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ABSTRACT 
This research aimed to explore the strategic role of Human Resource Management (HRM) in 

selecting and marketing Human Resource (HR) as a key asset for the company's success. The research 
focuses on how HRM can find and recruit talent that fits the organization's needs amid tough 
business competition. This study uses a qualitative approach to understand the processes and 
strategies that companies implement in HR selection and marketing. We collected data through in-
depth interviews with HR managers. They were from five multinational companies in tech, 
manufacturing, and services. Also, watching the recruitment and training gave insights into the 
companies' internal dynamics and best practices. Document analysis such as recruitment policies, 
annual reports, and HR marketing strategies were also used to enrich the research data. The results 
show that a competency-based HR selection strategy. It improves recruitment and ensures new hires 
have the right skills to support the company's goals. On the other hand, integrated HR marketing 
has benefits. It boosts the company's image as an ideal workplace (employer branding). It also 

provides career development. This approach has increased the company's appeal to talent and 
strengthened employee loyalty. This approach significantly enhances a company's competitiveness 
in the global labor market. 

 

Keywords: Competitiveness, Corporate Strategy, HRM, Talent Marketing  

 
ABSTRAK 

Penelitian ini dilakukan untuk menggali secara mendalam peran strategis manajemen sumber 
daya manusia (MSDM) dalam proses pemilihan dan pemasaran sumber daya manusia (SDM) 
sebagai aset utama dalam mendukung keberhasilan perusahaan. Fokus utama penelitian adalah 
bagaimana MSDM dapat secara efektif mengidentifikasi, merekrut, dan memasarkan talenta yang 
sesuai dengan kebutuhan organisasi di tengah persaingan bisnis yang semakin kompleks. Penelitian 
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ini menggunakan pendekatan kualitatif untuk memahami proses dan strategi yang diterapkan 

perusahaan dalam pemilihan dan pemasaran SDM. Data dikumpulkan melalui wawancara 
mendalam dengan manajer Human Resource Development (HRD) dari lima perusahaan 
multinasional yang mewakili berbagai sektor, termasuk teknologi, manufaktur, dan jasa. Selain itu, 
observasi langsung terhadap proses rekrutmen dan pelatihan memberikan wawasan tentang 
dinamika internal dan praktik terbaik yang diterapkan perusahaan. Analisis dokumen seperti 
kebijakan rekrutmen, laporan tahunan, dan strategi pemasaran SDM juga digunakan untuk 
memperkaya data penelitian. Hasil penelitian menunjukkan bahwa strategi pemilihan SDM 
berbasis kompetensi tidak hanya meningkatkan efektivitas rekrutmen tetapi juga memastikan 
bahwa karyawan yang direkrut memiliki kemampuan yang sesuai untuk mendukung tujuan 
strategis perusahaan. Di sisi lain, pemasaran SDM yang terintegrasi—melalui penguatan citra 
perusahaan sebagai tempat kerja yang ideal (employer branding) dan penyediaan peluang 
pengembangan karier—terbukti mampu meningkatkan daya tarik perusahaan di mata talenta 
potensial dan memperkuat loyalitas karyawan yang sudah ada. Pendekatan ini secara signifikan 
meningkatkan daya saing perusahaan dalam pasar tenaga kerja global. 

 

Kata kunci: Daya Saing, Strategi Perusahaan, MSDM, Pemasaran Talenta 

 
 

INTRODUCTION 
Human Resource Management (HRM) plays a pivotal role in enhancing 

organizational competitiveness, particularly in the context of globalization and rapid 
change. As firms navigate complex international markets, HRM strategies that align with 
business objectives become essential. According to Sulistio and Darmastuti (2022), 
effective HRM practices contribute to improved organizational performance by fostering 
employee engagement and innovation. Furthermore, Aji et al. (2024) emphasize that 
strategic HRM enables organizations to adapt to changing environments by developing a 
skilled and flexible workforce. In a globalized economy, where competition is intense, 
HRM must not only focus on recruitment and retention but also on cultivating a culture 

of continuous learning and adaptability (Baskoro et al., 2023). Thus, HRM emerges as a 
critical function that sustains competitive advantage through strategic alignment with 
organizational goals and responsiveness to external challenges. 

Companies must have a sustainable competitive advantage. In this case, Human 
Resource (HR) is key. It is an asset and the main driver of innovation, productivity, and 
performance. Selecting the right people is key to the company's success. They must be 
technically skilled and a good cultural fit. Also, a strong talent marketing strategy is 
needed. It must attract, develop, and retain the best people amid high labor mobility 
(Druhova et al., 2024). 

Due to globalization, companies now compete for talent, not just market share. 
Organizations must take a holistic approach. It should focus on recruitment, employee 
development, and a great work environment. It should also manage relationships. A 
strong employer brand is key to a good talent marketing strategy. It makes the company 
more attractive as a workplace. It helps attract talent and boosts loyalty and engagement 

among current employees (Nendi, 2024). 
This research aims to explore HRM's strategic role in HR selection and talent 

marketing. It will also study their impact on organizational performance. By 
understanding these dynamics, companies can align HRM with their business strategy. 
This will create lasting value. This research focuses on the strategy companies use to 
manage HRM as part of their corporate strategy. This research should help to create a 
useful HRM framework. It aims to gain a competitive edge in the global market. 

 

LITERATURE REVIEW 
This research explore the fundamental concepts of Human Resource Management 

(HRM). These concepts illuminate the selection and marketing of people, woven into 
corporate strategy. The HRM is a strategic ally in organizations (Ogedengbe et al., 2024). 
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It does more than support operations; it helps achieve business goals through effective 
talent management. Competency-based HR selection, focuses on matching individual 
abilities with organizational needs. This strategy not only enhances employee 
effectiveness but also fosters company sustainability amid shifting business landscapes 
(Valeau, 2024). 

On the other hand, talent marketing has developed into a key element in modern HR 
management. Employer branding, is a strategy used by companies to attract and retain 
quality talent(Purnandika & Fazri, 2023). This strategy weaves the company's values into 
the fabric of employee engagement. By sharing these core beliefs, we craft an enticing 
image that shines bright in the job market. Moreover, Barney's resource-based view 
theory, introduced in 1991, champions the notion that nurturing talent is pivotal. 
Managed with care, top talent becomes a treasure—rare, hard to replicate, and of 
immense value—offering a competitive edge that can propel our organization forward 
(Charan et al., 2018). 

This literature review uncovers the pivotal link between HRM and business strategy 

(Laeeq, 2021). The firms aligning HRM with strategic goals shine in performance. HR 
selection and talent marketing aren't just administrative tasks; they are key drivers of 
strategic excellence, adding real value. This study lays the groundwork for exploring 
practical applications within a corporate context, revealing their impact on organizational 
competitiveness (Mariappanadar, 2024). 
 

Human Resource Management 
HRM is defined as a strategic approach to managing employees to increase 

productivity and achieve organizational goals (Rawat & KC, 2024). Its main functions 
include recruitment and selection, which involve searching, assessing, and selecting 
candidates who best fit the needs of the organization. Another key function is training 
and development, where opportunities are provided for employees to improve their 
competencies. Additionally, performance management plays a crucial role in measuring 
and evaluating employee performance to ensure the achievement of desired results. 

HRM should not only focus on personnel administration but also serve as a strategic 
partner in business decision-making (Mohamed & Yassin, 2019). Competency-based HR 
selection is an approach that emphasizes individual capabilities in three main aspects: 
technical competence, which refers to the ability to accomplish specific job-related tasks; 
behavioral competencies, which include interpersonal skills such as communication, 
teamwork, and leadership; and value alignment, which ensures congruence between an 
employee's personal values and the organization's culture. Competency-based models 
help companies by assessing candidates more effectively, reducing recruitment errors, and 
improving employee retention (Putri, 2024). 
 

Talent Marketing 
Talent marketing is a corporate strategy aimed at attracting, retaining, and promoting 

human resources as a key organizational asset (Respati et al., 2024). This concept is 
closely linked to employer branding, which reflects a company's reputation as an 
attractive place to work. Key talent marketing strategies include employer branding, 
which involves communicating a positive employer image to potential employees; 
enhancing employee experience by providing a satisfying and engaging work 
environment; and fostering career development through opportunities for continuous 
professional growth and skill advancement. 

Companies with a savvy talent marketing strategy excel in attracting top performers, 
and their success lies in seamlessly integrating HR and business strategy. This harmonious 
partnership drives the journey toward organizational triumph. Schuler and Jackson 
(1987) introduced the concept of strategic human resource management (SHRM), which 
emphasizes aligning HR policies with the company’s strategic vision to ensure every hire 
contributes to success (Tenakwah, 2024). Key practices in SHRM include aligning HRM 
objectives with the organization's vision and mission, leveraging HR analytics to support 
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strategic decision-making, and involving the HRM function in corporate strategic 
planning. 
 

METHODS 
This research uses a qualitative approach with a case study design, which allows in-

depth exploration of human resource management (HRM) practices in multinational 
companies. The choice of this design aims to understand the phenomenon holistically in 
a real context, so as to identify strategies, challenges, and opportunities in HRM. Research 
data were collected through three main methods: in-depth interviews, participatory 
observation, and document analysis, which were designed to complement each other in 
providing a comprehensive picture. 

In-depth interviews were conducted with 10 Human Resource Development (HRD) 
managers from five multinational companies operating in various sectors, namely 
technology, manufacturing, and services. The selection of informants was purposive, with 
the criteria of including those who have a strategic role in decision-making related to HR 

selection and marketing. The interviews took place in a semi-structured setting, which 
allowed flexibility in exploring information related to recruitment policies, talent 
marketing strategies, and their impact on organizational performance. Each interview 
lasted 60 to 90 minutes and was recorded with the informant's consent to ensure data 
accuracy (Alaslan, 2024). 

Participatory observation involved the researcher directly in some of the employee 
recruitment and training processes at the subject company. Through direct presence in the 
field, researchers can understand internal dynamics that are not always visible through 
interviews or written documents. This process included observing the conduct of job 
interviews, the preparation of training modules, and interactions between managers and 
prospective employees. These observations provide a contextual perspective on the 
implementation of HRM strategies, especially how the designed policies are applied in 
daily practice. 

Document analysis was conducted by studying various relevant official documents, 

such as recruitment policies, company annual reports, HRM strategy guides, and internal 
publications. These documents provided insights into the formal framework the company 
uses to manage HR, and supported the triangulation of data from interviews and 
observations. The researcher also reviewed the company's promotional materials, such as 
the careers website and recruitment brochure, to understand the employer branding 
approach adopted. 

All data was analyzed using the thematic method, where the researcher identified 
recurring patterns of findings and formulated key themes relevant to the research focus. 
This analysis process involved several stages, including interview transcription, initial 
coding and theme clustering. With this approach, the researcher was able to uncover the 
relationship between HRM policies and practices, and their impact on the company's 
competitiveness. This method ensured that the research results were not based solely on 
individual perceptions, but also reflected a holistic picture of effective HRM practices.This 
research takes a qualitative nosedive, employing a case study design that unravels the 

intricate tapestry of human resource management (HRM) practices in multinational 
companies. By selecting this approach, we aim to decode the phenomenon in its natural 
habitat, revealing the strategies, challenges, and opportunities that lie within HRM's vast 
landscape. 

Data collection is a trifecta of three dynamic methods: in-depth interviews, 
participatory observation, and document analysis. Each method works in harmony, 
painting a vivid portrait of our findings (Assyakurrohim et al., 2022). We spoke with 10 
HRD managers from five multinational companies that span technology, manufacturing, 
and services. Our sample was handpicked, filtering for strategic decision-makers directly 
involved in HR selection and marketing. The interviews took place in a semi-structured 
format, allowing us the freedom to dig deep into recruitment policies and talent strategies. 
Each conversation unfolded over 60 to 90 minutes, with recordings made to keep every 
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detail intact. Participatory observation saw the researcher dive into the recruitment and 
training trenches of a select company. Immersed in the action, we gleaned insights into 
internal dynamics that often escape written words or fleeting interviews. Observing job 
interviews, training module preparations, and manager-employee interactions provided a 
lens into the real-life application of HRM strategies. 

Document analysis added yet another dimension, delving into a treasure trove of 
official materials, like recruitment policies and company annual reports. These documents 
shed light on the formal frameworks guiding HR management while bolstering the data 
gleaned from interviews and observations. We also scrutinized promotional content—like 
the careers website and recruitment brochures—to unearth the employer branding 
narrative at play. All gathered data underwent thematic analysis, a meticulous journey 
through recurring patterns and key themes that aligned with our research focus. This 
multi-stage process included transcribing interviews, coding data, and clustering themes. 
Ultimately, this technique unraveled the intricate dance between HRM policies and 
practices, highlighting their role in enhancing company competitiveness. This approach 

ensured our findings reflected a comprehensive landscape of effective HRM practices 
instead of mere anecdotal perceptions. 
 

RESULTS 

Competency-based HR Selection 
Competency-based HR selection is a smart recruitment strategy. Its goal is to align 

individual skills with organizational needs. This method examines both hard skills—like 
technical abilities—and soft skills, as well as a candidate's fit with corporate culture. 
Research shows that companies utilizing this approach create teams that are more 
productive and collaborative (Wu, 2025). 

 
Core Components of Competency-Based HR Selection 

In this framework, we assess three pivotal dimensions. The first is technical 
competency, which highlights the specific abilities essential for job performance, such as 

mastery of technology, data analysis, or design expertise. For example, a tech firm may 
use project simulation tests to evaluate potential hires' capabilities in solving real-world 
challenges. The second dimension is behavioral competencies, which encompass crucial 
interpersonal skills like communication, leadership, and teamwork. Employers often 
conduct competency-based interviews to gauge how candidates respond to various 
workplace scenarios, revealing their adaptability and mindset. Finally, cultural value fit 
evaluates how closely a candidate’s personal values align with the organization’s ethos. 
Many organizations use case studies to assess applicants' understanding of the company's 
mission, ensuring a cohesive and harmonious workplace culture. 

 
Impact on Productivity 

The competency-based selection method leads to significant productivity 
improvements. Employees chosen through this process tackle job hurdles more 
effectively, adapt faster, and achieve higher performance levels than those selected based 

solely on traditional qualifications as can be seen in table 1. The results are clear: this 
approach fosters a more dynamic, engaged workforce (Dewi et al., 2024). 

 

Table 1. Analysis of the five companies studied 
Competency Level of Influence on 

Productivity 

Example of Selection 

Practice 

Technical competency High Project simulation test 

Behavioral Competency High – Medium Competency-based interview 

Cultural Value Fit High Case study and group 

discussion 
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One of the companies studied is a global technology company that integrates big data 
analysis in HR selection. They combined competency-based tests with behavioral 
interviews using digital evaluation tools. The results showed that 85% of employees 
recruited with this approach met performance targets within three months. Competency-
based HR selection ensures employees have the right skills. They must be technically, 
behaviorally, and culturally fit. It is an effective method for supporting productivity and 
sustainability. This strategy can help companies create a collaborative, innovative, and 
results-driven work environment (Manoharan et al., 2024). 
 

Talent Marketing as a Competitive Strategy 
In a global competition, talent marketing is key. It helps companies attract, retain, and 

develop top talent. Talent marketing is more than recruitment. It aims to boost the 
company's image as a top workplace for professionals. This strategy has three key 
approaches: employer branding, career development programs, and employee 
involvement in promotion (Mansur, 2024). 

 
Strong Employer Branding 

Employer branding transforms your company into a beacon for talent. It’s the art of 
crafting an appealing reputation as a desirable workplace (Sahoo et al., 2024). This 
strategy showcases your core values, vibrant work environment, and a culture that 
nurtures growth. Research reveals that companies with a strong employer brand attract 
50% more job applicants. There are 3 main components in employer branding as can be 
seen in the Table 2. 
 

Table 2. Key components in employer branding 
Key components in employer branding Description 

Company Value Emphasize the company's core 

values that support inclusivity, 

innovation and sustainability. 

 

Work Environment Create a collaborative and flexible 

working atmosphere. 

 

Employee Testimonials Provide a platform for employees 

to share positive experiences in 

the company 

 
Career Development Program 

Career development is a major attraction for quality talent. These programs not only 
provide a clear career path, but also provide training and competency development to 
enhance individual capabilities. Figure 1 shows that the Career Development Program 
has a significant effect on Employee Loyalty. This is in line with previous studies stating 
that global technology companies like Google offer digital skills development programs 
that help employees stay relevant in an ever-changing industry (Gandasari et al., 2024). 
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Figure 1. Effect of Career Development Program on Employee Loyalty 

 
Employee Involvement in Company Promotion 

Table 3 shows that employee engagement in company promotion creates a more 
personalized relationship between the company and the target audience. For example, 
employees can act as brand ambassadors who actively promote the company's values 
through social media or recruitment events. This not only strengthens the company's 
image, but also increases the sense of belonging among employees. Studies show that 85% 
of employees involved in company promotions feel more satisfied with their jobs. Impact 
of Talent Marketing on Company Performance (Ramadina et al., 2024). 

The implementation of an effective talent marketing strategy offers several benefits. It 
enhances company attractiveness, enabling organizations with a strong reputation to 
attract highly competent applicants. Additionally, it fosters increased employee loyalty, 
as development-oriented programs boost retention and reduce turnover costs. 
Furthermore, satisfied and committed employees contribute to better performance, 
providing a competitive advantage in the marketplace. 
 

Table 3. Comparison of company performance based on the application of talent 
marketing 

Indicator Companies with Talent 

Marketing Strategies 

Company without strategy 

Employee Retention Rate 

 

90% 60% 

Employee Satisfaction 90% 50% 

 

Integration of HRM Function with Business Strategy 
HRM, aligned with business strategy, helps companies adapt to market changes. This 

means aligning HR processes with organizational goals. It will create synergies that 
support sustainability and a competitive edge. In companies that align HR with business 
strategy, HR is a strategic partner. It directly helps achieve organizational goals, not just 
a supporting asset (Adeniyi & Damilola, 2024). The process starts by identifying the 
organization's strategic needs. Then, we translate those into HRM policies and programs. 
If the company prioritizes innovation, then HRM must train employees to be creative. 
Also, HRM must ensure that the structure, recruitment, and rewards support an 
innovative culture. 

Key elements of HRM and business strategy integration focus on aligning human 
resource practices with organizational goals to drive success. One critical element is 
employee competency development, where training in areas such as the latest technology 
or project management ensures that employee skills meet the company's strategic needs. 
Another is a strategy-based performance appraisal system, which aligns with the 

80%

20%

Effect of Career Development 
Program on Employee Loyalty

Career Development Non Career Development
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company's key performance indicators (KPIs) to help employees understand how their 
work supports broader business objectives. Long-term human resource planning is also 
essential, requiring proactive efforts such as succession planning, talent needs analysis, 
and data-driven recruitment strategies to meet future organizational demands. Lastly, 
involvement in strategic decision-making allows HR departments to play a pivotal role in 
ensuring the human aspects of decisions are carefully considered, reinforcing the 
alignment of HRM with business strategies (Sova et al., 2023). 
 
Positive Impact of HRM Integration with Business Strategy 

The results show that firms that align HRM with business strategy adapt better to 
market changes. This is supported by the data displayed in the table 4 below. 
 

Table 4. Integration of HRM with Business Strategy 
Aspect Integration of HRM  Without Integration of HRM  

Productivity 

 

80% 70% 

Employee Retention 90% 60% 

 

Employee Satisfaction 

 

90% 

 

50% 

 

Product/Process Innovation 

 

80% 

 

50% 

 
Integrating HRM functions with business strategy is essential for companies seeking 

to enhance adaptability to market changes. This alignment can be achieved by developing 
employee skills, implementing strategy-based performance appraisals, and involving 
employees in strategic decision-making. Additionally, investing in HRM technology, 
such as HR analytics, empowers organizations to make better, data-driven decisions, 
fostering greater efficiency and strategic focus (Syabilla et al., 2024). 

 

DISCUSSION 
This research underscores the crucial roles of HR selection and marketing in a 

successful HRM strategy. Choosing the right candidates goes beyond checking technical 
skills. It involves aligning their values with the organization's culture. The study shows 
that a competency-based approach is key. It looks at technical skills, soft skills, and long-
term potential. Smart HR selection is an investment in the organization's future (Chaubey 
et al., 2024). Talent marketing is equally vital. Companies that become "employers of 
choice" attract and keep top talent. They do this through strong employer branding. 
Initiatives like clear career paths, competitive pay, and an inclusive workplace are 
essential. Here, HR marketing isn't just about attracting new hires. It's also about making 
current employees feel valued and inspired (Pradila & Fadli, 2023). 

The research highlights that companies integrating HRM with business strategy are 
more agile. For example, one firm used data analytics to predict future skill needs. This 
allowed them to tailor training programs, keeping their workforce aligned with industry 

trends. Such integration links business goals with HR management, boosting productivity 
and efficiency. Yet, challenges in executing this strategy are significant. Companies often 
find it hard to align HRM with immediate business needs, especially during market shifts. 
Moreover, if talent marketing focuses too much on attracting new hires, it can lead to 
internal dissatisfaction. Therefore, a balanced approach is crucial. It should address short-
term goals and foster a positive organizational culture (Westover, 2024). 

This research shows that integrated HRM can drive corporate success in today's 
competitive landscape. By combining competency-based selection with innovative talent 
marketing, companies gain a unique edge. However, achieving this balance requires 
commitment from top management and engagement from all stakeholders. Organizations 
must also be willing to adapt to changes. These insights provide a roadmap for HRM 
practitioners to develop impactful strategies (Varis et al., 2023). 
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CONCLUSION 
The strategic implementation of HR selection and marketing within organizations has 

been demonstrated to exert a significant influence on the competitive advantage of the 
enterprise. These practices have been shown to exert a direct impact on the quality and 
productivity of the workforce, which is a critical asset for the organization.Competency-
based talent selection ensures that recruited employees possess the necessary skills to align 
with the organization's needs, thereby fostering a greater sense of organizational 
commitment and cultural congruence. This, in turn, has been observed to enhance team 
cohesion and performance. Conversely, talent marketing, when integrated with the 
company's business strategy, plays a pivotal role in attracting and retaining high-quality 
individuals who can contribute to the organization's long-term growth.Adopting this 
approach enables companies to enhance their flexibility and responsiveness to market 
changes, thereby fostering a more innovative and adaptive environment. Consequently, 
this study proposes that companies adopt a strategic HRM approach, which not only 

emphasizes the recruitment process but also ensures that every HR-related decision is 
aligned with long-term business goals and needs.This sustainable HRM approach will 
enable companies to not only survive but also excel in an increasingly competitive market. 
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