent Acquisition

twenty-first century (Coles, 2021). The present chapter explores the significant sub-theme of diversity
and inclusion in the context of global talent management. This study investigates how organizations
can leverage diversity to stimulate innovation, cultivate creativity, and promote an inclusive culture that
attracts and retains highly skilled individuals worldwide. By analyzing paradigm shifts and concrete
instances from the real world, we aim to illuminate the critical need for organizations to seamlessly
incorporate diversity and inclusion into their talent strategies. The business rationale for diversity and
inclusion has grown substantially in prominence recently. Research consistently indicates that diverse
teams are more profitable, innovative, and equipped to solve complex problems. Furthermore, given the
continuous expansion of the global marketplace, organizations must maintain a workforce that mirrors
the diversity of their clientele to gain a competitive advantage and bolster their brand image. In addition
to financial factors, organizations have a moral responsibility to foster inclusive environments that re-
spect, appreciate, and enable all members to share their distinct viewpoints and abilities (Morley, 2018).

More than simply employing personnel from various backgrounds is required to achieve genuine
diversity and inclusion. Dismantling systemic barriers, confronting unconscious biases, and fostering an
environment that provides equal opportunities for development and advancement necessitate a collective
endeavour. A dedication to diversity and inclusion should permeate each stage of the talent management
lifecycle, including hiring and recruitment procedures, employee development, and leadership train-
ing (Harris & Foster, 2010). This chapter explores how organizations can adopt various initiatives and
strategies to promote diversity and inclusion at each phase of the employee lifecycle. There are numer-
ous strategies that organizations can employ to foster a more inclusive workplace culture, including the
establishment of affinity groups, the implementation of inclusive recruitment practices, the provision
of cultural competency training, and the promotion of diverse leadership representation. By advocating
for diversity and inclusion as fundamental principles and integrating them into the structure of their
corporate identity, businesses can attract highly skilled individuals and maximize their staff’s capabili-
ties. In the contemporary era of globalization, achieving successful talent procurement and retention
requires an unwavering commitment to diversity and inclusion. Organizations can enhance their pros-
pects for sustained success in an ever more interconnected and diverse global landscape by cultivating
an inclusive culture that recognizes and appreciates the value of each individual and views diversity as
a valuable asset. Using cooperative endeavours and an unwavering dedication to ongoing enhancement,
it is possible to establish work environments conducive to diversity, innovation, and realizing individu-
als’ utmost capabilities.

The contemporary corporate environment, characterized by globalization and technical progress, has
made talent acquisition and retention vital to company success. The global community’s interconnect-
edness puts more and more pressure on enterprises to diversify their workforce to access a wider talent
pool. Diversity and inclusion have become strategic imperatives for an organization to stay innovative
and competitive.

The study’s theoretical framework includes ideas related to organizational behaviour, talent acquisi-
tion, and diversity management. Critical theories include the Resource-Based View, which emphasizes
the strategic significance of human capital in organizational success, and Social Identity Theory, which
clarifies how people identify with and relate to social groups.

The main ideas of the conceptual framework are organizational performance, talent management,
diversity, and inclusion. It considers how corporate culture, practices, and policies affect diversity and
inclusion initiatives, which in turn affect the results of hiring and retaining talent. This study aims to
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