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ABSTRACT 

 

This research explores talent and global talent mobility within knowledge-intensive firms, 

specifically, within London’s FinTech community. By reconceptualizing talent as transnational 

elite talent, this research critically engages with the concept of global talent in FinTech firms 

to emphasize that global talent mobility is an essential means of achieving knowledge creation 

and diffusion across transnational elite talent and social networks. This research responds to 

academic calls to understand the meaning of global talent within a different context by using 

already established theories. Although there are studies that have explored global talent 

management, the tendency to refer to talent only based on their knowledge, skills, and 

experience without considering talent as highly mobile individuals is limited in providing the 

‘global’ approach to the talent management literature. Based on empirical research that 

includes semi-structured interviews conducted with executives and managers within FinTech 

firms, the findings of this thesis explore the meaning of talent and its mobility, by 

distinguishing between Fin and Tech talent. By unpacking the meaning of talent, I contribute 

to the literature on global talent management by recognising the need for a hybrid approach to 

manage transnational elite talent within FinTech firms.  

Key words: Global Talent, Transnational Elite Talent, Global Talent Mobility  
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Chapter 1: Introduction 
 

Global talent plays a central role in today’s knowledge economy. Talented individuals, of all 

nationalities make a direct contribution in advancing and/or adapting existing technology to 

solve end-users’ problems. Therefore, talent are seen as the most valuable resource in a 

knowledge economy and global talent mobility becomes critical in sustaining the 

competitiveness of firms, strengthening a country’s economy and social communities. 

The aim of this thesis is to explore global talent from the perspective of executives and 

managers as transnational elite professionals to deepen our understanding of global talent 

management and talent mobility and its consequences for knowledge-intensive firms. The 

knowledge-intensive firms examined in this study are FinTech firms located in the City of 

London (henceforth referred to as London’s FinTech community). In other words, I investigate 

how firms through executives and managers in London’s FinTech community seek to recruit 

and manage talent. As such firms rely on engineers, accountants, consultants, scientists as 

referred by Alvesson (2004) to produce outputs (financial products/services). I associate 

knowledge embodied in individuals and/or embedded in organisational equipment, routines, 

products (e.g. Starbuck, 1992) with talent to provide a deeper understanding of talent at the 

workplace. By considering talent as a global phenomenon, this research contributes to evidence 

of executives’ and manager’ perspectives to the extant but under-theorized literature drawing 

on transnational elite talent and talent mobility at the firm level. While executives and managers 

themselves are considered talent in global talent management literature, they are also key actors 

in transnationalism literature. Therefore, I bridge these theories together to unpack the meaning 

of talent. This provides empirical evidence of what talent is and if there is a need for exclusive 

or inclusive talent management practices.   

The term talent is widely used in the business environment today (Ulrich and Smallwood, 2012; 

Beechler and Woodward, 2009; Heinen and O’Neill, 2004). Talent management has been the 

central topic of human capital1 and resources-based view2 theories of the 21st century since the 

introduction of “war of talent” by McKinsey and company in 1998 (Chambers et al., 1998; 

 
1 The main distinguish in human capital theory consist of human capital based on education or generally people 

and firm-specific human capital based on knowledge, support team, reputation, process (Nahapiet, 2011). Here I 

draw on the firm’s perception of specific human capital based on knowledge as well as education. 
2 Resource-based view acknowledges that some resources (e.g. knowledge, experience embedded on individuals) 

can only be developed over long period of time, as it is not clear how to develop in short period of time. These 

kinds of resources lead firms to sustain their competitive advantages (Barney, 2001). 
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p.1). The meaning of talent has created many disagreements (e.g. Gallardo-Gallardo, Dries and 

González-Cruz, 2013; Iles, 2013) and has even been argued as another fashion word used in 

the management literature (e.g. Iles, Preece and Chuai, 2013) In the context of the 

industrialized era 4.0 (Schwab, 2017) and labour mobility, the meaning of talent in the 

workplace has focused on the competitiveness of firms to attract, recruit, develop, and retain 

high performing individuals that will contribute to firms’ competitive advantages. In a similar 

vein, countries have developed visa schemes (e.g. Global Talent Visa in the UK, 1H-B in the 

USA, PBS in Australia) to attract, select, and retain talent as a creative force to the cities (e.g. 

Florida, 2005; Beaverstock and Hall, 2012). When perceived through the lens of resource-

based theory, talent is one of the most competitive sources of the firm (e.g. Lewis and Heckma, 

2006; Shet, 2020). It is rare, inimitable, and not easily transferred and these characteristics 

increase the competitiveness of firms in winning the ‘war for talent’ (Chambers et al., 1998). 

Moreover, the talent management literature has been largely conceptual (e.g. Dries, 2013), 

evolved around organizational studies only within the last decade (Collings and Mellai, 2009; 

Vaiman, Scullion, and Collings, 2012; Gallardo-Gallardo and Thunnissen, 2016). Other 

disciplines like economic geography have focused on highly skilled workers and their impact 

on the competitiveness of economies (e.g. Kerr et al., 2016; Ewers, 2007), under which the role 

of firms and employees is central (e.g. Findlay, 2006; Urban, 2018). The extant empirical 

research on decision-makers’ perception of talent explores talent from an organizational 

perspective distinct from transnational corporations (TNCs) (Collings and Mellahi, 2009; 

Collings, Mellahi, and Cascio, 2019) using already established theories of talent from other 

fields (Dries, 2013). There remains a need to consider talent focus on the executive team 

including Chief Executive Officer (CEO), Chief Finance Officer (CFO), Chief Technical 

Officer (CTO), Chief Operation Officer (COO); managers (including first-line managers) and 

their role in the knowledge economy (Collings and Isichei, 2018), what is in the focus of this 

study. Despite, the rapid development of talent management, the global approach of talent 

management and the role of global talent mobility remains under-theorised (Collings, 2014; 

Harvey and Groutsis, 2015).  

There is a lack of consensus on the definition of talent in recent literature (Sparrow, 2019; 

Ulrich, 2011). A commonly used conceptualisation of talent positions talent as employees with 

‘high potential’ who hold a firm’s pivotal positions and contribute to its competitive advantage 

(Collings, 2014). This definition points out two important aspects of talent; labour 

segmentation based on pivotal positions and talent identification through an exclusive talent 



16 

 

approach (e.g. only employees with the potential to create a firm’s value). Talented individuals 

are highly mobile, and the global staffing literature has been studied through forms of 

expatriation, which have contributed to talent pools and knowledge reproduction (Collings and 

Isichei, 2018). Financial centres have continually attracted global talent also known as highly 

skilled migrants to work in banks and professional service firms (Beaverstock, 2010). Global 

cities e.g. London, New York, where international financial centres are located continue to be 

a “hot pot” for the FinTech community (Wójcik, 2020). As such, a firm’s competitive 

advantage in global cities depends on its ability to attract and retain highly-skilled, 

knowledgeable, and experienced individuals irrespective of their nationality, who are willing 

to expand business opportunities and drive innovation. In this thesis, therefore, I have referred 

to talent as global talent and viewed them in parallel with a “transnational elite professionals” 

who are geographically reached through talent pools, characterized as high performers with 

high potential and who transcend national boundaries either physically or virtually, or both 

(Beaverstock, 2018; Harrington and Seabrook, 2020).  

The notable components of the above definition are threefold. First, talent and pivotal positions 

within a firm are identified making them central actors that bring innovation, economic values, 

and social relationships. Second, talent is viewed as distinct from other employees, highlighting 

the need for global talent management, as talent management or human resource management 

alone is not sufficient for managing global talent. This implies that firms require an exclusive 

global talent management approach (Meyers and van Woerkom, 2014) that incorporate 

mobility as global talent characteristics that has been widely studied within transnationalism 

literature. Third, talent are characterised as high potential ‘today’ and in the future, which 

integrates a time dimension in the meaning of talent (Lewis and Heckman, 2006). This 

indicates that while ‘today’, a firm can view talent as both an exclusive (e.g. people in pivotal 

positions) and inclusive (general workforce) resource, in the future it relies on an exclusive 

view of talent (positing labour segmentation based on knowledge and skills). 

In this thesis, I reconceptualize the meaning of talent by extending Collings, (2014) definition 

through specifying a combination of skills as an element that is heavily context-based and 

taking a view that talent within London’s FinTech community are individuals who are 

exceptional on ‘Fin’ and/or ‘Tech’, and entrepreneurship skills all combined. I have chosen 

London’s FinTech community as the empirical lens of this study, since it relies on global talent 

(as a transnational talent who speaks at least two languages and travels frequently across 

national borders; either for personal or business-related purposes), to develop products/services 
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for end-users (e.g. Kerr et al., 2016; Harris, 2021). This indicates that FinTech communities 

are becoming another alternative to and more flexible mechanism of knowledge reproduction. 

In this study I argue that global talent within London’s FinTech community are transnational 

individuals with a combination of skills, knowledge, and potential that flow in all directions 

(e.g. subsidiaries to headquarter and the other way around) as talent seek their best options to 

achieve quick career growth. At the same time, FinTech firms optimize labour resources by 

adapting and developing global talent management practices as per current and future needs.  

From this perspective, talent management is explored within the framework of the labour 

market. This is a departure from extant literature (e.g. International Human Resources 

Management) which studies talent management based on firms strategic positions without 

considering individuals in such positions as transnational professionals (e.g. Henrisken and 

Seabrooke, 2021). This study engages with the body of literature on talent management by 

expanding it to global talent mobility as key characteristic of talent, indicating that talent hold 

executive positions as well as strategic ones (firm-based categorisation e.g. tech engineers, tech 

developers, sales). This also expands transnational professional theory (e.g. Harrington and 

Seabrooke, 2020; Beaverstock 2018), that talent is expanding in quantity of individuals being 

referred as transnational elite but persists its inequal position in labour market. Similarly, 

through human capital and social capital theories, the number of talent in labour market is 

increasing with access to global talent pools, much needs to be done in terms of diversification. 

Therefore, (re)production of global talent is similar to transnational elite as it engages in home 

and host countries professional and social networks (e.g. Henrisken and Seabrooke, 2021). 

The rest of chapter is structured as follows. Section 1.1 describes the purpose of the study. 

Section 1.2 presents a brief study background and section 1.3 discusses the theoretical 

framework. Section 1.4 provides definitions of used terminologies and section 1.5 presents the 

thesis structure. 

1.1 Purpose of the study 

 

The purpose of this thesis is to reconceptualize global talent by exploring the meaning of talent 

from executives and managers perspective within knowledge-intensive firms, such as FinTech 

firms, headquartered in the City of London, and henceforth referred to as London’s FinTech 

community. I view FinTech firms in the same vein as knowledge-intensive firms (KIFs) 

arguing that both types of firms rely on knowledge that is embedded in individuals (Alvesson, 

2000) as an essential source of production in the firm’s input-output process (McGrath, 1984). 
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The rise of FinTech firms are examples of knowledge-intensive firms that integrate new 

knowledge and skills to solve customers’ needs. In other words, offering effective financial 

and/or tech solutions is embedded in the decision-makers' capacity (Chae, 2012) to leverage 

many types of knowledge accessed through global talent management.  

The focus of this dissertation is to investigate the labour market of London’s FinTech 

community through the experience of executives and managers in dealing with global talent 

management and global talent mobility at the firm level. This thesis responds directly to calls 

in the literature for empirical studies on the meaning of talent from decision-makers’ 

perspective (Collings and Mellahi, 2009; Gallardo-Gallardo et al., 2015), through an 

exploration of existing theories in other fields (Dries, 2013) drawing parallels with 

transnational elite and professionals (Beaverstock, 2018; Harrington and Seabrook, 2020). This 

thesis further responds to calls for consideration of talent workforce at the global level where 

national borders are not seen as barriers for reaching out to highly skilled individuals 

irrespective of their nationality and location (Mellahi and Collings, 2010). Therefore, it 

considers talent mobility as a way for building greater talent pools in response to the “war of 

talent” (Chambers et al., 1998; p.1), and it uses an exclusive talent management approach to 

create an inclusive workforce by promoting diversity and minimize existing inequalities 

(Daubner-Siva et al., 2017). In this thesis, the overriding research question is “how would 

London’s FinTech community win the war of talent?” during a volatile environment of the 

Brexit transition period. To answer this question, I explore the following three research sub-

questions:  

1. How do knowledge-intensive firms conceptualize global talent? 

2. How do knowledge-intensive firms attract and retain global talent in a volatile 

environment? 

3. How do knowledge-intensive firms manage global talent mobility? 

To answer the above research questions, this study adopted a qualitative research approach 

through 32 semi-structured interviews with executives and managers within the London’s 

FinTech community; and 7 semi-structured interviews with executives and managers across 

the UK (4 interviews), USA (1 interview), and India (2 interviews) of a chosen transnational 

FinTech firm. The sample selection allowed for the understanding of global talent from the 

experience of different actors at the firm level (across Fin and Tech roles) and across 

headquarter and subsidiaries. Interviews with executives and managers, defined here as 
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business elite (Woods, 1998) individuals who at the time of the research hold executive and/or 

management positions within the FinTech firms and influence the talent identification process, 

as well as the future of FinTech firms, headquartered in London. The data analysis uses an 

inductive approach and the discussion is complemented with existing literature on global talent 

management and industry text reports.  

 

1.2 Study Background 

 

The extant literature describes talent as the most valuable resource in a knowledge-intensive 

economy and the necessity of attracting and retaining talent shapes the competitiveness of 

firms, countries, and regions (e.g. Kerr, 2020; Harvey, 2014; Stahl et al., 2012; Collings et al., 

2019). Scholars and practitioners describe the necessity of attracting and retaining global talent 

to enhance economic growth, minimize labour shortage, and increase knowledge reproduction 

(e.g. Tarique and Schuler, 2010; Al Ariss et al., 2014; Kuptsch and Pang, 2006; Beaverstock, 

2018). The existing literature in global talent management is heavily based on transnational 

corporations (TNCs) as knowledge-intensive firms; and the role of expatriates through intra- 

and inter- firm transfers in knowledge reproduction (e.g. Beaverstock, 2002; Song et al., 2003; 

Vaiman et al., 2015), where the focus of identifying talent relies on executive board and top 

management levels. Today, however, the meaning of talent has become a focus across other 

firm’s positions, known as strategic positions3 and understanding its meaning from their 

perspectives becomes vital for a firm’s global talent management. A study by Collings (2014) 

found that managers use global talent mobility as a position filling strategy, suggesting that 

employees advance their career by being part of a talent pool. Here, firms are seen as the main 

actors in navigating employees’ careers within and across the firm's boundaries (Stahl et al., 

2007). Although transnational talent – which here refers to individuals with knowledge and 

associated practices (Harrington and Seabrooke, 2020), who are willing to travel across borders 

for knowledge reproduction, take a greater lead in their careers and do not necessarily seek for 

organizational support. They have the capacity to move between different social networks, 

similar to talent pools, to support and master knowledge reproduction. A social network is 

defined as the social interaction and connectivity between different actors (e.g. managers, 

 
3 Apart from position at the firm’s hierarchy level (e.g. CEO, CTO, CFO) including other strategic positions such 

as software engineers, product developers, sales and other ‘B positions’ that support ‘A positions’ (Gallardo-

Gallardo, Dries, and González-Cruz, 2013). 
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employees, firms) (Adler and Kwon, 2002). Therefore, a strong social network is associated 

with a high level of creativity (e.g. tech skills and financial knowledge brought in digital 

financial services) and knowledge transfer (e.g. in all directions within the firm and at country 

levels) (Hansen, 2002; Perry-Smith, 2006). Thus, firms rely on perceived talent and the 

willingness of talented individuals to join firms and work toward organizational performance. 

Therefore, it is not surprising that the meaning of talent varies from one firm to another and 

has been theorized as a meaningful phenomenon in the employees-managers relationship 

(Dries, 2013).  

Moreover, through talent pools (Stahl et al., 2007) managers seek to relate employees’ 

contributions and their future potential to the firm. As part of exclusive talent management, 

managers identify talent who fit with a firm’s current and future roles (Collings and Mellahi, 

2009). Those suited to a firm’s current roles are given strategic responsibilities such as 

knowledge sharing and creation across firm’s units, coordination and control across 

transnational offices. And those identified as high potential for future roles are provided with 

training and development (on-the-job and outside the firm), leadership program development 

(by taking ownership responsibility at work) to enhance needed skills that fit with the firm’s 

future roles.  

In this way, firms confirm that the exclusive talent management approach allows them to group 

talented employees into talent pools (internally and externally) and incorporate global talent 

mobility to strengthen their social networks. Early studies on transnational elite have 

considered the influence of ‘privileged’ status in mobility both in terms of contribution to the 

firm and creation of economic value (Findlay et al., 2012; Pow, 2011). Yet the talent mobility 

literature remains underdeveloped, and our understanding of employees perceived as talent 

from management practice remains limited. While recent studies within talent management 

literature have begun to consider the evidence of the notion of talent, it has not been sufficient 

to establish an understanding of talent from an employee’s perspective nor has it considered 

the meaning of global talent. And there is little empirical evidence regarding global talent 

mobility, whether managed by firms or talented employees.  

By addressing this literature gap, scholars will move from the ambiguity of the concept of talent 

towards an evidence-based informed view, through which global talent mobility may be 

optimized at the employee- as well as employer-level. The forward development of global 

talent management literature is dominated by a macro perspective (Khilji et al., 2015; Collings 
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et al., 2015) without considering the role of talent (Collings and Isichei, 2018), including a 

western dominance (Gallardo-Gallardo et al., 2020; Collings et al., 2019; McNulty and 

Hutchings, 2016), without sufficient consideration of talent contribution from non-western 

countries. In this thesis, I investigate the meaning of global talent from an executive and 

managers perspective (as decision-makers at the firm level) with the response to managing 

talented employees by unpacking alternatives of global talent mobility. This exploration aims 

to contribute to theory by building a bridge between global talent management and global talent 

mobility through the lens of transnational elite and structural social networks4, within the 

FinTech firms as part of London’s FinTech community. 

The talent management literature remains silent on perspective of talent, relying exclusively 

on organizational studies considering organizational performance outcomes and/or shareholder 

returns (Dresselhaus, 2010; Harvey, 2011; Crane and Hartwell, 2019). Additionally, the labour 

segmentation through exclusive talent management continues to be adopted by organizations 

and its influence on talented employees needs to be better understood. The lack of consideration 

of talent mobility (Collings, 2014) on the wider workforce identified as talent is also a visible 

gap in the literature. I argue that an employee’s willingness to be hypermobile is the key talent 

characteristic through which firms are expecting to generate competitive advantages, 

highlighting the need for further theoretical and empirical investigation. Lastly, there is a need 

to examine talent pools as strategies for labour segmentation and adoption of exclusive talent 

management, to understand more about its role in contributing to workforce ethnic diversity 

(Stahl et al., 2012; Jooss et al., 2019).  

 

1.3 Theoretical Framework 

 

In this study, I have developed a theoretical framework from global talent management (GTM), 

talent management (TM), migration, and geography studies with a focus on transnational 

professionals (Harrington and Seabrook, 2020). Each body of literature tends to be associated 

with preferred research questions; organizational studies focused on individual-firm level and 

geographers focused on space, place, and time (Graham, 1998). As such, economic and human 

migration geographers have been successful in unpacking spatial patterns of transnational 

 
4 Refers to different actors (e.g. employees, managers, colleagues) that uses social interaction to share knowledge 

(strategic and tactic) across the social networks (home and host countries). By being part of social networks talent 

develop social skills, knowledge and gain access to information (Burt, 1992). 
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professionals and elites (e.g. Salt, 1988; Findlay et al., 1996; Beaverstock, 2005), although it 

is still focused on the importance of a place (Vaiman et al., 2018), and lacking the implication 

of technology and emerging digital platform business (Langley and Leyshon, 2021). 

Additionally, organizational studies have been dominated by the ambiguity of talent without 

defining its meaning as context-based evidence. This research is specifically framed by three 

theoretical perspectives (1) transnational elite/professional talent, (2) human capital and (3) 

social network theory (see section 4.3 for detailed discussion). 

1.4 Definition of used terminologies  

 

Defining used terminologies in empirical research is a precondition of the epistemology 

approach. Much of the existing literature and practitioner studies on talent are not clear about 

the definitions that they use. In this section, I present the key terminologies used in this study, 

discuss their role, and highlight their limitations. The definitions drawn here are also adopted 

to fit the study purpose of global talent in the context of FinTech firms.  

1.4.1 Talent 

Nowadays, the term talent is used everywhere. Only by looking at newspapers, social media, 

journals, and reports one can see how often the term is used. There are also several shows on 

television such as “Britain Got Talent” (Pruis, 2011) where talent is frequently used as an inner 

or gifted skill that an individual has. Or talent is commonly used in sports, typical athletes; 

musicians, a singer; artists, or people with extraordinary skills and abilities. However, in this 

study, I refer to talent at the workplace, viewing it as a firm’s capital5 resource. This relies on 

the human capital theory, seeing talent as irreplaceable resources that contributes to 

organizations' performance and drive economic value (e.g. Drori et al., 2009; McNulty and De 

Cieri, 2016; Gordon, 2009). At the workplace, talent refers to individuals with above-average 

performance compared to their peers in performing a specific job. Hence, talent as a term is 

used to refer to people or the ‘who’ of talent; and the characteristics and attributes of those 

people or ‘what’ of talent (Gallardo-Gallardo et al., 2013). Who of talent embodies talent as 

people having a “subjective” approach - e.g. a person of talent and ability (Tansley, 2011). 

While what of talent views talent through an “objective” approach which conceptualize talent 

as characteristics of people. This led to other studies referring to talent as a way of segmenting 

individuals based on ‘haves’ and ‘have-nots’ (Gallardo-Gallardo et al., 2013), leading to 

differentiation of the above-average or excellent performers at a given time and place. 

 
5 The word capital as the translation of the Greek word talent in the New English Bible (Tansley, 2011). 
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Although this study contributes to the meaning of talent by adding a contemporary meaning, it 

should be noted that the meaning of talent may have changed by now. 

1.4.2 Global Talent Mobility 

Global talent mobility represents an important element of the global staffing system used by 

TNCs to fulfil business needs. For example, the permanent transfers, international business 

travel, international assignments; long-term (3-5 years), mid-term (1-3 years), and short-term 

(less than a year, but longer than a business trip), all are part of an organization’s global 

mobility strategy (Collings et al., 2007). In this thesis, I also focus on business travel – 

employees who frequently travel to another firm or country to complete a business task; set up 

an office, training, and development, share knowledge, and network (Collings, 2014; Aguilera, 

2008; Faulconbridge et al., 2009). This perspective emphasizes the importance of still having 

business travel in coordination and control, entrepreneurship development, knowledge 

exchange and transnational networking. As part of coordination and control, local talent6 are 

expected to absorb knowledge from the expatriate manager (Farndale et al., 2010). Similarly, 

individuals enhance personal leadership skills by taking a managerial role in a new 

environment that fosters personal change and innovation (Snow et al., 1996; Stone, 2008). Or 

focus on learning opportunities from the host country and apply them to the home country. 

Therefore, by unpacking the various objectives of global talent mobility, within FinTech firms, 

this study contributes to the understanding of an optimum global talent mobility strategy. 

1.4.3 Transnational elite 

The concept of the transnational elite is the key in this dissertation since talent is viewed in a 

similar vein with the transnational elite. By adopting transnational elite – as highly-skilled, 

knowledgeable, highly-mobile and ‘translocal’ actors (Smith, 1999; Beaverstock, 2002), I can 

understand the role of global talent as transnational elite in London’s FinTech community. 

Therefore, I view the transnational elite here as individuals in executive or C-level positions 

(e.g. CEO, CFO, CTO), professionals, managers across transnational FinTech firms. They are 

often regarded as people at the top position of the pyramid or organization (Woods, 1998). 

Nevertheless, I have not excluded professionals and other managerial roles from the elite status 

due to their strategic role within the FinTech firms and FinTech social networks (e.g. Pettigrew, 

1992). These actors have a significant influence on the decision-making of global talent 

mobility and a firm’s strategic development. Professionals can generally be defined as people 

 
6 Local talent is viewed in similar vein as local human capital that represents knowledge, skills, abilities and 

other attributes that reflect location specifications of a country or market (Morris, Snell, and Bjorkman, 2016). 
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who are bound by their commitment to knowledge and its associated practice (Harrington and 

Seabrooke, 2020). Transnational professionals are not different from nation-based 

professionals, however, what distinguishes them is the willingness to travel across borders 

(Nowicka, 2007). Given that working transnationally requires particular social skills, abilities, 

and legal rights, it might not be easily managed at the individual level. As part of the distinctive 

position at the firm and state level, they use networking to develop, share and learn knowledge 

at a transnational level (Block-Lieb and Halliday, 2017).  

1.4.4 Knowledge intensive firms 

First, I have adopted Mailath and Postlewaite (1990) definition of the firm being “a network of 

people that understands how information flow” (p.369) within the firm. They work together in 

teams and know their responsibilities as well as their co-workers’ responsibilities. “Knowledge 

is power – the power to survive and thrive in the burgeoning Information Era of the new 

century” (Nurmi, 1998, p.1), and application of knowledge that makes an important 

contribution to knowledge-intensive firms (Starbuck, 1992). In other words, knowledge as an 

essential source of production contributes to the firm, industry, and economic level. The notion 

of knowledge-intensive firms (KIFs) was introduced by Starbuck in 1992 arguing that firms 

rely on human resources as opposed to physical capital. This implies that knowledge is 

perceived as both the input and output of a KIF’s production process. Different studies have 

criticized this definition, for example, Alvesson (2004) presented a new dimension of defining 

KIFs through occupations such as engineers, lawyers, accountants, consultants, scientists. This 

led to a debate on whether knowledge is only embodied in individuals (Alvesson, 2000) or also 

embedded in organizational routines, equipment, products (Starbuck, 1992). In this thesis, I 

rely on the latter interpretation as it is more appropriate for the financial and technology sector, 

which meets customers’ needs through disruptive products and services; and it has been widely 

used by scholars in professional services firms (e.g. Choain and Malzy, 2017; von 

Nordenflycht, 2010). Additionally, this definition aligns with this study's focus on talent by 

associating knowledge with the individual specifications that the firm relies on, not solely on 

executive positions but also among other strategic and supportive roles (Alvesson, 2000; 

Starbuck, 1992; Deng, 2008).  

Therefore, FinTech as a digital platform firm (Langley and Leyshon, 2021), leverages and 

transforms the employees’ talent (e.g., knowledge, skills, experience) into outcome (e.g. 

solving customer problems). Such firms, respond to changes in customers' problems by 

searching for new knowledge and ideas from diverse backgrounds that would help to address 
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customers’ needs (e.g. Starbuck, 1992; Swart and Kinnie, 2003; Kagzi and Guha, 2018). The 

rise of FinTech firms are examples of knowledge-intensive firms that integrate new knowledge 

and skills to solve customers’ needs. In other words, offering effective financial and/or tech 

solutions is embedded in the decision-makers' capacity (Chae, 2012) to leverage many types 

of knowledge accessed through global talent management. Because talent and knowledge are 

closely related subjects, some studies use these terms interchangeably (e.g. Arab and Plucker, 

2002).  

1.4.5 Digital Platform Business 

Platform businesses are defined based on industrial economics (e.g. Evans et al., 2006; 

Armstrong, 2006), political economy (Langley and Leyshon, 2021), and engineering 

perspectives (e.g. Gawer, 2014; Gawer and Henderson, 2007). Economics has referred to 

platform business as “two-side markets” when demand and supply sides can only connect or 

transact via ‘platform’ (Evans, 2003). Within the political economy, FinTech is discussed as 

platform reintermediation that seeks to produce new market structures, change the role of 

existing actors and create new oligopolistic and monopolistic positions (Langley and Leyshon, 

2021). The engineering perspective focuses on explaining platforms from a design hierarchy 

where methods of product development lead to quicker innovations by using and reusing 

common assets (Clark, 1985; Krishan and Gupta, 2001). When assets are defined as 

knowledge, people, processes, or relationships (Robertson and Ulrich, 1998), platform 

businesses are known to work under ‘innovation ecosystems’ (Nambisan and Sawhney, 2011. 

Therefore, in this thesis I have adopted the definition of platforms “...a building block, 

providing an essential function to a technological system – which acts as a foundation upon 

which other firms, loosely organized in an innovation ecosystem, can develop complementary 

products, technologies or services” (Gawer, 2009; p.2; Gawer, 2009, p.54). 

1.4.6 FinTech firms 

FinTech originates in ’90 when Citigroup initiated a project called ‘Financial service 

technology Consortium’ (Langley and Leyshon, 2021). A wide definition of FinTech refers to 

the financial services delivered using technology. Today, the attention of FinTech is drawn in 

wholesale and retail finance (e.g. Buckley et al., 2016). Since the financial crisis in 2008, the 

number of FinTech firms has increased across retail money and financial services (Blakstad 

and Allen 2018). In this study, I have adopted the UK HM Treasury definition of FinTech as 

firms that “…combine the innovative business model with technology to enable, enhance and 

disrupt financial service sector” (HM Treasury, 2018; p.3). So, FinTech includes an online and 



26 

 

mobile monetary payment, bitcoin and cryptocurrency, banking apps and digital banks only, 

crowdfunding, peer-to-peer lending, investment, robot-advisors, blockchain, data aggregation 

and algorithmic analytics (Langley and Leyshon, 2021). This definition is adopted for the 

purpose of its inclusive approach toward financial activities and representing the emerging 

FinTech community. In other words, it is broad enough to capture financial services improving 

technologies which are incremental (APIs, device-independent technology, signature scanning) 

as well as disruptive (Chat Box, the BlockChain, artificial intelligence, etc.). FinTech firms are 

classified by practitioners’ research and media news based on the products/services they offer. 

This includes WealthTech (see e.g. Cheok, 2016), Insurtech (see e.g. Ralph, 2016), and 

RegTech (see e.g. Crosman, 2016). In this study, however, I have viewed all FinTech firms 

under one umbrella without differentiation.  

1.4.7 London’s FinTech Community 

As such, I have referred to the firms as London’s FinTech firms since my focus was FinTech 

firms with headquarters in London which have subsidiaries in other cities (either UK or 

internationally). London has always been the global financial centre (e.g. Clarke, 2008), and 

the Fintech growth in London is a natural extension of London’s competitive advantages 

(Lagarde, 2018; Nathan and Vandore, 2014). The world looks upon London in terms of best 

practices both from a FinTech business and the confidence the UK inspires through a robust 

regulatory regime that encourages innovation (Wójcik, 2020). Such innovation enables 

seamless payments within the UK and cross-border and at the same time keeps consumers at 

the heart of its business (Dorry, 2017). The difficulties defining the exact scope of FinTech 

services make it challenging to quantify the size of the market. The number of people working 

in FinTech UK-wide has reached 76,500 and is set to grow to 105,500 by 2030 (The 

CityofLondon, 2018). The existing literature is limited in number and scope in terms of 

understanding the characteristics of the FinTech labour market. This study contributes to the 

literature by examining global talent from executives and managers perspectives within 

London’s FinTech community. Its contributions are twofold. First, it contributes to the limited 

literature on global talent and global talent management in knowledge-intensive firms. It also 

contributes to the limited understanding of FinTech firms which constitute an important 

emerging market contributing to future economic development and competitiveness.  

 

 



27 

 

1.5 Thesis structure 

 

In the following chapter I present a comprehensive review of the literature on talent, talent 

mobility and global talent management. In the wider review of global talent management 

(GTM) literature, theoretical and empirical understanding of talent is dominated by the 

organizational perspective within TNCs (e.g. Collings, 2014; Stahl et al., 2012; Minbaeva and 

Collings, 2013; McDonnell and Collings, 2011; Morris et al., 2016). Closely considering the 

imbalance of studies on talent management and global talent management, I review a limited 

volume of work that considers talent as transnational employees and indicate my findings of 

the review. I highlight the under-development of the topic in considering global talent mobility 

as a key characteristic in reconceptualization of global talent, that flows in all directions, 

irrespective of their nationality. Therefore, I draw parallels between transnational elite and 

global talent, and adopt an exclusive management approach in managing global talent, that 

bring innovation and competitive advantages to the firm.  

In chapter three I present methodology and research design. I adopt the qualitative research 

method, due to the inductive reasoning of exploring global talent from executives and managers 

experiences, allowing for greater variety and richness of data. I present the chosen research 

instrument, semi-structured interviews, and textual data analysis. Further, I discuss the 

strengths and weaknesses of the chosen method followed by an interview process explanation. 

Also, data analysis and ethical consideration of the interviews are given. Finally, I explain my 

role as a researcher through a reflexive positionality discussion and reflect on how my identity 

as a researcher has influenced the data collection process and possible implications on the 

research outcomes.  

In chapter four, I present a detailed explanation of London’s FinTech community, as a chosen 

research context for understanding global talent mobility. I further elaborate on my view of 

FinTech firms, as knowledge-intensive firms, that this study’s research questions are predicted 

on. Then I present an overview of FinTech at a global level by indicating its role in the financial 

sector and knowledge economy, as well as the significant role of talent to develop financial 

products/services that solve end-user problems. In doing so, I refer to transnational 

communities (Beaverstock, 2010; Morgan, 2001), with a focus on transnational technical 

communities (Saxenian, 2003) to interlink the role of global talent, as transnational talent in 

bringing skills, knowledge, and experience within such communities. Finally, I define 
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London’s FinTech community in theory and geographical terms, to strengthen the importance 

of global talent mobility within this context.  

In chapter five, I present the main findings of the empirical work within London’s FinTech 

community in answering the three research questions. First, the process of data analysis from 

the transformation of qualitative data into first and second codes, and emerging themes are 

presented. This is followed by the first findings in answering the first research question of the 

meaning of talent. I identify four themes; talent as context-based approach, highly mobile 

individuals, differentiated or star employees, and related to pivotal and strategic positions. 

Third, findings in answering the second research question on the way global talent is managed 

within London’s FinTech community, by evidencing practices and activities used to attract, 

recruit, develop and retain Fin and Tech talent are presented. Fourth, findings answering the 

third research question in managing global talent mobility are given. I examine the frequency 

and length of talent mobility, reasons for traveling and challenges FinTech firms face with visa 

restrictions and Brexit consequences in the London labour market.  

In chapter six, complementary findings of a single case, a transnational FinTech firm with the 

main focus on strengthening the answers to the research questions are given. First, the reason 

for selecting the FinTech case study followed by data demographics in selection procedures 

are given, followed by interviewees working experience that contribute to the knowledge and 

understanding of global talent and its mobility. Third, the meaning of talent at the firm level 

by considering headquarter location (London) and international offices (e.g. New York, 

Mumbai, Bangalore) is presented. Fourth, findings supporting the link between the right talent 

and the right position as part of the talent identification process is given. Fifth, the way global 

talent mobility is managed by developing internal talent pools in India (focus on talent as highly 

skilled and educated individuals for tech roles) and external talent pools across other 

transnational offices (focus on talent as knowledgeable and experienced individuals). Finally, 

a discussion and conclusion of the chapter are given. 

In chapter seven, I present a detailed discussion of findings from both empirical studies 

(London’s FinTech community and the transnational FinTech firm) in alignment with literature 

findings in calls for empirical study (Collings, 2014; Collings and Mellahi, 2009) through 

additional theoretical framework (Dries, 2013). I adopt three major theories: transnational elite, 

human capital, and social network; to corroborate these study findings with literature. Next, I 

outline three main contributions to the theory referring to talent as a transnational elite talent, 
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a hybrid approach of global talent management, global talent mobility in all directions and 

ethnic diversity of talent as a way of sustainable competitive advantages.  

In chapter eight, I present the conclusion of this thesis, by summarising the thesis's main 

findings, reflecting on the research process, and identifying areas of future research.  
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Chapter 2: Literature Review 
 

2.1 Introduction 

 

Global talent has emerged in the last decade and the literature focused on global talent 

management (GTM) has undergone rapid development across different academic work in 

business and management, economic geography, and migration studies. Prior to 2000, the word 

talent was nearly insignificant in the literature, where the dominance was given to expatriates 

or individuals on international assignments (e.g. Hailey, 1996; Feldman and Thomas, 1992) 

their relocation benefits among home and host countries (e.g. Web, 1996; Koser and Salt, 

1997), a new perspective of women’s participation in international mobility (e.g. Coyle and 

Shortland, 1992), as well as the role of institutions reputation and excellent research on 

scientific mobility (Mahroum, 2000a) and “globetrotters” who are not interested in committing 

to an organization (Mahroum, 2000b). In the next decade, from 2000 to 2010, with 

globalization, governments seek the maximization of “brainpower within borders” (Kuptsch 

and Fong, 2006; p.1). During that time, the need for managing the “global workforce” has been 

the major topic around talent management (Collings et al., 2009, Scullion and Collings, 2006) 

and migration studies (e.g. Findlay, 2006; Brown and Tannock, 2009). After 2010, the literature 

has attempted to provide the meaning of talent (e.g. Dries, 2013), and its strategic role at firm 

and country-level (e.g. Schuler et al., 2011; Tarique and Schuler, 2010; Farndale et al., 2010). 

Despite the increased interest of scholars on talent management, global talent remains highly 

fragmented (Mellahi and Collings, 2010) and the dominance of macro-level perspective is 

notable (e.g. Morris et al., 2016; Khilji et al., 2015; Vaiman et al., 2018). Consideration of 

talent mobility within global talent management has been largely ignored (e.g. Collings, 2014; 

McNulty and De Cieri, 2016) until recently (e.g. Collings, Mellahi, and Cascio, 2019; Collings 

and Isichei, 2018) and yet remains limited. A different stream of literature has been developed 

on global talent which directly considers the employee's willingness to be mobile, confirming 

the importance of understanding talent as mobile individuals in global talent management and 

viewing them as central actors (e.g. Collings, Mehalli, Cascio, 2019; Redondo, Sparrow, & 

Hernández-Lechuga, 2021; Beaverstock, 2018; Harrington and Seabrook, 2020).   

The chapter is structured as follows. First, a review of global talent management (GTM) is 

presented, followed by the GTM position in extant literature. Third, the conceptualization of 

talent through emerging streams is presented, followed by the adoption of highly skilled 
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migrants as transnational talent to further examine global talent. Fifth, global talent 

management as an exclusive approach in managing talent through pivotal and strategic 

positions as well as the development of global talent pools. Then, global talent mobility by 

considering alternative ways of talent mobility is presented. Finally, summary of literature 

findings and conclusion is given.  

2.2. Global talent management (GTM)  

 

Global talent management is concerned with the management of global employees identified 

as talent and their contribution to firm performance through strategic positions (Collings and 

Mehalli, 2009) or transnational employees and their contribution to transnational firm 

performance (e.g. Stahl et al., 2012; Zanfei, 2000; Seabrooke, 2014). In other words, firms seek 

to generate competitive advantages through talent as a rare resource that is not easy to copy or 

imitated (Becker et al., 2009). This differentiated workforce (Becker et al., 2009) is expected 

to bring value to the organization under the resource-based theory (Barney, 1991) and it 

requires management practices and resources to be effectively managed at the global level 

(Sparrow and Makram, 2015). As such, the premise of global talent management is the focus 

on talent as a differentiated human capital of the firm (Barney, 1991). Although, the firm’s 

maximisation of talent capital has been recognized recently through talent mobility (Whysall 

et al., 2019) and the creation of global talent pools (Sparrow and Makram, 2015). Firms have 

identified talent as a portion of their workforce known as “high potentials” (Ulrich & 

Smallwood, 2012) and use talent mobility as a strategy to optimize their talent resources. Talent 

mobility initiated by firms, with the support of talented employees, enables firms to gain access 

into global talent pools and share knowledge across borders (see Collings, 2014; Oettl and 

Agrawal, 2008). 

Associate with a key responsibility of senior managers and executives to identify other talented 

employees, while being perceived themselves as talent, global talent management continues to 

sustain its importance as a key management priority (e.g. McDonnell and Hickey, 2011; Stahl 

et al., 2012; Beaverstock, 2018). This is, partly in response to labour shortages (Tarique and 

Schuler, 2010) and partly as a phenomenon-driven field (Gallardo-Gallardo et al., 2015) that 

has been established in academic literature, beyond the initial practitioner focus. The 

phenomenon is even more present for transnational corporations (TNCs) which seek to 

translate organizational culture, share knowledge, and control employees across borders while 

also adapting to different local characteristics (Tatoglu et al., 2016). The search for individuals 
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with the ability to work across different time zones and spaces, that is, transnational talent who 

have competencies to deliver high performance in a transnational environment is driven by 

globalization and the increased number of TNCs (Beaverstock and Boardwell, 2000; Sklair, 

2002). This includes the race of firms to access talent pools and use talent attraction and 

retention strategies (McDonnell et al., 2010) as a way of creating competitive value.  

As a body of academic literature on talent has emerged rapidly (e.g. Michaels et al., 2001; 

Ulrich and Smallwood, 2012; Tansley, 2011), talent management have been considered by a 

number of recent reviews (Lewis and Heckman, 2006; Cappelli, 2008; Collings and Mehalli, 

2009; De Boeck et al., 2018; Whysall, 2019) while global talent management is still in 

relatively early development (Collings et al., 2019; Crane and Hartwell, 2019). The literature 

has considered the meaning of talent from multinational organizations (Tansley, 2011) and 

psychology approach of talent (Dries, 2013), the assessment of their potential as part of 

organizational behaviour (De Boeck et al., 2018), global talent mobility (Tansley and Kirk, 

2018), a macro perspective of talent management (Vaiman et al., 2018) and international 

human resources management (IHRM) (e.g. Collings and Isichei, 2018). Followed by talent as 

highly skilled migrants (e.g. Beaverstock, 2005; Beaverstock, 2018) and their role across 

financial centres, by bridging different kinds of literature. Therefore, in the next part, a 

summary discussion of global talent management and its position in literature is given. 

 

2.3 Global talent management development 

 

Global talent management bridges a number of management literature including strategy, 

leadership, international human resources management (Schuler et al., 2011; Minbaeva and 

Collings, 2013; Khilji et al., 2015); and human geography including global mobility (Jones, 

2015) transnational professionals (Harrington and Seabrooke, 2020), highly skilled migrants 

(Beaverstock, 2005), expatriates (Beaverstock, 2017). Most notably, GTM is related directly 

with international strategic human resources management (ISHRM) and personal network 

relationship as an interdisciplinary field in nature (Scullion et al., 2006; Crane and Hartwell, 

2019). As such there are mutual consideration of transnational professionals and talent in their 

mobility practices and influence on transnational networks (Vertovec, 2002; Butcher, 2009).  

Despite approximately with ISHRM literature, GTM has been argued to differ in many ways. 

These include the focus on a labour segmentation, providing differentiated talent management 
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practices and creation of talent pools strategies different from HR function to extend talent 

management to global talent management (e.g. Tarique and Schuler, 2010; Tarique and 

Schuler, 2018). Additionally, ISHRM is broad that covers a variety of stakeholders from 

investors, customers, employees, society, and organizations (Briscoe et al., 2009). GTM, 

although is only focused on executives and managers, and those identified by them as talented 

employees. In this regard, GTM uses HR practices to evaluate employees’ engagement with 

the organization's innovation and productivity (Dowling et al., 2008) while still being 

segmented to few positions and individuals at the workplace. The GTM uses the HR activities 

of planning, staffing, appraising, compensating, training and developing only for its 

differentiated workforce (Collings and Mehalli, 2009). Here GTM topic draws parallels with 

knowledge management (e.g. Robertson et al., 2003; Albernathy and Brownell, 1997) or 

diversity management (e.g. Jones, 2005; Nishii and Özbilgin, 2007; Ivancevich and Gilbert, 

2000) studies. A study by Teo et al., (2008), investigating strategic human resources 

management and knowledge-workers as part of professional-service firms (PFSs) (e.g. 

accounting firms, law, engineering and computer consultancy, advertising, high tech and 

R&D), found that HR division provides training and development to professionals at all levels, 

although such individuals themselves are perceived as transnational elite (Beaverstock, 2018). 

PFSs are appropriate examples of knowledge-intensive firms, as I defined FinTech, where 

“organizations depend on people” (Robertson et al., 2003). Those people are well-educated, 

intellectual, and qualified employees distinguish from the others in the workforce (Alvesson, 

2000). In other words, they are professionals who have a significant effect on a firm’s 

performance when the uncertainty is highest, and firms rely on professionals’ decisions for 

direction (Albernathy and Brownell, 1997). In these cases, firms cannot use programmed tasks 

and rely on pre-determined actions. Therefore, knowledge is mainly embedded in human 

capital or talent that contributes to firms' competitive advantages, even when firms have 

developed routines and processes (Starbuck, 1992; Alvesson, 2000).  

On the other hand, GTM could be linked to global diversity management (GDM) literature as 

global talent operates in a “multicultural society” (Ivancevich and Gilbert, 2000; p.76) 

suggesting that different ethnic groups retain their ethnic and cultural patterns by coexisting 

with each other. Diversity in the workplace includes more than diverse employees’ 

backgrounds by taking culture and intellectual capability into consideration (Kossek & Lobel, 

1996). Therefore, diversity management refers to the systematic planning and commitment of 

the organization to attract, recruit, and retain employees with diverse backgrounds, abilities, 
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skills, and knowledge (Jones, 2005). The diversity management activity is part of a training 

and development program (Shen et al., 2009), that incorporates “individual managerial 

behaviour to deliver competitive advantages through leadership and teamwork” (Jones, 2005; 

p.169). Studies on global diversity management have shown that top managers (Nishii and 

Özbilgin, 2007), or executives, referred to in this study as talent, influence the extent to which 

an organization engages with global diversity management. Global diversity management is a 

broad topic, however, in this study, I have only been referring to firms' activities for recruiting 

and retaining diverse workforce (background, culture, intellectual capability) that bring 

innovation and competitive advantages to the firm. Since the relationship between innovation 

and a diverse workforce has been made in literature (see Østergaard et al., 2011; Jones, 2005; 

Martín‐de Castro and Fischer, 2011). A study by Utterback (1978) demonstrated that industry 

outsiders take radical innovation that makes it hard for other firms in a particular industry to 

innovate quickly enough and respond to new competitive challenges. Top managers or 

executives as talent-identified employees, who are responsible for future talent identification, 

acknowledge their role in contributing to diverse workforce at the firm level.  

Moreover, GTM draws parallels with transnational professionals’ literature, when the focus is 

on the mobility of professional, managerial, and entrepreneurial elite. Studies on GTM and 

transnational professionals emphasis “the willingness and ability of individuals to work across 

or between the boundaries of state and market bureaucracies” (Harrington and Seabrook, 2000; 

p.340). They have professional knowledge (associate with practices that apply to problems) 

and global skills (e.g. language skills, tech skills). The role of transnational professionals 

situated them as creators and enactors of rules, norms, and standards across border work 

(Jenson and Santos, 2000). Consider the concentration of transnational professionals in 

geographical places like global cities (Mudge and Vauchez, 2012), or territories created by 

TNCs (Maznevski and Chudoba, 2000) that are dominated by Western professionals. Global 

talent, on the other hand, tends to mitigate the dominance of westerns male professionals, by 

including talent irrespective of their background and country (Collings et al., 2019).   

There is also distinguish between global and local talent management, which is no different 

from the differences made between local and transnational professionals. When referring to the 

local level, talent or professionals poses skills, knowledge, and abilities gain in experience by 

interacting with local clients or within the local networks (Li, 2020). Such local talent or 

professionals is not easily transferred to another country context but is transferable to other 

firms within the same locale (Morris et al., 2016). Therefore, talent management is defined as 
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a strategic activity of the firm to manage its differentiated human capital at the local level 

(Collings and Mellahi, 2009). Global talent management, on the other hand, refers to attracting, 

selecting, developing, and retaining, the brightest and the best employees and the brightest 

employees irrespective of their location, who make valuable contributions to the firm's 

objectives (Schuler et al., 2011). In other words, global talent occupies strategic roles at the 

firm level that operate transnationally. This indicates that GTM includes the management of 

expatriate talent as TNCs actively appoint expatriates in key international positions for 

knowledge sharing and influence of organizational performance. As such, mobility of 

expatriate talent is inter-linked with GTM (Collings, 2014), and plays a key role in the literature 

of conceptualization of talent. Although, GTM literature lag on reconceptualising global talent 

who are not necessarily related with the firm initiative to be transnational, but are in high 

demand due to their skills, knowledge and ability to be mobile. This has been focus on 

transnational professionals studies and is expanding further in this thesis through global talent 

phenomenon.    

Finally, GTM literature draws on a number of foundations from other topics. A systematic 

review identified that the dominant theoretical foundations on which GTM literature draws are 

resource-based views (Barney, 1991), transnational professionals (Iredale, 2001; Henriksen 

and Seabrook, 2016), and personal network relationship theory (Smith, 1999). There is a need 

for theoretical contribution from other fields as required by (Collings and Mehalli, 2009; 

Harvey, 2014; Kuptsch and Pang, 2006) to further develop theory through evidence-based 

research and address a current lack of theory in reconceptualizing talent. 

2.4 Existing talent management approaches 

 

The literature distinguishes between macro, mezzo and micro talent management approaches. 

The macro talent management perspective has been introduced recently and is focused on 

country-level management of attracting and retaining talent (Khilji et al., 2015; Boudreau, 

2010). It shows that the ‘war for talent’ has gone global as many governments (e.g. UK, USA, 

Australia, Canada) are hunting for global talent by developing global talent friendly 

immigration policies (e.g. Oxford Economists, 2014; Kerr, 2020; Kuptsch and Pang, 2006). 

Other developing countries (e.g. India, China, Malaysia) are aiming to attract back skilled 

diaspora and their students through job security and family support incentives (e.g. Saxenian, 

2005; Hoo et al., 2014; Leung, 2015; Brooks and Waters, 2021). Across all the countries, the 

intention and development toward ‘home growing’ (Oxford Economists, 2014; p.2) talent are 



36 

 

present. Such efforts are part of government-led policies to invest in education and develop 

talent to satisfy the existing and future needs of the country (Oettl and Agrawal, 2008; Harvey, 

2014; Findlay, 2006). Particularly aiming to develop home tech talent. Countries influence the 

quality and quantity of talent within a given specific time through visa schemes e.g. Global 

Talent visa when the demand for specific skills raises (e.g. Trojesen, 2020; Kerr et al., 2016; 

Harvey, 2015). Nevertheless, global cities with better transportation infrastructure, government 

support, and great university reputations, attract the highest number of global talent. 

Additionally, a country’s reputation and its openness to diverse cultures, have shown to be a 

significant factor in attracting highly skilled workers (e.g. Harvey and Groutsis, 2015; Ng and 

Metz, 2015; Koser and Salt, 1997).  

Literature focused on mezzo talent management approach is concerned with organization 

strategies in attracting, recruiting and retaining talent. Firms play a key role in global talent 

management by selecting, employing and sponsoring visa for highly-skilled migrants (Kerr et 

al., 2015). Usually, inter – and intra – company transfers are used to manage transnational 

workforce (e.g. Morris and Bjorkman, 2016; Peixoto, 2001; Findlay et al., 1996; Beaverstock 

and Hall, 2012). Scholars point out that managers as decision-makers identify the key positions 

at the firm level and use macro-level factors (e.g. demographic changes, national and regional 

talent pools) to fill in such positions (e.g. Collings, 2014; Al Ariss et al., 2014). Few studies 

that investigate recruitment and selection practices at the organizational level have identified 

that line managers are linked with talent policy implementation, as they are responsible for 

taking decisions in hiring and making investments in talent (Ulrich and Allen, 2014; Van den 

Brink et al., 2013; Thunnissen, 2016). Since talent availability in the company or internal talent 

pool has a great impact on the strategic directions of the firm (Frandale et al., 2021; 

Papademetriou and Sumption, 2013). The role of firms is to create employees' experience, as 

part of the industrial revolution, when employees want to work and contribute (Morgan, 2017). 

As such, a need for understanding employees and managers experience as key actors in 

implementing global talent mobility at the firm level will contribute to both mezzo and micro 

level approach of global talent. 

The micro-level approach is focused on individual-level or identified talented employees. This 

approach is concerned with the relationship between talented identify employees and the 

employer, as well as their relationship with “non-talented” employees (e.g. Sparrow et al., 

2013; Tarique and Schuler, 2010; Wikhamn et al., 2021). It does also consider those who decide 

(e.g. managers, executives) who is labelled as talent and who is not. In other words, the 
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characteristics of ‘talent status’ in practice and perceived fairness in the talent identification 

process (Tansley et al., 2013). Additionally, talent relocation is driven by established personal 

or firm level motives; including financial incentives, family responsibilities, learning new 

skills, career growth and being part of innovation or working within a particular industry as 

essential when firm’s aim to attract and retain talent (Gallardo-Gallardo et al., 2020; Claus, 

2019). Such factors are not that different from what studies have found on exploring expatriate 

motives for intra-company transfers (Vaiman, 2013; Wittek, 2020). Lastly, studies that analyse 

talented employees seek to relate with their availability in national or international labour 

market, and consequences the firm face in providing cross-border career opportunities (e.g. 

Tarique and Schuler, 2018). Since talented employees, embedded with talent (skills, 

knowledge, experience) that cannot be easily copied or imitated, are key actors in knowledge 

creation and repositors of knowledge (Grant, 1996). And requires talent management approach 

(referred here as segmented labour), that is different from HRM development designed to 

mainly support firm’s processes and routines. Here, a need for managing talent as 

complementary asset to the firm is suggested. This leads to the next set of talent management 

approaches that assess if firms are adopting an inclusive or exclusive talent management 

approach.  

2.4.1 Exclusive vs. inclusive talent management 

The inclusive vs. exclusive talent management approach refers to the important discussion of 

the estimated prevalence of talent in the working population. Inclusive refers to the assumption 

that all people have talent but in a different way (Buckingham, 2005); while an exclusive 

approach refers to some people being more talented (and thus they are more valuable for the 

organization) than others – at least this happens to be within the organizational context. Despite 

the diversified workforce in the literature of talent management (Lopes, 2017) quite a large 

number of publications support the inclusive approach (Swailes et al., 2014).  

The two extremes of inclusive–exclusive approach within the organization can be seen as the 

allocation of 90 percent of their resources to 5 percent of their employees (Dries, 2013). 

Examples of investments consist of monetary and non–monetary rewards, training budget, 

promotion opportunities. This is also supported by resource-based view literature as 

disproportionate investments, expects disproportionate returns (Becker and Huselid, 2006). For 

example, people that are in executive, managerial and strategic positions; who’s decision 

influence current and future strategic position of the firm, is what I refer to as differentiated 

workforce. On the other hand, organizations using the extremely inclusive approach allocate 
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their resources equally among employees. Sometimes, they might allocate more resources for 

low – performing than to high–performing employee groups with the aim of achieving overall 

employees satisfaction which in turn contribute to enhance firm’s performance (Dries, 2013).  

According to Peterson and Park (2006), almost half of the companies interviewed defined talent 

as an inclusive approach. Even though, the inclusive approach is believed to lead to a more 

pleasant working environment characterized by openness, trust, and well-being (Sonnenberg 

et al., 2014). The exclusive approach leads to generating a higher return on investment in terms 

of both profit and productivity, coming from the motivation of “star” employees (Minbaeva 

and Collings, 2013). However, would this be the case within the FinTech firms, where 

technology is not the only factor that creates value for the firm, but employees are also in the 

way the main determinant of the overall performance (Crain, 2009). The main criticism of this 

approach is that organizations can use strategic human resources management (SHRM) and 

not invest in the development of talent management strategies. In other words, Boxall (2012) 

showed that talent management is a collection of typical HR processes such as recruitment, 

selection, development, training, performance appraisal, and retention. Other authors argue that 

talent management adopts the HR process, but it does them faster or better given that the only 

stakeholders are employees and the company (Iles et al., 2010).  

Additionally, the exclusive approach is based on the segmentation of the workforce and 

referring to talent as an elite subset of the organization’s population (Silzer & Church, 2009). 

Different studies supporting the exclusive approach have been referring to talent as high 

performers and/or high potential (e.g. Gagne, 2004; Gallardo-Gallardo and Dries, 2013). High 

performers are seen as the best in the class (Ulrich & Smallwood, 2012). The one that ranks at 

the top in terms of capabilities and performance. Employees within an organization with 

exceptional skills and abilities in technical areas, competency, or a more general area, or they 

do have expertise in a specialized field. In other words, being part of the top ten percent of age 

peers in one’s specific area of expertise (Gagne, 2004). They have also been referred to as ‘A 

level employees’ (Iles et al., 2010). High performers are considered the most important driver 

of the organizations due to their contribution, innovation, work smarter attitude, take more 

initiative, develop better business strategy, implement changes more effectively, high-quality 

work, teamwork, and get the job done quickly compared to other employees (Collings & 

Mellahi, 2009). So, filling seventy-five percent of all job positions in the organization with 

high performers is believed to be the best way of outperforming competitors (Collins, 2015).  
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There are other authors that operationalize talent as a select group of employees who 

demonstrate a high level of potential. Silzer and Church (2009) define potential as “the 

modifiability of unobservable structures that have not as yet become actual, or exist in 

possibility, capable of development in actuality (Cohn, Khurana, & Reeves, 2005) the 

possibility that individuals can become something more than what they currently are “… it 

implies further growth and development to reach some desired end state” (p. 379). High 

potential employees are believed to have the potential to advance quickly as compared to their 

peers (Boudreau & Ramstad, 2005). Even though more arguments are found in favour of the 

exclusive approach (Swailes, 2013), Buckingham and Vosburgh (2001) support the idea that 

TM should be aimed at developing all employees to the best of their abilities. If there is accurate 

measurement performance, better workers get better assignments leading low performers to 

quit or to do better (Netessine and Yakubovich, 2012).  

Despite different approach of talent management, the extant literature suggests that without 

clear definition of talent at firm level, such talent management approach might not lead to 

anticipated results (e.g. Meyers and Van Woerkom, 2014; Vaiman et al., 2017). This is 

particularly critical with globalization and further technology advancement, that brought digital 

platform business requiring new and additional skills, knowledge and experiences to develop 

products/services for the end-users. At the same time, using both virtual and in-person activities 

to communicate, coordinate and control employees across borders, raised the need to 

reconceptualise talent as a global phenomenon and use existing theories (e.g. talent 

management and transnational professionals) to explore its meaning. In the next part, 

theoretical understanding of the talent concept is presented.  

 

2.5 The concept of Talent 

 

The interest in the globalized world has been focused on the international mobility of goods, 

capital, unskilled workers, and technology and only recently has there been an increase of 

attention on the international movement of highly qualified people – what in this study I call 

‘talent’. According to Tansley (2011, p.266) “people are rarely precise about what they mean 

by the term ‘talent’ in organizations and the implications of defining talent for talent 

management practice”. The main argument on talent literature is that organization’s 

competitive advantage is assessed through talent without explanation of what talent means. A 

commonly used concept is that individuals identified as talent are differentiated workforce with 
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a potential to contribute today and in the future of firm’s purpose. As such there are different 

meanings of talent that relates with the research purpose, for example talent studies from policy 

makers perspective (macro/country perspective), firm level (mezzo) or individual (micro) 

level. Like the above-mentioned talent management approaches (see section 2.4). 

Looking from the macro perspective, Holden and Tansley (2007) note that in Germany “talent” 

refers to job specialization, while in more collectivist societies such as Spain (Valverde et al., 

2013) or Poland (Skuza, Scullion, and McDonnell, 2013) seem averse to use the term when 

referring to a small group of people “standing out”. This lies with TNCs approach of talent or 

mezzo level when only a specific group of people or expatriates (managers send to the host 

country) are perceived as talent. Therefore, they viewed as segmented workforce that firms 

invest through training and development (Kabwe, 2011). Although, a study by Hall & Soskice 

(2001) found that, within the coordinated market7 (e.g. Germany), most firms prefer the 

inclusive approach of the talent (when every employee is seen as talent in their own way). At 

the micro or individual level, the meaning of talent relates to personal attributes such as “light” 

or “gift” (Tansley, 2011). This means the use of the ‘gifts from God’ and not being too modest. 

In other cases, such as the article by Austen (2003) talent is perceived as a social skill of 

interacting with others. In other words, a ‘talent of or for’ something specific, not a general 

ability. 

Since the term talent is used differently across languages and etymological speaking, one might 

come to the point and ask, what is the point of using the term “talent” at all. Tansley (2011) in 

his study shows that several companies have not used the term talent in policy or processes, 

indicating terminological ambiguity of the word, although in my review of FinTech firms, the 

word talent even though, not well defined, has been used across FinTech firm’s policies and 

processes. At the mezzo or organizational level talent has been defined by both positive 

connotations (being valuable for the organization and having access to organizational 

resources) and negative connotations (of marginality of “the best and the brightest” within the 

organization and have an impact on performance) (Tansley, 2011). In other words, how the 

talent has been defined within the organization has been highly influenced by the type of the 

industry and the nature of its work (Scullion and Collings, 2011).  

 
7 CME firms depend on non-market relationships (e.g. exchange information within private networks) rather 

than relationships build in competencies of the firm (Hall and Soskice, 2001).  
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The extant literature has examined the meaning of talent by studying different types of 

expatriates (assigned or self-initiated) that have been key actors in sharing knowledge across 

TNCs. However, with the changes in business and evolve of platform business, the need for a 

reconceptualization of talent is present, and it is this research aim to contribute to. By studying 

talent and its mobility, a potentially fertile research area is presented as many studies call on 

need for research on talent management through regional structures (Collings et al., 2007, 

Preece et al., 2013), different organizational structures (Scullion & Starkey, 2000) and different 

national/cultural contexts (Doh et al., 2011, Hartmann et al., 2010, Iles, Chuai and Preece, 

2010). 

Additionally, organizational studies have identified that most organizations group their talented 

employees into talent pools. A talent pool is described as a collective of talented employees 

who have been identified as talent, usually referring to executive-level roles, rising stars, 

emerging leaders, and local talent (Minbaeva and Collings, 2013). The workforce segmentation 

studies also argued that the workforce is differentiated not only by employees’ attributions 

(Gallardo-Gallardo et al., 2013), but positions as well (Huselid, Beatty, and Becker, 2005). 

This leads to the identification of “pivotal positions” as a disproportionate influence and a 

starting point of talent management, pooling high performers through a “differentiated human 

resources architecture” (Collings and Mellahi, 2009; p.304). Hence, the importance of talent 

has been raised as firms and governments continue to make it part of their policies, processes, 

and global strategies. So, the need to explore meaning of talent and talent role within 

knowledge-intensive firms is present as it will contribute to two bodies of literature talent 

management and transnationalism. In the next part, emerging streams of defined talent are 

discussed. 

 

2.6 Defining talent as emerging streams in the literature 

 

As previously discussed, theoretical and empirical talent management literature continues to 

evolve, a number of streams have emerged aiming to define what talent is. In the next part, I 

present and justify three chosen streams for this study: talent as quality, talent at the workplace, 

and talent as transferable vs. context-dependent perspective.   



42 

 

2.6.1 Talent as qualities: innate vs. acquired qualities 

The first stream of defining talent, specifically within the talent management literature, 

conceptualise talent based on qualities that an individual possesses. Several scholars and 

practitioners believe that talent is innate or at least to some extent (Meyers et al., 2013). 

Hinrichs (1966, p.11), for instance, defines talent as a native ability: “…a unique mix of innate 

intelligence or brainpower, plus a certain degree of creativity or the capacity to go beyond 

established stereotypes and provide innovative solutions to problems in his everyday world, 

plus personal skills which make him effective in his relationships with his peers, his superiors, 

and his subordinates”. Therefore, an individual with a combination of such qualities, is able to 

perform above others without trying hard to use it (Gallardo-Gallardo et al., 2013). Talent 

are characterised by an innate ability that deploys in activities they liked and are willing to 

invest energy (Meyers et al., 2013). For example, musicians, athletes are often considered to 

have innate talent from birth (Tansley, 2011; p.67), which leads them to succeed on the job.  

On the other side, qualities can be developed through training programmes (here athletes and 

musicians are excluded) as it is assumed that ‘talent as a quality’ can be learned (Tansley, 

2011). For instance, a study across a wide range of performance domains (e.g. medicine, 

auditing, programming, dance, and music) argued that talent is “nearly always made than born” 

(Ericsson, Prietula, and Cokely, 2007, p.116). Similarly, Gladwell (2008) believes that talent 

is always a function of experience and effort. Even though not all people have the same 

potential, there is a suggestion that individuals spending at least 10,000 hours of focus and 

deliberate practices of learning new skills and knowledge, will reach the level talent (Hall, 

2014). In other words, emphasise is given to talent as a learning quality through practice and 

experience. Incorporating systematically developed abilities, skills, and knowledge individuals 

build “the superior mastery” (Gagne, 2000; p.67) that places them in the top 10 percent of their 

age peers. These individuals can make difference in any field including, academia, sports, arts, 

technology and business. Therefore, the literature identifies different types of talent referring 

to technical talent, scientists, academics, professionals (in the public sector), students 

(including international students), entrepreneurs, professionals in TNCs.  

Depending on if talented individuals are perceived to have innate ability or acquired ability, 

firms adopt different talent management approaches (which is discussed later in this chapter 

see section 2.8). If talent are perceived with innate ability, then there are likely finite number 

of talent at a given point in time around the world (Cerna and Chou, 2019). Therefore, firms 

compete with each other to attract, recruit and retain such talent (e.g. Michaels et al., 2001; 
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Stahl et al., 2007; Karacay, 2018). Similarly, countries develop talent visa schemes to regulate 

the inward and outward movement of talent based on an actual number of talent required from 

abroad and those retained (e.g. Ewers et al., 2021; Florida, 2005). This leads to a different 

number of talented individuals available across countries, which varies from one year to 

another.  

If talent is defined as acquired qualities, then firms develop learning programs and the 

cultivation of specific skills (e.g. tech) and knowledge. The same approach is used by countries, 

for example, policymakers introduce curricular reform across the educational level in the UK 

to incentive tech learning skills and knowledge transfer talent to future talent (e.g Moller and 

Crick, 2018; Brown and Keep, 2018). Based on talent perception different assessment practices 

are used to identify talent. Buckingham and Vosburgh (2001), showed that even though skills 

and knowledge are relatively easy to teach, talent is much more enduring and unique. Hence, 

in the era of the shortage of talent, firms engage in a very competitive searching, recruiting, 

and selecting practices (Meyers et al., 2013). By considering demand-supply changes in the 

labour market, talent acquired through training and development is considered particularly 

attractive, as researchers suggest that talent is inborn (Chopra, 2014). Similarly, Davies and 

Davies (2010) conclude that due to innate nature, talent cannot be managed, and organizations 

should focus on the enablement of talent instead. 

According to entity theory8, organizational decision-makers will believe that “people are who 

they are” and the odds that people change over time are low (Dries et al., 2014; p.18). On the 

other hand, incremental theory supports the belief that people change over time and they learn 

from experience (Meyers and Van Woerkom, 2014). The implications of such theories are 

considered in relation to the organization’s talent management practices focusing more on the 

selection or development of talented employees. The other implication is considered that if an 

entity theorist does not see the potential of a particular employee at one point in time, is less 

likely to change its mind later (Dries, 2013). Another important factor is considered culture. 

While the English-speaking countries and European languages such as German and French 

refer to the innate nature of talent, in Eastern languages such as Japanese talent is seen as the 

product of many years of hard work and striving to attain perfection (Tansley, 2011). A study 

across a wide range of performance domains (e.g. medicine, auditing, programming, dance, 

 
8 Adopt from social psychology it refers to people fixed abilities that are unlikely to change overtime. When faced 

with difficult situation they are likely to setback instead of making an effort (Rattan et al., 2012).  
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and music) argued that talent is “nearly always made than born” (Ericsson, Prietula, and 

Cokely, 2007, p.116).  

Additionally, there is a need for evidence in place to measure talent performance. According 

to Liu et al. (2006), if there is no evidence for exceptional achievement, we should not refer as 

a talent but as giftedness. So, there is overlapping with talent acquired and competencies. 

Schmidt and Hunter (1998) found that most of the organizations were unwilling to label 

employees as talented before having accomplished two or three years of experience within the 

organization. Hence, in practice talent is defined by outcomes, which can be perceived as a 

conceptual problem (Boxall, 2012). 

The literature identifies a number of critiques on talent identification. First, the evaluation of 

performance is based on the judgment of managers in the top and line positions. Hence, the 

process of identifying talented employees is subjective and biased (Silzer and Church, 2010, 

Walker and LaRocco, 2002). Also, A players might look like B players under certain conditions 

and vice versa (Netessine and Yakubovich, 2012). Additionally, the performance of employees 

before and after being identified as talent, in itself is different due to the support received as a 

talent that improves performance (Walker and LaRocco, 2002). A small number of talent 

identified employees might lead to a negative effect due to the fear of failure among those 

identified as “exceptionally promising” (e.g., Kotlyar and Karakowsky, 2012). And finally, the 

allocation of resources to a small number of employees might damage employees' morale and 

relationship with their peers (DeLong and Vijayaraghavan, 2003). Therefore, the next 

emerging stream goes beyond talent as qualities, and it engage with external environment such 

as the workplace.  

in relation to the workplace. 

2.6.2 Talent in the workplace: objective vs. subjective approach 

The second stream of talent definitions views talent in relation to the workplace by referring to 

employees as talent of the organization or the organization’s most important assets (Ashton & 

Morton, 2005). Talent in organizational studies is conceptualised using an objective and 

subjective approach. Talent as a subject refers to people with special skills, and object as his/her 

personal characteristics (Gallardo-Gallrado and Dries, 2013). An example of talent as a subject 

is common in job advertisements in which talent refers to potential applicants (e.g. “talent 

wanted”).  
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The objective approach draws on human capital theory and considers employees as talented 

individuals by assessing their knowledge, skills and abilities (Gallardo-Gallardo et al., 2013). 

These characteristics are context-based (e.g. tech skills, finance products knowledge, local 

market knowledge) and what it might be labelled in one firm, might not be in a another firm. 

Consequently, each firm when referring to talent means specific skills, knowledge, experience, 

and potential that fits with the firm’s purpose. This enables firms to distinguish between 

talented employees from other employees. As such talented employees have the potential to 

contribute to the firm’s performance which might be limited contribution of non-talented 

employees (Swailes, 2020). Apart from talent contribution as human capital, they contribute as 

social and cultural capital as well (Farndale, Scullion, & Sparrow, 2010). Social capital is 

created between individuals (Burt, 1997) and relies on the relationship they build. As part of 

talent characteristics, social capital facilitates the coordination of activities across borders 

(Kostova and Ruth, 2003). Therefore, the objectivity perspective refers to talent based on their 

characteristics and how to develop such characteristics. For example, individuals who are part 

of international assignments (irrespective of their length), expatriates/repatriates develop more 

social capital compared to those who are not part of such mobility programs (Bozkurt and 

Mohr, 2011). Additionally, the objective approach considers employees' commitment and 

competencies in doing a job (Ulrich, 2007). By investing their time to do what they are asked 

to do, they contribute to the firm's success. This, in turn, shows that conceptualising talent is 

more complex and relies on a combination of skills, knowledge and potential (Tansley et al., 

2007).  

Under the subject approach, talent is viewed as employees who are able to create additional 

value for their organization (Sparrow and Makram, 2015). That extra value they create today 

but have also a high potential for future advancement in the organization both at the local and 

international level (Collings and Mellahi, 2009; Lewis & Heckman, 2006). Often firms deploy 

talent in executive and strategic positions that disproportionately contribute to a firm’s 

competitive advantage (Hamilton and Davison, 2018). Although, challenges exist in 

identifying talent and managing their contribution through pivotal positions. So, talent as 

a subject is seen as today’s and tomorrow’s leaders that drive business success and are rated as 

high performers (Stahl et al., 2012; Beechler and Woodward, 2009; Makram et al., 2017). This 

makes talent different from their peers in immediate and long-term contribution to the firm 

(Tansley et al., 2013). Indicating that talent definition evolves over time and context, for 

example, historically the set of demanding skills and occupations has changed based on time, 
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location, and advancement of technology (Tasley and Kirk, 2018). Therefore, the meaning of 

talent varies based on organizational type, firm, occupation, industry and competitive 

environment (e.g. Gallardo-Gallardo et al., 2013; Nijs et al., 2014).  

Additionally, talent may be seen as “stars” that include both object and subject views of talent 

(Collings et al., 2019; Sheehan and Anderson, 2015). The “star” connotation of talent gives 

talented employees a differentiated status in the firm that expects them to take the 

organization’s leadership roles and their performance is expected to be above the average, as 

compared to other peers. Stars are characterised as highly productive and highly potential 

employees (Collings and Mehalli, 2013) that firms exclusively attract, recruit, and retain 

(Martin and Schmidt, 2010; Al Ariss et al., 2014). There are, however, risks associated with 

hiring “star” employees through external recruitment. A study showed that the performance of 

“star” employees declines as they change the environment to a comparable position (e.g. Lewis 

and Heckman, 2006). Therefore, hiring external star talent may not deliver expected 

performance advantages to the firm. As a consequence of talent being seen as a scarce resource, 

proactive recruitment is suggested to create talent pools and avoid vacancy-driven recruitment 

for key positions when above the average performance is needed (McDonnell & Collings, 

2011). 

The HR practitioners indicate that valid identification of talented employees does not require 

formal assessment policies or even a formal definition of talent – e.g. “I know talent when I 

see it” (dominant across athletes and actors, see Schonmann, 1997; Baker et al., 2013). This is 

related to the overestimation of intuitive judgment and underestimation of the validity of paper 

and pencil tests, interviews, or assessment centres (Dries, 2013). Its pervasive beliefs lie at the 

heart of what Highhouse (2008) calls a “stubborn reliance on intuition and subjectivity” 

(p.333). The idea that personal judgment can be more valid than formal assessment methods 

as long as the assessor is experienced enough is known as “the myth of experience” (Dries et 

al., 2014; p.281). A different source of bias limits the validity of subjective judgment (Böhmer 

and Schinnenburg, 2016). For instance, anchoring trap – the general tendency of people to 

interpret new data in the light of their experience, halo trap – using positive or negative global 

scoring to evaluate the candidate among relevant dimensions, similar – to – me trap – preferring 

candidate more similar to themselves. Hence, in the current research, we will examine if 

executives, directors, and/or managers in the Fintech industry have a preference toward 

standardized assessment or subjective judgment and how this is related to their beliefs of 

inclusive vs. exclusive approach in managing global talent management. Additionally, 
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increased mobility of talent creates difficulties in the identification and retention of talent, 

which needs further research within management studies. In the next part, I draw on the 

conceptualization of talent from transnational talent and migration studies to support talent 

management literature.  

2.6.3 Talent as transferable vs. context-dependent perspective 

This perspective on talent assesses to what extent the talent is conditional on its environment. 

A transferable perspective on talent assumes that talented employees will demonstrate their 

talent regardless of the working environment they are in. Under this view, firms assume that 

there is a ‘war for talent’ (Michael et al., 2001), as they are searching, recruiting and retaining 

the same talent as their competitors (Bolander et al., 2017). Therefore, organizations develop 

talent programs that value their work and enable them to advance quicker in their career, which 

in turn help firms retain their talent (Collings, 2013). Talent employees might quickly turn to 

another firm if they perceived that the organization is not valuing their work and there are no 

clear future contributions (Lewis and Heckman, 2006). On the other hand, context–depend 

perspective on talent, assumes that interaction between individuals and context determines 

whether underlying talent emerges and is recognized and acknowledged (Gooderham et al., 

2015). In other words, the firm’s definition of talent is the degree to which their skills, 

knowledge, abilities, acquired at a particular firm are idiosyncratic and therefore not useful in 

another firm (Gallardo-Gallardo et al., 2020; Groysberg et al., 2008).  

In knowledge-intensive firms like accounting, finance, law, technology the assumption is that 

“star” workers can easily apply their skills from one firm to another (Groysberg et al., 2008). 

This is supported by the flow of knowledge through individuals who build a trustful 

relationship with clients, rather than with the firm that employs those individuals (Greenwood 

et al. 1990). Other studies, on the transition of star employees to new companies through 

headhunting, have demonstrated that talent is not always transferable (McQuade et al., 2007). 

Therefore, organizations cannot expect star employees to perform at their best in the first year 

or after organizational entry (Taylor et al., 2006). A lack of fit between person and environment 

(Dries, 2013) might explain these studies’ findings. In other words, during the talent 

identification process (e.g. through interviews) organizations prioritize their values – and 

talented employees are those who fit with organizational values (e.g. self-motivated, ambition, 

proactive, desire to learn) (Bolander et al., 2017).  

Studies outside of the HR literature, have supported the belief of talent transfer–related to talent 

transfer from one performance to another. For example, research on professional athletes has 
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demonstrated that talent can be transferred and with cross-training, a new better performance 

can be brought to the surface (Duke et al., 2012). Similarly, research on a sample of scientists 

found those scientists that work in different projects, as well as unrelated projects, tend to 

integrate knowledge acquired in a different context (Cheng et al., 2008). 

In summary, across the emerging streams, there is no common definition of talent. The term 

talent has connotative meanings9 attached to the term, rather than denotative meanings10. 

Connotative meaning shows that the term talent will always be more subjective and depend on 

the context that it has been used (Adamsen, 2014; Gallardo-Gallardo et al., 2020; Vaiman et 

al., 2017). For instance, if we are looking to recruit a talent writer, a really talented commercial 

text writer, who is brilliant with slogans and communication messages. In the medicine world 

for example, talent definition refers to a talented surgeon, and the most talented in this field. 

But the same definition of writer text talent cannot be used to represent medical talent. As long 

as talent will have meaning based on the context, the more connotation will be given to the 

term and more difficult it becomes to distinguish between “talent” and “non-talent” employees 

(McDonnell et al., 2021).  

Therefore, established research on the meaning of talent from TNCs cannot be transferred to 

FinTech firms, despite its global operation. Similarly, the global talent management practices 

from TNCs might not fit with FinTech firms strategic objectives. For example, strategic 

positions that dominate discussion of talent management in TNCs, have little relevance to 

FinTech firms. Emerging body of research on GTM highlights the distinctive definitions of 

talent in context-based approach, and the nature of global talent mobility challenges which are 

strongly linked with the firms strategic objectives. FinTech firms, as knowledge intensive 

organization, might favour differentiated employees’ approach by referring to talent as high 

performers, high potential, and hyper mobile who associate with transnational elite talent 

(Beaverstock, 2018).  

Salt (2008) described the attributes of “the perfect global corporate citizen” being an individual 

who floats effortlessly between cities, is aged 35 to 38 years old, speaks no less than three 

languages and be single or with no children. Having a wife and children requires support 

infrastructure in the host country and if that is not well developed then the relocation potential 

 
9 Connotative meaning refers to secondary meaning of the word or all the other associations (e.g. word talent – 

skills, abilities, knowledge, competencies, potential, performance) in relation to context (in this case the 

organization) (e.g. Admsen, 2014) 
10 The denotative meaning of talent – a person with talent.  
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of the talented corporate citizen will be adversely affected. The earlier academic literature on 

the mobility of the professionals, managerial and entrepreneurial elite provides a similar 

ideology to these talented workers (e.g. Collings et al., 2019; Beaverstock, 2018; Collings and 

Isichei, 2018). The main emphasis is given to hypermobility of the transnational talent – 

forever on the move, in transit, being part of the space of flows indicating that they are “mobile 

individual careerists responding purely to firms needs circulating in a fluid world of inter– and 

intra– firm transfers and career mobility” (Yeoh and Huang, 2011; p.682). Mobility, as 

dominant characteristic of transnational elite, entrepreneurs and professionals; cannot be 

ignored when drawn parallels with global talent. In the same way, global talent mobility in 

FinTech has been neglected by the literature across talent management and economic 

geography.  

By rethinking the concept of talent, its value to the firm and knowledge economy, it becomes 

vital that mobility of talent is not entirely separable from such frames of understanding 

(Findlay, 2006). It is here where migration and management studies come together. Global 

talent mobility identifies the role of the firm in poaching highly skilled individuals by using 

talent development agenda. Similarly, migration studies focus on talent development policies 

to attract highly-skilled individuals. Acknowledging the limited consideration of talent 

mobility in talent management studies, a new stream has emerged focused on decision-makers' 

perception of talent that has strong implications for global talent management agenda, as well 

as people seeking to be recognized as talent. This stream takes firms' level focus by considering 

the decision-maker's responses to talent perception (Dries, 2013) and talent mobility. It is this 

final stream that I locate my dissertation topic. Considering talent as highly mobile individuals, 

I adopt the transnational talent view of global talent management (Morris et al., 2014; Morris 

et al., 2016). In the next part, highly-skilled migrants as transnational elite talent will be 

discussed.   

 

2.7 Highly skilled migrants (HSMs) as transnational talent 

 

Highly skilled migrants seemed to add to the global narrative of “the war for talent” (Michael 

et al., 2001) as they have been examined in theory and practice about their impact on economic 

growth, business strategies, competencies, skills, and personal connections (e.g. Yeoh and 

Lam, 2016; Shachar, 2006; Florida, 2002; Beaverstock, 2002). Firms in home and host 

countries intentionally compete with one another to attract highly skilled migrants by offering 
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relocation packages, high salaries, benefits and work flexibility (Yeoh and Lam, 2016). The 

highly skilled workers continue to become more and more detached from national boundaries, 

driven by the educational institutions that play a key role in attracting international students to 

study and work abroad (Mahroum, 2000; Mavroudi and Warren, 2013). Also, the geographical 

concentrations of industries e.g. technological and biotechnological firms located in Silicon 

Valley, London, Paris, Hong Kong, Singapore (e.g. Beaverstock and Boardwell, 2000; 

Saxenian, 2002 Beaverstock, 1996; Harvey and Beaverstock, 2016), and benefits of employees 

diversity (Syed, 2008; Boucher, 2020) contribute to the flow of highly skilled migrants.  

Prior to further consideration, in this study, I employ the term migrants when referring to 

individuals pursuing an international opportunity for a short- or long-term period. The term 

allows for the incorporation of inter and intra organization expatriates when location decisions 

are shaped by migrants and home country employers (Beaverstock, 2011; Andresen et al., 

2014). The highly skilled migrants are migrants with above-average qualifications who are in 

high demand in labour markets. The term highly skilled is viewed differently across studies 

(e.g. individuals with tertiary education, international experience, tech skills, industry 

knowledge, know-how ability) and used interchangeably in literature (e.g. Koser and Salt, 

1997; Chaloff and Lematire, 2009; Saxenian, 2005; Florida, 2002). In this way, it differentiates 

from other migration types, e.g. refugees or unskilled migrants. In this study, however, I have 

adopted transnational capitalist definition of HSMs based on occupational level (Koser and 

Salt, 1997) incorporated with transnational paradigm and creative class (Florida, 2005). Sklair 

(1995) coined the phrase, the transnational capitalist class by bringing together executives of 

transnational corporations, politicians, bureaucrats, and professionals. Therefore, transnational 

corporate executives, managers, corporate transferees, technicians, project specialists, 

professionals, consultant specialists, careerists and training movers, and investors are among 

selected occupations of being HSMs as transnational talent in this study. 

Sklair (1995) suggested that capitalist classes are no longer tied to location or driven by national 

competition. Transnational denotes economic, social, political and cultural processes including 

class reformation, beyond the nation-states. The transnational class formation is a key aspect 

of the globalization process (Robinson and Harris, 2000). In other words, globalization 

represents the transition from the nation-state phase to a new transnational phase capitalist. In 

the nation-state phase, the world was linked together via commodity and financial flows 

through an integrated international market. In a new phase, the world is internally linked 

through production and territoriality, between nation-states, economic institutions, and social 
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structures. Despite similarities with globalisation, transnationalism is also dissimilar. The focus 

of globalization studies is the economic aspect of ‘the globe’ and ‘the local’, while 

transnationalism are concentrated on the flow of social networks across the nation-states 

(Kearney, 1995; Bebbington and Kothari, 2006). Transnationalism relies on local 

identifications and their meaning of them and sustains transnational ties. The reproduction of 

transnational ties depends on context conditions that are not static but must be historicized. 

Additionally, opportunities might arise from increased demand for goods and services due to 

an increased number of people coming from the same country or region. This process may 

provoke social transformation within the receiving city or country (Sassen, 1991). Therefore, 

transnational talent is a broader concept than highly skilled migrants, which was dominated by 

white male high-salaried jobs. Therefore, the role of transnational talent dominates in 

knowledge reproduction between headquarters and subsidiaries.  

Additionally, entrepreneurs as part of the creative class that has brought innovation and 

creativity in cities or regions (London FinTech community, Silicon Valley), who have been 

known as transnational creative knowledge migrants (Florida, 2002), are also part of HSMs 

definition in this study. Creativity is a broad term that incorporates creative or unique consumer 

products developed from biotechnological companies to artists that produce music, films and 

festivals and contribute to the attractiveness of cities/regions (Florida, 2005). I have adopted 

the creative class definition as it fits with the knowledge-intensive firm’s concept of FinTech 

when transnational talent plays a key role in new ideas, business models and technology, that 

is not the only product of their tertiary education, but creativity and innovation brought by 

those occupations they have at the firm level. Hence, in this study highly skilled migrants are 

referred to in broader terminology used to date, as transnational talent. 

 

2.7.1 Transnational elite talent 

As a theoretical notion, a transnational elite refers to the concentration of power, in the global 

economy, to a specific number of individuals who are strategically positioned in an 

organization and have the capacity to wield power transnationally (Carrol, 2010). There are 

differences between the pluralist and classic views of the elite. Hence, the transnational elite 

can be either rival between one and other, or they can form a relatively coherent group that 

recognize the mutual interests above the elite rivalries (Robinson, 2017). The transnational elite 

combines different forms of power to transcend institutional spheres where the domains of 

business and governments overlap. Hence, the transnational elite are characterized by their 
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ability to come together across boundaries of the nation-states, business, and politics. They are 

part of the network and share a similar position in global power and have a similar interest (e.g. 

Carroll and Carson, 2003; Henriksen and Seabrooke, 2021). The network is not necessarily 

coordinating decisions made by the transnational elite; it does allow them to exercise forms of 

collective agency. This study takes the argument of classical elite theory by emphasising the 

capacity of transnational elites to transcend interlocking institutions. It refers to personal 

networking across the private and public domains of society. These institutions and personal 

forms of relationship create transnational elite groups to be recognized as such, interact to 

negotiate on political and economic interest and act collectively to reach their goals. 

In other words, transnational elite talent are seen as key actors in the development of the 

FinTech community, by keeping their personal and institutional networks with the financial 

industry and tech companies. They have knowledge, ability and willingness to contribute to 

the development of financial products and services, supported by entrepreneurial skills they are 

able to bring innovation to the financial market. Nevertheless, it would be impossible, if there 

would not be support from tech transnational talent (those with tech skills, knowledge, or 

experience), working as part of the team with financial and/or sales talent toward developing 

innovative financial products or services. This leads to talent network formation, similar to elite 

knowledge networks – known as “a system of flows of people, money and ideas between spaces 

where critical thinkers and activists are present” (Parmar, 2019; p.537). These spaces reflect 

the division of labour in the process of knowledge reproduction, similar to power networks in 

American elite networks (Parmar, 2002).  

Another segment in the transnational elite literature is related to as “rootless”, 

“cosmopolitans” who are indifferent to where they lived, but they transcend processes of 

“transculturation” in specific places and play out their politics of identity and belonging on a 

different stage from that of the individual city in which they are in, even if this is for a moment 

location (Yeoh and Huang, 2011). This makes them as “astronauts” or “outsiders” to get 

involved in politics of place making (Saxenian, 2002; Ley, 2004). Therefore, Ley (2004) 

argued that transnational elite businessmen have the freedom to fly frequently and not be 

grounded in local politics. However, despite the fluidity and transience, the presence of a 

transnational elite creates a contact zone within the globalizing city. They do have connectivity 

with “elsewhere”, these contact zones are differently inflected (Yeoh and Willis, 2013). And 

transnational elite wants to operate in the city but not rule it (Sennet, 2001).  Studies on highly 

skilled economic migrants have attempted to move beyond assumptions of hypermobility and 
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cosmopolitan style, to portray them as embodied in the culture, ethnicity, gender11, or class. 

On the other hand, Smith (2001) suggested understanding transnational actors such as elite 

migrants who are not necessarily transgressive of cosmopolitan ideals or new social 

subjectivities, but also a place-making activity. 

Therefore, a fundamental process in the space of flows of the network society (Sassen, 1999; 

Castells, 2000, Beaverstock and Boardwell, 2000). In the context of knowledge intensive firms 

such as FinTech communities, such global labour continues to bring knowledge, skills, and 

specific networks to the city which in turn contributes to wealth creation, economic growth and 

innovation (e.g. Evers, 2008; Hansen et al., 2005; Khilji et al., 2015; Moeller et al., 2016). In 

a similar view, these works are transnational elite talent. They flow into the city and bring their 

knowledge networks and social relations (Hannerz, 1996; Smith, 1999, Smith, 2001). Elites 

are global, and so are talent. This globality is more personified in small networks which are 

grounded in the residential and leisure-oriented spaces that together with the locations of 

headquarters, create a dominant function in a space (Castells, 2000).  

The flow of highly skilled international labour migration has been well studied within the 

global cities (Beaverstock, 1994; Salt and Findlay, 1989). But from a conceptual empirical 

perspective, there is a gap in exploring talent as a transnational elite in the FinTech community 

as part of financial centres. According to Thrift (1994) the major social and cultural dominance 

of financial centres is the knowledge structure, network activities, and cosmopolitanism of the 

global workforce. The sharing of information happens through very established meeting places, 

social arenas, and knowledge networks (Amin and Thrift, 1992; Thrift, 1996). Transient 

migrants facilitate the spatialization of both practical and tactical knowledge in the financial 

centre through business involvement and knowledge networks (Sassen, 2000). Transient 

migrants are characterized by a frequency of emigration to the financial districts of different 

global cities (Beaverstock and Boardwell, 2000). Managers by being identified as transnational 

elite and incorporation in transnational networks, dimensions of identity such as gender, 

national or ethnic identity are neglected.  

Additionally, the transnational elite are seen as a homogenous group (Butcher, 2009) defined 

by their embeddedness in transnational networks and disconnected from the locality. Seeing 

transnational elite as transient moving from one location to another where the relevance of 

 
11 Feminist geographers have shown that gender-differentiated should be examined at work to understand the 

patriarchal ideology and masculine power relations within the household and the reproductive sphere in shaping 

who moves and who stays (Iredale, 2005; Kofman and Raghuram, 2005).  
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locality is not clearly understood (Walsh 2010, Colic-Peisker 2010). Studies investigating 

highly skilled migrants in a specific city (Beaverstock, 2002; Beaverstock, 2005; Scott, 2004) 

have considered cities themselves as passive without looking into everyday practices and 

identity formation. Later research has considered a specific city for identity formation of 

whiteness, for example, the relevance of the workplace for performing whiteness in Hong Kong 

is demonstrated by Leonard (2013). Knowles and Harper (2009) explore white expatriates' 

leisure activities in Hong Kong while Farrer (2010) shows white expatriates in Shanghai and 

their narrative related to the city that is influenced by postcolonial nostalgia.  Walsh (2011) 

explores British expatriates in Dubai and the imperial relationship of Great Britain to Dubai. 

Expatriate labour was a major determinant of the international financial centres (IFC), creating 

financial capital through complex social relations, knowledge networks, practices 

(Beaverstock, 2002). This thesis revisited the conceptual work on talent, through highly skilled 

migrants, transnational elite, show that talent are embedded in global-local relations in the 

workplace through interaction with locals (in host country) and keeping interaction with those 

in the home country (or household spaces). There is no research that explores transnational 

elite talent by exploring ethnic and national identity other than Anglo-American whiteness.   

As such, research on the transnational elite in global cities are done from two different 

perspectives. First, characterized highly mobile financial managers and international financial 

quarters both based on their connectivity within the global economy (Meier, 2016). The 

managers are considered a transnational elite as they have social, economic and cultural capital 

in the form of general privilege which gives them access to resources and are part of social 

networks creating labour market inequalities (Wood, 1998). Manager’s image existing in a 

world society dominated by a communication process that overrides locality (Luhmann, 1997) 

through the use of technology and the creation of time-space (Harvey, 1990). In other words, 

these managers are considered to be placeless global or transnational class (Carroll and 

Fennema, 2002; Van Der Pijl 1998; Sklair 2001). They can also be associated with members 

of high technology professionals (Knorr Cetina and Bruegger, 2002). 

Historically, locality and translocality or more specifically, trans-local relations play a key role 

in patterns of global investment and migration (Brickell and Datta, 2011). Nowadays, national 

boundaries are being constantly crossed by online communication that does not necessarily 

require people to move across localities. Other modes of transnational movement such as 

tourism and expatriate consulting, entrepreneurship do not entail migration.  These 

relationships are facilitated by trans-local understandings.   
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In summary, discussion on ideologies of the transnational elite (e.g. professionals, managers, 

entrepreneurs) reflect on global talent, by emphasising hypermobility; always on the move and 

part of the space flows who responds purely to the firms logic (Yeoh and Huang, 2011; 

Beaverstock, 2018). Others have attempted to go beyond the hypermobility characteristics of 

the transnational elite and conceptualize them as embodied bearers to culture, ethnicity, gender, 

race (Baas, 2017).  

2.7.2 Entrepreneurs as transnational talent 

Entrepreneur’s activities that are carried out in a cross-national context and initiated by talent 

as actors who are embedded in at least two different social and economic arenas (Terjesen and 

Elam, 2009) are being referred as transnational entrepreneur talent (TET). Most TET operates 

between the home and host country, it may also be involved in business activities between the 

home country, the host, or/and a third country. In other words, TET are individuals that migrate 

from one country to another, while maintaining their business network with their origin country 

(Lin and Tao, 2012) and adapting to the host countries and communities (Drori et al., 2009). 

As a result of technology development, TET communicate and travel both physically and 

virtually. By being engaged in two or more socially embedded environments, TET maintains 

their global connections and enhance their ability to creatively maximize their resources. 

Therefore, I have adapted the TEs definition as “social actors who enact networks, ideas, 

information, and practices for the purpose of seeking business opportunities or maintaining 

business with dual social fields, that force them to engage in different strategies to promote 

entrepreneurship activities” (Drori et al., 2009; p1001). Nevertheless, TET compared to other 

entrepreneurs have to cope and adapt to different situations in both contexts (Yeung, 2002). 

Being in two or more places enhances their ability to identify and exploit opportunities that 

might not be otherwise recognized. Despite the difficulties in operating across countries, and 

the foreignness (Terjesen and Elam, 2009), the population of TET is increasing around the 

world (Saxenian, 2002; Sequeira et al., 2009). Some countries including Canada, the USA, the 

UK, New Zealand give privileged access to entrepreneur immigrants hoping to stimulate 

economic growth (e.g. Drori et al., 2009; Saxenian, 2002; Jafari Sadeghi et al., 2019).  

Additionally, TET differentiate itself from international entrepreneurs (IE) based on their 

activities being focused only on the host country (Oviatt and McDougall, 1994). Here, TET is 

compatible with IE activities, the approach differs as TET refers to individuals who leverage 

opportunities by being part of dual places and have access to networks, which in turn leads to 

optimization of resources in a most effective way. TET are geographically bounded in cities 
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like London, New York, Boston; where leading universities, policies and infrastructures, 

industry actors, organizations, openness to culture diversity and investment power are present 

(Audretsch and Belitski, 2017). All these elements influence the startup culture; so, TET 

continue to have a key role in developing FinTech communities by facilitate knowledge sharing 

and access to resources (Audretsch et al., 2018). FinTech talent, as transnational entrepreneur 

talent, engage in technological development and transformation of financial sector and 

improvement in efficiency of services. Understanding if these TET come from Tech and/or Fin 

background (education and work experience) it is vital in unpacking the meaning of talent 

within London’s FinTech community. Therefore, in the next part meaning of Fin and Tech 

talent is presented.  

2.7.3 ‘Fin and ‘Tech’ talent 

The term ‘Fin’ and ‘Tech’ talent, I adopted stand for finance and technical talent. Both are not 

new and have been used in literature to describe professionals and engineers since the ‘70s 

(Rothwell, 2011). Fin and Tech talent are employees who work in occupations that require 

specialised skills, knowledge, experience and professional qualification or university degree. 

Studies on both talent can be linked to knowledge workers as there are similarities between 

them. Knowledge workers have a broader definition, although major parts of the knowledge 

workers cover Fin and Tech talent. Therefore, Fin talent are individuals who carry financial 

knowledge, know-how ability, mobilization, networking, and innovation (e.g. Beaverstock, 

2011; Ewers, 2007; Beaverstock, 2005). They have a financial qualification (e.g. ACCA, CFA) 

and/or university degrees (e.g. Bachelor, Master, MBA) and/or work experience. Across the fin 

talent role, individuals tend to value knowledge developed through experience, for example 

understanding routines and processes of a bank. Usually, Fin talent have executive and 

managerial roles in professional service firms, accountancy, consulting, financial intermediates 

(Beaverstock, 2005; Beaverstock, 2007; Harrington and Seanbrook, 2020).  

While tech talent describes individuals who carry technical skills, technical know-how, 

creativity, innovation, and tech networking (e.g. Kim et al., 2014; Zaharee et al., 2018; Kerr 

and Kerr, 2020). In Tech talent roles, individuals might have university degrees in STEM 

subjects, professional tech qualifications (e.g. cloud professional data engineers, could 

professional cloud architect, certified information security professional) for using 

programming languages, or they might have self-learned tech skills through the use of 

technology. In contrast to Fin talent, tech talent are not necessary for executive positions of the 

firm (e.g. Kerr and Kerr, 2020). Although they have strategic roles (e.g. product developer, 
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technical engineer) that might not have team managerial responsibilities; they take product 

ownership through the development of new technologies or adaption of existing ones in solving 

unserved customer’s problems, this in turn makes them key employees to the firm’s 

performance.  

Tech talent or individuals with tech skills (e.g. programming, engineering, artificial 

intelligence) are in great demand at the global level. They are part of ‘transnational technical 

communities’ as defined by (Saxenian, 2002; p.184). Transnational technical communities are 

created with the rise of alternative industrial models (e.g. Silicon Valley) when tech talent 

introduced a radical shift with technology specialized products (Saxenian and Hsu, 2001). 

Hence, tech talent as transnational entrepreneurs decentralized industries by developing unique 

business models and serving niche markets. In the same way, when teamed up with fin talent 

decentralization within the financial sector happened. FinTech firms introduced digital 

platforms and developed more efficient financial products/services. For example, specialized 

in chip design, digital money, money exchange, international transfers lead to an increase in 

the number of FinTechs. Nevertheless, the decentralization brought by Tech and Fin talent is 

heavily dependent on cross-cutting social structures and institutions (Montes and Goertzel, 

2019). Previously, the firm is considered as the key actor in the production and transfer of 

knowledge, in particular technological know-how that is difficult to be copied. Now, the tech 

talent by working in transnational communities such as FinTech, are perceived as key actors in 

transferring knowledge within or between firms, as well as across national borders.  

Therefore, TNCs might not be the preferred type of organization for transferring knowledge 

through assigned expatriates across borders. Transnational tech talent provides an alternative 

for long-distance transfer and knowing how abilities between different firms and locations (Lei, 

2000; Drori et al., 2009. This is possible with new transportation and communication 

technologies that allowed firms to tap global talent. For example, transnational tech talent from 

China and India, who were first-generation engineers to immigrate to Silicon Valley have 

technical skills, language and cultural fit in national (e.g. USA, China, India) and international 

markets. Similarly, Beaverstock's (2005) study on highly skilled British inter-company 

transferees in New York showed that transnational Fin elite talent (e.g. elite managers in the 

banking sector) built social capital through interaction with colleagues and clients in New 

York. This makes Fin and Tech talent in great demand as they have contacts, information, and 

know-how culture that can bring benefits to their firm’s positions and enhance the performance. 

By being part of social networks, such talent can overcome challenges of the short-life cycle 
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of financial products/services and continual updates are needed (Hu, 2008). Due to the lack of 

tech talent in the financial sector, Tech talent across big techs (e.g. Google), e-commerce (e.g. 

Amazon, Alibaba), digital platforms (e.g. Uber, Deliveroo) will be sought. Finally, the FinTech 

market is eager for talent who are proficient in technology and have rich financial knowledge.  

 

2.8 Global Talent Management as an exclusive approach 

 

Building on the definition of global talent management (herein GTM) by Mellahi and Collings 

(2010) and transnational elite professionals (e.g. Harrington and Seabrooke, 2020; 

Beaverstock, 2018) I now refer to GTM as an exclusive approach to talent management. GTM 

involves (1) identification process of not only talent, but pivotal positions – that contribute to 

the organization sustainable competitive advantages; (2) development of talent pools – where 

talent are easily accessible to fill firms position as needed at the transnational scope, and (3) 

development of firm’s talent mobility strategy to fill these roles with the best available 

incumbents and ensure they continue commitment to the firm. Having this broader approach 

of GTM, the agenda of talent is beyond the key actors in defining and identifying talent such 

are senior managers, team leaders, who have been assumed to underscore the importance of 

other pivotal positions that contribute to the organization’s competitive advantages (e.g. 

Boudreau & Ramstad, 2007; Collings and  Mellahi, 2009; Huselid and  Becker, 2011).  

Pivotal positions are defined in two ways. First, the potential and centrality to a firm’s strategy 

vary between average and a top performer in those roles. In other words, the quality of pivotal 

positions as referred by (Boudeau & Ramstad, 2005). Second, the number of positions that 

contribute to the firm's strategic objectives as the number of people who occupy those roles 

increases (e.g. Boudreau & Ramstad, 2007; Collings and Mellahi, 2009). In this way, the 

development of talent pools increases the importance of employees at subsidiary offices as well 

as at HQ and move beyond the focus of GTM on HQ employees alone (e.g. Ashton and Morton, 

2005). Therefore, the GTM strategy adopted by firms will impact the level of diversity in global 

talent pools. The development of GTM as an exclusive approach to support identifying, 

recruiting, and retaining talent in these talent pools need to be aligned with the firm’s 

competitive strategy (Allen et al., 2010). As such exclusive approach of management of talent 

pools will likely have the greatest impact on value creation within the firm (Schiemann, 2014). 

In the global context, the cross-border development, identification, attraction, recruitment and 

retention of the firm’s talent pool is even more challenging (Mellahi and Collings, 2010). 
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Effective management of talent pools ensures that firms generate and develop the knowledge, 

skills, abilities, and other characteristics required to deliver high performance at the firm 

level. Therefore, in the next part, three main activities of the exclusive approach of GTM such 

as pivotal positions, global talent pools, and global talent mobility will be discussed. 

2.8.1 Pivotal positions 

A first step of managing global talent is identifying pivotal positions in qualitative and 

quantitative aspects at least for the short-term since the competitive business environment is 

changing rapidly; positions that are considered pivotal today might not be tomorrow. For 

example, positions that were pivotal in the age of traditional banking are no longer so in the 

age of digital banking (Jayawardhena and Foley, 2000). Before identifying high potential 

talent, firms are responsible for identifying these pivotal positions that fit with their strategic 

goals and developing their global talent pools (Collings and Isichei, 2018). The process of 

identifying pivotal positions is not only focused on current positions but also on those likely to 

be in the future. Or what Becker and Huselid (2006) refer to firms that differentiate positions 

based on strategic and non-strategic ones. This leads to disproportionate resource investment 

in positions that offer the highest potential for return and those that can provide marginal impact 

(Huselind and Becker, 2011). Given that pivotal positions are not static, requires periodical 

reconsideration and reapplication of the identification process to reflect strategic priorities of a 

particular time and space (Collings et al., 2019).  

As mentioned earlier, identification of pivotal positions goes along with the identification of 

talent or high performers (Huselid et al., 2005) which have potential and impact on a firm's 

competitive advantages. Scholars either adopt the bottom-up focus that emphasizes the idea 

that employees can contribute to the firm’s strategic objectives simple by their value and 

uniqueness (Becker & Huselid 2006); or adopt a top-down focus indicating that employees 

contribute to the firm’s strategic objectives only if their values align with those of the firm. 

Therefore, as important as the talented employees are in this process, the job itself needs to 

align with the firms' strategic objectives (Huselind et al., 2005). Pivotal positions or A positions 

are defined by their disproportionate importance to “the firm’s ability to execute some parts of 

its strategy and the wide variability of the work displayed by employees in those positions” 

(Huselind et al., 2005, p.2). So, human capital or talent is of little economic value if it is not 

related to the firm’s strategic objectives (Boxall & Purcell, 2008). Before moving on, it is vital 

to distinguish between strategic and non-strategic positions.   
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Even though there is a lack of research in quantifying why some firm occupations are 

strategically important and others not. Traditionally, the firm’s occupations have been 

differentiated in terms of potential input such as skills, abilities and working conditions 

(McDonnell et al., 2010). But recent studies have been focused on the potential outputs or the 

roles that contribute to strategic intent. Strategically important roles, well regulated and 

standardised training leads to anticipated performance and there is little potential for 

differentiation based on the individuals doing the work (Collings and Mellahi, 2009). Thus, 

strategically important roles which allow for differentiation between performance in the role 

should be particularly key for the firm.  

A study by Boudreau and Ramstad (2005) showed that differentiating between average and 

marginal roles, despite being valuable, increasing or decreasing the volume of it might have a 

limited impact on overall performance. The term pivotal is used to describe the marginal impact 

of resources, activities and decisions with value to the firm. There is a call on talent 

segmentation and focus on pivotal talent pools which have the greatest impact on the firm's 

success (Hartmann et al., 2010). The lack of research on talent segmentation to inform firms 

on talent investment leads to much resource investment being made on talent pools which are 

important but not pivotal (Boudreau and Ramstad, 2007). Thus, the effectiveness of the 

exclusive approach of global talent management in FinTech firms depends on its management 

ability to identify pivotal positions and the right talent for those current and future roles. In the 

next part global talent pools, as firms’ way of responding to talent scarcity will be discussed.  

2.8.2 Global talent pools 

The global talent pools compromise with high-potential and high-performing individuals, 

where diversity reflects the firm’s strategic orientation (e.g. McDonnell et al., 2011; Mayo, 

2018; Tansley and Tietze, 2013). These pools contribute to the human capital theory by shifting 

the focus of “static” or “stock” human capital to “flow” or “process” (Burton-Jones & Spender, 

2011). In this study, I define talent pools in line with Tansley and Tietze (2013) talent pool 

definition a group of employees as “star” or high performers, as well as the high potential of 

becoming future leaders, identified by the company. Other establishments of talent pools 

characteristics found in the literature are presented in table 1.  

Table 1: Characteristics of Global Talent Pools in literature 

Author(s) Firm Criteria 

Cappelli (2008) Private • Recently graduates 



61 

 

• Other firms’ employees 

Garrow and Hirsh (2008) Public • Line managers 

• Senior managers 

• Professionals (accountants, engineering) 

Williams (2008) Privat • Ready-made leaders 

• Future leaders 

Mäkelä et al., (2010) MNCs • Managers 

• Potential executives 

McDonnell et al., (2011) MNEs • Managers 

• High potential 

Yarnall (2011) Privat • High potential 

• Executives 

Björkman et al., (2013) MNCs • Managers 

• Supervisors 

• High potential 

• Executives 

Cappelli and Keller (2014) Systematic review • Internal talent 

• External talent 

Swailes and Blackburn (2016) Nordic firm • Managers 

• Leaders 

• Scientists 

Day and O’Connor (2017) Systematic review • Portfolio owners 

• Proven executives 

• New executives 

• Potential executives 

Mayo (2018) Theoretical • Future leaders 

• Upwards potential 

Collings et al., (2019) MNC • Internal talent 

• External talent 

• Pivotal positions 

Calle-Duran et al., (2021) Theoretical • Managers 

• Non-managers 

Source: Adapted from McDonnell et al., (2011) and modified by the author 
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As it can be noted, different studies have different groups of employees as part of talent pools 

(herein TPs). Therefore, in literature, two ways are suggested to build TPs; first by developing 

internal talent (within the firm) and second by recruiting already made talent externally (outside 

the firm). The firm’s decision-makers (e.g. managers, HR, directors) have the key 

responsibility in identifying, attracting, selecting and recruiting individuals that fit with the 

firm's internal or external talent pools. In developing external talent pools, the firm relies also 

on social networks (e.g. personal relationships with previous colleagues, network events, social 

events), or recruitment agencies particularly for executive and managerial positions (e.g. 

Beaverstock, 2012). Without such dual access to talent pools, transnational firms are limited in 

filling in positions, knowledge reproduction and bringing innovation to the market. Therefore, 

by adopting the global talent pool strategy firms are able to respond to quick business and 

environmental changes (Linden and Teece, 2014).  

According to Cappelli (2008) managing an internal talent pipeline or talent pool is focusing on 

the broader context of the needs of the firm than focusing on a particular role. Development of 

talent pool support broader talent development, rather than narrowly specialized positions (e.g. 

product developer, programmer), so it can be useful across different roles (e.g. engineering 

manager, product manager, team leader). This method is very useful for firms operating 

transnationally, by developing a globally diverse talent pool compromises individuals with 

knowledge, skills and experiences of parent-firm human capital and local context (or local 

human capital) (Chung et al., 2015). In contrast, firms that pursue a domestic strategy are not 

focused on developing multiple talent pools compromised with different levels of local talent.  

The term talent pool refers to a pool of high potential and high performers incumbents that 

firms draw upon to fill in pivotal positions. This study is consistent with authors such as 

Sparrow (2007) and Stahl et al., (2007) that suggest identifying the pivotal positions and 

developing a talent pool to fill in these positions. In other words, this is a shift from vacancy-

led recruitment to “recruitment ahead of curve” (Sparrow, 2007). This requires planning and 

early contribution to the recruitment process. For example, Simlansky (2006) suggests 

identifying talent like scouting in professional sports. By identifying future business needs in 

terms of knowledge, skills and capabilities and recruiting based on this basis. On the other 

hand, Stahl et al., (2007) suggested that high-performing organizations recruit the best people 

and then find their positions. Nevertheless, it is important to note that these employers are 

higher achievers and need to be appointed to roles where they can implement and develop their 
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talent. That means that in more complex jobs talented employees are more motivated, satisfied, 

and productive (Hackman et al., 1975).  

Additionally, relying only on internal development and sourcing of talent and disregarding 

external sourcing of talent is at odds with realizing that mobility of talent are more characterised 

as inter-firm mobility and reduces the job identity (Weick and Berlinger, 1989). From a demand 

perspective, the importance of the external labour market should be involved in the global talent 

management of the firm. There are higher chances of recruiting high-performing candidates 

from the external labour market. Building on the contribution of Spender (1989) that hired a 

person with organizational experience may transfer the same role into another organization. 

Indeed, the greatest challenge of the firms is the threat of external sources aggressively 

recruiting executives (e.g. Pfeffer and Leblebici, 1973).  

In a transnational context, this study recognizes the importance of talented employees with 

relevant expertise and experiences in managing operations across the border, and local ones 

with skills and knowledge to succeed in the local context (Chung et al., 2015). Nevertheless, 

as previously mentioned firms’ objective is to adopt GTM approach consistent with their 

strategy. Since the management of global talent must be linked to strategy development and 

implementation that leads firms to greater performance. There is no universal approach to 

GTM, but it depends on how well it fits the firm’s competitive strategy. Having appropriate 

talent deployed in subsidiaries it is also vital to ensure that those actors are willing to take 

appropriate decisions about the products and market segmentation (Linden and Teece, 

2014). Drawing insights from Cappelli’s (2008) contribution, the global talent pool should 

focus on managing the risk costs associated with a mismatch between employees and skills; 

having too many or too few employees to meet the firm’s needs. Also, the failure to retain 

talent results is a loss in the business investment. If FinTech firms adapt exclusive approach of 

GTM and leverage global talent pools with internal and external talent, by considering both fin 

and tech talent, is part of this study purpose.  

2.8.2.1 Internal talent pool 

These pools consist of mix of recently graduate, high potential, and future leaders individuals 

identified to fit with the firm's objectives (e.g. Cappelli, 2008;). Internal talent pool might not 

be linked to a current specific position or as early mentioned identified pivotal position, 

however, they tend to be linked to a future key or strategic positions. For example, if a firm 

strategic objective is to open a subsidiary in Paris, they might want to hire and train a French-

speaking person already in London. Building an internal talent pool is challenging as the 
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ambitions and skilled individuals are less likely to sit on the bench and wait for an opportunity 

to rise (Collings et al., 2019). Other studies, examining internal talent pool have identified that 

talent might poses technical skills (e.g. use the systems, process, and programming language) 

to meet the expected standards, however, not poses generic competencies12 for the role (Hirsh, 

2009). Such competencies include teamwork, problem-solving, cultural fit; that can be 

developed as part of on-the-job training (Crane and Hartwell, 2019). 

Internal talent pools usually are mixed of individuals that need to develop further generic skills 

that would enable them to take the leadership positions or develop technical skills to help fill 

in positions are needed. In both ways, internal talent pools support career development through 

flexibility and adaptable process in place (Garazonik et al., 2006). Usually, internal talent pool 

development includes on-the-job training, job rotation (experiential opportunities), mentoring 

(relationship building) and learning from peers (Chaudhuri et al., 2018). Therefore, talent are 

developed by already made talent (either in the firm or bought from outside labour market). If 

the firm has limited talent as a resource for developing other talent, then internal pools are not 

effective and access to external talent pools (either in locally or international) is needed.  

2.8.2.2 External talent pool 

External talent pools refer to local and trans-local talent pools. When firms, have access to 

talent outside of the firm. In other words, external talent pools compromise already made 

leaders, managers, executives in other firms. As high performers and potential individuals, they 

are not easily available in labour market. Therefore, poaching and direct hiring are among the 

ways of accessing those external talent (Cooke et al., 2021). The use of external talent pools is 

very appealing when firms need the set of skills urgently or when they are in changing process 

and a new perspective is needed (Lewis and Heckman, 2006). Another way of accessing 

external talent pools is through short-term or contract hiring talent (Garrow and Hirsh, 2008). 

This “borrow” strategy enables firms to bring in skills and expertise not available within but 

urgently required (Rowthwell, 2011). Additionally, they can be relocated from HQ to the 

subsidiary and the other way around for a short period of time to develop a new product, meet 

the demand of the shortage skill set or build local relationships (Cappelli, 2000).  

Given that both internal and external talent pools have benefits and challenges. An optimal 

solution would be to use a combination of the two. First, it is impossible to predict talent 

demand with certainty. Second, developing talent internally might be expensive and time-

 
12 Qualities and competences that are important for the role (e.g. creativity, integrity, tolerance) (Garavan et al., 

2009). 
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consuming. Third, there are risks of talent leaving the firm. Similarly, external talent might be 

expensive and not well suited to the organization's culture. Studies suggest that whenever 

possible and cheaper develop internal talent; while hiring externally when fast and responsive 

actions are needed e.g. in uncertain times (Rowland, 2011; Cook et al., 2021). Additionally, 

talented employees take charge of their own development and career progress, but they need 

the right support from the firm (Collings, 2014). Similarly, there is no ‘one size fits all’ and 

each firm adopts talent pools (either internal or external or both) as they fit with its strategy. 

So, FinTech firms relying on Fin and Tech talent as described in section 2.7.3 might adopt 

different ways for each group of talented employees. Also, incorporating mobility across 

headquarters and subsidiary offices. In the next part, global talent mobility is discussed.  

 

2.9 Global talent mobility   

 

Conceptually, the investigation of global talent mobility has been shaped by the notion of ‘brain 

drain’, ‘brain gain’ and ‘brain circulation’ (Saxenian, 2002; Harvey, 2012; Teney, 2021). The 

brain drain was introduced in 1963 when highly skilled migrants from the UK emigrated to the 

USA and Canada in the ‘50s and ‘60s (Johnson, 1965; Goodwin et al., 2009). As such the term 

was used to describe immigration patterns of highly skilled individuals within the global North, 

with a negative effect on the home country (Johnson, 1965). Later with the introduction of 

‘brain circulation in 1996, a new perspective of high-skilled mobility was introduced in 

response to globalization (Johnson, 1967). Brain circulation capture both physical and virtual, 

as well as permanent and temporary movements of highly skilled individuals (Gaillard et al., 

2015). Studies examining brain circulation are mainly focused at the regional or country level, 

by assessing benefits of home and host country (e.g. Borjas, 1998; Koser and Salt, 1998; Lower 

and Findlay, 2001). Studies investigating benefits of highly skilled individuals at the firm level 

refer to transnational staff mobility by examining inter- and intra- company transfers, through 

assigned expatriates. In this study, I have also used expatriate studies to understand mobility 

activities, processes and reasons. Therefore, I refer to expatriates as “employees who are 

temporarily relocated by their organizations to another country…to complete a specific task or 

accomplish an organizational goal” (Shaffer, Kraimer, Chan, and Bolino, 2012; p.1287).  

Expatriates are in the centre of international human resource management (IHRM) which opts 

to explain why TNCs use expatriates rather than locally recruited employees (Tarique and 

Schuler, 2018; Farndale et al., 2010), being concerned mainly at subsidiary offices. The use of 



66 

 

parent-country national (PCN) expatriates to staff subsidiary operations has an impact on the 

increase of subsidiary labour productivity (Gong, 2003). Transnational firms maximize the use 

of internal staff as part of the international labour market (Beaverstock, 1996) by filling in 

positions when there is a lack of locally qualified staff, career development of future potential 

leaders or managers (irrespective to local potential staff), sharing knowledge and experiences 

(as part of control and demand practices) (Edström and Galbraith, 1977). Additionally, 

McNulty and Inkson (2013) showed that expatriates are used for the functional requirement in 

terms of short-term project-based mobility where a client requires consulting staff on-site. 

Likewise, inpatriate staff are used to understand the knowledge flow between subsidiaries and 

headquarters (Harzing et al., 2016).  

Since, expatriation as international assignments are focused only on Western perspective, so is 

inpatriate or knowledge flow from subsidiary to the HQ. For example, most of the corporate-

transferee expatriates are male; and they hold 85% of international assignments positions in 

the USA, Europe and Japan (Shortland, 2009). Additionally, expatriation and repatriation are 

managed by the organization with less involvement of expatriates themselves. Raising 

concerns of how well expatriation presents means of global talent mobility of contemporary 

business environment with an increased number of digital platform businesses, such as 

FinTech. In particular, when knowledge and expertise are transferred not only from 

headquarter to subsidiaries but also the other way around. Hence, global talent mobility aligns 

with “flexpatriates” who are flexible in the purpose of mobility, skills, location and time 

(Mayerhofer et al., 2004). Flexpatriate assignments enable firms to reach global competence 

more effectively than a long-term relocation (Moore, 2002). It offers similar benefits as 

expatriate assignments in terms of challenges, ownership responsibilities, and less routine daily 

routine work. However, different from expatriates’ assignment, talent mobility is not 

necessarily administrated by the firm but talent themselves. Similarly, to flexpatriates, talent 

as part of global mobility, are less likely to face repatriation disorientation that are common 

among expatriates (Feldman & Thomas, 1992).  

Other powerful actors that also account for the role of talent mobility are educational 

institutions such as universities (Jons, 2015; Seabrook, 2014). First, firms chose international 

graduates who have been studied in host countries over foreign nationals (Papademetriou and 

Sumption, 2013). Second, firms find it easy to hire international talent when they have studied 

and/or lived in the firm’s own country (Cai, 2012). Third, universities prepare international 

graduates for careers by providing opportunities to learn the language and culture of the country 
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(Funk & Walenkamp, 2013). Therefore, international graduates are accomplished with local 

relevant education, language skills, understanding of host and home country markets, access to 

professional and personal networks, understanding of politics and culture in home and host 

countries (Vehaskari, 2010).  

Studies on global talent mobility have moved beyond differentiated western dominated mobile 

staff and focus on a more inclusive approach by referring to global talent and their mobility 

(Collings, 2014). Global talent mobility incorporates not only the western dominated mobility 

of talent but also non-western talent or talented individuals from third-world countries (Lan, 

2011; Tansley and Kirk, 2018; Yanbin and Latukha, 2020). As a broader concept, capture 

today’s mobility of talent in the realm of business management when managers, professionals, 

leaders become frequent business travels. Through global talent mobility, knowledge are 

shared across all units and not only from headquarters to subsidiaries (Farndale et al., 2010). 

Nevertheless, the reasons for global talent mobility are not that different from expatriates, 

except for having a diverse workforce (that was no concern of international assignments). First, 

firms adopt global talent mobility practices to continue to sustain competitiveness in the 

globalized world, have access to the international labour market, location resources. Second, 

talent expectations for quick career growth, ownership opportunities, mobile and flexible work, 

in high demand skill set, and well-being (Stahl et al., 2012). So, frequently business traveling, 

short- to medium- terms projects, commuters and the use of virtual tools characterise global 

talent mobility (Kirk, 2021; Beaverstock, 2017).  

2.9.1 Business travellers 

Global talent mobility as business travel consists of frequent business trips between all units of 

the firm. Business travellers are differentiated employees of the firm, e.g. executives, senior 

managers, directors who make frequent visits to foreign markets (Beaverstock et al., 2009; 

Aguilera, 2008; Faulconbridge et al., 2009). Compared to other alternatives of international 

assignments (e.g. medium – to long – term assignments, relocation) business trips are made in 

short notices and often decided by a supervisor, line manager (Shaffer et al., 2012; Welsh et 

al., 2007; Findlay and Gould, 1989). Such trips are less structured and often deployed to meet 

urgent firms' needs, or ongoing needs of meeting stakeholders, workshops, conferences. The 

increased number of business travellers is present across different industries, hence 

organizations are clearly communicating the frequent traveling requirement message to attract 

individuals with a desire to travel.  
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Business travel contributes to building social capital within TNCs (Bozkurt and Mohr, 2011), 

between cross-units and social ties which in turn sustain social networks. Despite the 

difficulties in managing transitions between home and work lead trips, global talent as a 

differentiated workforce finds it beneficial and attractive for their career (Chen, 2009). Such 

means of mobility helped talent to balance their work-family life as they are in a positive 

affective state (Westman & Etzion, 1995) that can be posed to their spouse. For example, longer 

business travel might increase family conflicts for those who are parents (Mäkelä et al., 2015). 

Also, with transportation development and technological advancement, global talent across 

regions (e.g. between the EU and the UK) have adopted international commuting to balance 

their work-family responsibilities.  

2.9.2 International commuters  

International commuter traveling involves talent who travel from their home location on a 

weekly or biweekly basis (Mayrhofer et al., 2012). As talented commuter travels, they have 

work in home and host country but have decided to maintain their residence in the home 

country and do frequent travel intervals. Relocation means of mobility, on the other hand, refers 

to talent relocation either in the host or home country with no frequent traveling between. The 

main factors why talent are part of commuter travel mobility consist of family and personal 

career prospect (Demel and Mayrhofer, 2010; Schafer, 2000). For example, Kirk (2016) study 

examined how a senior manager turned down significant previous long-term international 

assignments in the USA, to commute on a monthly basis between Switzerland and the USA. 

Despite the growing relevance of alternative forms of global talent mobility, research evidence 

remains limited and focused on TNCs perspective. Additionally, with the Covid19 pandemic 

lockdowns, business meetings happened virtually only there are enduring changes to work-

related mobility that need further research (Gamlen, 2020). Having understand the global talent 

mobility, when firms develop mobility strategy to share and create knowledge, fill in positions 

and sustain social ties in social networks; talent themselves use mobility for their personal 

career and family reasons. Therefore, in the next part understanding factors affecting talent 

mobility is presented.  

 

2.10 Factors affecting talent mobility 

 

As mentioned before, there are different types of talent and with different motivations to 

mobility as part of their working patterns. In this study I have considered factors affecting 
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global talent as the transnational elite talent that create economic growth and others who 

contribute to technological advancement, by excluding cultural talent (e.g. artists, singers, 

athletes) (Scullion et al., 2010; Stahl et al., 2012; Tarique and Schuler, 2010). Therefore, seven 

identified factors by Salimano (2008, p.5) are used to explain factors affecting transnational 

elite talent mobility: 

1. International differences in earnings and development gaps. 

2. Non‐pecuniary motivations. 

3. The demand for capital and talent. 

4. Agglomeration and concentration effects. 

5. Linguistic compatibility, networks, and sociocultural affinity. 

6. Policy regimes and immigration policies 

7. Technology and the demand for talent. 

These factors are noted to have a direct impact on firms’ decision makers to continue develop 

talent management practices that sustain the firm’s competitiveness in the global level. In the 

next part, a brief review will be provided for each of these determinants.  

1. International differences in earnings and development gaps - existing literature on the 

economic determinants of talent mobility pointed out the importance of differences in 

wage levels and earnings across countries and regions, supporting the movement of 

people from one country to another (King and Skeldon, 2010). This is particularly 

related to talent mobility, engaged with the productivity of such as entrepreneurs, 

engineers, professionals, experts and others (Kerr et al., 2016). Income motivation is 

also relevant for a scientist, medical doctors, and other professionals. Talent is expected 

to flow from countries with a lower level of development to countries with a higher 

level of development (Fredriksson et al., 2018). Hence, poor and middle-income 

countries are more likely to experience an outflow of their professionals, experts and 

entrepreneurs if the living and earning conditions are less attractive at home than abroad 

(Silvaton and Ryan, 2014). Different factors explain the movement of human capital 

from certain countries. The most discussed one consist of economic volatility, weak 

institutions, political instability, lack of prospect and civil rights (e.g. Salimano, 2008). 

So, talented individuals are more likely to be mobile as compared to less educated and 

skilled people. 

2. Non‐pecuniary motivations – it is clear that there are other motivations, besides the 

earnings and living conditions, of talent’s decision to move internationally (e.g. Teferra, 

2000; Thorn, 2008). This consist of having international experience, career 
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development, and better-quality research for example for academics (e.g. Guth and Gill, 

2008). Earning an international degree for students, budget available and scholarships. 

Lately, one important aspect is considering the technological advancement located in 

particular places such as Silicon Valey, Hong Kong or London (Heap and Pollari, 

2015). Hence, the lure of being in a place of innovation and developments taking place. 

3. The demand for capital and talent – with the advancement of information 

communication technology (ICT) in the last three decades the demand for talent with 

specialization in this area has increased (Silvaton and Ryan, 2014). The engineers, 

mathematicians, programmers, and scientists and others who have knowledge in these 

areas become valuable. Majority of the supply of talent in this field come from 

developing countries such as India, China, South Africa, Mexico and Brazil (e.g. 

Aspray et al., 2006). Another important point to be made is that ICT technology today 

helps the work to be done without the need for physical presence. Travel and electronic 

communication, make the connection and economic exchange feasibility, without the 

need for migration or residence of individuals in another country (e.g Haynes, 2010) 

4. Agglomeration and concentration effects – generally, talent has been attracted by the 

availability of other talented people. As stated before, the technical experts, engineers, 

and scientists may be attracted not only by earnings opportunity abroad but also by the 

allure of interacting and learning from other qualified peers. Knowledge workers prefer 

to be located in the areas when there are sufficient resources to do research and develop 

new technologies and products (e.g. Silvaton and Ryan, 2014; Duff, 2017). Conversely, 

the talented individuals who stay home may find lack of recognition, poor career 

prospects, average salary and the absent of critical mass of professional peers (Salimano 

2008). For instance, cities such as London, New York, Paris, Frankfurt have substantial 

concentration of financial professionals, also known as elite people (e.g. Beaverstock, 

2005). 

5. Linguistic compatibility, networks, and sociocultural affinity – differences in language, 

cultural traits, and codes of social behaviour are less important for people with higher 

education level. The well - educated individuals, often have knowledge of more than 

one language and have awareness of cultural differences across nations. This is different 

from emigrants and less skilled workers who moved across national boundaries. As a 

result, the mobility of talented people is easily adjusted to the host countries (e.g., Lee 

and Westwood, 1996). There is also an international elite of talent composed of people 

who have studied in prestigious universities and have developed strong network contact 
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around the world (e.g. Beechler and Woodward, 2009). This type of talent may move 

in the academic, business, or public policy nationally and internationally. Within the 

business organizations, the elite is encompassed of executives and professionals of 

multinational enterprises (e.g. Beaverstock, 2002). 

6. Policy regimes and immigration policies – The policy regime in both home and host 

country can affect the decision of talented individuals to stay, leave or return to their 

home countries (e.g. Chacko, 2007; Gaillard and Gaillard, 1997). In countries with slow 

growth, poor business opportunities and lower salaries for the graduate student, we 

expect that it leads to the left of their home country. Hence, the level of human capital 

in the home countries will be lower. On the other side, if a country set up and open 

policy regime and creates interesting returns for business, has a positive effect in the 

economy then the policy regime will encourage fewer outflows and more inflows of 

talent (e.g. Hall and Jones, 1999; Altbach, 2004). 

7. The migration policy in the receiving countries (e.g. exceptional talent), has a direct 

effect on the mobility of talented people as it regulates their actual entry. These 

regulations are shaped by many factors and one of them is the skill shortage in labour 

markets such as technology experts, specialists, engineers, nurses and medical doctors 

(Harvey, 2014). This is another important factor in the increasing demand for talent in 

the world of economy and greater liberalization in developed countries. Nowadays, 

many countries are actively searching for global talent (Stahl et al., 2012; Khilji et al., 

2015; Beaverstock, 2018). Example of this is Ireland, Singapore, and Scotland. Other 

countries such as the UK, the USA, Germany, Canada, and Australia have created 

special visa programs for information technology (IT) experts, nurses, medical doctors, 

international science, and students.  

These policies of attracting talent into affluent economies is a competition among developed 

countries to sustain competitiveness in long run and fill the skills shortage gaps. As a result, 

after understanding who talent is and what determinants are used in the literature to better 

investigate talent mobility, it is vital to understand further migration policies and gatekeepers. 

 

2.11 Migration policies and gatekeepers 

 

“The ongoing disruption to labour markets from the Fourth Industrial Revolution has 

been further complicated – and in some cases accelerated – by the onset of the pandemic-
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related recession of 2020. […] The coming decade requires purposeful leadership to 

arrive at a future of work that fulfils human potential and creates broadly shared 

prosperity” (World Economic Forum, 2020; p.8) 

A wide array of institutional actors, function as gatekeepers as they influence the composition 

and flow of talented migrants to a country (Kerr, 2020; Malecki, 2021; Wittek, 2019). In this 

study, however, I am focused only on the “triple helix” of firms – state – university interactions, 

as key actors in developing and shaping the flow of global talent (Van Hear et al., 2018; Baas, 

2019). Since the way highly skilled migrants are defined impact their mobility options (e.g. 

assigned expatriates, self-initiated expatriates); similarly, the definition of global talent can 

impact global talent mobility options (e.g. business travels, commuters, flexpatriates). 

Therefore, with reconceptualization of talent and new form of global talent mobility emerging; 

policymakers adapt and adjust migration policies. The key role of gatekeepers in enabling 

migration flows is related to employer recruitment as an essential driver of international 

migration (Sandoz, 2020). The employers are seen as active agents driving labour migration 

(Piore, 1979). Therefore, talent shortage and employer demand initiate and sustain global talent 

migration flows. For this reason, firms in certain industries and communities are becoming 

dependent on global talent (Kerr et al., 2016), and this is particularly relevant within FinTech 

communities.  

Global talent policies across the world are becoming increasingly focused on talent sponsor 

visa programs, when talent obtain visas through employer sponsorship (Tseng, 2020). Also, 

universities are playing a role in attracting international students, as some students are engaging 

in educational strategies that maximize access to a foreign labour market (Schofer and Meyer 

2005; Bound et al. 2015). The most dominant factors leading countries to set migration 

restrictions consist of political, cultural and sociological factors (Richmond, 1993; Castle, 

2004; Stark et al., 2012). It might be questioned why high-skilled migrants or global talent 

should be restricted (Bloch, 2007). However, there are two answers to this question. The first 

one consists of economic reasons for wages and employment effect of national skilled workers 

as argued by (Lowell and Findlay, 2001). And the other one consists of limiting the volatility 

of migration flow that might have an impact on the ups and downs of the labour market 

characteristics by technology and booms. Broadly speaking, fostering and strengthening talent 

immigration policy is an important factor in the economic development of countries (Shachar, 

2006). In 2013, for instance, the World Population Policies report, 40 percent of countries 
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reported policies to raise immigration of high-skilled workers, a larger increase from 22 percent 

in 2005 (United Nations, 2013).  

There are two policy approaches that countries used to select highly-skilled individuals. The 

first approach consists of a merit or point-based system (Kerr et al., 2017). It is focused on the 

screening of individual applicants and is known as a supply-side policy. The other one is an 

employer-driven system or demand-side policy as it places emphasis on firms selecting skilled 

workers to admit into the country (Gambin et al., 2016). Canada and Australia are predominant 

counties examples to have implemented point-based systems (or supply-side policy) for highly 

skilled workers. The United Kingdom has also introduced the points-based system in 2003 

based on the Australia point-based approach (Home Office, 2018). These programs select 

immigrants based on their education, language skills, work experience, and existing 

employment arrangements.  Each of these factors is weighted with a formula, and online 

calculators help migrants evaluate their characteristics for seeking a skilled work visa. In 

Canada for example, a candidate must obtain at least 67 points to be selected (Canada 

Government Website, 2018), while in Australia he/she needs at least 60 points to be selected 

(Home Affairs, 2018), in the UK, the individuals must obtain 75 points to be selected (Home 

Office, 2018). In terms of education, for example, 30 points are awarded for a UK equivalent 

bachelor’s degree, compare to 45 points for having a Ph.D. level. With regards to the UK work 

experience, 5-point max can be awarded, while for previous earnings 5 points are awarded for 

earnings above £25k and 25 points for earnings more than £40k in the 12 months out of last 15 

months. Applicants with exceptionally high earnings can be awarded 75 points (e.g. £150,000 

earnings). With regard to age, 20 points are awarded for being under 29 years as compared to 

10 points for being under 35, and 5 points being under 40. As we can see Australia leads on 

the schemes and initiatives to attract high-skilled workers, followed by Canada and the UK is 

the last one in this evaluation. The UK, however, has the lowest length of time taken for a work 

permit within eight weeks or faster if applying for digital technology specialists (Home Office, 

2019). The UK immigration policies have undergone many changes in respect to the Brexit 

vote referendum, in June 2016. With a 52 percent majority, the UK decided to leave the EU of 

which it has been a member since 1973. Therefore, the new immigration policy was focused 

on the skill level of individuals, and not their nationality (Boucher, 2020). In the next part, a 

brief explanation of pre – and post – Brexit immigration policies (UK Visa immigration, 2020) 

will be presented to help us understand the role of gatekeepers as key actors on the flow of 

global talent immigrants.  
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2.11.1 Pre-Brexit immigration policies 

As part of the EU union, the UK had to keep open its borders for all EU nationals. They were 

given preferences in any jobs and had no restrictions in changing the job (Stalker, 2002). The 

European citizens were permitted to stay in the UK longer than three months without a resident 

permit. The above-explained superficial UK point-based system was developed for non-EU 

workers and it provides for five different tiers (Tier 1, Tier 2, Tier 4, Tier 5), with additional 

categories and points awarded for different attributes within those tiers.  The most popular tier 

was Tier 1 (general, entrepreneur, investor, and post-study work), for high-value migrants. 

With Brexit preparation, Tier 1 General visa was closed in April 2018 and reopened as Tier 1 

Exceptional Talent visa in 2021 (UK Visa immigration, 2020). It refers to exceptional talent as 

one of the following emerging lander science, engineering, humanities, medicine, digital 

technology, the arts, fashion, architecture, film and television (Home Office, 2019).  

Most of the tiers require that the applicant have a job offer and be sponsored by an employer 

licensed by the UK Border Agency (Home Office, 2018). In other words, the UK point-based 

system was employer driven (Chaloff and Lemaitre, 2009). This sponsorship aims to make the 

employer responsible for the migrant worker and includes notification requirements if the 

employee stops working (Anderson, 2010). Illegal immigration does remain a problem in the 

UK, and the difficulty in determining the exact number of illegal immigrants present is 

exacerbated by the lack of exit controls (Edwards, 2009), but due to the scope of the study, it 

will not be further discussed. 

The point-based approach is considered as an explicit statement of migration for public debate, 

however, it also has certain disadvantages. General Tier 2 non-EU workers are subject of an 

annual limit of 20,700 visas when intra company transfers and those switching to Tier 2 within 

the UK are not subject to any limits of points tests. It established and adjusted an optimal 

weighting over time, creating barriers for migrants who are misrepresenting. Hence, talented 

migrants may also find themselves underemployed after their arrival due to the devaluing of 

foreign credentials (Özden, 2006). For example, medical professionals must undergo a re-

qualification process that can satisfy their integration of them into the healthcare system (Guo, 

2009; Currie, 2007).  

2.11.2 Post-Brexit Immigration policies 

The UK government indicated this would entail leaving the EU single market, working to set 

restrict migration from the EU/EEA member states and Switzerland left many organizations 

with an uncertain future. This uncertainty in labour market was present throughout the 
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transition period, with debates over ‘deal’ or ‘no-deal' Brexit, which was finalized with ‘deal’ 

Brexit on 31 December 2020. Since then, several changes in immigration policy have been 

made. The points-based system that was introduced in the transition period, gave equal footing 

to EU and non-EU workers. The post-Brexit UK’s point-based immigration system 

characteristics are presented in table 2.  

Table 2: Features of the Points System 

Source: The UK’s points-based immigration system: Policy statement 2020  

 

The main difference consists of the earning income threshold being reduced to £25,600 (was 

£30,000). Possibilities for applicants who own less than this (but higher than minimum wage) 

are given considering they hold a PhD relevant to a job, or the job falls into the shortage 

occupations category. The number of visas and the residential labour requirements have been 

removed. EU nationals who were already in the UK had the option to continue living in the 

UK under the EU Settlement Scheme. There were no changes for less-skilled migrants already 

living in the UK. Since June 2021, the post-study work visa system was back, allowing students 

to remain in the UK for a period of up to three years for PhD completion and up to two years 

for postgraduate and undergraduate degrees. There are fast-track processes for those with 

STEM backgrounds and those who can work within the shortage skills occupations. 

Exceptional talent has the flexibility to work by choosing between working for an employer or 

starting their own business.  

As it can be noted, the UK has experimented with policies to target talented immigrants 

systematically to skills needed based on occupations shortage of workers, in which immigration 

is thought to be most beneficial. First, the shift from employer-driven migration, toward the 

hybrid approach of employer – and supply- driven immigration policies is made, by responding 
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to the uncertainty created by Brexit. Additionally, the new immigration policy target global 

talent based on skills and occupation needed, rather than nationalities. Several challenges, 

however, are still present. For example, there is no clear way to define the labout market 

“needs” and “shortage occupations”. There are no estimation of how many workers are needed 

for each shortage occupation. Therefore, there is no guarantee that immigrants will fully 

integrate into labour market to provide long-term economic outcomes. So, allowing transition 

to permanent or long-term residence for those who meet labor demand is needed to retain 

potential talent and create sustainable employment opportunities in long term (e.g. Schuler et 

al., 2011; Wakisaka and Cardwell, 2021). This will also contribute to the FinTech community 

in filling in pivotal and strategic roles, with talent irrespective of their nationalities.  

 

2.12 Concluding comments 

 

In this chapter, a broader view of global talent management (GTM) is presented, followed by 

its position in literature by reviewing IHRM, migration, and human geography studies. Then, 

a focused literature review on existing talent management approaches and the concept of talent 

is examined by three emerging streams; talent as qualities, talent in the workplace, and talent 

as transferable vs. context-dependent meaning, when this research contributes to. As such, 

global talent is examined using transnational elite talent and entrepreneurs, by distinguishing 

between Fin and Tech talent. This led to the identification of global talent characteristics when 

hypermobility was dominant and it associated with flexpatriates. Therefore, firms use pivotal 

positions and access global talent pools as a way of managing talented employees at 

headquarter and subsidiaries. Therefore, the migration policies influenced by the state, firms, 

and universities are developed to attract and retain talent for long-term sustainability. The shift 

from highly-skilled migration policy to global talent policy has led to the shift of mobility 

forms from inter – and intra – firms international transfers (e.g. expatriates, repatriates), to 

business travel and commuters, or relocation to their home country (e.g. global talent, 

professionals). Therefore, immigration policy compromising employer-led and supply–driven 

immigration are suggested to balance the supply-demand level of talent. This was evident in 

the post-Brexit immigration policy developed in the UK to reduce the volatility in the Uk’s 

labour market created by the Brexit vote. 

Overall, the global talent mobility literature is advancing notably in three ways: emerging 

streams, developing theoretical foundations by adopting already established theories, and 
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academic interest. Although, much more empirical and theoretical development is required for 

the literature to be established as mature. The multiple emerging streams in defining talent 

indicate the complexity of the topic and underscore the degree to which existing definitions 

and strategies of global talent and mobility can be adopted. Therefore, global talent is long way 

from being well evidenced. Similarly, it requires furthers theoretical links with well-established 

theories to support the scholarly field. With the increase of academic interest, the volume of 

studies has increased which would lead to field establishment in upcoming years.  

The building currently on theoretical and practical foundations of global talent, including 

reconceptualization through evidence-based transactional elite talent and means of their 

mobility, could be further drawn upon to strengthen the existing GTM literature’s development. 

Looking close at the role of executives and managers within the GTM literature, it is clear that 

additional conceptual and empirical research on the perception of global talent from their 

perspectives in emerging knowledge-intensive firms is needed urgently. Therefore, three main 

literature gaps are identified. First, the perception of talent from exectuvies’ and managers’ 

perspectives, as key actors in influencig the talent identification process and developing firm’s 

talent pools to caputre contemporary business changes is largely unexamined. Despite, the 

increasing number of studies in IHRM, GTM, and recently global talent mobility, considering 

the organizations' strategies in managing talent, very little is known about how executives and 

managers, who themselves are perceived as talent, define talent in the firm level. Additionally, 

the industry differences in conceptualising talent which might be antecedent to global talent 

management require further empirical focus. This might include firms' identification talent 

process, pivotal positions, job matching, and talent orientation.  

Second, empirical research which considers global talent management practices as an exclusive 

approach in achieving desired outcomes such as retention of talent and development of talent 

pools are of interest. Further, the influence of Brexit in the development of firms' talent pools 

(internal and external) is yet to be examined. At internal pools, the influence related to global 

talent retention and firm’s activities toward keeping their talent after the Brexit. At external 

pools, firms’ proactive activities in accessing external talent pools and attracting them to fill in 

current vacant positions or future ones. At the firm level, identification of pivotal positions and 

workforce perceptions is yet to be examined.  

Third, the global talent mobility on the global talent management requires further 

consideration. Talent mobility is known to be fundamental in knowledge reproduction and 



78 

 

building social networks and yet its means and incorporation are not clearly presented in the 

literature for talented employees or as part of global talent management as an exclusive 

approach more broadly. While some early research has begun to consider global talent mobility 

there is much yet to be examined and understood with regard to alternative forms of mobility 

and shortened length time of international assignments as central ways through which firms 

aspirations to manage talent across all units (national and international) may be maximized. 

Close consideration of global talent mobility conceptually and empirically is warranted as a 

theorised key component of global talent management.  

This literature limitation is a crucial constraint in the development of GTM literature, to further 

understand how executives and managers conceptualize talent and use alternative ways of 

global talent mobility to maximize talent performance which in turns improve the firm’s 

outcomes. The underdevelopment of the current literature means that not only is 

conceptualization of talent and talent identification largely unclear in practice, but the influence 

of these practices at the firm and individual level are largely unexplored and undertheorized. 

Hence, the overarching empirical research question is “how would London’s FinTech 

community win the war of talent?” during a volatile environment of the Brexit transition period. 

To answer this question, I explore the following three research sub-questions:  

1. How do knowledge-intensive firms conceptualize global talent? 

2. How do knowledge-intensive firms attract and retain global talent in a volatile 

environment? 

3. How do knowledge-intensive firms manage global talent mobility? 

In this chapter, I have presented a review of the global talent management literature and then 

discussed the meaning of talent from macro, mezzo, micro research perspective that led to 

identification of three emerging streams of talent: talent as qualities, talent as individuals and 

talent as context based. I have identified that, while the literature has recently acknowledged 

executives and managers as central actors in firms' global talent management activities and 

their mobility, both conceptual and empirical work is yet highly limited and requires substantial 

further conceptual (through the use of existing theories such as transnational elite) and 

empirical development (such as emerging knowledge-intensive firms). It is in this aspect of 

GTM literature that this dissertation centrally contributes. In the next chapter, I present the 

research context – London FinTech community.  
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Chapter 3: Research Context – London FinTech community 
 

3.1 Introduction 

 

In this chapter, I outline the research context of the thesis by highlighting the literature that has 

informed my research and the findings of my empirical research. Within the context of the 

London FinTech community, I review the literatures of social science, political economy, and 

geography who have commented on the growth of platform business’, particularly, digital 

platforms in the financial industry. I outline the rise of digital platform firms, FinTech, with 

reference to global talent as a combination of skills, knowledge, and potential; and explain why 

digital platform firms rely on such talent. Then I focus on transnational FinTech communities 

composed of the concentration of FinTech firms (global, national SMEs) in close-proximity 

locations to international financial centres e.g. London, Paris, Frankfurt. In this part of the 

chapter, I particularly explain the impact of the FinTech community, in the City of London and 

the UK economy. London as a global city has been an important financial, cultural, and 

business centre (Sassen, 2005; Beaverstock, 2000; Hall, 2001); and the technological 

advancement and emerging FinTech firms have strengthened its position as a FinTech 

community (Wójcik, 2020) 

Many that FinTech is a “new” emerging sector that evolved after the financial crisis in 2008 

(e.g. Arner et al., 2015; Puschmann, 2017; Anagnostopoulos, 2018). Others argue that FinTech 

is not “new”, as finance and technology have supported each other since the ‘90s (e.g. Lee and 

Shin, 2018; Locatelli et al., 2021). The first project of FinTech originated in the UK, in the 

1990s and was called “Financial Service Technology Consortium” by Citicorp (Langley and 

Leyshon, 2021; p.378). The relatively new business models and the introduction of technology 

have led to changes in skills needed to drive the FinTech firms’ objectives. Scholars and 

practitioners emphasise the “war for talent” due to talent shortages and an increase of the 

number of competitors for the same demand in labour market, I examined the literature that 

reviews the applied side of talent at the FinTech firm level. As firms seek to retain their talent, 

it also attempts to recruit the brightest individuals. In this competitive labour market, firms rely 

on the internal and external labour markets to find the most suitable individuals for their vacant 

positions.  
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3.2 FinTech 

 

FinTech is established as a global phenomenon, let by innovators, draw the attention of 

regulators, and recently capture the interest of academics (Arner et al., 2016; Langley and 

Leyshon, 2020; Wójcik, 2020). Broadly defined, FinTech as the fusion of financial and 

technology, refers to technology enabled financial solutions (Leon and Sung, 2018; Thakor, 

2020). The interlinkage of finance and technology is not “new” and has evolved together since 

the ‘90s. A Citycorp’s chairman John Reed in the consortium forum stated: “[…] a banking 

research project called FinTech tend to be out of touch with market preferences” (Arner et al., 

2016; Langley and Leyshon, 2020) when Citicorps has invested in its own technology to 

develop Smart cards for dues-payers. Since the financial crisis in 2008, FinTech firms have 

rapidly evolved across developed and developing countries (Buckley et al., 2016).  

As a term, FinTech encompasses, innovative financial solutions enabled by information 

technology (IT) (Puschmann, 2017). With the process of digitalization, technology has been 

adopted across industries aiming to provide better products/services to customers. Therefore, 

it is difficult to distinguish between traditional financial services incumbents (e.g. commercial 

banks, insurance firms) or other big techs (e.g. Google, Apple, Facebook, Alibaba) that have 

been using online services or digital platforms to interact and provide payment services to their 

customers; and complete new FinTech firms outside this scope. Particularly, in literature 

FinTech is used for start-up firms who deliver financial solutions through technology, and 

sometimes it also refers to banks and insurers that provide financial services using technology 

(Alt et al., 2018). In this thesis, however, I am referring to the latter as ‘start-up’ FinTech firms, 

that provide similar financial services as banks but in a different and unbundled way (Navaretti 

et al., 2018). Nevertheless, I see FinTech firms and banks as complementarities between each 

other in supporting the effectiveness of financial services (e.g. payment systems, investment 

diversifications). Given the scope of my study, I will not discuss further the interlinkage 

between banks and FinTech firms in the context of business model and customer interaction 

(for more details see Gomber et al., 2017; Nicoletti; 2017).  

FinTech as a start-up firm uses digital platforms to provide third-party payment, peer-to-peer 

(P2P) lending, money exchange, cryptocurrency, risk management, authentication, robot-

advisor, automated savings, money management, blockchain, algorithm analytics (Langley and 

Leyshon, 2021). This has led to additional FinTech definitions emerging, based on the solutions 
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provided. For instance, practitioners and scholars have started referring to WealthTech (see 

e.g. Cheok, 2016), Insurtech (see e.g. Ralph, 2016), RegTech (see e.g. Crosman, 2016). 

Although, the maturity level varies across different solutions, and lag of empirical and 

academic data in analysing differences, I have adopted a broader FinTech definition suggested 

by HM Treasury (2018) “FinTech refers to both technology-driven innovation firms and those 

that combine innovation business models with technology to enable, enhance and disrupt 

financial service sector” (p.3). This definition is adopted for the purpose of its inclusive 

approach toward financial activities and representing an alternative way of knowledge 

reproduction, with a lag of academic contribution. In other words, it is broad enough to capture 

financial services improving technologies that are incremental (APIs, device independent 

technology, signature scanning) as well as disruptive ones (Chat Box, the Black Chain, 

artificial intelligence, machine learning, etc).  

3.2.1 FinTech globally 

Among limited data on FinTech globally, capital investments have risen rapidly over a ten-

year period, growing from US$18.9 billion dollars in 2011 to US$98 billion in 2021, and in 

2019 investment hit 215.4 billion dollars, see figure 2 (KPMG, 2021). Currently, the population 

of FinTech is estimated to be beyond 71,000 firms’ worldwide (Norrestad, 2022), however, 

there are no clear explanation about what is classified as FinTech or not. For example, does 

this number also count giant techs, or banks using digital services, it’s not easily identified. 

Similarly, the supporting FinTech organizations (e.g. Innovate Finance, Tech City) are limited 

to only their members in analysing and interpreting data making it difficult to present a global 

FinTech overview. For instance, over 300,000 people are globally employed by the 225 largest 

FinTech firms (CFTE, 2021).  
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Source: KPMG FinTech Sector Report, 2021 

Despite, limited attention received in academia, scholars do perceive FinTech as a fundamental 

shift phenomenon on technology innovation, processes disruption and service transformation 

(e.g. Kauffman and Ma, 2015; Rau, 2019). Most of the studies are focused on exploring the 

FinTech business model, the consumer through inclusion finance, costs efficacy, cyber 

security, financial regulations, and sustainable finance (Claessens et al., 2018; Laidroo and 

Avarmaa, 2019). There are also distinguishes between FinTech in developed and developing 

countries, referring to disruptive and inclusive technologies respectively (Arner et al., 2016). 

In other words, Fintech in developed countries focuses on transforming the banking sector, 

while in developing countries in serving ‘bottom-of-pyramid’ customers not served by 

traditional banks (e.g. Langley and Leyshon, 2020; Arner et al., 2016). In this study, I am 

referring to FinTech in developed countries such as the UK. In the next part, a critical approach 

of FinTech in literature is presented.  

 

3.3 Critical approach of FinTech 

 

It is notable that to the best of my knowledge, FinTech is not yet considered an industry and is 

not recognised in official statistics. As such, it is difficult to present statistical data about 

FinTech firms, apart from venture capital investment shown above. Academics and ‘grey’ 
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literature (Mahood et al., 2014) have been using concepts such as ecosystems, platforms, hubs, 

clusters, to explore FinTech development (Hendrikse et al., 2020; Leyshon, 2020). Among 

them, the ecosystem is the most popular concept, and it can be understood as a group of 

interdependent actors (startups, governments, traditional financial institutions, customers, and 

technology developers) that co-create value and customer experience (Grabher and König, 

2020). Different actors have been emphasis throughout literature when in some studies they 

have been examined as single actors e.g. FinTech startups through entrepreneurial ecosystems 

(Sohns and Wójcik, 2020), or triangle actors Fin-Tech-State as suggested by (Hendrikse, van 

Meeteren and Bassens, 2020), or groups of similar solutions provided e.g. RegTech ecosystems 

(EY, 2019).  

Furthermore, FinTech cannot be understood without its reference to digital platforms. Digital 

platforms are programmed infrastructures controlled by platform operators, either as 

developers or intermediaries, to enable interaction between the demand and supply sides of 

users (Grabher and König, 2020). From a political economy perspective, digital platforms as 

capitalist enterprises analysis data and provide digital infrastructures to gain value from 

intermediation (Langley and Leyshon, 2020). The broad inclusion of digital platforms, 

including and in some studies have been exclusive refer to tech giants such as Apple, Amazon, 

Facebook, Google, Microsoft, Alibaba, which undeniably incorporate Fintech activities in their 

services (e.g. Zook, 2020; Kenney and Zysman, 2020). Although, the tech giants are not part 

of this thesis under the FinTech definition as mentioned earlier (see section 3.2). 

On the other hand, FinTech hubs and clusters are not often used in FinTech studies. The term 

is more common among grey literature used to describe the interdependency between FinTech 

firms, talent, universities, and the city (Deloitte Report, 2018; Kalifa Report, 2021). A FinTech 

hub is a focal point for FinTech activity within a region or a network (Milian et al., 2019). It is 

used interchangeably with the ecosystem encompassing the entire infrastructure, organizations, 

and people within the hub, as well as how these elements are organized and engaged with each 

other (Lee and Shin, 2018). Hubs are often broader and consider the city characteristics in 

supporting business infrastructures, as is the case in this study (e.g. London). With the 

recognition of the importance of developing and sustaining the talent pipeline, some hubs (e.g. 

London, Silicon Valley) have implemented specific policies and programs to improve access 

to FinTech talent (Hammond, 2018).  
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Nevertheless, to further explore FinTech firms in the context of labour characteristics and 

social networks, I have used knowledge-intensive firms (KIFs) and transnational communities 

with a particular focus on transnational tech communities, as well-established theories. This 

has led to a novel approach, by referring to FinTech as knowledge intensive firms that use 

digital platforms to interact and interdependent with users. Additionally, these theories helped 

in examining the shift in labour market and increased demand for people in Fin and Tech 

positions within such firms. It enables to build a big picture by incorporating transnational 

talent (with a focus on Tech) not only from western countries but also from non-western 

countries. In the next part, parallels with Fintech and knowledge intensive firms are given.  

 

3.4 FinTech as knowledge intensive firms 

 

First, I have adopted Mailath and Postlewaite (1990) defection of the firm being “a network of 

people that understands how information flow” (p.369) within the firm. They work together in 

teams and know their responsibilities as well as their co-workers’ responsibilities. “Knowledge 

is power – the power to survive and thrive in the burgeoning Information Era of the new 

century” (Nurmi, 1998, p.1), and application of knowledge that makes an important 

contribution to knowledge-intensive firms (Starbuck, 1992). In other words, knowledge as an 

essential source of production contributes to the firm, industry, and economic level. The notion 

of knowledge-intensive firms (KIFs) was introduced by Starbuck in 1992 arguing that firms 

rely on human resources as opposed to physical capital. When knowledge is perceived as input 

and output of the firm’s production process (McGrath, 1984). Different studies have criticized 

this definition, for example, Alvesson (2004) presented a new dimension of defining KIFs 

through occupations such as engineers, lawyers, accountants, consultants, scientists. This led 

to a debate if knowledge are only embodied in individuals (Alvesson, 2000) or also knowledge 

embedded in organizational routines, equipment, products (Starbuck, 1992). In this thesis, I 

rely on the first latter interpretation as it is more appropriate for the financial and technology 

sector, that meets customers’ needs through disruptive products and services; and it has been 

widely used by scholars in professional services firms (e.g. Choain and Malzy, 2017; von 

Nordenflycht, 2010). Additionally, this definition aligns with this study's focus on talent by 

associating knowledge with the individual specifications that the firm relies on, not just on 

executive positions but also among other strategic and supportive roles (Alvesson, 2000; 

Starbuck, 1992; Deng, 2008).  
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Therefore, FinTech as digital platform firms, leverage and transform the employees’ talent 

(e.g., knowledge, skills, experience) into outcome (e.g. solving customer's problems). Such 

firms, respond to changes in customers' problems by searching for new knowledge and ideas 

from diverse backgrounds that would help to address customers’ needs (e.g. Starbuck, 1992; 

Swart and Kinnie, 2003; Kagzi and Guha, 2018). The rise of FinTech firms are examples of 

knowledge-intensive firms that integrate new knowledge and skills to solve customers’ needs. 

In other words, offering effective financial and/or tech solutions is embedded in the decision-

makers capacity (Chae, 2012) to leverage many types of knowledge accessed through global 

talent management. When talent and knowledge are closely related subjects, some studies are 

used interchangeably (e.g. Arab and Plucker, 2002). Since management of knowledge plays a 

significant role in supporting firm-level competencies within the FinTech (as KIFs) context 

(Robertson and Hammersley, 2000; Buckley and Mazorodze, 2019). This is even more evident 

when firms cannot rely only on internal (within the firm) and local (e.g., home country) talent 

to offer solutions to customers with divergent needs (e.g. Swan et al., 1999; Collinson and 

Wang, 2012).  

Furthermore, FinTech firms competing in the same market when similar talent is needed find 

it challenging to attract and retain talent. That is strategically and operationally essential to 

pursue talent search beyond the local level to acquire new and diverse background that may be 

beneficial as an input to the firm that enables its ability to provide effective solutions. Talent 

as the source of knowledge leads to differentiated performance through input-process-output 

(e.g. McGrath, 1984), where knowledge can be transformed into high-performing solutions. 

Here high-performing solutions are seen as non-financial outcomes to extend the current 

studies on how global talent impacts FinTech firms’ performance.  

However, to further analyse the importance of talent in knowledge creation and transfer within 

the FinTech context, it is necessary to consider ‘transnational communities’ given that many 

of talent are transnational workers, knowing at least two languages, frequently traveling across 

national borders; either for a personal or work-related purpose, as referred to section 2.7.3.  
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3.5 Crossing national boundaries: Transnational FinTech communities  

 

I have adopted the concept of ‘transnational community’ from labour migration studies and 

ethnic relations to further link the emerging studies in FinTech with global talent mobility 

(Beaverstock; 2018; Morgan, 2001). Transnational community are: 

“transnational social space implies a more open-ended set of cross-border 

connections between multiple nodes in which the forms of interaction become more 

than simply the sum of interactions between different ‘national’ units; it constitutes a 

social space sui generis that cannot be reduced to the interplay of pre-existing national  

groups or interests. In this respect, transnational social space constitutes an arena in 

which new social actors may emerge” (Morgan, 2001; p.115), 

Additionally, transnational community as immigrant groups sustain their relationship with their 

sending nations and hometowns (Porter et al., 1999). Despite their characteristics of living dual 

lives and speaking at least two languages, they engage in frequent mobility across national 

borders. Other studies have referred to the transnational community as ‘globalization from 

below’ by recognizing processes of change that were not initiated by actions or policies of 

governments either locally or nationally (e.g. Beaverstock, 2007; Falk, 1997; Mayo, 2000). 

Although, transnational community as a general applicable (not only on labour migration) is 

structured interaction between social actors located in more than one national setting (Morgan, 

2001). The interactions are based on shared interests or shared understandings, and not 

necessarily on contracts or market based. Additionally, are not occupied by a single ‘identity’ 

or community but incorporate multiple identities (e.g. nationality, gender, age, ethnicity). As 

such, understanding FinTech through the lens of transnational communities helps understand 

the interaction between powerful actors (firms and decision-makers) that has enabled the 

creation of transnational FinTech communities, which similar to other transnational 

communities operate distinctive from the national level (e.g. Morgan, 2001).   

The term transnational FinTech community is used to describe the firms' interactions within 

the community that has specific advantages in terms of technology and knowledge driven from 

its home country. With the technology advancement more opportunities are created for time-

space compression and development of networks (e.g. Castells, 1996). Therefore, I view the 

transnational FinTech community as similar to ‘transnational technical communities’ 

(Saxenian, 2003) where transnational entrepreneurs innovate in specialized niche markets and 

change end products. This leads to market relations by decentralizing structured industries and 
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integrating speed and flexibility as the conceptual advances associated with the process of 

specialization (Saxenian and Hsu, 2001). As such, transnational entrepreneurs and their 

communities are mechanisms for the diffusion of knowledge and the creation of local 

competitiveness that are complementary to transnational networks. Transnational FinTech 

communities provide an alternative way of long-distance transfer of skills and know-how 

abilities (e.g. Coe and Bunnell, 2003; Saxenian, 2005). For example, Silicon Valley, built up 

of transnational entrepreneurs, may raise capital from Asia, rely on software development in 

India, and seek to virtually sell their products to Asian markets (Saxenian, 2002). In Silicon 

Valley, knowledge is transferred through informal communication and the mobility of 

employees in pivotal and strategic positions. This indicates that FinTech communities are 

becoming another alternative and more flexible mechanism of knowledge reproduction. When 

knowledge and information are shared not only with executive level or ‘vertical 

communication (top down and headquarter to subsidiaries), but also horizontal communication 

(across different positions and subsidiaries) (e.g. Coakes, 2006).  

Transnational FinTech communities were first established close to international financial 

centres (e.g. Arner et al., 2015; Dorry, 2016) such as London, New York, Paris, Frankfurt, 

Luxemburg. Lately, the number of such communities has increased and expanded among 

peripheral regions e.g. Brussels, Krakow, (Hendrikse et al., 2020; Glowacki, 2020; Baumane-

Vītoliņa and Dudek, 2021) through transnational entrepreneurs.  Despite the increased number 

of FinTech communities, I have chosen London’s FinTech community as the focus of the 

research, to further examine the global talent mobility. In the following part, I have highlighted 

the main reasons why London is chosen.   

3.5.1 London’s FinTech community 

London’s FinTech community was selected for several reasons. If only one geographical region 

has to be chosen, then London was by far the largest community of FinTech firms in the UK 

by the time this study was designed in 2017 – 2019. According to Deloitte Report (2017), 

the top five cities with the number of FinTech firms founded in the last 10 years are San 

Francisco, New York, London, Singapore, and Berlin, see table 3. As it can be noted London 

is in third place, having a total of 347 companies, 168 in banking and capital markets, 34 

investment management, 81 Insurance, and 64 real estates. While total FinTech companies in 

the UK were 404, the rest are located in cities outside the London city, when Cambridge and 

Manchester lead with seven; Cardiff, Leeds, and Edinburgh lead with five; and the rest of cities 

had two or one FinTech firms located as shown in table 3. These data were not able to be 
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updated since the UK FinTech census in 2017, despite the attempts on mapping FinTech firms 

in the UK by consulting firms e.g. Whitecap 2019; EY 2019. Such attempts are limited in 

FinTech differentiation based on start-ups, tech giants and traditional banks using online 

services. Having no access to their databases I was not able to adopt the new figures.  

Table 3: Top five cities by the number of FinTech companies founded by industry sector from 2008 – 2017 

Cities Banking & 

capital markets 

Investment 

Management 

Insurance Real Estate Total 

San Francisco 197 40 54 113 404 

New York 131 81 67 109 388 

London 168 34 81 64 347 

Singapore 42 13 18 20 93 

Berlin 26 4 16 30 76 
Source: Deloitte Fintech by the numbers, 2017  

 

Table 4: FinTech firms spread in UK  by number and cities 

Cities Number of 

FinTech firms 

London 347 

Cambridge 7 

Manchester 7 

Cardiff 5 

Leeds 5 

Edinburgh 5 

High Wycombe 4 

Sheffield 3 

Birmingham 3 

Glasgow 3 

Exeter 2 

Wells 2 

Readings 2 

Nottingham 2 

Peterborough 2 

Liverpool 1 

Salisbury 1 

Basingstoke 1 

Brentwood 1 

Oxford 1 

Total 404 
Source: Deloitte Fintech by the numbers, 2017 
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Equally the logistic of getting to and gaining access for conducting fieldwork in London would 

be comparatively easier compared to other potential FinTech communities in Europe or the 

USA. Finally, any analysis and breaking down global talent management confirmed that 

emerging digital platform firms, as knowledge-intensive firms, such as FinTech rely on talent 

to transfer their knowledge into output through the use of technology. Therefore, it seemed 

sensible to select London’s FinTech community. I might have selected another FinTech 

community e.g. San Francisco, New York, Berlin, along with London, but issues with logistics 

and language limitation meant it was preferable for the purpose of this study to focus only on 

London. In addition, London was the location when FinTech was first introduced, and it is a 

community where some of the main FinTech firms have their headquarters.  

Defining London’s FinTech community is challenging as is promptly outgrown its 

administrations and figures, similar to the definition of London’s district (Clark, 1979; Clark, 

2002). Any definition adopted must incorporate all related FinTech activities that occur within 

the geographical terms. Therefore, I have defined the London FinTech community in 

geographical terms the wider area than just the City of London, by including the City of 

Westminster, Camden, Tower Hamlets, Southwark, Lambeth, figure 2. All the firms selected 

in this study had their headquarter offices in the area.  
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Figure 2: Distribution of FinTech firms across London boroughs 

Source: own calculations from publicly available data 

Since the first FinTech payment firm in London in 2005 (Zopa), other variants of FinTech 

firms (e.g. lending, insurance, wealth management) have chosen London as their headquarter 

location. A study by Deloitte ranks London number one for FinTech as 35 out of 50 FinTech 

firms ranked for innovation are located in London. Much of the London FinTech community 

growth is attributed to the right people, at the right place, at the right time (e.g. Brownsword, 

2019; Harris, 2021). With over 350 banks located in London, London Stock Exchange, the 

head of EU offices, law and auditing firms contributing to London’s financial centre (e.g. Hall 

and Wójcik, 2021; Laidroo and Avarmaa, 2020). When it comes to financial services, London 

has always been the global financial hub (e.g. Clarke, 2008), and the FinTech community 

growth in London is a natural extension of London’s competitive advantages (Lagarde, 2018; 

Nathan and Vandore, 2014). Based on the Global Financial Centre Index 30, London FinTech 

is ranked 3rd outperform by Shanghai (2nd) and New York (1st), see table 5.  
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Table 5: Global Ranking of FinTech communities 

 

Source: Global Financial Centre Index 30 (2021) 

FinTech Index based on ten factors of competitive environment for FinTech (access to finance, ICT infrastructure, 

access to talent, innovation, demand, regulations, culture and lifestyle, city reputation, taxes, other)  

 

The world looks upon London in terms of best practices both from a FinTech business and the 

confidence the UK inspires through a robust regulatory regime (e.g. SandBox) that encourages 

innovation. Such innovation enables seamless payments within the UK and cross-border and 

at the same time keeps consumers at the heart of its business (Dorry, 2017). Being the world's 

largest financial center, the demand for FinTech is high and has a large number of client and 

partner pools for FinTech firms (UK Government Report, 2018). Therefore, the UK 

government has invested in different programs to support the expansion of FinTech as a 

strategy to sustain the dominant position of its financial sector (Kalifa Report, 2021). For 

example, Tech City Uk, Department of FinTech, Tech media, and the UK tech businesses. 

There are more people working in the FinTech community in London than in Silicon Valley or 

New York. People working in FinTech UK-wide have reached 76,500 and is the number is set 

to grow to 105,500 by 2030 (The CityofLondon, 2018). 

Based on the number of employees, more than 5 percent of the total financial service workforce 

is employed in the UK’s FinTech sector (UK Government Report, 2018). FinTech is 

worth £7bn to the UK economy and is estimated to contribute by £13.7bn by 2030 (UK 

Government Report, 2018; Kalifa Report, 2021). Hence, the Britain strategy is set out to ensure 

Britain remains the best place in the world to set up and grow a FinTech business based on 

Rank FinTech community FinTech Rating 

1 New York 723 

2 Shanghai 695 

3 London 694 

4 San Francisco 693 

5 Beijing 692 

6 Los Angeles 689 

7 Shenzhen 686 

8 Hong Kong 679 

9 Washington DC 678 

10 Singapore 677 
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policy and regulations, talent, investment, international market, and national connectivity 

(Kalifa Report, 2021). The drive of the FinTech market will be supported with availability and 

access to technology, financial service skills, and talent (Brodock and Massam, 2016). The 

need for talent is also in the peripheral activities within FinTech firms such as legal, marketing, 

business development skills. However, among the most required skills are data science, 

business skills, and technology (Kalifa Report, 2021). Similarly, the UK FinTech Job Report 

(2021) showed that top skills to get into FinTech include soft skills (communication, teamwork, 

cross-functionality), attitude (problem solving, motivated learner, curious), knowledge 

(finance industry, tech industry, artificial intelligence, open banking), experience (project, 

entrepreneurial, professional role, university degree).  

Nevertheless, Brexit has elicited significant concerns around the availability of tech and 

entrepreneurial talent in the future. It has also increased uncertainty of talent flow between the 

UK and EU (e.g. Dorry, 2017; Hall and Wojcik, 2018). The UK government, however, has 

changed immigration policy and regulations to support the sectors that might be negatively 

affected by the UK vote to leave the EU. For example, the UK’s Global Talent Visa scheme 

and post-study visa (see section 2.13.2), enable individuals with tech, fin, and business skills 

from across the world to work in the UK’s FinTech community. This creates an innovative 

culture that is a powerful pull factor and serves to attract and retain talent on a global scale 

(Deloitte, 2016; Mention, 2021). 

Even though, culture might be affected by a perceived decrease in acceptance of foreign talent 

and their contribution to the UK economy (Fritsch and Storey, 2014). Among the FinTech 

national strategies, training and upskilling of the current workforce along with access to 

international talent are suggested to ensure the FinTech community has sufficient talent supply 

(Kalifa Report, 2021). Following the Brexit, the UK seeks to promote growth and retain the 

City of London’s place as the global centre of Finance and continues to attract high calibre 

FinTech firms (UK Government Report, 2018).  

With definitional issues and a lack of empirical data on FinTech, it is difficult to measure and 

map the FinTech community. Some studies focus on start-ups and venture capital investment 

by presenting New York as a leading centre in FinTech, other studies focused on payment and 

lending FinTech activities show the dominance of China (e.g. Beijing, Shanghai), indicating 

challenges in quantifying and analysing FinTech. In this study, I explore the meaning of 
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FinTech from a decision-maker's perspective working with the FinTech firms (as defined above 

a new incumbent that uses finance and technology to provide financial solutions to customers). 

3.5.2 The context of global talent mobility in the London’s FinTech firms 

What makes global talent mobility an attractive way of managing talent in FinTech firms relate 

to identified talent characteristics; (1) differentiated individuals or A-players13 becomes 

knowledge workers when approached from knowledge-intensive firms perspectives, (2) 

context based – when talent as highly skilled individuals (irrespective nationality and place) 

involves a key element of potential is meaningless if not related to specific domains that talent 

applies, (3) firms positions – as pivotal and strategic ones that link the focus of individuals with 

the firm level, (4) highly mobile – that despite the technology advancement both physical and 

virtual mobility is used for knowledge reproduction (sharing and creation). In other words, 

global talent mobility can be used among FinTech firms to avoid a limited functionalist 

approach of talent management or global talent management developed based on TNCs 

perspective, when managing talent refers explicitly to highly skilled individuals from Western 

countries (see Beaverstock and Hall, 2012 for generic discussions of global talent and the City 

of London). By focusing on global talent and specifying mobility of talent in FinTech firms’ 

perspective, talent enters the global management domain by avoiding the risks of the talent 

concept being misunderstood. Also, the practical side of talent mobility calls for management 

to focus on individuals and/or groups of individuals in relation to the firm’s roles (e.g. Al Ariss, 

2014; Whelan et al., 2014). Yet, simply thinking of talent without considering mobility would 

provide a not well-informed guide in talent management literature. Global talent mobility is 

proposed here to provide a missing link between talented employees and firm's challenges in 

dealing with ‘war of talent’ or ‘talent shortages.  

Talent as executive, managers, and individuals identified with potential to be leaders in the 

future are of fundamental importance in understanding FinTech firms as innovative, problem-

solving activities. The use of global talent mobility and global talent management offers an 

attractive option to establish positive relationships between talent and mobility on one hand 

and FinTech firms’ performance on the other. A reconceptualization of talent and elaboration 

of their mobility as a way of knowledge reproduction honours the distinctive role that talent 

entails in a way that enables us to avoid an objective approach without losing a sign of the 

potential of a talented workforce. Also, global talent mobility provides a powerful perspective 

on potentials and limitations of London’s FinTech firms, when firm's activities are largely 

 
13 A-Players employees performance approach as top performers (Lewis and Heckman, 2006). 
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based on talent either fin, tech, or general business to develop products/services for end users 

(e.g. Kerr et al., 2016; Harris, 2021).   

Further FinTech firms use talent mobility activities as a way of responding to talent 

development, recruitment and retention. The first of these, talent development allows firms to 

focus not so much on current talent needs per se, but on the future potential that has been 

identified through the fulfilment of existing needs. Talent recruitment allows focusing on 

external talent for emergent needs when internal development of talent is time consuming and 

not appropriate. And the last talent retention translates into identifying key positions and star 

employees (both internally and externally) that help firms maintain a competitive position in 

the market. Also, the broader conditions of FinTech firms in embracing diversity and a shared 

multicultural environment among employees may earn their appropriate place in attracting and 

retaining global talent (e.g. Sohns and Wojcik, 2020).  

Given that the FinTech firms in this study, operate with at least one transnational subsidiary 

and with headquarter in London, adopting global talent mobility becomes necessary. In each 

of these firms’ units, the country and regional regulations impact the mobility of global talent. 

The evolving number of FinTech firms, innovation, and future potential, is perceived as 

engaging career opportunities for global talent (e.g. Sung et al., 2019; David, 2015). Although, 

outside of London’s Fintech community, talent may perceive career opportunities as attractive. 

This leads to the competition for talent to be among the highest given the demand for tech, 

finance and business skills across other sectors and industries. There is no shortage of 

individuals with financial skills, however, tech and entrepreneurship skills, FinTech firms 

depend largely on foreign talent (irrespective of their nationality or location). In this regard, 

FinTech firms benefit from co-location with tech giants and potential entrepreneurs either as 

recently graduated or those qualified for entrepreneur’s visa scheme (e.g. Kerr and Robert-

Nicoud, 2019; Alaassar et al., 2021; McNeill, 2021).  

The benefits from the free movement labour market with the EU have been removed with 

Brexit, and firms might need to go through a lengthy visa application process to recruit foreign 

talent. The EU talent become hesitant to move to the UK, indicating that London’s FinTech 

firms compete to attract and retain the best talent at the local level. In the time of writing, many 

FinTech firms have put in place and executed the global talent mobility plans as a way of 

responding to the Brexit deal. For example, establishing a license in the EU and setting up an 

office in Paris, Frankfurt, Berlin, Krakow to continue to have access to local talent in these 
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cities. The global talent mobility practices were compromised of identification of pivotal and 

strategic positions, talent potential in becoming future leaders, and mobility support initiated 

by talented employees themselves as a way of talent retention. These practices are in 

consistency with exclusive talent management evidence in the literature (e.g. Harrington and 

Seabrooke, 2020; Beaverstock, 2018; Collings et al., 2019).  

 

3.6 Concluding comments 

 

In this chapter, drawing on knowledge-intensive firms I have constructed my understanding of 

the FinTech firms and talent as their main knowledge component that contribute to the firms’ 

competitive advantages. Further, I have brought an additional thematic framing transnational 

community, to the existing concepts used in literature to define FinTech as ecosystems, 

platforms, hubs, and clusters.  In doing so, I have presented four main findings. 

First, as noted, much research examining FinTech as a phenomenon are related to its financial 

performance, challenges created for banking sectors, competitiveness, risk management, 

business model, innovation, communication, and locational bases competitiveness. Despite the 

mentioned importance of talent, there are no studies on understanding how FinTech firms 

define, attract and retain talent. Hence, the focus of this study will be on understanding how 

decision-makers (e.g. HR managers, directors, and first-line managers) in such firms define 

talent.  

Second, through transnational community applied on labour migration (transnational 

entrepreneurs) and general application (interaction and interdependence between social actors 

located across national borders) are not occupied by a single ethnic or national identity but it 

incorporates multiple identities (e.g. gender, age, ethnicity) that contribute in innovation and 

problem solving activities. This is particularly relevant for the diverse tech talent pool across 

London’s FinTech community. Similarly, FinTech communities provide an alternative way of 

knowledge reproduction through transnational talent (e.g. entrepreneurs) and their ability to 

transfer skills, knowledge, and experiences to new domains.   

Third, difficulties in defining the exact scope of London’s FinTech community make it 

challenging to quantify the size of the market. Greater density of FinTech firms is present in 

London as compared to other cities in the UK. There are no explicit data on firms and 

employees numbers as FinTech is not classified as a sector in official statistics. Despite some 
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attempts in quantifying by consulting firms and non-governmental bodies, there is no 

distinction between complete new set up firms that adopt finance and technology to provide 

financial services and products and existing financial incumbents (e.g. banks, insurance) that 

use technology to improve their customer's services. However, in this study, I have been 

referring to new set up FinTech firms and avoid incorporating traditional banks and giant tech 

firms.  

Fourth, as each country is developing FinTech strategies in attracting transnational talent to set 

up their headquarters, by promising large growth on investment and access to the great talent 

pools; understanding how FinTech firms define, recruit and retain talent during a transition 

period of Brexit was vital. Also, the need for an empirical analysis of understanding global 

talent from the FinTech’s executives and managers point of view is a gap in the current global 

talent management literature. In this study, I have closely examined the meaning of global 

talent and its mobility phenomenon in the context of London’s FinTech community. The 

originality of this study consists of the talent phenomenon being studied for the first time in the 

context of FinTech, while London’s FinTech firms itself have a great contribution to future 

economic development and competitiveness of the city.  

Finally, in this chapter, I highlighted London’s FinTech community as the research context in 

this study. I examined how academics and practitioners have used different concepts to define 

the FinTech phenomenon. The most common definition is the interlinkage of finance and 

technology enabled by digital platforms to provide financial services to the end users. When 

the core activities in FinTech firms are based on talent ability to transfer skills, knowledge and 

experience into final product or services, that would contribute to the effectiveness of financial 

services. By exclusively focusing on FinTech as knowledge intensive firms, I view knowledge 

as a talent component that goes beyond the objectivity approach and views talent as individuals 

or groups of individuals in connection to their role in the FinTech firm. I have also presented 

the important role of talent as transnational entrepreneurs in setting up transnational FinTech 

communities, as an alternative way of long-distance knowledge reproduction using both virtual 

and physical mobility. This chapter has helped in developing the ‘big contextual picture’ for 

examining talent from decision-makers' and employees’ perspectives in this thesis, establishing 

the core approach of interest in this qualitative study. The next chapter presents methodological 

approach adopted to answer this study’s research questions explored within London’s FinTech 

community.  
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Chapter 4: Methodology 
 

4.1 Introduction 

 

The methods of management and business research are closely tied to different visions that 

researchers adopt in examining social reality (Bryman and Bell, 2008). The aim of this study 

was to describe and analyse how executives and managers perceive talent. As executives and 

managers are viewed as global workforce in transnational elite, help in unpacking global talent 

phenomenon on the ground. Therefore, to provide in depth understanding, the qualitative 

research method is adopted. This method is appropriate since the field of global talent 

management, in particular, the meaning of talent within London’s FinTech community, is a 

novel research area wherein. To my best of knowledge, this is the first research of its kind, 

allowing for detailed interviews and careful empirical texting through semi-structured 

interviews (Bryman, 2004). The chosen qualitative approach corresponds with literature 

suggestions that global talent management is not a mature field and requires further empirical 

evidence to contribute to theory building. Additionally, examining global talent phenomena is 

complex in a social context and needs a holistic view which a qualitative research approach 

can offer. Also, exploring global talent through the lens of transnational elite allow for the 

adoption of qualitative conceptual and empirical design. In line with other researchers who 

have addressed transnational elite, transnational professionals, transnational entrepreneurship, 

expatriates I have adopted qualitative method so that further research and research strategies in 

global talent mobility can be advanced (e.g. Beaverstock, 2018; Harrington and Seabrooke, 

2020; Collings and Mehalli, 2009; Findlay et al., 1996). Together with a rich literature basis, 

as well as the qualitative research design in this study, I have explored the meaning of global 

talent from employees’ perspectives and adopted an epistemological constructionism-

interpretivism approach for collecting, analysing and interpreting data.  

In this chapter, I present the philosophical underpinnings of the research by explaining the 

research view within the ontology and epistemology paradigms. Then I draw on theoretical 

foundations to guide my epistemological research followed by detailed discussion of relations 

between theory and methodology. Then a detailed analyses of the research design and 

justification of why the qualitative approach was used. The next subsections explain sample 

strategy, size, and characteristics of participants as well as data collection and analysis. The 
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research objective of using inductive reasoning and in-depth inquiry and description of global 

talent phenomena allows for selection of participants being line managers and executives, 

therefore interviews were classified as business elite interviews. Finally, the researcher’s 

reflexive positionality is presented followed by a chapter conclusion.  

 

4.2 Philosophical underpinnings  

 

According to Schutz (1953) “… social reality has a specific meaning and relevance structure 

for the begins living, acting, and thinking within it. By a series of common-sense constructs, 

they have pre-selected and pre-interpreted this world which they experience as the reality of 

their daily lives” (p.59). When social reality is constructed of the meaning of human beings 

and therefore human action is meaningful (Bryman and Bell, 2008; p.30). Hence, in this study, 

I view global talent mobility as a social reality, constructed by executives and managers; 

therefore, I use employees' “common-sense thinking” to interpret global talent from their point 

of view. This also supports the view on global talent as a phenological approach (e.g. Ratten 

and Ferreira, 2016; Dries, 2013; Gallardo-Gallardo et al., 2015) that has been identified within 

the literature review. In the next part, philosophical underpinnings based on ontology and 

epistemology paradigms14 (Bryman and Bell, 2008) adopted in this study as phenomenological 

research are presented.  

Ontology is defined as the nature of social entities when the central question is if social actors 

(in this case executives and managers) have an impact on social phenomena (e.g. global talent) 

or not. Therefore, two forms of ontology; objectivism – viewing the organization as a social 

order that has rules and regulations that employees adapt to; and constructionism – viewing the 

organization as a social entity that depends on employees (as social actors) can be used 

(Bryman and Bell, 2008). The latter is not to say that the organization has no constrain on 

employees’ actions, but it is not the primary reality (Bell and Bryman, 2018). Ontological 

objectivism refers to social phenomena as external factors and is dominated within quantitative 

empirical studies; while ontological constructionism emphasises the influence of people in 

social phenomena and is predominant in qualitative research. As a researcher, I acknowledge, 

that social reality is multifaceted; and for some researchers, the global talent mobility might be 

 
14 The term ‘paradigm’ is used to describe the set of beliefs (Bryman, 2016) that can influence the research 

design and method in this study.  
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influenced by the organizations, while for others from employees themselves. Although, in this 

research, I focus on the executives’ and managers’ experience of the phenomenon (e.g. global 

talent mobility within FinTech firms), and take constructivist ontological positions (that global 

talent mobility is influenced by talent themselves). Further to understand the nature of meaning 

or acceptable knowledge in management and business studies is discussed under the 

epistemology paradigm.   

Epistemology as acceptable knowledge, in this study, refers to the way employees understand 

the social phenomenon (global talent and its mobility) by answering the researcher's questions 

of ‘how people know what they know’ (Tuli, 2010). By taking epistemological stances, I as a 

researcher, explore research questions by adopting either positivism or interpretivism 

interpretation. Epistemological positivism refers to the use of natural science in the study of 

reality when only phenomena and knowledge confirmed by sense can be warranted as 

knowledge (Bryman and Bell, 2008). Therefore, qualitative research in particular through 

interview data collection is limited in providing the basis for laws, as qualitative data are not 

scientifically measured and proved (Bryman and Bell, 2008). In contrast, epistemological 

interpretivism refers to the different logic (from natural order) and views subject matter (e.g. 

managers) different from that of natural science. In other words, interpretivism is concerned 

with people's (as subject) actions rather than the force that act on them (e.g. organization’s rules 

and regulations). While positivism is concerned with an explanation of employees’ behavior 

as a result of a firm’s rules and regulations, which can be quantified and tested (Bryman, 2012). 

Therefore, in this study, I have adopted an epistemological interpretivism position to view 

global talent as a phenomenon and its mobility from executive’ and managers’ experiences to 

bring a holistic view through qualitative research that cannot be captured with statistical 

measurement.  

As such taking the position of constructionism-interpretivism, I view the generation of meaning 

or acceptable knowledge as being social. And in order to understand employees’ perception of 

global talent, meaning is generated from the executives’ and managers’ experience constructed 

through language and interpreted in the same context (e.g. Crotty, 1998). Therefore, global 

talent as a social reality is a function of shared meaning among talented employees that change 

through interaction and is interpreted in the same context (Bryman and Bell, 2008). When the 

distinctiveness of the research participants (e.g. managers) can be captured and interpreted to 

inform theories by taking the inductive stance. In the next part, the research strategy drawing 
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on the theoretical foundations of this study in developing research questions and underpinning 

empirical studies is presented.  

4.3 Relations between Theory and Methodology 

 

The inductive nature of the research and epistemological interpretive research view contribute 

to theory building by using existing theoretical foundations to guide my research questions and 

empirical study. Reconceptualizing talent, by considering global talent within the talent 

management and mobility studies, I draw on transnationalism, human capital, and social capital 

as theoretical foundations upon which this research strategy is developed. Transnationalism as 

the latest theorization of international migration is important to this research as it explains 

global talent mobility as being more circular and temporary (e.g. Beaverstock et al., 2009; 

Beaverstock, 2018).   

With widespread globalisation, scholars have begun speculating about the internationalisation 

and interest in elite networks (Sassen, 2007). It is logical to use transnational elite professionals 

as key actors in globalisation of the economy characterised by the support of global capitalism 

(Hymer, 1979). This increasingly international, as opposed to the exclusive national orientation 

of managerial elites, has been explained by and conceptualised as the turn of corporations 

toward operating in multiple nation states (Barnet and Muller, 1974). While early literature 

focuses more exclusively on Western corporate managerial elites (e.g. Sklair, 2000; Harrington 

and Seabrook, 2020), more recent studies show that global managerial elite might be 

reconstructing as the demand for talent in managerial positions is increasing (Heemskerk & 

Takes, 2016). This is more prominent with rise of emerging economies that are characterised 

by particular strong national business elite communities, who are integrated successfully in 

transnational managerial elites (e.g. Chinese transnational elite in London; French highly-

skilled in London) (Hall, 2019; Ryan and Mulholland, 2014). Nevertheless, integration of 

national elite groups into transnational elite circles does not take place at the same pace, and 

some individual elite members have higher chance of entering them than others. Transnational 

elite professionals tend to follow a particular class, education and linguistic affiliation, and are 

therefore often characterised by common backgrounds and origins (Harrington, 2017; 

Harrington & Seabrooke, 2020; Young et al., 2021). One could argue that today, the rise of 

other powerful economic centres (e.g. financial centres in peripheral regions Berlin, 

Amsterdam, Portugal to name a few) is rebalancing power relationships among various elite 

groups. However, in this study I conclude that only talent with highly specific Fin and Tech 
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backgrounds are able to join this newly flourishing network of transnational talent in the 

Fintech labour force. In other words, the financial sector is expanding to other geographically 

reached regions with access to great pool of talent and creating additional labour segmentation 

based on context-based demand of skills and knowledge.   

Transnationalism is a salient component of the globalised world. Changes brought by 

technology (information communication technology – ICT where transnationals are easily 

connected with their social networks in home countries, while living in host countries or vice 

verse), economic factors and geographical ones have greatly contributed to broadening the 

spectrum of migration type to many Western cities, in terms of variety, distance, reasons, 

duration and frequency (e.g. Beaverstock, 2017; Castells, 2004). Therefore, highly skilled 

transnational professionals have increased and diversified. In the last two decades in particular,  

transnational professionals have turned from being a practice related largely to upper-class 

professionals or multinational corporations (Salt and Brewster, 2022), to mid-class 

professionals spread across emerging firms such as financial and technology (FinTech) firms. 

Therefore, using transnational elite professionals help build on intended inclusive approach of 

transnational professionals, while still being exclusive to the executive and managerial power 

to influence decisions at the firm level. This emphasis the position of global talent management 

as practices for managing segmented or specific individuals (e.g. those in managerial and 

strategic roles) in labour market.  

In Castell’s ‘Network society’, such labour are referred to as managerial elites. Transnational 

managerial elites are conceptualised as flows in Castells’ (2000) study as they embody the 

cross-border circulation of knowledge, skills and intelligence that constitute the space flows. 

Here, knowledge is transferred through individuals, as transnational elites enter cities with 

established cosmopolitan connections and networks, which are reproduced in both work and 

non-working space (or professional and social spaces, organisations and pubs respectively). 

Being a member of a transnational elite and transnational capitalist class is fundamentally 

associated with being embedded within transnational networks which are both cross-border 

and highly spatialised in the transnational social spaces of the city (Smith 1999, 2001; Sklair, 

2002). This study views global talent mobility as similar to being part of transnational networks 

within transnational FinTech firms headquartered in a global city such as London (Beaverstock 

and Hall, 2012). Similar to financial service firms, FinTech firms require talent to be hyper-

mobile to deliver intelligence, skills, and knowledge across borders and reproduce talent 
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mobility. Such talent constitutes knowledge intensive communities as crucial which play a key 

role in translating information, capital and skills that circulate between cities.  

Similar to Sassen (2001, 2012), work on transnational managerial elites in this study is viewed 

as “the new international professionals” because they are members of a cross-border culture 

embedded in global networks of international financial centres. Therefore, global talent are a 

natural expansion to what has been earlier referred to only as transnational managerial elite in 

financial centres and also includes tech professionals irrespective of their nationality. Even in 

the FinTech community, human capital is accumulated increasingly by proximity and who you 

know as well as by what you know (Boden, 1994). Hence, global talent are positioned as 

transnational managerial elites (including local professionals outside global cities) who are 

major actors that create innovation, financial capital, social relations which are articulated in 

global networks and embedded in specific time-spaces (Amin and Thrift 1992; Thrift 1996; 

Sassen, 2012). 

Transnational elites are the dominant class in the world city and the city is arranged to cater to 

their lifestyle and occupational necessities (Friedmann & Wolff, 1982: 322–3). Transnational 

studies have theorised migration as an integral part of the globalisation process that has 

produced new geographies of migration with respect to both process and pattern. Using 

transient professional migrants, human capital and intellectual knowledge are translated to 

foreign operations. Transient professionals in migration studies remain an invisible facet of 

globalisation processes within international financial centres (IFC) (Beaverstock, 1996).  

One of the key distinguishing features of transnational elite is the emphasis on the simultaneity 

of economic, social and political connections that binds immigrants to two or more nation-

states, rather than a movement from the society of origin to a country of settlement. The 

transnational elite operate in a social field of networks and obligations that extend across 

international borders (Beaverstock, 2005; Stone, 2008; Guo, 2022); frequent mobility between 

a ‘new’ home in the UK and his/her place in Europe. Therefore, this creates a reproduction of 

transnational elite as they transfer knowledge, skills, and capital creating opportunities in both 

home and host countries.  

By associating transnational elite with global talent, I was able to explore the reproduction of 

global talent through the lens of transnational elite networks. In literature, transnational elite 

are reproduced through corporate interlocks, elite school networks, exclusive club networks, 

social clubs and lifestyle, transnational mobile lifestyle. While, in this study global talent are 
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reproduced through professional and social networks. For example, in a case study of British 

transnational elites in Singapore, Beaverstock (2018) found that expatriate social and sporting 

clubs were spaces for business and social knowledge transfer and accumulation (p.535). In 

such spaces, members are transnational expatriates of different nationalities with western 

education/experience. Indeed, it is the distinctive hyper mobile lifestyle activities taking place 

in exclusive networked spaces (e.g. firms, universities, cities) that re(produce) transnational 

elite as  key actors in economic, social and political development. Although colleges and 

universities have opened their doors to diversity, strengthening their role as a social institution 

in talent reproduction through education.  

The human capital theory is relevant here as it explains the relationship between employees as 

talented individuals and their contribution to the firm’s performance (e.g. Becker, 1964; Crook 

et al., 2011). When, Kang, Morris and Snell (2007) define human capital as the value-

generating potential of employee knowledge, skills, and abilities. Indicating so that individuals 

with a high level of human capital can perform at a complex job (Coulson‐Thomas, 2012) and 

at managerial or executive positions (Syed, 2008). In other words, human capital refers to the 

accumulation of skills, qualifications, educational professional in a given individual (Becker, 

1964; Koser and Salt, 1997). Here, I refer to two assumptions. First, that an individual’s status 

in the labour market is governed by their merit (human capital), when education and 

professional experience are main sources of human capital and critical in positioning an 

individual in the labour market. The other assumption is that human capital is credited with 

enhancing a firm’s productivity and financial competitiveness as an individual brings economic 

advantages to the firm, and indeed the country.  

Different studies have linked the human capital theory with the contribution to a firm’s 

performance (see Crook et al., 2011; Hatch and Dyer, 2004; Samagaio and Rodrigues, 2016). 

For instance, Becker (1964) argued that individual earnings were largely an outcome of how 

much workers invested in developing their skills and knowledge. Additionally, with the change 

of the organization or the external environment the performance of those “star” employees drop 

(see Groysberg et al., 2008; Oldroyd et al., 2012). So, human capital theory alone cannot fully 

explain the role of talent at the firm level. Social capital has been proposed as a supportive 

theory for maximisation of understanding of human capital at the firm level.  

There is a debate around the meaning of social capital, in this research I have adapted the most 

used definition through academic literature. According to Nahapiet and Ghoshal (1998), social 
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capital is “the sum of the actual and potential resources embedded within, available through, 

and derived from the network of relationships possessed by an individual or social unit. Social 

capital comprises the network and the assets that may be mobilized through that network” 

(p.243). There are three ways that social capital can contribute to firms’ effectiveness: social 

control, supportive network of employees, support of access to information (Hall and Hall, 

2003).  

With the use of these three theories, talent are individuals with skills, knowledge, qualification, 

professional work experience accumulated by being part of transnational networks either 

through education (e.g. the UK universities as international university) or transnational talent 

networks as part of leadership and managerial roles. By adopting only one theory, this study 

cannot be extracted from social and institutional settings (e.g. national and international work 

regulations). Therefore, each of the three theories critically contribute to a bigger picture of 

global talent as opposed to referring only in one of these theories. Talent reproduces itself 

through participation in elite networks both formal (work/occupation) and informal 

(social/cultural). Similarly, human capital theory uses the educational background (irrespective 

of the location) and professional experience (again irrespective location) to bring economic 

benefits to the firm. The association with the firm is a crucial setting in talent reproduction. 

Nevertheless, without the socially structured area referred to as the labour market in this study, 

talent would not be able to compete with each other and deploy capital. Also, within social 

capital theory, talent are reproduced from educational institutions, organisations, social 

networks, and government institutions (Waxin et al., 2019). A common agreement is that global 

talent is most fruitful when they are deployed in the context of the firm, as talent acts as 

individual or a group of talent (e.g. managers) strategically to preserve their power (e.g. through 

decision-making) (Farndale et al., 2014; Sassen, 2018). This theoretical framework is important 

to explore and interpret global talent mobility from the employees’ experiences in their daily 

life and influence their variance in global talent management literature. Having explained the 

philosophical underpinnings and the theory, I now present the qualitative research design. 
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4.4 Research design  

 

In this study, I adopt qualitative case study research as it fits with the research aim of exploring 

global talent mobility from executives’ and managers’ experience. Although, I view the ‘case’ 

(talented employees) as “an object of interest in its own right” (Bryman and Bell, 2008; p.68) 

and use a qualitative approach (through semi-structured interviews, industry reports, firms’ 

documents) to provide an in-depth elucidation of global talent. Additionally, a qualitative case 

study research fits with the above explained constructionism-interpretivism view of global 

talent phenomena, understood by making sense of the employees’ perception. Among the most 

determinant reasons for choosing a qualitative approach is its inductive approach. “Inductive 

analysis of the processes does not merely consist of naïve observation of empirical events from 

which theoretical ideas are derived, but rather forms a theoretically informed analysis by 

decomposition of processes that are looking for causal chains between the observed events” 

(Falleti, 2016, p.457).  

Given that there are not enough data to build hypothesis related to global talent in the FinTech 

community, FinTech firms as actors in attracting global talent, such information can be located 

by exploring people’s experience being decision-makers (e.g. CEO, managers, first-line 

managers) in FinTech firms through an inductive approach. On the other hand, statistical data 

or quantitative research do not reveal the reasons why and how talent are being perceived and 

managed across FinTech firms. That leads to limitations of the quantitative research approach 

in explaining the contextual background behind the phenomena but focused on the power of 

generalising a theory (Bell et al., 2018).  

The qualitative research method tries to obtain an in-depth understanding of phenomena, 

recognizing that existential objectivity cannot be captured (Bryman, 2012). By investigating 

the experience of executives and managers, the processes, factors, and meaning through which 

talent have been perceived are identified for further contribution to the literature. By using the 

qualitative method, I was able to reach a rich immersion in the global talent topic in order to 

deeper understanding beyond what is known and what was possible if a quantitative research 

method was used. The exploratory research provides the opportunity for the researcher to learn 

from the living experience of employees in decision-making positions and identify factors that 

shape talent experience, mobility, and networking. Therefore, I view this study’s participants 

in the same vein as business elites. Thus, a relatively small and purposive sample of articulated 

participants is used because they can provide essential information, and not because they are 
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representative of a large group (Goldstein, 2002; Baker and Edwards, 2012; Marshall et al., 

2013). Doing elite interviews will be elaborate later in this chapter.  

Additionally, as a qualitative researcher, I recognize that investigation of global talent 

phenomena and interpretations of participants are complex and cannot exist independently of 

actors and myself as a researcher (O’Reilly and Parker, 2013). However, the emphasis of 

qualitative research is on the research design, and it employs multiple methods in pursuit of 

complexity, depth, richness, and rigor (Eisenhardt et al., 2016). A semi-structured interviews 

was chosen as a data collection technique to collect in-depth information about the global talent 

phenomena. The rationale behind the semi-structured will be discussed under section 3.3.4. 

Among different qualitative research to chose from, I have designed two studies – (1) London’s 

FinTech community as cross-firms study and (2) a single transnational FinTech firm. I have 

used a complementary exploratory research design (e.g. Wolff et al., 1993) by integrating 

findings of both studies into the final discussion and findings of the thesis. Figure 2 presents 

an illustration of the complementary exploratory research design in this thesis.  

Figure 3: Thesis empirical research design: Complementary exploratory approach 

 

As it can be noted I am referring to the research design as complementary studies, instead of 

viewing it as a case study within a single firm (Yin, 2008). Similarly, cross-firms study can be 

related as a case study, however the focus of this study is primarily the employees and decision 
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makers experience to provide in-depth understanding rather than providing a cross-firms 

analysis (Bryman and Bell, 2008). In inductive study, cases can be classified as individuals 

who have experienced global talent mobility as part of their daily life. Therefore, I am not 

presenting here as comparative case study, but as complementary studies in understanding 

global talent phenomena by reaching in-depth understanding. In the next part I will present the 

detailed design of each study,  

4.4.1 Sampling strategy  

In this study, I used purposive and snowballing sampling to identify participants for the 

interview. The same sampling strategy was used in both studies. This involved identifying and 

selecting participants that are knowledgeable about or experienced the phenomenon being 

studied (Suri, 2011). The only difference was that, in the first study (London’s FinTech 

community) I have searched and identified potential participants, while in the second study (a 

transnational FinTech firm) potential participants I have chosen together with the human 

resources manager.   

In addition to knowledge and experience, it is important for participants to be willing and 

available to participate in the study (Palinkas et al., 2015). They also need to communicate 

experiences in an articulate and expressive way. Therefore, the selection criteria (based on 

occupation, role and experience) have been used in approaching and choosing potential 

participants that fit with the research objectives (Suri, 2011) satisfies the purposive sampling. 

As the aim of this study specifies the criteria of individuals working in FinTech firms that 

operate at the international level and have decision-making positions, a purposive sampling 

strategy was relevant. This leads to an assumption that purposive sampling is homogenous 

(Creswell and Poth, 2018) as participants in the study have the same characteristics, but in this 

study, the sampling represents significant variation by participants and firms.  

By contrast, convenience sampling that happens to select individuals who are available is weak 

and shows a lack of random selection (Robinson, 2014). As such, purposive sampling in this 

study fits with the aim of this dissertation and it does not require a common employee, but 

rather the current purposive sample of employees' experience dealing with global talent 

management, as part of firms' talent management context. Three determinant criteria were used 

for the purposive sample. First, the participant must have been working within the Fintech 

community. Second, the participant must have experienced global talent management practices 

in their firm, irresponsible to the type of talent management e.g. inclusive or exclusive 



108 

 

approach. Third, the participants must have participated on her/his will and signed the informed 

consent form.  

4.4.2 Sample size 

The sample size is debated in qualitative studies, the qualitative research method literature 

suggests that the sample size depends on research aim, analytical methods, characteristics of 

population and research questions (Bell, Bryman, Harley, 2018). Having satisfied these 

conditions, the sample is qualitative and even one interview is enough (Boddy, 2016). This 

supports a key characteristic of the qualitative samples that are relatively small in size, which 

allows in-depth exploration of the phenomena being investigated (Bryman, 2012). A sample 

size itself does not contribute to knowledge, however, combined with the sample selection 

process helps the social researcher to obtain a qualitative sample.  

Additionally, there is no common agreement about how many interviews are enough for a 

qualitative study. Social researchers use the concept of saturation as a common principle to 

determine the sample size (Saunders et al., 2018). Saturation indicates the point in the data 

collection process when no additional data adds new information to the inquiry of the topic 

(Fusch and Ness, 2015). In management studies, as in this study, when data collected through 

interviews contribute to theory building, saturation principle has been purposed (Ryan et al., 

2009). Four elements for sample size saturation purposed by Francis et al., (2010), the initial 

sample size, stopping criteria informed by theory rather than observation, coding, and report of 

saturation method.  

In this study, over a period of nine months from June 2019 to February 2020, I contacted 

individuals through networking in a number of FinTech community conferences and 

workshops, in London in which I participated. I sought individuals who could meet the 

purposeful sample criteria explained earlier. A total of 39 interviews across two studies were 

conducted to reach the saturation point. In total approximately 33 hours of interviews were 

collected. Following the saturation principles, the first ten interviews were suitable minimum 

sample size for the initial analysis. This was based on the rational decision that the first ten 

interviews would allow me to determine if the selection process is functioning as expected and 

to what extent the interview is capturing new data or if the data are appearing repeatedly. After 

the saturation point that I have reached with thirty-two interviews, I have obtained another 

seven interviews to validate my saturation point. The other five interviews have not captured 

new categories of data, as repeatedly themes emerged.  
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On the other hand, saturation is subjective, another researcher might draw out new data from 

the same participants. Data are entirely dependent on the interview techniques and sampling; 

therefore, experience researchers gain access to high quality data. In this study, having done 

the interviews for nine months, I was able to assess the saturation point both from no new data 

added by additional participants, as well as by gaining experience with doing interviews. Other 

studies indicate that there are expected requirements for sample size. For example, the most 

frequent sample size is 21 to 30 interviews (Manson, 2010), despite the fact that other 

conditions need to be satisfied. Similarly, a sample size of 20 to 30 interviews is suggested by 

studies investigating phenomena (Boddy, 2016) that fits with this study purpose. PhD studies 

within the UK and Ireland have an average of 31 interviews when the median is 28 (Bryman, 

2012). Therefore, in these lights, my sample size of 39 interviews across two studies satisfied 

the PhD research and the phenomena approach study.  

Finally, the inductive nature of the qualitative study is devoted to what happens rather than the 

frequency of the word used as an example (Maxwell, 2008). Therefore, I have designed the 

sampling strategy that helps maximise theoretical understanding of global talent as a 

phenomenon, and not being concerned with a representative sample of the whole population 

(Bryman, 2012: Boddy, 2016). The chosen sample strategy is more important to fit the research 

purpose, and in management studies, sample sizes will continue to vary. Within an exploratory 

study of understanding the meaning of global talent and global talent management through 

mobility strategies, the sample size of 39 participants satisfies the research objectives.   

4.4.3 Sample characteristics 

In total thirty-nine interviews were part of the final sample of which thirty-four were conducted 

in-person and five were conducted online through Skype for business. Two of them were due 

to covid19 pandemic restrictions, while the other three participants were outside of the UK in 

time of the interview. Table 6 below shows the list of participants, anonymized. 

Table 6: Study's participants characteristics 

  Position Gender Experience Education Fin. Vs. Tech 

1st Study – London’s FinTech community 

1 Interim Executive Recruiter Male 5 Bachelor Recruiting 

2 Tech recruiter Female 5 Bachelor Tech 

3 Business Development consultant Male 25 Professional Tech 

4 Head of People Male 7 Master Tech 

5 Recruiter manager Male 2 Bachelor Tech 
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6 UK&Ireland Talent Manager Male 4 Bachelor Finance 

7 Head of Data Male 8 Bachelor Tech 

8 Research Director  Male 18 PhD Finance 

9 Software Engineer Male 3 Bachelor Tech 

10 Leading HR integration Female 20 Master Recruiting/tech 

11 Director Male 25 Bachelor Recruiting 

12 CTO Male 9 Master Tech 

13 

Financial planning and Treasure 

manager Male 4 MBA Finance 

14 Head of product Male 10 Bachelor Tech 

15 Head of Treasurer Male 15 Master Finance 

16 CEO Male 23 MBA Entrepreneur 

17 

National and International Strategy 

Lead for FinTech Male 6 Professional Policy 

18 Operation Director Male 21 Master Finance 

19 Strategy and Brand Director  Male 19 Bachelor Marketing 

20 Head of Global Service Training Male 23 Professional Recruiting 

21 General Manager EMEA Male 8 Bachelor Tech 

22 Chief Finance Officer Male 20 Professional Finance 

23 Commercial Talent specialist Male 6 Master Recruiting 

24 People and Talent Director Male 8 Bachelor Tech 

25 Project Manager Female 20 PhD engineering Tech 

26 Vice president of people Female 20 Professional Tech 

27 Senior consultant  Male 11 PhD Tech 

28 Chief Executive Officer Female 22 PhD Tech 

29 Chief Operating Officer Male 20 Bachelor Finance 

30 VP product Male 23 Bachelor Tech 

2nd Study – Transnational FinTech Firm 

31 CTO Male 27 Bachelor Tech 

32 People Development Manager Male 7 Bachelor HR 

33 CFO Male 27 Professional Finance 

34 HR  Female 9 College HR 

35 HR  Male 18 Master HR 

36 Global professional services manager Male 30 Professional Tech 

37 Head of Sales Male 25 MBA Finance 

38 VP USA Female 25 Master Data 

39 Senior VP  Male 16 Bachelor Tech 

 Source: fieldwork 

Interview duration lasted between 45 to 90 minutes and were all recorded with the permission 

of participants prior to the start of the interview. Interviews were all transcribed using NVivo 

transcription software and cleaned by myself for any errors. As it can be noted, the participants 

held different positions from first-line managers to executive level positions, and all of them 

had people management responsibilities. Among them only seven participants were female and 

thirty-two were male, indicating gender disbalance in this study. Years of working experience, 
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were counted by considering those within FinTech firms and outside of it, showing that 

individuals on average had fifteen years of working experience, and they are working across 

different Fin, Tech, and other general roles.  

4.4.4. Justification of sample characteristics 

 

When looking into the debates related to the sampling characteristics for qualitative studies, 

two main arguments appear. The first calls for an appropriate sample size to be determined 

based on saturation (Bell, Bryman, Harley, 2018; Baker & Edwards, 2012; Sim et al., 2018). 

The second calls for the identification of factors that one would encounter in conducting a 

qualitative study that will influence the sample size and characteristics (Morgan, 2018; 

Malterud et al., 2015; Saunders et al., 2018). A fixed predetermined sample size is not ideal in 

qualitative studies, as the essence of qualitative research design is that it allows for flexibility 

in design as the research progresses. In other words, qualitative research evolves through multi-

dimensionality (Bell, Bryman, Harley, 2018). Additionally, in my inductive exploratory 

research on the global talent phenomenon, a priori sample characteristics and size decisions 

were not only problematic, but could also be deemed illogical. I have approached the research 

as a process of ongoing interpretation with an iterative, context dependent decision that evolves 

throughout the study. This is also supported by Sim et al. (2018) which shows that determining 

sample characteristics prior to the start of study is problematic considering that the key notion 

of an inductive exploratory study which by its very essence ‘looks to explore phenomena in 

relation to which we cannot identify the key themes in advance’ (p.12). Therefore, my sample 

population does not extend to explicitly cover equal number of participants based on gender, 

race, ethnicity, and nationality; as my study’s themes were not predetermined, but were an 

ongoing interpretation of the study.  

My study, exploring the meaning of global talent through the lens of transnational elite theory, 

applied a key sample parameter of being in a leadership/managerial position within FinTech 

firms headquartered in London. Since leaders/managers are viewed as knowledgeable 

participants who provide new and richly textured understanding of their experience as being 

talent and global talent phenomenon under enquiry, it can be argued that the sample parameters 

are adequate (Bell, Bryman, Harley, 2018). I am also aware that my sampling strategy has been 

influenced by my subjective judgment and that the assessment of data collection has focused 

on my research aim. This aligns with Sandelowski’s (1995) suggestion that the research method 

and the sampling technique adopted is a matter of judgment and experience on the part of the 
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researcher. For this reason, in qualitative research designs there is no agreement upon ways 

that can be used to determine a priori the minimum number of sampling units (e.g. gender, 

race, ethnicity, and nationality) required.  

By adopting the concept of transnational elite, I have relied on the concept of ‘knowledge 

power’ as an aid for reaching an appropriate sample. This is based on the idea that the more 

knowledge the sample holds relevant to the global talent, rich data are collected, and research 

questions are answered adequately. I have adopted DEJA elements (define, explain, justify, 

and apply) to my sample characteristics. In the first step of defining the sample characteristics, 

I have selected non-probability sampling indicating that not all individuals of population have 

an equal chance of being sampled (Bell, Bryman, Harley, 2018). It is improbable that the 

sample will be truly representative of the entire population. I explain non-probability sampling 

by purposive sampling (e.g. Goldstein, 2002; Baker and Edwards, 2012) where characteristics 

of being in leadership/managerial positions have informed the selection of specific individuals 

from the population. As a justification, my selection of the sample population satisfies the 

study’s aim to include only knowledge holders or those who have gained such knowledge 

through their experience. All these steps have enabled my research to be applied to the real 

world. The fact that the key knowledge holders were associated with key strategic positions in 

the firm, confirmed my belief that there were only a few key knowledge holders in global talent 

management and mobility. Furthermore, the information gathered from the interviews kept 

repeating, thus indicating that the saturation point had been achieved. In addition, the data were 

relatively rich and of great depth, allowing the research questions to be comprehensively 

addressed. Therefore, further interviews were deemed to be unnecessary.  

To sum-up, I have adopted qualitative research that prior determined sample characteristics 

based on suggested parameters gender, race, ethnicity, nationality, was not part of this study 

aim in exploring global talent within FinTech community. As an exploratory study in nature, 

the inductive reasoning allowed for flexibility of the data and in-depth quality of data to 

addressed the raised research questions. Diversity and inclusion emerged as a key theme of the 

study and calls for further research by controlling for diversity parameters is needed. 

 

 



113 

 

4.4.4 Data collection 

To begin with, the list of 50 FinTech firms in 2018 was used to select and recruit the study 

participants. I collect the firm’s background information on their website, and selected potential 

participants based on the firm positions by searching their publicly available information on 

LinkedIn. In this way, I made a list of one-hundred-fifty-five potential participants across fifty 

FinTech firms. I chose three ways of approaching potential participants; email (for those 

publicly available or directed to the firm’s human resources department), LinkedIn (by sending 

a short description of my study with a request for an interview), and a message left on the firm's 

website contact details. I was surprised when the first positive response I got was through the 

website message, while the most effective approach was LinkedIn. There were only two cases 

that I had heard back from the email being the first point of contact.  

I developed qualitative research questions as guidelines during the semi-structured interview. 

These questions were phrased as general and used more as action-oriented exploratory verbs 

(Kallio et al., 2016; Harvey, 2011), which allows a deeper understanding of the situation and 

interaction. Questions were used as a reference point for a conversation, rather than having a 

restricted conversation based on a fully structured interview (Goldstein, 2002). 

Data were collected through semi-structured questions developed as a guide to my inquiry, 

which are not strict to follow but helps the researcher have consistency across the sample 

interviews. Semi-structured interviews allow flexibility of the research to follow up questions 

and formulate new questions driven by the conversation (e.g. Bryman, 2016; Adams, 2015). 

The questions were designed as fifty minutes interviews and comprised of three parts (see 

appendix A). First, the participant's working experience and their role in the current firm were 

discussed. This aimed to understand, the change in their career and how they joined the FinTech 

firms. Second, I specifically considered the firm's talent management practices asking 

participants to describe their experience with talent management, what talent means, and how 

they have maximized organizational resources. I probed to explore the key characteristics of 

talent, how they have been managed and any changes made in response to Brexit transition 

period. Third, I enquire about talent mobility practices and their traveling frequency to date, 

what were the motives and length of travel or relocation. I probed to explore the mobility of 

talent being initiated by firms or talented employees themselves. Finally, I asked about any 

other comments regarding the topic which may have not been covered and might be insightful 

for this study.  
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Consulting literature on doing interviews with business elites suggests that elite subjects prefer 

to be asked open-ended questions (Aberbach and Rockman 2002). I have asked an open-ended 

question followed by closed-ended questions as suggested by Rivera et al., (2002). For 

example, I asked why would employees move into other offices? This gave participants an 

opportunity to respond in their own words to what reasons were impacting talent mobility. And 

followed up with a closed-opened question what is the length durability? Short-, medium-, or 

long-term. I started all my interviews by asking participants about their background and work 

experience. This allowed them to speak broadly on their terms and build trusting 

relationships.  I have kept consistent with each participant by explaining the research purpose, 

the use of data, confidentiality with the University of Bristol ethical policy, and confirmed once 

more their permission to use an audio recording device.  

4.4.5 Data analysis 

Analysing data from the interviews was challenging. I transcribed interviews in full, as it was 

suggested from literature (McDowell, 1998). According to Sayer (2009), the power of analysis 

of qualitative interviews derives from the ability to explain much by little. Here, the researcher 

holds a significant degree of power in the narrative created from interviews and influenced by 

time deadlines. I adopted a systematic set of coding and recording processes for analysing 

interview transcripts. This method is informed by techniques of qualitative research (Aberbach 

and Rockman 2002; Bryman, 2012) that guide the researcher through building rather than 

testing theories. Firstly, I sifted the data through open coding, annotating, and making notes. 

This process started with transcripts analysis, making particular observations of actors 

involved, their motives, characteristics that could have impacted the issues that were discussed. 

Reading through sentences and paragraphs I gave each case particular themes or codes. As the 

patterns were formed were linked down as theoretical memos. I used the participants' words to 

identify open coding about phenomena, which were classified into categories with specific 

labels. The themes were then re-defined and analysed in relation to the extant literature, through 

the research process, I remind myself of the overriding research questions. Braun and Clarke 

(2006) suggested that the theme should capture words or metaphors in the data that are related 

to the research questions. Themes frequency across datasets does not automatically indicate 

that is more or less important than another that has few instances across the data. In this study, 

the theme is reflected in the extent to which it ‘speaks to’ research questions and contributes to 

theory building (Ryan and Bernard, 2003).  
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I have kept contradictions from the interview responses as a source of potential fruitful new 

lines of inquiry, rather than being seen as problems. To support data management, I relied on 

the functionality of the NVivo software analysis tool and note here that the software does not 

conduct analysis but rather is only a tool that researchers use to conduct analysis (Woods et al., 

2016). In the analytical process, I was focused on repetition, metaphors or analogies, and 

similarities and differences (Bryman, 2016). These enable moving back and forth between data 

in different levels and subthemes (Ryan and Bernard, 2003).   

4.4.6 Ethics 

Considering that qualitative research reveals people’s experiences, perspectives and histories 

in dealing with social phenomena (Bryman, 2012), through direct interviews with them, their 

confidentiality is protected. Two main ethical principles were adopted, informed consent and 

anonymity (Allmark et al., 2009). These principles were applied through each stage of the 

research (data collection, recording, transcribing, analysis, and reporting). The consent form 

clearly states the research aim, use of data for the purpose of the research only, and any written 

academic paper based on the thesis outcomes. The interviews were asked to agree on the direct 

quotation of their responses while keeping any sensitive data anonymous. Their right to 

withdraw at any time from the interview or refuse to answer any of the questions was clearly 

communicated, although this request was never made during the fieldwork.   

The research was approved by the University of Bristol, School of Finance, Economics, and 

Management (at the time of ethical approval) ethics committee. In line with the ethical 

guidelines, the ethical consent form was sent to potential participants prior to the interview. To 

ensure anonymity and confidentiality I have assigned interview numbers (e.g. 1, 2, 3…) so that 

the individual characteristics cannot be identified (Drew, 2014). Additionally, I have not 

revealed firms' detailed information in this dissertation. For example, I erased firms named 

being referred as it might help participants being identified.  

Data were stored in the University of Bristol could data protected with a password. The list of 

contact details, participants list, consent forms, transcripts were also stored with passwords 

whenever available. The physical consent forms were stored on my locked lockers at the 

University office, protecting the confidentiality of the soft and hard data of this study. 
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4.5 Elite interviews 

As one of the main objectives of this thesis is to understand the perspective, meanings and 

mobility of global talent from the executives’ and managers’ experiences, the research 

methodology leads to an interpretive approach. The information exchange and development of 

talent mobility are not defined or examined purely on ‘objective’ or statistical data as the world 

is organized in a subjective manner that is open to different interpretations. Understanding the 

world through patterns is a mental world of operation rather than an object or arrangement 

(Paine, 2015). Enabling “hidden logic” between processes to create a bigger picture of 

phenomena, which might sometimes conflict with objectivity. Semi-structured interviews 

adopted here allowed the content of interviews to be guided by the knowledge of the elite 

interviewees. In exploring the views and experiences of executives and managers as key actors, 

I argue that each interpretation is equally valid and accurate insofar as they reflect the 

worldviews of the actors concerned. In other words, understanding what people believe is more 

important when analysis their consequences (Baker and Edwards, 2012). In this vein, this 

research interprets subjective understanding of notions, motivations and relationships between 

individuals, firms, and the ways in which talent mobility is experienced, understood and acted 

upon. The research is focused on small sample sizes, but more intensive and in-depth analysis. 

The idea is to emphasize “the rich of information” rather than large statistical representation 

(Beamer, 2002). 

The task of interviewing the business elite that I define here are those who occupy executive 

or C-level positions (e.g. CEO, CFO, CTO), professionals, senior managers within the firm. 

They are often regarded as people at the top position of the pyramid or organization (Woods, 

1998). Nevertheless, these positions are not excluded from elite status because certain actors 

are deemed elite members as they have a strategic position within a social network (Pettigrew, 

1992). These participants have a significant influence on the decision-making of global talent 

mobility within and outside the firm, as such interviewing them was a challenge. This is similar 

to Zuckerman's (1972) definition of elite but below the ‘ultra-elite subjects’. Additionally, 

being part of business elite in London’s FinTech community, might not indicate the same status 

in another community. Also, there are a variety of senior management titles that varies across 

firms, and defining the elite group becomes more difficult (Harvey, 2010). As such, I have 

adopted the term business elite to describe those individuals who at the time of the research 

occupied senior management positions within the FinTech firm and were influential decision-

makers for their FinTech firm headquartered in London.  
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It has been argued that gaining access to an interview with business elites is more difficult than 

other groups, as they have more knowledge, power and status that could manipulate research 

results and even dissemination (Morris, 2009). Elites often receive training on public relations 

and how to manage tough questions from journalists, avoid certain issues and keep on message 

(Harvey, 2020). Obtaining an interview with these people can be extremely difficult 

considering their demanding schedules, as well as the number of requests that they receive 

from different stakeholders (e.g. journalists, researchers, academics). Although living in an era 

of social media, e-mail, and personal interaction (prior to the Covid19 pandemic) approaching 

the business elite has been relatively easier. Having a direct connection through digital social 

networks such as LinkedIn, I have significantly increased the opportunity to gain access, 

through direct messaging them and explaining what the research is about and why it is 

important. I also explained why I want to speak to them and how their help, by participating in 

my research would insight understanding global talent mobility within the FinTech community. 

In a similar vein, Clarks (1998) suggests that some employees prefer being interviewed because 

it contributes to their elite status within the firm or sector. Presumably, the reason why many 

of the elites were interested and agreed to participate in my research was because of the increase 

in competition for talent and uncertainty created by Brexit, they were keen to learn more about 

talent mobility within FinTech firms. Hence, I gained access because they clearly understood 

my research objective and how they can benefit from it.  

After the initial access with business elites, I also used snowballing or the “reputational 

method” (Noy, 2008) when researchers rely on participants to supply names or introduce them 

to other potential participants who are prominent actors and knowledgeable to contribute to the 

research. Previous experiences have shown this method to work better with elite professionals 

due to their busy schedules made it easy to obtain interviews through recommendation or 

introduction from another contact.  

Being fortunate enough to gain access to the business elite, I have shown flexibility in arranging 

the interview based on their time schedule, place, and location. I have conducted 34 interviews 

in person at the interviewee’s office. Interviews with those working in shared offices were 

taken in small conference rooms and in a few cases outside the office building in nearby cafes. 

The other 5 interviews were conducted using Skype for business among which 4 were due to 

the distance being outside the UK, and the last one due to the Covid19 pandemic restrictions 

imposed for in-person meetings. The interviews conducted in the firm facilities were noise-free 

in recording, although three interviews (two with female and one male senior managers) were 
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not relaxing and it felt more of litigation than an interview on the topic of how the firm is 

managing global talent mobility. Interviews in the nearby coffee place tend to be noisy, but 

more relaxing in having a conversation. In some cases, my interviews have also been 

postponed, but my flexibility was appreciated by the participants and the interview was of 

better quality.  

There are many mistakes that I have made as a junior researcher (see Mullings, 1999) or 

‘inexperienced’ in conducting elite interviews. I was focused on asking all the questions in the 

same order as prepared so that I can easily manage the data analysis process, rather than 

focusing on conducting high-quality interviews. Being successful on conduct 39 interviews 

with business elites, I have found myself (presumably) in five cases that interviewees were 

unimpressed with the conduct and questions of the interview. This lies with Empson's (2018) 

findings that professional elites have often been unimpressed with the conduct and questions 

of interviews by scholars. However, I have managed to keep a genial conversation flow, given 

the opportunity to elites to ask questions prior to the interview and be open to adding any of 

their observations or reflections at the end. This is in line with Harvey's (2020) suggestion that 

this interview strategy will lead to both the interviewee and interviewer being satisfied and 

having the opportunity to thank the interviewee in the end.  

 

4.6 Reflexive positionality 

 

In qualitative studies, the researcher’s positionality influences the totality of the research 

process (Rose, 1997). There are three primary ways that I have used to identify my 

positionality. First, position myself as a subjective - how my personal position has the potential 

to influence my research. Second, position myself in a relationship with participants by 

indicating how I view myself and how the study participants viewed me, by being fully aware 

of my bias in perceiving others. Third, position myself within the research context and process, 

by considering time as another key component of reflexive positionality (Sultana, 2007).  The 

researcher’s nationality, age, gender, language, social class, physical factors (Clark et al., 2013) 

are among the major factors influencing the data. Such factors are themselves problematic and 

academics attempt to problematize the research process, however, they might not be obvious 

for the research and participants. The way others view one’s positionality could be different 

from own’s perception, and the researcher’s values and knowledge change over time. 
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Therefore, the subjective contextual aspects and ‘situatedness’ change over time (Rowe, 

2014).  

At the beginning of my research project, I thought that my identity as a non-native English 

speaker and an ethnic Kosovan would be difficult to ease communicate with high-profile 

businesspeople within the FinTech community. These were probably naïve assumptions as 

contrary to my expectations, I had greater interviews with the native English-speaking 

participants, compared to other migrant nationalities. To the British participants, I am a white 

foreign female researcher, based in the UK, with an interest in their experience to contribute 

(presumably) in the FinTech research. Given that my research was conducted in 2019, 

a considerable early stage for the academic interest in employees experience within the Fintech, 

I stand out of others who come into contact with the participants, rather myself as a person. 

This helped me gain access and interact throughout my research process.  

During the interviews with the executives, I perceived myself as being stressed. This was 

apparent when I had to deal with follow-up questions to tease particular details and corroborate 

the validity of claims (Creswell and Miller, 2000). This was still difficult at a time with other 

levels of interviews (for example managers, recruiters) because I did not have the native finesse 

as I would do with the interviews in my mother language. Although, as a foreign English 

speaker, I seem to have limited space to ease access and communicate with government and 

regulatory officials. I only managed to obtain one with a regulatory FinTech official. Apart 

from the limitation in gaining access with executive participants, I was also told by a number 

of managers that due to the firm’s privacy regulations they are not able to give interviews to 

scholars without approval. Such approvals were difficult to obtain, apart from one case when I 

had also signed the inside firm’s privacy agreement that I will not disclose any of the 

information obtained from the employees.  

Even after getting successful access, through specific recommendations, or my persistence in 

contacting potential participants, the interview process proved to be more difficult than 

anticipated. I found myself confused about knowing how far I can press due to cultural 

differences and worrying if I would be perceived as rude! This made it difficult to obtain 

managers' views and experiences with the recruitment process. I have also questioned the 

usefulness of one interview. I adopted McDowell (1998) positionality according to the 

interviewees. I played dumb with patriarchal figures, which in my case was one woman in a 
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senior managerial position. This contradicted McDowell’s sisterly approach with women, but 

that could be due to age and position differences.  

Advice from social researchers and consulting research methods books (Bryman, 2015) doing 

qualitative interviews, indicated that my experience is common; managers and government 

officials might be perceived as taciturn in interviews. As a result, I used government and 

industry body reports, news which was still very informative if known how to read between 

the lines. This helped corroborate what I read from publicly available reports, which I could 

triangulate with interview data from one of the industry officials.  

On the other hand, being an ‘outsider’ was important in conducting the research. 

Epistemologically this is concerned with being members of specified groups, or collectives, or 

occupants of specified social status (Merton, 1972). Others identify insiders with characteristics 

(including gender, race, class, sexual orientation) of the group being researched (Kusow, 2003). 

It was possible that participants might regard me – as a white female who does not share their 

ethnicity and nationalities, their mother language as a native speaker, and social background. 

The data collection might have been different if collected by an ‘insider’ who is a native speaker 

with similar social background. Being British might be successful in retrieving sensitive 

realities that an ‘outsider’ might find hard to understand. This might have limited my research.  

The debate on distinguishing between an insider/outsider researcher is not easily made. They 

might change with each interview given that each participant has a different social background 

(Breen, 2007). The key to a successful interview consists of the creation of a relaxed 

atmosphere when both the research and participants talk freely (Petkov and Kaoullas, 2016) 

and trust each other (Mikecz, 2012). I notice that interview's attitude changed after explaining 

my background and interest in the research, often within the same interview. I moved from 

being unqualified to locally trained researchers worthy of their time, trust and respect (Herod, 

1999). Therefore, the interview techniques are more important than being an insider or outside 

(Mullings, 1999). I have followed the next rules to keep the interview consistent and make 

participants comfortable in speaking. 

o   Not interrupt participants while answering questions and give them the opportunity 

to ask questions to me if my question was not clear.  

o   I have to avoid given impressions while they provide an answer to limit directions. 
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o   Used familiar words to create an informal atmosphere and overcome any language 

barriers. For example, I have referred to employees instead of only using talent, even 

though they might be perceived differently.  

• To weaken sensitive questions when I explore mobility frequency I asked, “do you 

travel to other offices for work purposes?” instead of “how often do you travel”. This 

helped participants elaborate answers to the questions instead of just counting the 

number of times.  

 

4.7 Conclusion 

 

As a conclusion, exploring individuals' experiences in the FinTech community with regard to 

global talent mobility depends highly on the subjects (in this case business elites) being 

investigated. Qualitative interviews depend on the positionality of the researcher and the 

interviewees (McDowell, 1998). Despite all the reasons discussed for chosen business elite 

interviews as methods to optimize investigation of global talent mobility, gaining access, 

conducting an interview, and analysing data is more challenging than anticipated. “A great deal 

depends on luck and chances, connections and networks, and particular circumstances at a 

time” (McDowell, 1998; p.2135). My research was also guided by the chance of living in 

digital era, when connected with people of different profiles become easy than ever before. 

Also, the use of professional networks such as LinkedIn and the lack of early studies in the 

FinTech community captured the attention and interest of business elites in this community. 

The research journey proved to be rich and ambiguous, as it is the world of doing qualitative 

research. The research process had moments of insights, enjoyment and intimidation and 

confusion. Critical and reflective engagement with qualitative research (Bryman, 2004), in 

particular, elite interviews literature (see Harvey, 2010; Goldstein, 2002) I have managed to 

successfully obtain interviews and keep the consistency throughout the process.  

This chapter also discussed the reasons why the qualitative method was chosen, underpins 

theoretical frameworks and set out the research design. Then the last of the chapter discussed 

detailed characteristics of elite interviews, challenges, and benefits of doing interviews with 

the elite – as defined based on a firm's position level and influence decision-makers of global 

talent mobility. The fieldwork challenges discussed in areas of gaining access, sample size, 

data collection and analysis. Above all, reflecting on my positionality as a researcher with 

different identities perceived (presumably) were discussed. Each interview was different and 
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there was no “one-size-fits-all” (Solarino and Aguinis, 2021), therefore I position myself 

sometimes as an outsider, inquiry student, sometimes as a knowledgeable researcher. There 

were also other roles that I could not take control over. As a researcher positionality, I changed 

from the first to my last interview from being inexperienced to a more experienced researcher. 

Therefore, the kind of data collected has been also influenced. The shift in position indicates 

that the study information cannot be claimed universality.  

Additionally, the transparency and reflexivity in presenting the methods of this empirical 

research built ‘rigor’ as suggested in qualitative research (Maxwell, 2008). The quality of the 

research is not judged on the repetition, representativeness, and universality but rather on the 

validity of claims made (Herod, 1999). Qualitative research is only a different methodological 

approach, and it does not imply ‘lower standards of evidence, but different standards (Peck, 

2003). Ensuring certainty in the claims that I developed in this research, required the use of 

other sources to reach triangulation of information and validate the process using qualitative 

interviews.  
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Chapter 5: Data findings and analysis 
 

5.1 Introduction 

“The main problem is getting the right people on board (…)  

in the right positions in order to keep fostering the growth  

and keep margins low” (Interviewee1) 

 

At the heart of FinTech firms is the argument that the firm’s performance is assessed through 

its ability to attract, recruit, and retain talent (e.g. Alvesson, 2000; Stahl et al., 2012; Sparrow 

and Makram, 2015). This is expected to be driven by knowledgeable and skilled individuals 

either in Fin, Tech, or general business positions. They are seen as differentiated individuals or 

group of individuals who are willing to contribute their skills, knowledge, and potential in 

solving today and future financial service problems of the end users. Therefore, it is the 

experience of the executives and managers in the FinTech firms central to this study, to further 

examine the meaning of talent, how it is managed, and what is the role of talent mobility toward 

sustaining competitive advantages in the market. The need for reconceptualization and 

empirical investigation of talent, through individuals’ experiences in emerging FinTech firms, 

as knowledge-intensive firms, and the incorporation of mobility for the diffusion of knowledge 

is a feature of the current literature (e.g. Collings and Mellahi, 2009; Gallardo-Gallardo et al., 

2015; Mellahi and Collings, 2010; Al Ariss, 2014; Whelan et al., 2014). Therefore, in this 

empirical study, I have answered the following three research questions to better understand 

how global talent is defined and managed in these firms: 

(1) How do knowledge intensive organizations conceptualize global talent? 

(2) How knowledge intensive organizations attract and retain global talent in a volatile 

environment?  

(3) How do knowledge intensive firms manage global talent mobility?   

 

In doing so, the chapter presents key findings of global talent mobility within London’s 

FinTech community through the theoretical lens of transnational elite talent (e.g. Harrington 

and Seabrooke, 2020; Saxenian, 2005; Beaverstock, 2018), transnational communities 

(e.g. Morgan, 2001; Saxenian, 2003), and international human resources management (e.g. 

Collings, 2014; Collings and Mehalli, 2009; Stahl et al., 2012) theories. Building on the 

theoretical framework in chapter two (specifically sections 2.2; 2.9; 2.10; 2.11;2.12) and 
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research context in chapter four (sections 3.4.1 and 3.4.2), I now present the main findings of 

this study.  

The rest of chapter is structured as follows. First, a data analysis of the first study London’s 

FinTech community is summaries to illustrate data analysis process. Second, the first findings 

indicating the meaning of global talent are presented, followed by second findings in 

identifying the global talent management practices are showed. Third, findings explaining 

global talent mobility are presented. Finally, discussion and conclusion of the chapter is given.  

 

5.2 Data analysis 

 

There are four main themes that have emerged in this study with regard to the meaning of 

global talent. Figure 4 illustrates the transformation of qualitative data from first codes to 

second and emerging of thematic themes that provide the answer to the RQ1: How do 

knowledge intensive organizations conceptualize global talent? The following table 6 provides 

a detailed explanation of the themes and how data were transformed from raw information to 

meaningful themes.  

Figure 4: Emerging themes: Global Talent meaning 
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As it can be noted, the thematic analysis of qualitative data is presented to support the 

methodology transparency and literature review. This methodology has been also used in other 

studies see for example (e.g. Sidani and Al Arris, 2019; Collings et al., 2015). The inductive 

qualitative method applied in this study (see chapter 4) allowed me to transform the raw data 

into first codes through the help of theoretical foundations, coming to the first 20 codes. With 

the support of theoretical understanding from both the data collected and literature review as 

part of thematic analysis, I classified first codes into second codes resulting in 10 codes. By 

applying thematic interpretation analysis, I was able to confirm the four main emerging themes 

that are of the main importance to answer the first research question. 

The most important findings are presented in the following part. First, global talent is context 

based – as such what talent means within London’s FinTech community, might not be the same 

within another FinTech community. Second, global talent is continuing to be highly mobile 

individuals despite the technological advancement both virtual and physical mobility is 

characteristic of global talent. Third, global talent are differentiated individuals or star 

employees, or A-performers. Fourth, global talent is characterised by their roles and position 

within the firm's level (e.g. pivotal and strategic positions). A detailed explanation is presented 

in the following part.  
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Table 7: London’s FinTech community thematic analysis summary 

Emerging Themes Theme explanation 2nd order codes  

Global talent as context – based  What talent means in one firms, organization 

or community might not mean in another 

settings. Decision makers and employees 

understanding of talent is embedded in firm’s 

context. In other words, talent is influenced 

by time (here or future), position (e.g. 

executive, managerial, general) and place 

(e.g. London). 

• Firms cultural fit, strategy, objectives 

• National (e.g. London) vs. 

transnational talent (subsidiary offices) 

• Qualities of global talent in relation to 

the firm 

• Firms characteristics in responding to 

talent 

 

Global talent highly mobile individuals – 

transnational elite talent 

Being global talent indicates that frequent 

traveling between headquarter and 

subsidiaries and the other way around.  

• Frequent traveling between home and 

host countries 

• Business meetings, workshops, and 

social events attendees  

• Frequent travellers for work-life 

balance (e.g. family and personal 

reasons) 

• Self-management of personal career 

 

Differentiated individuals – star employees 

Elite talent 

As contextual based talent, differentiated 

individuals are considered based on their 

current and future potential to contribute to 

the firm and their self-growth. 

• Knowledgeable individuals willing to 

contribute to the firms problem-

solving activities  

• Skilled individuals using such skills to 

transform existing processes and 

products 

• Success oriented and performance 

focused 

• Promised to deliver value and 

contribution to the firm 

• Willing to take extra roles when 

needed 
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Pivotal and strategic positions 

Managerial and strategic positions 

Talent expectations to take up pivotal and 

strategi positions within the firm. They are 

expected to contribute to firms strategic 

objectives, future development and prioritise 

both individual and firms performance at top 

of their priority.  

• Take leadership ana managerial 

positions 

• Be a team player and built trust during 

uncertain times 

• Build strong relationship with 

stakeholders 

• Contribution to the future growth 

goals  

• Take ownership responsibilities  

Source: fieldwork
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5.3 Findings 1 – the meaning of Global Talent within London’s FinTech 

community 

 

The above mentioned four main findings will be further analysed in this part, interpreted and 

supported by the direct quotation extracts from the interview data, anonymised as explained in 

the methodology section 3.4.5. The first finding of global talent is that it has a a variety of 

meanings depending on the context used and the mobility associated with global talent were 

common among all participants. However, there were differences between the Fin and Tech 

participants in perceiving talent as pivotal and strategic positions, respectively. Also, Fin 

participants interpreted talent by referring to knowledge and experience as qualities, while Tech 

talent was focused on skills and Science Technology Engineering and Mathematics (STEM) 

qualifications. Similarly, even though mobility of talent was identified as a key characteristic 

across the participants, the Fin were mainly referring to the mobility of talent initiated by firms 

(e.g. project based assignments), while Tech participants were referring to the mobility of tech 

talent initiated or negotiated by tech individuals to choose from where they want to work; for 

example, work from their home countries, relocate to another city (e.g. London, Paris, New 

York) due to personal reasons and not necessarily assigned by the firm. Each of the findings 

will be further elaborated in the next part. 

5.3.1 Global talent a context-based meaning 

The interpretation of global talent by the decision makers (e.g. C-level, managerial positions) 

experience matters. The executives and managers as the main influencers of talent activities at 

the firm level represent the key actors who are expected to understand who talent are. These 

empirical findings support the challenge identified in the literature to have a common definition 

for global talent phenomenon that can be easily applied across different domains, building on 

literature evidence that the meaning of global talent varies across firms, sectors, and industries 

(e.g. Gallardo-Gallardo et al., 2013; Lewis and Heckman, 2006). The perception that one has 

been identified as talent in one firm, may not be perceived the same in another firm (e.g. 

Gallardo-Gallardo et al., 2020; Groysberg et al., 2008). Therefore, this study findings showed 

that talent is perceived in relation to the firm’s cultural and strategic fit, as the following 

interviewees remarked:  

“[…] if we found someone that was a really strong engineering manager, for 

example, then that's probably something that would really entice us. But it's not just 

about the skills for us. We want the skills, but we also really want people to match of 
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our values and match our company culture. So that's a huge part of our interview 

process as well. So, it's not just, oh, that person over there has got X, Y and Z skills. 

[…] They also need to know maybe they have X and Y skills, but they're an amazing 

culture fit.” (Interviewee22). 

“We recruit people for the right aptitudes and skills. We will train with a skill-

based approach, so we hire predominately on the values set. We will train people with 

instead of competencies […]”(Interviewee27) 

Similarly, another interviewee indicated that talent is about individuals’ current and future 

potential to bring to the firm. They might have the needed skills and knowledge, however, there 

is always demand for their potential to grow together with the firm: 

“I would say 90 percent of the time it comes down to attitude and willingness to 

learn. So again, I go back to what I said about a lot of organizations nowadays hiring, 

or wanting to hire the top talent. That's not necessarily defined by experience or existing 

skills. It's more the sort of potential that they see in you as an individual to grow with 

the organization. So, you know, 90 percent of the time it's very interesting because these 

are the types of organizations that would arguably rather hire someone with less 

experience, but a better attitude or you know more willingness to learn, than hire 

someone who's already done the job for five or six years. It's interesting to see that and 

it's great” (Interviewee2). 

“I find the talented employees very proactive, and they always research about 

everything. For example, they want to learn more about the industry, about the different 

FinTech competitors! Based on data collected and analysed they come with specific 

product proposals to the executive team or a different process or sales approach from 

what the firm could benefits” (Interviewee9). 

“To me talent is having a balance of technical know how functional and 

understanding as well as the ability to solve problems using creative ways right. So 

people who demonstrated these three traits as well as not being very dogmatic. You 

give them more and more responsibility and try to ensure that they do well in their 

careers, they do not just build in their careers, but do well for the firm and the role” 

(Interviewee14). 
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These findings show that firms represented by decision-makers employees, conceptualize 

talent based on the firm’s cultural and strategic fit. Further, the use of the firm’s growth stage, 

product and service specifications provided to the end-users are used to categorize individuals 

as talent for the particular firm. Therefore, the talent career opportunity goes hand in hand with 

the firm's growth, so that talent continues to contribute to the future competitive advantages of 

the firm.  

5.3.2 Global talent as highly mobile individuals 

Consistent on each of the interviewees' definition of talent was the perception of ‘mobility 

experience’ of talent. That is having frequent traveling between headquarter office and 

international offices either for customer meetings (e.g. product sale) or interwork purpose 

between transnational subsidiaries. One illustrative example of global talent as highly mobile 

individuals, in this study, began on the association of frequent mobility of talented employees 

on pivotal and strategic positions (e.g. CEO and Chief Product Officer) as stated below:  

“They travel frequently, as many of our clients are global. So, our CEO will go 

to Australia frequently. Sometimes other individuals in senior position will join the 

CEO in a business trip. For example, our chief product officer and CEO just went over 

to Paris last week, just to pitch the customer or the reverse of our customer. And then 

there is Berlin later, Zurich and the USA as well. Yes, you see more and more 

international travel as we have a very large number of international customers, and 

international travelling is definitely requirement in our firm” (Interviewee39). 

Similarly, another interviewee indicates that traveling is expected across the firm level. And 

the length and frequency of traveling vary across the positions, from a week once a year to 

every single week, or the alternate week throughout the year:  

“But one example being, we have some employees that spend two weeks in Ireland, two 

weeks in the UK. That travelling every single month. We also have people who spend. 

One example, one of our operations team, three weeks in London, one week in our 

Amsterdam office. We have people that would probably only travel once a year for a 

training session. But I think people do travel quite a lot. Some of our very senior staff 

are C level staff our CEO or CEO of CPO CEOs will go around offices all throughout 

the year. So one week in Toronto, one week in Milan, one week in Athens. So, yes, 

people travel a lot, actually” (Interviewee2) 



131 

 

As it can be noted, individuals in executive and strategic positions are expected to travel 

frequently. Nevertheless, the choice of traveling is not always embedded to the firm level. 

Other individuals decide to engage in frequent business traveling instead of relocation to the 

country or city of the firm’s headquarter office. This is supported by the following examples: 

 “We don't, we cannot afford the cost of relocating people. So, we had a case of 

somebody in London because his girlfriend was moving to Paris, he moved to Paris 

based on his own will. We just accommodated his request, and he continues to work for 

us from Paris.  And then we have the French, [position mentioned] who lives in 

Luxembourg, and he still lives in Luxembourg. He commutes to London every week. We 

did not have many of these cases, as other larger organization, but when you are 

FinTech again, you hire them where they are. And you know, the [position mentioned], 

in Luxembourg, he commutes (to London) every week. Instead of the firm supporting 

with relocation expenses, here his commute expenses are his problems, we do not pay 

for his trips as was his choice to commute once a week” (Interviewee15). 

 So I mentioned earlier that we operate in the UK, in Portugal, in France, in the 

US and in India and in Singapore. Currently, that's where we have offices. And so we 

have talent in each of those locations, so we hire globally. And it's not unknown for us 

to hire Portuguese people to come to the UK, for example, or UK people to go and work 

in Portugal for us to hire USA people in the US. But so we do. To answer your question, 

yes, we do international recruitment of talent (Interviewee21). 

Thus, the ability to be mobile is still desirable across London’s FinTech community. The 

expectation to travel frequently for meeting up with clients, visiting international offices, short-

to-mid-term relocation for setting up an international office, building on networks, attending 

workshops, and social interaction are still present, despite the opportunity for virtual 

communication and engagement. Although, there are a few differences between Fin and Tech 

participants that will be discussed in the following part.  

5.3.3 Differentiated individuals – star employees 

This study participants have perceived talent as differentiated individuals by referring to them 

as the best and the brightest individuals. Many of the participants used the words ‘stars’ and 

‘A-players’ to describe the talented employees, see table 7. For example, one interviewee 

indicated that talent refers to “Its people that are good at what they do. Not just people that can 

do what they do, but people that are the best at what they do. But that also fits our values and 
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our kind of goals as a business. So, we're looking for the best talent. We're not just looking for 

people to fill a seat, […] I think everything is key” (Interviewee22). 

 

Table 8: Interviewees comments on star, A-player employees 

Interviewees Star or A-players 

Interviewee19 “Well, when we think about stars, here in (Company Name), we're talking about 

people who are going over and above. In terms of what they contribute to our 

organization. Now, that's quantified differently, of course. […] This is what we're 

aiming to achieve in 2021 for example, specific objectives. This is our ambition; this 

is where we want to be. And a lot of that isn't down to, you know, we want to sell X 

or we want to deliver Y. It's more about the behaviours of the individuals within the 

organization. When I talk about Star, I talk a lot about those people who are aligned 

to the behaviours and the crew can evidence that they've gone over and above what 

they do. How do you quantify that? And again, there are different grades that we 

have within our organization. At the end of the year now, we review each position 

based on their pre-set objectives and standards”. 

Interviewee11 “Well, look, if you can be a ‘A player’ in any role in the organization. It just means 

you are a good fit for the role (when hiring externally) or you are in (working for 

the firm) and be provoked when you become a good fit for the role. Basically, it's 

not that we had to deal with individuals in terms of good or bad people. They are 

all good people trying to do their best, however, some of them are not suitable for 

management positions, but that's not that doesn't make them bad or bad 

performers”. 

Interviewee10 “[…] So for us, we're trying to find the best opportunities to attract the best people 

that, you know, the A players at the end of the day”. 

Interviewee29 “[…] So, we're looking for people that are good at what they do there or stars. 

They're good software developers or they're good testers. They're strong 

researchers and people who we think are going to grow. We look for pragmatism. 

We're not interested in people who just want to build a castle in the sky. We want 

people that want to build software and ship it. Those are all way more important 

than having a specific fintech experience”  

Source: fieldwork 
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This further support the meaning of talent as context-based given that “Star” and/or “A players” 

individuals are defined in terms of their fit with the firm, not only their personal qualities e.g. 

skills, knowledge, competencies; but how well they fit with the firm’s current and future roles.  

5.3.4 Pivotal and strategic positions 

In analysing data in this study, there is clear evidence that participants perceive talent in relation 

to the firm's pivotal and strategic positions. In other words, individuals working in C-level 

positions (e.g. CEO, CFO, CTO, COO), senior managerial roles (e.g. head of HR, head of 

finance, engineering manager, team leaders), and strategic positions (e.g. engineer, product 

developers) are perceived as talent. As one of the participants responded to the key positions 

as:   

“[…] Well, I guess the list is pretty standard. So chief product officer, chief 

technology officer that worked really well together and complement each other and 

technology side. Chief operating officer, make sure everything is running and working. 

A good CEO, of course. Probably a good CFO. Then beyond that, it depends on the 

profile of a company, somebody senior in marketing and or somebody senior in sales. 

Which I guess some companies call chief revenue officer, but head of commercial, 

whatever it is. And then again, depending on the focus and profile, the company either 

like a chief marketing officer or like a V.P. of marketing. And probably, of course, last 

but not least, the head of people or H.R. or whatever it might be called. Like for me, if 

those roles are in place, they pretty much cover everything. Now, some companies like 

(Company Name) have a specialist area around machine learning and research to the 

extent where we have quite a senior executive in that area just on its own because it's 

a core part of what we do in our future. But that really depends on the company 

(Interviewee28)”.  

Similarly, another participant in finance stated that, “[…] the three founders are very important 

and particularly the CEO and the COO. Finance is an important role. Head of HR is an 

important role, head a product, head of strategy, head of technology are all key roles” 

(Interviewee21). The indication that individuals working in c-level jobs and strategic ones drive 

the firms' strategy are evident in this study's findings. They argued that the firm might still run 

if any of the managerial and operational positions are lost and replaced. But if they lose 

individuals working in C-level positions all at once, the company would be in trouble. The 

following interviewee stated: 
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“My peers at the C level because we are driving the strategy. However, I think 

that, you know, we can drive strategy all we want. But if the managers and individuals 

are report to me, you aren't doing their job. It doesn't really matter. Being strategizing, 

we want. But if the work isn't getting done, then we're not going to go anywhere. So 

again, I think that you could probably replace me and the company would still do fine. 

But I say I think you could replace any one of us and a company would still be OK. I 

think if we lost this C level all at once, I think the company would be in trouble” 

(Interviewee29). 

Thus, the meaning of talent is heavily context based. These findings indicate that significant 

attributions of talent are given by the firms’ specific characteristics (e.g. cultural fit, strategic 

objectives). A significant contribution is given to the ability of individuals to be mobile either 

based on their own choice or initiated by firms. Such traveling commitments are largely 

expected across pivotal and strategic positions. When again depending on the firm, pivotal 

positions were C-level roles (CEO, CTO, CFO) and managerial or head of departments. While 

strategic ones, here were referred to as engineering and tech positions that contribute to product 

and service development. This is an extension of earlier literature classification of strategic 

positions that were only referred to the board, executive and managerial positions (e.g. 

Huselind et al., 2005; Collings and Mellahi, 2009). However, talent was also perceived in terms 

of time, being talent now and in the future, so talented individuals were expected to take up 

extra managerial roles and commit to long term firm’s objectives.  

Hence, defining talent continues to be a challenge. Global talent involves complexity in 

defining and identifying talent that cannot be easily adapted from one setting to another. Over 

time firms need to revisit pivotal and strategic positions and in consideration to future events, 

based on their experiences, to reconceptualize talent that fits within the firm’s status.  

 

5.4 Findings 2 – Different Global talent management practices between Fin and 

Tech roles  

 

In this section, findings that support RQ2 aiming to explore the global talent management 

practices of London’s FinTech community in attracting, recruiting, developing, and retaining 

talent, are given. To understand global talent management practices, the international human 

resource management literature offers suited support in the process of identifying talent 
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management practices, that could be used in the connection with a focus on talent themselves 

and the FinTech firms as knowledge firms (e.g. Alvesson, 2004; Collings and Mellahi, 2009; 

see chapter 2). Association of A – performers and pivotal/strategic positions with the 

processing of global talent management. Similarly, knowledge management studies refer to 

strategic objectives of knowledge management by adopting optimal, optimize, obtain, 

mobilize, develop and retain activities to optimize labour productivity of their workforce (e.g. 

Becker and Huselid, 2006; Boudreau and Ramstad, 2007; Whelan and Carcary, 

2011). According to previous studies in human resources management, the way organizations 

identify key positions, attract, recruit and retain talented individuals to fill in such positions has 

become crucial for keeping competitive advantages at the global level (e.g. Scullion et al., 

2010; Collings and Mellahi, 2009). Such practices and activities are firms’ internal 

prerequisites for effective external positions via global talent.   

Similarly, these findings revealed that global talent management practices used by the FinTech 

firms involved attracting, recruiting, developing and retaining talent. Therefore, these findings 

contribute to both human resource management (HRM) and knowledge management literature. 

The first and most important is that this study showed differences between activities used to 

manage Fin and Tech talent, as presented in table 8. Fin talent are attracted by using personal 

connections with existing colleagues or keeping contacts with ex-colleagues. Therefore, 

the recruitment process for Fin talent is more informal and in many cases is shown to be with 

only one final interview either with HR members or executives. Given that Fin talent are mainly 

associated with managerial and senior-level positions (e.g. head of finance, CFO, finance 

manager). Additionally, Tech talent is mainly attracted through social media interaction, when 

the technology used or the product the firm develops plays a key role in attracting the Tech 

talent. Given that such people might not know anyone in the firm, and their skills and abilities 

can be easily assessed, the recruitment process follows formal settings when the candidate is 

invited for test assessment (either send a problem to solve at home or ask them to solve during 

the interview process), then assessed on cultural fit with the firm and career expectations.  

This happens for non-managerial level positions and when hiring for future tech leaders that 

are developed internally. Since, in many cases for the Tech talent, given their shortage in the 

labour market, firms have directly poached senior tech employees in other firms to lure to 

switch firms. Thus it would be possible in the exchange of better benefits and greater 

opportunities (e.g. usually ownership product responsibilities), which will be discussed later. 

Additionally, developing talent has been considered across the interviewees. In particular for 
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Tech talent development to fulfil future leadership positions across such roles. This further 

supports the literature findings, that London has a talent shortage in filling in engineering 

managerial roles when compared to filling in finance roles (e.g. Sohns and Wojcik, 2020; 

Andrews et al., 2018). Finally, retaining talent are similar across both sides, however, tech 

talent requires challenging projects and working with the latest technology, so that they can 

continue to re-evaluate their skills and contribute to the firm’s growth objectives. That is not 

that different from Fin talent as their demand for international projects and development is 

present.  Each of the practices will be discussed in detail in the following part.  

 

Table 9: Global Talent Management between Fin and Tech talent 

Global talent management  Fin talent Tech talent 

Attract Personal relationship 

Recruitment agencies 

Social media 

Direct hiring 

Co-mobility 

Social media 

Recruit Interviews Tests assessment 

Interviews 

Develop International career opportunities Product ownership  

High levels of autonomy  

Retain Benefits and career opportunities Challenging work 

Quick career growth 

Source: fieldwork 

5.4.1 Attracting talent in London FinTech community 

Since FinTech firms are highly dependent on the attraction of either Fin or Tech talent to fill 

pivotal positions, they attract talent both in the national and international labour market. This 

is also possible through their international operation across borders as one of the participants 

stated: “we attract and recruit talent in the UK, Lithuania, Sri Lanka, Singapore, and Vietnam, 

where we actually have operations. And we tend to attract people who are internationally 

mobile” (Interviewee17). It is important to acknowledge that the way of attracting talent does 

vary across Fin and Tech roles. For example, for Fin roles firms uses personal networks (either 

virtual or in-person) as part of their attempts to attract potential candidates. While for Tech 

roles they use platform social media (e.g. LinkedIn) to attract tech-skilled individuals by 

presenting the firm’s innovative products, technology and future challenges as influencers to 
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capture the attention of tech talent. This is supported by the following two interviewees 

statements:  

“[…] So, people do find the fact that we are serious A largest series in Europe 

funded company now, which is cool. People do like the branding that we're doing 

across our LinkedIn platform and across different type of cultural, the cultural 

awareness. We show people also check out our Glassdoor, which is a very high rating 

at the stand alone, both from our CEO and also the wider company and there has some 

honest reviews, but also where we need to do better. And I think people find that honest 

endearing […]” (Interviewee30). 

“So obviously LinkedIn something called Hired, amazing hires, lots of different 

boards that we put ourselves out there and really try to make a name for ourselves. We 

go to a lot of job fairs, conferences and business cards trying to shout make a name for 

ourselves. We've just been awarded the best [FinTech name] business for 2019 literally 

couple of days ago. So we're plastering that all over the Internet, saying come and work 

for the best [FinTech name] business. It's just a combination of trying to do all that. 

But a lot of it is going into, especially the tech side. It's going into like developer forums 

and just shouting about us and try to get people interested” (Interviewee22) 

The next interviewee highlights the importance of personal social networks when it comes to 

finding the right people for the right positions, especially when there is high demand for the 

same talent to fill in pivotal positions. This is supported by the following interviewee statement:  

“I'm quite lucky in the sense that I built up a very solid network (personal 

relationship), specifically within financial technology. So, a lot of the time I'm asking 

people that I know and trust, to send any recommendations to me for executive 

positions. That's an area of a big success of min. Besides that, I think as a firm we are 

very much drawn to LinkedIn and other headhunting tools as opposed to other 

traditional methods that I've known recruitment businesses use, like advertising and 

job boards. Again, it comes down to type of quality that these firms look for and the 

niche skill sets that they quite often have. It's very rare that you'll find them reaching 

out to a third-party recruiter or recruitment agency to help them with the role. You 

know that they could fill themselves through their own networks. More often firms get 

on board people like me to help them find very, very niche positions and fill very niche 

role” (Interviewee2). 
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While for other positions, FinTech firms attract and recruit mainly through their HR 

departments since they find LinkedIn and personal network sufficient for bringing people on 

board without having to pay the high recruiting agency fees. This new technology has enabled 

firms to use their brand name, firms’ mission and vision to directly approach potential 

candidates and tell them more about the company or the job specifications. All interviewees in 

this study supported the use of networks such as LinkedIn or referrals in one way or another:   

“I use LinkedIn a lot, and I try to leverage the (Company Name) brand as best 

as possible. […] However, when I speak to a candidate and I tell them about (Company 

Name) and they look at our growth and the success […] I also attracts, I use the 

disruptive nature of (Company Name) or the fintech sector as a group to attract people. 

People want to work with FinTech now because it's growing […] So yes, the growth, 

the fintech sector and the career progression are the three main ways I look to attract 

talent” (Interviewee6).  

However, in times of urged need for potential talent, participants refer to executive searchers 

also known as, headhunting for talent (for functions of headhunters, see Beaverstock et al, 

2016). If they know that unique skills or executives, they are looking for are available in other 

firms headhunting is used. Also, in one case when a FinTech firm was closing down, the HR 

department has approached employees of that firm directly to attract and hire them 

(Interviewee29). Additionally, approaching employees directly is more used for hiring from 

similar firms in the industry rather than direct competitors. For example, firms operating in 

digital banking might prefer to hire from payments firms instead of other digital banks, as an 

interviewee stated that “we do not necessarily attract employees from other direct competitors, 

but other similar firms” (Interviewee10). Nevertheless, financial service was also a target for 

headhunting employees in particular for sales positions as they have knowledge of the industry, 

as one of the interviewees indicated that they prefer to “[…] hire employees from the business 

that sells software to financial institutions” (Interviewee21) or other companies that have a 

similar working culture, working in the same industry. And this was applicable for attracting 

talent in the national and international labour markets. As one of the interviewees indicated: 

“[…] So, yes, we headhunt and recruit from companies that have a similar working culture, 

that are from a similar industry, all the time internationally and locally as well” 

(Interviewee6).   
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By drawing on these talent attraction practices, now both the firm’s HR department and 

recruiting agencies are using similar technology that facilitates searching and getting in touch 

with potential candidates. In addition, beyond identifying potentially qualified candidates, they 

highlight the importance of convincing individuals to consider and then accept the position, 

even if they are not looking to switch firms. As one of the interviewees noted:  

“[…] But if you go to those people with a really good, compelling proposition, 

engage them in the right way, you can bring them on board. That's all of the philosophy 

I'm a very head-hunter basis, but I'm doing it or the FinTech does it themselves. It's 

very dangerous if they take a light approach. I would say of just putting adverts out 

there and a bit of word act there or some of them have a mix of using recruiters and 

doing some of it themselves […]” (Interviewee10).  

To sum up, attracting talent continues to be the key challenge of London’s FinTech firms. With 

the increased demand for specific tech skills and talent in executive roles, FinTech firms have 

adopted two ways of attracting talent. The first one was using personal social networks of 

existing employees within the firm, or ex-colleagues of the employees by keeping connections 

through social events. The second one was using platform social networks such as LinkedIn to 

promote the firms’ values (e.g. working environment, reputation, objectives and needed talent) 

to reach out to the talented potential candidates. Having understood the attraction practices, it 

is logical to further examine the recruitment practices that will be given below.  

5.4.2 Recruiting talent in London’s FinTech community 

By applying accurate recruitment and selection practices, FinTech firms, welcome talented 

employees on board. As mentioned earlier in section 5.3.1, talent should fit with the firm’s 

current and future goals (e.g. Gallardo-Gallardo et al., 2013; Lewis and Heckman, 2006). 

Similar to the attracting practices, recruiting practices are guided by what makes talented 

individuals interested in the position and determined by how they want to be treated in that 

position (e.g. Collings and Isichei, 2018). These study findings revealed that firms use both 

individual poaching (hiring an individual) and talent raiding (or hiring a team). The latter is 

more present in the London office, as illustrated by the tech participant example who indicate 

that the firm uses direct headhunting for the executive role and then is engaged in poaching the 

entire team to switch firms: 

“Oh, God yes, we have stolen a lot of employees of big companies, me included. 

So quite a lot of our employees have been people that somebody says to you, who's the 
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best? So until you've worked with that guy. So, we've gone and actively said, do you 

want to join us? Our most dramatic was that […] our head of talent used to run in […] 

for […] and we headhunt him and he brought his entire team. I don't think they (the 

organization) likes us very much right now, but yes, he came with like seven people 

came together. We haven't done that before” (Interviewee26). 

In other words, what we see here is that the approach adopted by poaching individuals might 

sometimes depend on the team-based knowledge when firms decide on luring not only an 

individual but a whole team. This is supported by the following example:    

 “[…] That's the thing that happens in our world. People get poached. You know, we 

just implemented a project for a bank. Seen this consulting for the last two years. That project 

is coming to an end, that consultants coming back, the bank will make an offer to the 

consultants; half the work double pay. And that's how we tend to lose the sort of experts” 

(Interviewee19). 

This is also supported by co-mobility of talent when several talented individuals move together, 

they retain a large amount of colleagues-specific knowledge (such as process and routines) that 

make the transition to the new firm easier (e.g. Campbell et al, 2014). Similarly, start-up 

FinTech firms relied on previous work connections and relationships to recruit people rather 

than hiring through job vacancies. This is also supported by the participant claimed:  

“[…] When we started it was all through connections, as the people who found 

the firm, has been working in technology and finance, they were very well connected 

individuals. Then at the beginning recruitment was nearly all through connections. So, 

it was people because they worked together, two years ago, 20 years ago.  And people 

who we enjoyed working with each other.  Who you would know who is good at what 

they do, what are they skills sets. So, at the beginning the company was through 

networks and now that's changed, but we still use the network now because we are 

growing so rapidly. Now we also use our website, hiring tools through posts on 

LinkedIn, Glassdoor or Indeed. We also put open roles in Twitter feed” 

(Interviewee23).  

On the other hand, recruiting process is similar to the previously identified process in HRM 

studies (e.g. Sparrow and Makram, 2015; Collings and Mehalli, 2009). It starts with four steps: 

screening, assessing (e.g. tests, presentations tasks), and interviewing (e.g. competency and 

cultural fit), and finally, offer made. This recruiting process, however, is not followed in all 
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cases. For executive roles in Fin positions, talent as experts in finance service with unique 

aspects of their knowledge and skills in the finance sector are recruited through one interview 

process, to provide a substantial addition of human capital to the FinTech firm. The recruitment 

process is followed in hiring tech and sales talented individuals where tests and presentation 

tasks are used to assess their skills qualifications as illustrated from the example below: 

“Only really a test in tech and that's when they do a coding test, which is then 

checked by senior members of staff to make sure they actually have the tech skills and 

ability to solve problems. In commercial we do a role play so that come in and they'll 

do a lot of pretend sales pitch. And in other areas of the business, like marketing, for 

example, they might show a portfolio if they're a designer or if they're doing events, 

they might show a plan for an event. If they're doing just typical digital marketing, they 

might show a digital marketing campaign. And so on. It's not only something relevant 

to the role, but the real testing that happens in tech” (Interviewee22). 

However, the recruiting challenge is that firms are in the growth phase, and additional skills 

and knowledge are needed to reach the anticipated growth. Then the firm depends on the 

effectiveness of recruitment practices to respond to the market changes. Therefore, participants 

have indicated that hiring recently graduated individuals with tech skills, enables them to 

develop an internal talent pool through training and development that would contribute to 

future roles. This is supported by one participant’s statement:  

“I think the challenge for a fintech of in terms of recruiting people, is that the 

firm is growing and at every stage of growth you require people with different skill sets. 

So as a manager, one of the most important parts is whenever you are changing you 

need to ensure that your current team is infinitesimally scalable. When I say that, I 

mean they can acquire new skills while he's basically learning and relearn a lot. Those 

are the key things that are important for working in the Fintech because it is changing 

every day, the products and services that we are selling, the business model that we 

have, we might decide on something but later realized that revenue stream doesn't work. 

The market is not big enough and we'd want to pivoting but pivoting to another business 

also may require a change of skills of the people everywhere in the firm. And that's not 

easy” (Interviewee14). 

“We do take into account education as well. You know, if we're looking to hire 

a graduate engineer, we would want them to have a background in computer science, 
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maybe. However, we do appreciate that a lot of engineers are self-taught now. So, to 

define talent, I think is we've got to so we look out what can an individual offer us and 

what can we offer them. But more importantly, where they will be in two years’ time 

from now, we're a company that's growing. So, management capacity is something that 

we're always conscious of. Can this person with the right guidance and support become 

a leader in two years’ time?” (Interviewee6) 

Thus, these interviewees showed that recruitment practices vary across Fin and Tech talent, but 

such differences are also affected by the availability of talent in the national and international 

labour market, as well as the high demand for the same talent across firms. Despite the 

opportunity that tech skills are easily applied from one firm to another, as one of the participants 

indicated: “So [Company Name] product business and it's very engineering and product heavy. 

So I have mostly Tech people in my team, but they haven't necessarily come from the tech 

sector, they come from everywhere gaming, government, retail, tech and banking. All we look 

when recruiting is about the right skill set and the right attitude, we don't care about their 

background” (Interviewee26). The need in planning and develop tech talent for current and 

future roles are present. Therefore, in the next part findings related to talent development are 

presented. 

5.4.3 Developing talent  

Talent development and the FinTech firm’s performance are linked with the ability of talented 

individuals to carry out a pivotal or strategic role. The key challenge here is in providing 

training and development that enables talented employees to continue to have personal 

development of skills, knowledge, and competencies in connection to the firm’s requirements 

(e.g. Collings et al., 2019). In times of uncertainty, the delay between identifying and filling 

talent gaps through talent development might be too long (e.g. Farndale et al., 2021; McDonnell 

et al., 2011; Mayo, 2018; Tansley and Tietze, 2013). However, this study has identified two 

initiatives to promote talent development within FinTech firms. The first consists of 

competency-based training through on-the-job training when employees are encouraged to 

support in problem-solving through workshops as one of the tech participants indicated:  

“[…] to me talent is having a balance of technical know-how functional and 

understanding as well as the ability to solve problems using creative ways right. So 

people who demonstrated this, you give them more and more responsibility and try to 

ensure that they do well in their careers, they do not just build in their careers, but do 

well for the firm and the role […]” (Interviewee14). 
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The second is role-based development, when FinTech firms develop leaders and managers 

internally by engaging on talent pool activities and internal (within the firm) recruitment as one 

of the participants indicated: “So, I think yeah you know you really need to identify nature and 

grow and develop the talent all the long the way. From identifying the candidate up to 

becoming professional leaders of tomorrow” (Interviewee4). This is also supported by talent 

management and knowledge management studies, suggesting staff planning to ensure that high 

potential talent have been prepared to fill pivotal and strategic roles (e.g. Cappelli, 2008; Stahl 

et al., 2007). Among mentioned talent development activities in this study are taking up 

responsibilities in product development, leading project and engaging in transnational tasks for 

completion (e.g. setting up an international office) most of the time initiated by employees, but 

there are cases that firms have also requested. This is supported by the following participant’s 

statement:  

 “The willingness to try for sure is like the willingness to try something, the 

willingness to take on the challenge. The desire to be a team player and find the end 

and solution when there's so much time facing you and believing in the dream. You 

know what we're trying to do. Again, anyone can come in and do a year and a half. So 

maybe hit two years and go on to the next one. It's a very standard procedure  for the 

market now and in fact, when we look at the statistics, two years is the absolute it's the 

most the best average turnover we're seeing in the industry. Some presentation I saw 

two weeks ago from above. And it's little shame in the way people have to move on to 

find the next career opportunity” (Interviewee30). 

This is supported by literature findings that talent are developed through learning stimulation 

and clear career development (Day and O’Connor, 2017; Karacay, 2018). Aligning individual 

and the firm’s objectives make it easy to identify and address new competitive challenges (e.g. 

Collings et al., 2019). Nevertheless, the biggest challenge on GTM consists of retaining talent 

which will be discussed in the following part. 
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5.4.4 Retaining Talent 

Today, talent are exposed to greater external opportunities even if they are not looking for it 

(e.g. Crane and Hartwell, 2019; Schuler et al., 2011). With the adoption of firms to job market 

uncertainties and rapid environmental changes, talent retention has become difficult, as talented 

employees are taking control of their own careers (e.g. Abeuova and Muratbekova-Touron, 

2019; Minbaeva and Vardi, 2018). While the workplace environment has become more diverse 

requiring firms to balance between talent inflow and outflow (e.g. Crane and Hartwell, 2019; 

Yeoh and Huang, 2011). Similarly, as previous findings in this study, there are slight 

differences between Fin and Tech talent retention practices. For example, a key factor in the 

retention of tech talent (e.g. software engineers) is the advanced technology used by the firm 

and problems that they are aiming to solve. As one tech interviewees remarked:  

“[…] Basically, it's just that the more you are within the expectations of the market, in 

the position where they are, the more you can retain. At least in the case of tech 

positions people are very, very demanding and you need to have clear career objectives. 

They are interested in the quality of the projects, intellectual interest of the project so 

that they continue to learn something. If they do not see a growth in their learning curve 

or the project is not ambitious enough, they just quit and go” (Interviewee15). 

This is confirming the literature findings that tech engineers want to continue to have the 

opportunity to work with cutting-edge technology and ensure that the skills remain at the 

forefront of the market requirements (e.g. Park, 2005; Sparrow and Makram, 2015). 

Additionally, these findings indicate that tech talent will continue to work with the firm if they 

find that existing and future products or projects are challenging for them so that they can 

continuously learn and build new skills. While Tech talent are mainly focused on working on 

the latest technology and developing cutting-edge products where they want to have ownership 

responsibilities on the product. This is supported by one participant indicating that tech talent 

wants “[…] interesting work to work on, help them develop by giving them freedom and 

supporting them” (Interviewee26).  

Other benefits such as salary and market payment are not underestimated, and providing 

challenging work is also an important factor. Firms want people to enjoy the type of work they 

do. There is no better reward than developing skills and opportunities at the individual and firm 

levels.  
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Therefore, tech talent are looking for autonomy and flexibility in their work. This is supported 

by one tech participant who argued that offering tech talent flexibility to work remotely and 

“[…] that does not have to be 100% of the time it could be split, e.g. working 2 days from 

London and 3 days from home. Things like that. A lot more organizations nowadays are 

becoming more and more flexible” (Interviewee2), which helps firms retain their talent. 

Additionally, this study findings showed that tech talent are offered remote work opportunities 

to continue to be part of the firm. In this way, they are able to still work for their chosen firms, 

with competitive salaries and the latest technology without the need to relocate to London 

office. As one of the participants indicated: 

“[…]But that's been a big push for remote working and that actually appealed 

to a lot of people because it's almost like you get the best of both worlds. So in that 

sense, they will still have London salary or close to London salaries. But from a 

candidate perspective, they don't have a headache, shifting their families over to 

London, or completely changing their whole lives. They can work for a firm that has a 

big presence here in the UK from their hometown (…)” (Interviewee2). 

As such, firms are engaging in proactive retaining talent activities as one of the participants 

argued that they practice “[…] one on one meeting every month to see if there is anything we 

can do better. […] to get seeks of conversation physically to retain people. […] being proactive 

helps us improve before people leave” (Interviewee11). 

In contrast, Fin talent expects financial benefits and compensation packages for additional 

international projects. Therefore, Fin participants have shown that they review salary and 

compensation packages regularly, for example, every six months to continue to offer 

competitive benefits that talented employees will not leave the firm. This is supported by the 

participant’s claim:   

“[…] So do have to review their compensation package. And we do that 

regularly and we refresh that every six months or so to see whether we're still 

competitive or not. And we're always trying to offer more and more benefits to people 

that are attractive. But one of the one of the biggest things which is attractive for a lot 

of people is stock options, and we are working to create more wealth for out talented 

employees by offering stock options” (Interviewee21). 

Despite the differences between Fin and Tech, this study identified that firms are aiming to 

create an engaging work environment where everyone is valued and has linked their individual 
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goals with the firm's goals. They also build on social capital through inter and intra firm 

networks through workshops, conferences, and social events, as one of the participants 

remarked:  

“[…] we invest a lot of time in people in their development and adoption to the 

firm. For example, everyone has a thousand five hundred pounds budget to invest on 

learning and development programmes of their choice, as well as what conferences, 

etc. We do quarterly away days where we try and get over and bonded. You know, we 

also give teams discretionary budget to go to organize events to bond them to their 

teams. And we've got an annual trip away” (Interview39). 

Additionally, this study identified that firms retain talent by a friendly working environment 

with less hierarchy and quick career progress (e.g. become a team leader within a year) are 

used by most of the participants as a way of optimizing labour resources. Additionally, quick 

decision-making process, remuneration and working cultures, as one interviewee claimed:  

“We optimize I think that labour resources very, very well. Teams work very, 

very hard. We make decisions quickly. Meaning that the labour resources that we do 

have are used as efficiently as possible. We are. We don't have a lot of bureaucracy 

here, meaning that change in progression of movement happens quickly. You join as 

e.g. product developer and you can become product manager within a year.[…] If I 

was to compare us to a bank, you know, our efficiency on labour efficiency is by far 

superior purely because, you know, as I said before, less bureaucracy, team people and 

teams fulfil multiple roles” (Interviewee6). 

Similarly, all participants have highlighted benefits for wellbeing provided in the workplace 

and for those communities to work. For example, one of the participants stated: 

 “[…] And we offer a range of non-financial benefits such as mental health, food 

and now well stocked kitchen. We offer a contribution towards either gym membership 

or cleaning or something. Just give people a bit of a break and from doing what they 

would normally have to do. So we think about all of those and we do. We take 

information from consulting firms on compensation benefits to look at the range of pay 

for a particular position so that every six months we do reviews every six months. We 

can say to our team” (Interviewee21). 
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As such, all the firms are aiming to compete with retaining talent practices by making sure that 

talented employees see themselves as the creator of their career by aligning it with the firm's 

objectives. In other words, firms are here to contribute to their development, however, their 

motivation resonates with them as one of the participants argued:  

 “ […] have a great employee experience, make sure that they have opportunities 

to learn and develop, but that they understand that that learning is coming from 

themselves. So they need to make sure that they are pushing for their own development 

as much as they are. That's being a thriving human right so that they have opportunities, 

development, that they understand that career pathway that they're paid fairly, that the 

benefits are things that resonate with them” (Interviewee25). 

To sum up, the existing idea that talent is rare or inexistent, or unicorn15 as was shown 

previously, but yet essential for the firms, has made retaining talent a difficult task for firms. 

This becomes even more difficult in the growth phase of the FinTech firm when demand for 

additional talent increases. Similarly, when the increased number of other firms are competing 

for similar talented individuals, this leads to increasing challenges of the firm retaining existing 

talent. The way firms treat talent and fulfil their expectations (e.g. being paid at the sector level 

rate, accommodating their requests, work flexibility and so on) affects the long-term 

commitment period to the existing firm. If these expectations are not met, then talent might 

easily find another job. Additionally, working in an engaging work environment with clear 

career growth opportunities are among talent expectations within London’s FinTech 

community. Although, these findings indicated the high level of talent mobility either at the 

firm or individual level, therefore in the next part findings related to the third and final research 

question are given.  

 

5.5 Findings 3 – Business travellers as means of Global Talent Mobility within 

London’s FinTech community 

 

This section's findings support the third and final research question: how do knowledge-

intensive firms manage global talent mobility? Global talent mobility is increased as it provides 

 
15 Unicorns  non-existing people or only a few exists (based on demand skills, knowledge and experience) so 

everybody wants them. For example, individuals with tech skills, financial knowledge (through experience), and 

entrepreneurship skills/experience are not easy found in FinTech market. 



148 

 

firms the opportunity to develop talent and share knowledge across business units (e.g. 

Beaverstock, 1996; Harzing et al., 2016). At the same time, there is a decrease in managers 

taking up international assignments due to family reasons or dual-career commitment (e.g. 

Collings et al., 2007). Attitudes toward global talent mobility are not unified practices across 

firms, sectors or industries (e.g. McDonnell et al., 2010; Farndale et al., 2010). Neither are 

unified across geographical terms, for example, developed and developing countries (Ewers et 

al., 2021). In developing countries, for example, talented individuals faced with global mobility 

are less likely to consider family issues and spousal careers as factors compared with their 

counterparts in developed countries (Tansley and Kirk, 2018). Although, in this study, I have 

examined global talent mobility at London’s FinTech Community, and the following main 

findings have emerged.  

First, global mobility is characterised by physical and virtual mobility. Such forms of mobility 

happen across pivotal and strategic positions of the firm. However, more emphasis is given to 

physical mobility as talented employees (e.g. executives, managers, engineers, product 

developers) are still expected to have frequent traveling between headquarter and international 

offices, and the other way around. For example, one of the participants indicated: “We do use 

virtual meetings sometimes, but I travel all the time, I travel on average every other week. I 

have had times when I traveled more than that. I am on the high end, but not ridiculously. So, 

I would say at any given day there are people abroad with clients” (Interviewee26).  

Second, this study identified that global talent mobility in FinTech firms takes the form 

of business trips. Business trips are short-term from days to weeks and a month of traveling 

(Falconbridge et al 2009; Shaffer et al., 2012; Welsh et al., 2007). Literature findings indicate 

that business trips are used for meeting clients, knowledge sharing, socialising. Likewise, to 

this study's findings, that talented employees either come to London, or another international 

office for training and developing, meeting clients, and socialising. This is supported by one of 

the interviewees: “We do not do long-term international projects, there's movement, it's like a 

day or two. Maybe a training just like a week or two weeks. Training someone in different 

countries every day, but it's not project-based work, so it's not long-term. Business trip, a 

couple of meetings, maybe some trainers and software and development” (Interviewee20).  

However, for the opening of international offices, firms relocated Fin or Tech talented 

employees in the international domain so that the culture, knowledge, and processes can be 

transferred, which is usually from the headquarter (in this case London) to international 
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subsidiaries. Also, if the firm assesses that finding the right talent locally is a challenge, then 

relocation of employees as a mobility practice is used. This is supported by the following 

statement:  

“When we started in our U.S. office, we were sent to the US, wanted to have our 

best employees from the UK and they went to New York and they went to San Francisco 

to help us and ensure that we had the right culture when we went to those offices. So, 

you particularly when you're expanding overseas, if you're not careful, you can lose 

some of the secret sources that makes us good here. And so having your own local 

people start up that office and share some of the values and the behaviours that we 

expect from people, then it's good to have those people go out there. We have recently 

sent a couple of people to Singapore. So same kind of principle. So sometimes if we lose 

some talent or if we feel that we can't find somebody that's better locally, we will send 

talent from the UK, and we’ve just sent one of our head of strategy to help go and 

develop and do business development in Singapore” (Interviewee21) 

As it can be noted the main reasons for traveling or relocating between international offices 

and headquarters are knowledge sharing, market expansion, visiting clients (e.g. closing sales 

deals, selling products), setting up an international office. This supports literature on 

international talent mobility (Wang and Luo, 2019). The difference, however, is that this study 

has identified global talent mobility not only from London (as a developed country) to 

developing countries (e.g. India) but as the other way around; flows from developing to 

developed country. Additionally, the findings pointed out the same forms of mobility across 

the firm’s units and not only from the headquarters. These further strengthen this study’s 

approach on talent as global talent, so that it is inclusive to explain talent as highly mobile 

individuals across the world. For example, an interviewee noted employees from Albuquerque 

traveling to Lisbon for additional training: 

“We literally two weeks ago had the launch, what we call launch week where 

the entire company came to London for a week of training […]. The teams come to 

London and then individuals like I go to Lisbon fairly frequently. I go to the US fairly 

frequently and go to the San Francisco office and now the Albuquerque office. So, 

leaders tend to travel more to visit different parts of company, but individuals will also 

travel to different offices as well for specific projects. So, when people from 

Albuquerque is heading to Lisbon for some additional training. You can't have an 
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international company with without having a significant amount of travel. That's just 

part of the price you have for that” (Interviewee29). 

Traveling also happens between the UK and the EU countries. Many of the tech talent hired 

from the FinTech firms come from the EU countries (e.g. France, Poland, Austria), either being 

already in London or in their home countries who are engaged in frequent international 

traveling to meet with their co-workers. This is supported by the following examples:   

“[…] We estimate that 42 percent of all employees in the fintech sector are 

actually based, actually from overseas issues that 24 percent as well coming from the 

EU 27 countries. So, I say quite an informal reliance on international people. Have 

been already in this sector, but also quite a number of those people coming from our 

nearest neighbour countries as well” (Interviewee16) 

“We have employees from Europe, but typically they are from those countries 

(e.g. Paris, Frankfurt, Berlin) however, when we hire them they are already here (in 

London). Very rarely you hire somebody in our case at least in FinTech, to relocate in 

London. So only large corporates with a lot of budgets can actually relocate people. 

You typically hire people who already on the spot” (Interviewee15). 

“London as HQ sales executives are based. We have technology product in 

Lisbon and in Paris we have sales and technology; in New York and San Francisco we 

mainly have sales. And then in India we have operations, and we are looking to open a 

sales office in Singapore, we've just opened an entity that is sales in Germany” 

(Interviewee25). 

As it can be noted, some FinTech firms are limited in accessing talent at a global level (outside 

the UK and EU) and that's why being headquartered in London give them the opportunity to 

hire international talent who are already living, working or studying in the UK. This supports 

the literature findings that the city of London provides infrastructures and access to a greater 

talent pool (e.g. Clark, 2002; Gas et al., 2007). This is particularly important for Fin roles as 

the FinTech firms benefit from the number of banks, insurances, and other financial incumbents 

located in the City of London. This is also by a participant claim:  

“We have we have people from different nationalities, but we have not gone 

locally and hire them, they have all been held in London. They know that we are 

FinTech and they have been quite interested in applying. Some of them came to do 
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masters here, the visa situation was probably slightly better, and they have stayed back. 

But as to whether it will continue or not, anyone's guess. […] But for now, I think it's 

been all right” (Interviewee14) 

In contrast, these findings showed that international talent mobility is not always initiated from 

the firms’ managerial practices, but in some cases from talented employees themselves and this 

particularly among talent in Tech roles. In such cases, this study showed that firms were 

accommodating their requirement for relocation, either by opening an international office in 

their home country or allowing them to work from home when a market expansion is not part 

of their current strategy. In this way, firms are effective in retaining talent, even the tech ones 

and avoid facing tech labour shortage in London.  This is illustrated by two examples below:    

“[…] the reason why we opened an office in Portugal is that one of our 

engineers was based here in the UK and he was Portuguese. He wants to go back to 

Portugal. And we said, why don't you go back to Portugal and set up an office, we dont 

want to lose you. And you can work from Portugal if you want to be close to your family 

or you like the weather there or for whatever other reasons it might be. So, he went 

back and he really effectively set up a Portuguese office. And we've now got 30 to 35 

people there” (Interview21). 

“[…] And if it makes business sense, if they've got a desire to do it, then 

absolutely. And that's part of our business model as well, is that if someone's doing 

well, we want to give them every opportunity to continue succeeding. And we're not 

going to want to lose the talent. So, for example, one of the sales directors was doing 

really well, but decided he wanted to move to the USA. So, it wasn't even a discussion. 

He said, I'd like to move to the USA the next like 10 minutes later, the CEO is coming 

into a legal team and saying, oh, you need to get him a visa to go to the USA. And then 

like a week later, he was working from the states and he still there. So, absolutely we're 

also looking at hiring people for a longer term” (Interviewee22). 

Finally, it could be concluded that mobility of talent happens for two other dimensions: (1) 

personal family-related motives (being closer to their family) and (2) career progression. It 

strictly indicates that employees’ circumstances play a major part in employees’ mobility not 

only the firm's strategy.  This categorization of talent mobility is necessary for the effectiveness 

of international operations. Apart from mobility, a global mindset and the ability to work well 
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in multicultural environment, and language skills are considered essential. This is captured in 

the following participant's statement:   

“(…) expand their business, to the European customers in Germany, France, 

Italy, Spain, Tel Aviv was just mentioned and then Asia. So, we want people with 

languages as well. So, the international market, having people who speak fluent 

French, fluent Spanish should get really help. So that's another reason why we're going 

to see the international mobility” (Interviewee3).  

The majority of respondents acknowledge the importance of competencies among their talent 

for opening and operating in international domains. Although, firms allow flexibility for 

talented employees to choose their working place so that it can contribute to their performance. 

As one of the interviewees argued:  I'm quite settled here in London. But there's no limitation 

for us to work from a different place, there are people that have work probably six months in 

a different office. I have seen having more of flexibility for the last two, three years. And here's 

full flexibility for that” (Interviewee7). Nevertheless, if free international mobility continues to 

happen between FinTech firms in London and their international offices in the EU, will be 

discussed in the following part.  

5.5.1 Brexit, the EU talent mobility, and Visa 

Following Brexit, the UK seeks to promote growth and retain the City of London’s place as 

the global centre of finance and continues to attract high calibre FinTech firms (UK 

Government Report, 2018). The Brexit vote increased the uncertainty for the FinTech firms 

and the future of the EU employees in the UK. However, this study showed that uncertainty 

created is related to the operational activities of firms, while serving clients in two markets the 

UK and EU. Findings indicated that FinTech firms are dealing with structural changes of 

opening international offices within the EU or bringing all employees back to the headquarter 

in London. As such findings showed that uncertainty created by Brexit contributed to the EU 

talent being resistant to come to the UK, in the same time the UK based FinTech were not 

confident in hiring talent for executive and managerial roles from the EU labour market. This 

is supported by the following example: 

  “So, I think immediately of the Brexit was announced, there was a lot of scare among 

the market in both sides, I mean international talent was a bit resistant when it came to 

sort of moving to London because they want to have a secure  future here, and equally 

a lots of organization were sceptical as well about hiring the more senior, the more 
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high level, the more costly roles from the EU. So, specifically contract, cause obviously 

I do with both contract and permanent hires, specifically contract roles completely shot 

down from an organization perspective so a lot of companies were not hiring employees 

under contract bases, or they put the contract requirements on hold” (interviewee2). 

As such, these study findings showed that the EU international talent raised concerns about 

what might happen after the Brexit, however, up to the time of the interview participants 

indicated that they have not seen any major changes in the labour market, apart from the 

uncertainty created, and London continues to attract talent as leading financial centre in Europe. 

As two of the participants claimed:  

“No I think since the Brexit vote the London hiring has only accelerated. So, 

the only thing has changed is that [company] applied for [mmm] the moment 

[company] has a European Licence which they can passport over throughout the EU. 

But with the Brexit though now they are working into cogency licence and applying to 

the UK banking authority directly. Because if the Brexit happens, they will have the EU 

licence and have a backup plan in place. But otherwise in terms of talent I think 

everyone still sees London as financial capital of Europe” (Interviewee38).  

“So, London I think in Europe, despite Brexit, despite the political uncertainty, 

in my view, is still the FinTech capital of Europe. It has been fairly easy to find talent. 

I am not saying all that have found is local, we have people from as far as even Turkey 

which is not even a part of the EU working in our company. But that has largely been 

because London is a culture melting pot. People come here, they like the city that have 

lots of things to do and it just allows for the better access to a vital talent pool. As to 

whether this can continue or not, I don't know” (Interviewee14). 

In response to any possible outcomes of Brexit, this study participants argued that their 

emergent plan is opening their international offices in the European market, so that they can 

continue to serve the European clients and have access to the EU talent pool. As one of the 

participants remarked:  

“[…] Yes, the business obviously is taking additional steps, opening offices in 

Budapest and in France, in January. So, the business is expanding to reach out to 

European countries that necessary wouldn't want to do business with just Britain. So 

if, for example, we go through a Brexit that obviously migrates our ability to work with 
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the European Union. We offer to them to work with our Budapest office or Franc office” 

(Interviewee25). 

Although the anticipated decrease of the EU workers inflow to the UK will be associated with 

an increase in the number of EU workers returning home from the UK, regardless of their long-

term residency (Wasik, 2017) is supported by this study's findings. As in a few cases the EU 

national employees, regardless of their firm role, decided to return home to their EU countries. 

This is supported by the following claim:  

“[…] What I do see more often, though, is people moving from the UK to the EU. I 

don't have anybody moving from the EU to the UK, not since not the last 10 months, 

but I've had multiple people moved from the UK to the EU. For example, our tech 

security person, she was from France and moved back to France for personal reasons. 

One of the developers, she is British, but her husband was Swedish, they moved to 

Sweden. They want to move to Sweden before Brexit to make transition easier. We have 

somebody moving to Lisbon who is Portuguese and family reasons wants to go back” 

(Interviewee29) 

These findings showed that FinTech firms are limited with the number of visa sponsorships to 

attract and recruit talent outside the EU, however, with the Brexit uncertainty has increased. 

The difficulties in sponsoring visas are present with the intracompany transfer as well, as one 

of the participants indicated:  

“We do intra company transfer but there are limited visa per year due to the 

UK boarder agency restrictions. Especially, for non-EU people they make it quit hard 

to sponsor their visas, I wish we could have more number of visa credits per year. But 

again is fair approach from the government, if you really want to take someone from 

south America, from Asia to come to London, you need to first prove you cannot find 

that person in the EU talent pool? We have sponsor visa and have three employees from 

March that relocated to London on intra company transfer visa. But as I say is quite 

limited and I feel is not getting any easy with Brexit” (Interviewee4). 

To sum up, these findings showed that FinTech firms are faced with uncertainty facing the free 

mobility of talent between the UK and the EU. It has raised a number of concerns including 

accessibility to the EU labour market, the opportunity to continue to serve clients within the 

EU and free mobility between their international offices. Although, some of the participants 

indicated that London continues to be the leading financial centre and destination choice of 
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Fintech in Europe. The stagnation in hiring from the EU labour market and having the EU 

workers resident in the UK return home was common across the FinTech firms. Additionally, 

the number of employees returning home for family reasons was evident. This led to a shift of 

the FinTech firms toward hiring employees outside of the EU labour market and sometimes 

faced with lengthy visa procedures. The limited number of visas per firm and year by the UK 

government resulted in firms inability to bring in the UK talented individuals irrespective of 

their nationality. Therefore, opening international offices continues to be a form of gaining or 

sustaining access in international markets (either for market expansion or access to talent 

pools).   

 

5.6 Discussion 

 

Using the interpretive-constructivist view, I have developed my understanding by the 

executives’ and managers’ perspective within FinTech community and examine a novel 

approach to global talent mobility. In doing so, I have used thematic framing in giving answers 

to the first research question of this study: (1) How do knowledge-intensive organizations 

conceptualize talent? And have created a narrative from the overtime experiences of employees 

across the firm to give answers to the second and third research questions: (2) How knowledge-

intensive organizations attract and retain talent in a volatile environment? (3) How global 

talent mobility is managed by knowledge-intensive firms?   

First, in today’s knowledge-intensive organizations (e.g. Alvesson, 2004; Starbuck, 1992) the 

meaning of talent is highly unlikely to be understood and managed in the same way as in 

transnational corporations (TNCs), even under the agreement for the “best fit” strategy. Not 

necessary a global talent management strategy adopted by TNCs, will be appropriate for 

knowledge-intensive firms such as FinTech, where they depend on global talent mobility for 

sharing knowledge and building social networks across the community. It is also unlikely, that 

if there is such a “war for talent” (e.g. Michaels et al., 2001) that the firms are not having 

challenges in finding the talent and retaining them within the firm. Therefore, the way talent is 

perceived at the workplace varies across firms, sectors, industries, and countries (e.g Holden 

and Tansley, 2007; Tansley, 2011; Scullion and Collings, 2011).  

This is also confirmed from these findings that executives and managers within London’s 

FinTech community perceived talent as a context-based phenomenon. Additionally, talent is 
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associated with time and space; therefore, being talent is about being talent ‘here’ or ‘now’ and 

in the future or ‘there’. The meaning of talent is embedded within the firm’s context, and it 

depends on continuous talent contribution to the firm, and it evolves together with the firm. 

While global talent can be reinterpreted by the firms and employees as talent (whatever it 

means for the firm) who are highly mobile irrespective of their nationality or workplace. 

Therefore, global talent is perceived as a product of highly skilled, knowledgeable, highly 

mobile, and high performers employees today and their future potential to contribute to the 

firm’s performance. As such talent unavoidable involve employees in pivotal and strategic 

positions within the firm. Since, current and future direction of the firm, depending on the 

decision made by employees on pivotal and strategic positions (e.g. Collings and Mellahi, 

2009; Huselid and Becker, 2011). They contribute with their knowledge, skills and ability to 

solve problems, develop products and services that improve the quality, speed, and 

effectiveness of financial services for the end-users.  

Second, by making use of these global talent management practices it is suggested that strategic 

objectives of talent can be optimised (e.g. McDonnell et al., 2011; Mayo, 2018; Tansley and 

Tietze, 2013). Without a cohesive implementation of global talent management practices and 

firm strategic fit, the expected high performance of talented employees and the firm will not 

be achieved (e.g. Heinen and O’Neill, 2004). This is consistent with this study's findings that 

attracting, recruiting, developing, and retaining talent practices fit with the firm's strategic 

objectives and perception of talent. Therefore, this study highlights the urge to differentiate 

between Fin and Tech talent in managing global talent. Attracting talented individuals for Fin 

roles is done using personal networks, while for Tech roles, the use of social media platforms 

such as LinkedIn was common. Usually, firms access international talent pools for filling in 

tech positions, while national talent pool for Fin talent. Among the recruitment practices, this 

study identified that FinTech firms use individual poaching (hiring an individual away) and 

talent raiding (hiring a team away) to fill in emergent positions either in Fin or Tech roles.  

This is also supported by co-mobility of talent in knowledge management studies when several 

talented individuals move together, they retain a large amount of colleagues-specific 

knowledge (such as process and routines) that make the transition to the new firm easier (e.g. 

Campbell et al, 2014). Additionally, these findings showed that FinTech firms develop talent 

through competency-based training by encouraging employees to take up problem-solving 

tasks to build on their needed skills for current and future roles. Also, the development of future 

leaders by internal recruitment (within the firm) and the development of internal talent pools 
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suggests that high potential talent have been prepared to take up strategic and pivotal positions. 

In the current study, it is evident that FinTech firms accommodate global talent expectations 

(e.g. financial benefits, work flexibility, challenging work) and retain them within the firm. 

These findings are consistent with the literature that if talent expectations are not met within 

the firm, they can easily move to another job (e.g. Abeuova and Muratbekova-Touron, 2019; 

Minbaeva and Vardi, 2018). Additionally, having clear career growth opportunities that fit with 

the firm's growth strategy creates an engaging work environment. At the individual level of 

talent, however, they are focused on the continuous development of skills, knowledge, 

experiences, through cutting-edge technology or challenging work opportunities, as proactive 

practices to sustain their differentiated position in the labour market.  

Third, global talent mobility is used for different reasons which are no different from other 

forms of mobility (e.g. TNCs, consultants, expatriates). It helps FinTech firms fill in 

international positions when the local talent is not available or there are not qualified 

individuals. In such cases short – to – medium term relocation of talent either from HQ to 

international offices or between international offices are made. In this way, FinTech firms 

transfer the firm’s culture into new settings so that they can continue to work toward the same 

goals. On the other hand, executives and managers argued that more and more they are 

engaging in business trips. Such trips last from a day to weeks or a month and it enables 

individuals and firms to share knowledge and build their social networks through business 

meetings, workshops, conferences, and social events. This is supported by global talent 

mobility and transnational elite studies identifying similar reasons why talent engages in 

different forms of mobility (short, medium, or long term) (e.g. Scullion et al., 2010; Stahl et 

al., 2012; Tarique and Schuler, 2010). Although, there are also career-related mobilities 

through long-term international assignments, that were less present in this study findings.  

Finally, this study showed that uncertainty created by the Brexit vote has raised concerns both 

at the firm and individual, employee levels. Firms have started opening their international 

offices to continue operating in the European market, while individuals were less likely to move 

to the UK for work, and even some of them already in the UK have been relocating home in 

their European countries. Despite the uncertainty created by the political situation, executives 

and managers of FinTech community continue to be confident about London’s leading 

financial position in Europe and its ability to attract and retain talent. This is further supported 

by the changes in talent visas and the introduction of a point-based system when talented 

individuals irrespective of their nationality and location might be qualified for a talent visa or 
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post-study visa for up to three years. This led to a shift of the FinTech firms from attracting 

and recruiting only within the EU countries, toward non-EU countries. Although, opening 

international offices continues to be a form of gaining or sustaining access in international 

markets (either for market expansion or access to talent pools).   

 

5.7 Conclusion 

 

Global talent is a context-based phenomenon that is perceived differently across firms, sectors, 

industries, and countries. This contributes to talent management complexity for the firm, 

calling for the definition of talent on their own terms (e.g. that fits with the firm's vision, goals, 

strategic development) before adopting or developing global talent management practices. As 

such, talent is associated with time and space; therefore, being talent is about being talent ‘here’ 

or ‘now’ and in the future or ‘there’. With the need for cohesive implementation between global 

talent management practices and firms' strategic fit, it is difficult to reach the expected high 

performance of talented employees and the firm’s performance as a whole. Global talent 

mobility continues to help talented individuals gain additional and re-evaluate existing skills, 

knowledge and competencies, as well as firms transfer knowledge, culture and fill in positions 

as needed.  

In this chapter, I have presented the London’s FinTech community study of this dissertation, 

which has explored the meaning of global talent, confirmed that context, mobility, individuals 

skills, knowledge and competencies, and the role they fill in the firm level are of central 

characteristics of the talent perceived by the executives and managers within FinTech firms. 

Additionally, global talent management practices and talent mobility fit together to enable 

individuals and firms to reach the expected performance.  

In the next chapter, I will use a single FinTech case to take an in-depth look at global talent 

mobility in a FinTech specialising in the development and application of software to solve 

client problems in the financial sector. 
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Chapter 6: A case study – a transnational FinTech firm 
 

6.1 Introduction 

 

Having understood the importance of global talent and its mobility in London’s FinTech 

community, this chapter focuses on a case study of a transnational FinTech firm, to further 

examine the contribution of global talent mobility to the firm’s innovation and economic value. 

In this chapter, I analyse the empirical data of single case study FinTech firm. This single case 

study has been selected for three main reasons. First, it is a FinTech firm that is focused on 

developing tech software to solve financial problems (e.g. cash management, digital payment, 

reconciliations), operating since 2008, the acclaimed year of “born” FinTech firms (e.g. 

Buckley et al., 2016; Thakor, 2020). Second, the firm’s headquarter is located in London with 

another national office in Bristol, and six main transnational offices, two in the USA (New 

York and Jacksonville), and three in India (Mumbai, Bangalore and Jaipur) and one in Austria 

(Vienna), with many sales offices across Europe and Asia. Such global presence of the firm 

provides solid foundations for examining global talent mobility as the firm’s practices to 

respond to the war of talent, by gaining access to multiple international talent pools. Third, the 

firm’s roles are differentiated across headquarter and transnational offices, with executive and 

senior managerial roles being based in London and New York. Talented individuals in these 

roles travel frequently either in business trips or short – to – medium-term (1 to 2 years) 

relocation in other places such as New York and Singapore. Similarly, salespeople are either 

hired in London and New York, to serve different parts of the world or if available hired locally 

in places where the firm has its offices. In contrast, tech talent teams are based in India, with 

team leader engineers in the London, and recently an artificial intelligence team in Austria. 

Therefore, the firm is among the few FinTech firms that are developing their internal global 

talent mobility policy. 

This case study, will further strengthen answers to the research questions (1) How do 

knowledge-intensive organizations conceptualize global talent? (2) How do knowledge-

intensive organizations attract and retain global talent in a volatile environment? (3) How 

global talent mobility is managed by knowledge-intensive firms? by an intensive study within 

the single group of talent as individuals in executive and strategic positions of the firm. I have 

adopted “attending each intension” (Gustafsson, 2017) or avoiding the information that is 

superfluous to the research questions, as a way of reporting the case study findings. In this way, 
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I was able to focus on three main issues raised in the case firm. First, the meaning of talent 

within the firm context so that it can contribute to a specific firm’s talent management practices. 

Second, transnational talent pools and the firm’s activities in building internal and external 

talent pools as a way of managing talent. And third, the firm’s global talent mobility policy and 

its continued reliability in locally hired talent to fulfil current and future talent roles, through 

intra- and inter-firm transfers.   

The rest of the chapter is structured as follows. In the first part, the selection criteria of the firm 

are given followed by a summary of demographic data in the second part. In the next part, my 

critical analysis of the interview data is presented categories in three main outcomes, talent as 

getting the right people for the right positions, global talent pools, and global talent mobility 

policy. Followed by the discussion of findings compared with literature findings in chapter 2 

(sections 2.8; 2,9; 2.11). Finally, the chapter conclusion is given.  

 

6.2 Selecting the FinTech case study 

 

The chosen case study specialises in the development and application of software to solve client 

problems in the financial sector. Its main clients are financial institutions, particularly Tier 116 

and Tier 2 banks17. The firms’ structures incorporate one level of management the C-level 

(Chief executives of each division) and talented employees grouped into divisions based on 

their skills and knowledge contributing to the firm (e.g. tech, finance, operation, sales, product, 

human resources). This approach is similar to other studies in knowledge-intensive firms (e.g. 

Alvesson, 1995). With approximately over 800 employees representing different nationalities 

(British, American, Indian, German, Austrian, Norwegian, French, Russian, Latvian, 

Singaporean, Australian to name a few), the firm operates at a global level, while developing 

local talent management practices. The firm is organized as a single definable entity based on 

divisions with strong leadership from the executive and senior management team in London, 

as used in Chandler’s work (1990).  

Day-to-day work activities consist of talent working in teams either managed by division 

executives or self-managed to develop innovative solutions to client problems using the 

existing concepts and technology in new ways. Financial institutions increasingly demand the 

 
16 Tier 1 banks globally –JP Morgan, Goldman Sachs, Citigroup, Bank of America, Morgan Stanley. 
17 Tier 2 – Deutsche Bank, Barclays, Credit Suisse, UBS.  
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service of engineers, consultants, and other individuals who use their technical knowledge and 

experience to solve financial problems for the end-users (either banks, financial institutions, or 

final consumers). The firm launched its first financial solutions in 2009, since then has a long 

working history as a FinTech firm. The firm’s presence in the geographical term is presented 

in figure 5, although I have not provided further information to honour promises of 

confidentiality. In the next part, data demographics of the firm’s knowledgeable employees of 

this study are presented. 

Figure 5: Transnational FinTech Firm 

 

 

 6.2.1 Data demographics 

Executives and managers across different subsidiaries and with different levels of expertise 

were selected for the interviews in consultation with the HR department. In particular, the 

interviewees’ demographic data who agreed to be interviewed, are presented in table 9.  In total 

seven interviews were conducted across the UK, USA, and India offices. Four interviewees in 

the UK were held face-to-face at the firm’s premises, while the other three were virtually 

through Skype for Business. The interviewees were selected based on the pivotal and strategic 

position they had including the Chief Financial Officer (CFO), human resource (HR) manager, 

two vice presidents of people in international offices, two sales representatives, and one senior 

vice president for the tech team. Only two out of seven were female, indicating a low level of 

female representation in managerial and executive positions in this study, confirming findings 

FinTech 
Firm
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of other studies in banks and FinTech firms (Wójcik and Cojoianu, 2018; Sahay and Cihak, 

2018). 

Looking into the interviewees' educational background they had university degrees or 

professional qualifications. The head of sales and CFO had professional qualifications for 

MBA and chartered accountant certification, respectively. The Vice President of People in 

international offices had a bachelor's degree, similar global professional sales, and Senior Vice 

President of the tech team, while the HR manager had college qualifications. On average all 

the interviewees have 21 years of experience with the lowest years of experience being nine 

and the highest years of experience being 27. Two of them (CFO and Global professional 

service) have been with the company since the beginning of 2008 indicating good knowledge 

of the firm’s practices in global talent mobility.  

 Table 10: The FinTech case - interviewees demographic data 

Source: fieldwork 

Asked how they have joined the firm, interviewees revealed that there were three main ways: 

first, joining in their existing position and no changes since that time; the second joining in a 

different position and then grown within the firm usually via promotion to new positions; and 

third, moving from one position to another based on the need of the firm, and not necessarily 

being promoted to a higher hierarchy level. The following examples are used to illustrate these 

ways while being promoted to a higher hierarchy level was common across headquarters and 

international offices, see table 10. 

 Role Gender Country Interviews 

Case study 

CFO Male UK 1 

Vice President of People Female,Male USA, India 2 

Human Resources Manager  Female UK 1 

Sales (Head of Sales and GPS) Male UK 2 

Senior VP for Tech team Male India 1 

Total interviews   7 
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Table 11: Interviewees comments on joining the firm based on firms through external or internal hiring 

Join in the existing position Promoted hierarchy level Job rotation based on the firms needs 

“So, I joined the beginning of July last year as 

head of sales and that's what I am now” 

(Interviewee35, UK). 

“I've been growing in the company for years. 

So I started in 2008 as a recruiter, and today I 

look at the entire staff for [Company Name] in 

India” (Interview33, India). 

“[…] when I joined, I was actually a 

consultant working in the product group. I 

then moved the product manager, and now 

vice president” (Interviewee36, USA) 

 

“So, it started as an analyst programmer many 

years ago and started working on different 

products run support professional services on 

that product. The company grew took over 

professional services for the UK. And now I'm 

a global professional services manager” 

(Interview34, UK). 

 

 “So, I joined this group for accounting 

controller. […] My role at the time was the 

number two in the finance group reporting to 

the chief financial officer. […] we’ve had CFO 

leave and CFO joined. So when there was no 

CFO, I was acting CFO. And then when I've 

been CFO. […] So I've been over the number 

two person or the number one person in 

finance in the company” (Interview31, UK). 
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 “I joined as an account manager for one of the 

clients. So, designation as a project manager 

and then I was promoted to a manager and 

then, somebody left, and I got a promotion to 

senior vice president (VP)” (Interview37, 

India).  

 

 

Source: fieldwork 
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When asked about the meaning of FinTech, interviewees can be categorised into two ways. 

Those based in developed countries (UK and USA) referred to FinTech based on the 

technology as a way of enabling the financial sector to provide better and more efficient 

financial products/services, while not only solving current problems but the future ones by 

deploying additional technology (e.g. Artificial Intelligence). As such, FinTech as financial 

technology encompasses both the technology (e.g. software, platforms) and the data (e.g. 

financial data, customers spendings) to develop products (e.g. cash management, digital 

payment, reconciliations) that improve financial services (e.g. lending, wealth management, 

payments). While interviewees based in India, defined FinTech as a general marriage of finance 

and technology to provide additional support to the financial industry, without specifically 

focusing on technology per se. This is supported by the interviewees' comments in table 12. 

Table 12: Defining FinTech (based on the case study interviewees) 

Countries of Interviewees Defining FinTech 

UK  “Deploying technology to enable financial sector to 

work better and more efficiently. Its not about just 

enabling customers to do things cheaper at lower risk. 

It's about things like deploying artificial intelligence 

(AI). […] It's also about things looking at things like 

distributed ledger technology or block chain about what 

challenges opportunities there are in the marketplace” 

(Interviewee31, UK).  

USA “So FinTech, definitely financial technology. Here we 

are more on the data side of things, while the rest of the 

firm is more software driven, we are more data driven” 

(Interviewee36, USA). 

India “We as a FinTech are financial technical company, that 

support the financial industry like banks, financial 

institutions to provide better customers products” 

(Interviewee37, India) 

 

This is consistent with literature FinTech categorization by (Langley and Leyshon, 2020) 

indicating that FinTech is a large umbrella of different technologies, platforms, apps, AI, used 

to provide financial services either to other businesses (B2B) or final customers (B2C). 
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Additionally, the chosen FinTech firm, as a business-to-business (B2B) is concentrated on data 

aggregation and recently expanded toward artificial intelligence (AI) and blockchain. In 

literature, AI has been referred neither as software nor hardware as it is not “a piece of physical 

equipment” (Horowitz et al., 2018; p.7). However, it is an algorithm trained and implemented 

a piece of software but referring to AI as software is considered far too simple.  

As it can be noted, the FinTech firm is not only developing solutions in response to clients’ 

problems but also stimulating innovation that would benefit the financial sector in general. For 

the firm to deploy such innovation, continues to rely on highly-skilled, knowledgeable, and 

experienced individuals, who use primarily their expertise and knowledge to provide 

innovative solutions rather than using equipment or systems. Additionally, as a transnational 

firm, the firm operates across many different countries but is controlled from the home country. 

In this way, the firm’s global talent management is crucial for competitive success thus global 

talent mobility is of particular importance to facilitate knowledge diffusion and filling in 

current and future roles within the firm. The following sections consider these in detail. 

  

6.4 Talent: Getting the right people for the right positions 

 

As argued in chapter 5, talent as a context-based phenomenon is understood differently across 

firms, sectors, industries, and countries (e.g. e.g. Gallardo-Gallardo et al., 2013; Lewis and 

Heckman, 2006; Gallardo-Gallardo et al., 2020). In this case study, talent has been perceived 

in relationship with the firm being transnational in operation, where depending on the 

specialized team based on the home and host countries different meanings of talent have 

emerged. As one of the interviewees indicated:  

“[…] There's nothing that identifies the talent boundaries of each. It depends 

on that team, the country, what they team manager believes their skill sets were. So it's 

varied in every country and skill set. There's nothing that is black and white identified 

within the business” (Interviewee32, UK). 

For example, in the UK where the majority of employees in finance divisions were British 

nationals, talent is perceived based on the knowing-how ability to do the work and their 

contribution to the firm’s new ways of working, as one of the interviewees stated:  
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“[…] talent is about recognizing what we need to do, making sure that the right 

talent can deliver those tasks, can do so properly without too much supervision from 

me and my colleagues. Also, talent is about recognizing that these people can also 

advance and be flexible in new areas. The key thing to improve efficiencies, new ways 

of working […]” (Interviewee31, UK).  

While financial knowledge, the interviewees in this study, referred broadly to ‘know-how’ 

ability18 to use financial data across different financial industries in-home (UK) and host 

countries (USA, Singapore), mainly in places where international financial centres are based 

and so Tier 1 and Tier 2 banks are located. More specifically, understanding of how financial 

instruments (e.g. cash, checks, derivatives, foreign exchange) work within the traditional 

banking systems, that can complement the tech talent team in developing new or substitute 

products for banks through the use of technology, is needed. As one of the interviewees 

indicated: “In the product team, I would say that it's the skill set of knowing the products, the 

financial instruments from a data perspective. So, people who have worked on the trading or 

back-office reconciliation area […]” (Interviewee36, UK). For example, providing digital 

payment solutions by integrating AI for a rapid on-boarding and completion of transaction 

lifecycle management is a product of “Fin” and “Tech” talent teams working together, 

irrespective of their location. With tech skills interviewees were referring to “programming 

languages, SQL database, Unix, Machine learning, Artificial Intelligence” 

(Interviewee36,32,31,34). Finally, having the ability to think outside of the box, be creative, 

take ownership, and have the potential to contribute to the leadership and managerial roles 

within the firm, were among talent characteristics identified in this study as one interviewee 

illustrated:  

“[…] So there are two types of people. There are the people that you can count 

on coming in every day and doing their job every day. […] But they're very linear, you 

know, A to Z thinkers. And then you have the people that are a bit more outside the box, 

thinkers, creative. They take ownership very seriously. They come in and assess a 

situation and understand what needs to be done relatively quickly. Whether that be from 

internal stakeholders or external stakeholders. […] if you look at our leaders or our 

management team, those are the people that for sure can assess the situation, can react 

 
18 Adopted here as ability to use knowledge gained through working experience with financial sector (Alter, 

2008).  
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to it. […] And so to me, that's really the talent that's going to get the mass upward 

movement within […]” (Interviewee36, UK). 

Thus, in this case study, talent is perceived as a combination of tech skills (e.g. programming 

languages, AI), financial knowledge (e.g. trading, cash management), and leadership skills (e.g. 

strategic thinking) in relation to pivotal positions (e.g. executives or managers across Fin and 

Tech roles) in providing new ways of using existing technology or adopting additional 

technology (such as AI) to improve financial services. This is consistent with findings in 

chapter 5, when interviewees from London’s FinTech community perceived talent as a 

combination of skills, knowledge, and potential to contribute to current and future 

pivotal/strategic positions. These findings further contribute to the talent management literature 

that talent as a phenomenon incorporates an individual’s skills, knowledge, the potential to 

contribute to a firm's growth (e.g. Collings and Mellahi, 2009; Huselid and Becker, 2011).  

Therefore, the talent identification process starts with the division manager that identifies skills, 

knowledge, role responsibilities and needed qualifications. After, the request for opening the 

vacancy is made online in the firm’s internal system directed to the human resource manager, 

whom in consultation with the finance manager salary specifications are set the job call is 

posted internally first and then if not filled in opened to external talent. This is supported by 

one of the interviewees in the human resource division:  

“[…] but ultimately a vacancy is acquired. So, whether that's a leaver or a new 

hire, it gets loaded on to the internal tracking system that is put down by division 

manager. All the information are provided by the hiring division manager, that could 

be all of the title, the job specifications, needed skills; while the salary and the bonus 

commission are set with the HR and finance managers” (Interviewee32, UK).  

This indicates that employees in pivotal positions such as executives and managers, continue 

to play a key role in building the internal talent pool of the firm, as they are directly involved 

and decide about current and future roles that the firm needs for sustaining competitiveness. 

Therefore, attracting, recruiting, developing, and retaining talent are strongly connected to 

managers' ability to identify the right positions and skills. This is also supported by the theory 

that managers as decision-makers influence the talent identification process by hiring like-

minded individuals that fit with the firm’s culture (Lewis and Heckman, 2006; Bolander et al., 

2017). 
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Finding the right talent with a combination of skills, knowledge, and potential is challenging 

due to the ‘war of talent’ (Chambers et al., 1998) (see section 2.5). Adding extra pressure on 

decision-makers to use social networks for finding the right talent across international labour 

markets, by identifying places with a higher number of graduates in STEM degrees, computer 

programming and underlying traits of these talent such as language and culture. This study's 

findings showed that being a transnational FinTech firm benefits from having access to 

different international talent pools in the UK, Europe, USA, Asia, and India. So, the 

geographical differences in identified talent shortage across international offices can be 

overcome through locally hired talent, when talent mobility across national borders becomes a 

challenge. As such these interviewees showed that firms’ shortage skills such as engineers and 

product developers are tied in their geographical territories. The talent shortage in this study is 

defined based on the firm’s demand and the labour market supply for the particular talent (e.g. 

Kerr et al., 2016). Similar, to literature findings tech talent shortage is where talent sourcing is 

a great challenge (e.g. Sohns and Wojcik, 2020; Andrews et al., 2018). For example, this study 

findings showed that in the UK FinTech firm faces a shortage of talent to fill in vacancies with 

tech developers, product developers (understanding customer's needs), engineering managers, 

and those who understand AI and machine learning. This is supported by the chief financial 

officer's comment:  

“Well, it's a hard question to ask because every single team (Company Name) 

is growing. So, in theory, every team is short staffed. I think one area that is particularly 

hard to hire for is technical engineering roles. […] I think the challenge we are 

currently having on seeking to develop in artificial intelligence and machine learning 

is very much a case of where these skills exist” (Interviewee31, UK). 

Hence, tech talent teams are based in India where access to the local tech talent pool is greater 

as identified in this study and supported from previous literature (see Bala, 2017; Farndale et 

al., 2021), as one of the interviewees stated:  

“[…] But India is more focused on the tech segment, […] the overseas offices 

would have more of the salespeople. So, you know, they would be focused on sales and 

presales kind of activities. But obviously we have some technology that could help it in 

different countries as well. But in India we are mainly focused on products and 

operations” (Interviewee33, India) 
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Although, challenges that the firm identified in leveraging the internal talent pool in India, will 

be discussed later in this chapter (see section 6.5.1) where senior engineers and quality of tech 

talent is perceived as a challenge (Bala, 2017). While in other international offices the HR 

interviewee indicated that attracting and recruiting top salespeople is a challenge as illustrated 

by the following example: “the top sales, strong sales, people with experience selling within 

the FinTech market, an industry with five years plus experience and developers, lead 

developers, architects on strong hands-on developers” (Interviewee32, UK). Further, the 

global sales executive indicated that there are always salespeople in the London talent pool, 

and they tend to move firms every 3 to 4 years, however, the challenge is “[…] the packaging 

that they are demanding against the budget I have” (Interviewee35, UK). Therefore, dealing 

with a variety of talent shortages across borders, this study interviewees emphasised the 

importance of developing international talent pools to ensure that there is talent supply based 

on the firm’s specific needs, and preferrable align with talent individual needs. As well as 

overcome the high labour costs in London. In the next part, international talent pools leveraged 

through internal and external talent pipeline will be discussed.  

 

6.5 Global talent pool leverage through talent pipelines  

 

The dynamics of supply and demand of talent have undergone fundamental changes as 

discussed in literature review sections 2.10.2 and 2.12. With a focus on available tech talent, 

the literature has identified a decline in young adults selecting Science, Technology, 

Engineering and Mathematics (STEM) careers in the USA and UK (Lewin and Zhong, 2013; 

Smith, 2017). On the supply side, the emerging economies in Asia, Eastern Europe, Latin 

America, are predicted to have the largest tech talent pools (Manning et al., 2010). India and 

China are predicted to become the source of an increasing number of tech talent based on the 

number of graduates with a STEM degree (Manning et al., 2008), however, the quality of such 

talent has been questioned (Blom and Saeki, 2012). This study's findings revealed evidence 

that the firm opened international offices to gain access to local talent pools, sustain its cost 

efficiency, and be able to serve clients at the global level. For instance, the tech team in India 

is located in Mumbai, while the operations teams are in Bangalore and Jaipur and all 

“employees are Indian nationals” (Interviewee33, India). Similarly, it recently opened an 

office in Jacksonville, USA, as a tech team with a focus on product development sourced talent 

locally so that they can meet with clients physically to develop or implement products. This is 
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supported by the Vice President of People located in New York, that coordinate the India 

offices when asked about hiring talent in the national or international labour market:  

“No, we depend on an Indian market only, international market depends on 

where they locate. So right now, we have a new branch in Jacksonville so we definitely 

will look for local people to join us. That's the only way we will look for the 

international talent, by hiring them locally.  Right now, we are focuses more on the 

India market only since the technical skills are more available in India market” 

(Interviewee36, USA). 

Similarly, the chief finance officer indicated that they tend to hire talent locally even in the 

global cities19 financial centers are based e.g. New York, Singapore, Paris, Frankfurt. Such 

international offices are either sales teams and/or product engineers who visit “customers on 

site by just catching up a subway” (Interviewee31, UK). This is consistent with transient 

professionals’ post by accountancy and investment banks to international financial centres 

because they have or could obtain knowledge, skills, and expertise of the financial system 

(Beaverstock and Boardwell, 2000). In this case, the New York office, for example, serves the 

biggest clients therefore, the key firm’s positions are based including, chief market officer, 

legal team, and currently the global head of sales is based in New York, as it constantly 

relocates for short-period of time (between 1 to 6 months) between the UK, USA and Asia 

offices. This is supported by the following comment:  

“[…] Generally, we tend to have offices where there's a financial centre of 

significance because our customers tend to be there. So, if you think about New York, 

Singapore, Madrid, Paris, Frankfurt. […] We tend to have a sales office. There might 

be just a small number of people a sales team or a bigger office depending on the 

significance of the business in that country. New York, clearly a big financial centre. 

So, a lot of our big customers are based there. It's easy to have our sales team in 

America based in New York. They can just catch the subway to go and see the 

customers. […] responding to customers request in the US real time […]. Our legal 

council is based in the US. Our chief marketing officer is based in the US. That global 

head of sales is currently based in the US. That role occasionally has moved about. 

Sometimes it's based in the UK, sometimes is based in the US. Sometimes he is based 

 
19 Global cities in economic power, social and cultural influence, and transient professionals (Sassen, 1995; 

McDowell, 1997; Beaverstock, 1996) 
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in Asia Pacific. So that role does move according to where the customers the company's 

focus” (Interviewee31, UK). 

Additionally, by hiring talent locally in New York and London, this study showed that they are 

still able to have a diverse workforce due to diverse nationalities living in these cities, as the 

same interviewee further indicated:  

“Hiring mainly people from the US but of course, because of the diverse culture 

of the US, quite often they may originate from other countries. So, for example, the 

legal council is an Italian national. I think she's probably born in Italy, but lived in New 

York probably for many, many years. Her assistant is I would assume she's born in the 

US, but she's from African origin. But very recently we sent there a gentleman and his 

wife who worked here in Bristol in the product team. They were South American 

nationals that came to the UK, and they then moved to New York to take up a new role” 

(Interviewee31, UK). 

Interviewees described the local talent pool as diverse based on nationality, in particular when 

hiring locally in New York and London. They are able to sustain workforce diversity that would 

bring a different perspective on solving clients’ problems or find individuals (e.g. salespeople) 

with language skills that help serve clients across other international offices as one of the 

interviewees stated: “In London they from the UK, from India originally, French, Hungarian. 

So, it's a multi-cultural mix, in London. And the same sort of thing in New York” 

(Interviewee34, UK) while in “India is all Indian” (Interviewee36, USA). However, looking 

across the roles, it showed that executive positions were predominantly British, while 

engineering roles were either Indian or European nationals confirming homogenous talent 

across executive positions in finance, while a heterogeneous group of talent in tech. This led to 

executive and strategic positions being mobile with frequent traveling across borders for team 

or client meetings.  

Since frequent short business trips is a way of developing talent mobility across sales teams 

and executive positions is evident, while is less present among engineer developers based on 

India office. Engineer developers might not be engaged in frequent business trips, however, 

there were cases when they relocated either in the USA or UK, where the firm was able to 

sponsor their visa as one of the interviewees stated: 

“Well, the great thing about this firm [Firm Name] is that there's opportunities 

elsewhere (International offices). So, I've over my years, I've probably recruited a lot 
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of people who've moved within departments. A lot of pre-salespeople started in 

professional services. I've had people move out from the UK to the US to Asia PAC, all 

over to Australia, all over the world. And an influx of originally Indian based employees 

into the UK and into the US when it was easier to get them here and there. So yest, 

there's a fair degree of movement more difficult these days with the visa situation” 

(Interviewee34, UK). 

The visa issue has been described as the main challenge among all the interviewees. The 

government policy in controlling talent flows has limited the mobility of talent across countries. 

Despite the need for relocation from their international offices, they still had to follow the 

country's employment laws. For example, in Singapore, they are not able to offer intra-

company transfer visas without making sure they have are not able to fill in the vacancy in the 

Singapore labour market. As one of the interviewees indicated:  

“If a candidate is suitable for a role, we will first and foremost look at their 

suitability and just go down that path. So it depends on, of course, the skills of the 

person in the country. We have to make sure that employment laws are followed. So in 

Singapore, for example, you cannot offer an E.P. visa pass without making sure that 

you've looked at all Singapore residents first and foremost. Which legal lawyer of this. 

It depends on the country and what is going on” (Interviewee32, UK). 

Overall, the firm’s dependency on talent visa employment has reduced, as the firm has 

continued to set up transnational offices that allow the firm to access international talent pools 

for sourcing talent while keeping the cost low and serving clients. This is no different from 

other firms that have been sourcing talent across national borders, therefore, the international 

competition for attracting recruiting, and retaining talent is still a challenge. In this study, the 

firm leverages its pool of talent by creating an internal talent pool (when recently tech graduates 

are hired and given the opportunity to develop skills for current and future roles). Also, 

accessing external talent pool to recruit talent at multiple career paths, usually for current 

managerial and executive positions.  

The firm creates an internal talent pool in developing countries such as India while using more 

external talent pools in developed countries. This support furthers the firm’s dominant practice 

of recruiting talent locally to avoid visa procedures, while still in the phase of developing its 

internal global talent mobility policy. In the following part, the internal talent pool activities in 

India (when largest tech and operation teams are based) and external talent pools activities 
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across developed countries (e.g. UK, USA, Austria, Singapore) where executive level (CEO, 

CFO, CTO), managers, sales and senior engineers are based will be discussed.  

 

6.5.1 Internal talent pool activities for tech talent in India 

Given the firm is focused on matching open positions with local (host country) available talent, 

in India, it has also demonstrated the development of an internal talent pool (within the firm) 

by hiring tech graduates. Developing internal talent pools, by hiring locally (in host countries) 

is seen as a sounder option for achieving employees' needs (career path) and firm’s needs 

(future roles) (Stahl et al., 2012; Farndale et al., 2021). In this study, interviewees indicate that 

for creating an internal talent pool they first identify high potential talent either from 

universities or other professional institutions in India and offer them career paths within the 

firm. Hiring straight from the universities, graduates who already have the tech skills in 

understanding SQL, Java, Unix, then the firm’s specific software skills can be easily taught. 

Universities and professional institutions contribute to strong talent pipelines to transnational 

offices located in India, as illustrated by one of the interviewee’s comments:     

“[…] So, we go to the campus we select the institutions, whether it's education 

institution like colleges, universities or tech professional training centres in India. We 

look for those who are specifically trained for particular skills like SQL, Java, Unix. 

We build relationship with the universities or institutions, by making our requirements 

on skills we are looking for, and then they will send a number of people based on our 

requirements, for example they might give you 20 to 40 people for the selection process 

[…]” (Interviewee37, India). 

Additionally, the firm’s recruiting team goes to the university’s campus or job fairs to attract 

students, by explaining about the firm, the technology, products, and clients they work for; in 

other words, position themselves as an employer of choice. These activities help the firm stand 

out from the competitors in attracting and retaining talent, by building on the employer’s 

branding. Developing an employer brand, that firms are investing heavily in trying to be known 

as the best place to work (Botha et al., 2011; Stahl et al., 2016). Employer brand has been used 

in TNCs and developed by the HR system in building on the organization’s image from a 

fairness, equity, environmental protection, work-life balance point of view in the eyes of 

potential employees (Sparrow et al., 2013). And it continues to be present among FinTech firms 

as illustrated by one of the interviewees: “[…] But getting our name out in the marketplace in 
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India, getting undergraduates in early, making our name known by having our firm logo stands, 

handing out bags. So, they very much do a marketing type exercise […]” (Interviewee31, UK). 

 In contrast, developing local talent takes longer and the risk of failing to achieve the expected 

outcomes is high, as talent, especially tech talent as young ambitious workers demand 

immediate rewards due to their scarce skills. In India, for example, this study revealed that the 

firm is also finding difficulties in retaining tech talent due to the high competition between 

FinTech and Tech firms. As one of the interviewees indicated: 

[…] So even if you are getting the people, it's a huge cost that we need to 

consider when we hire from the market. So, in the last year, the attrition was a 

challenge, and it’s difficult to get people on the right time. We have three months of 

notice period and that is in India common in every bank or every IT companies, have 

three months of notice period for all the employees. The moment anybody resigns, then 

it takes more time for us to recruit the person. Lest say four weeks to offer a person and 

then again, waiting for three months and then doing the transfer. So, that is one of the 

biggest challenges we have […]” (Interviewee37, India). 

Going forward with the firm’s AI development, this study showed that India lacks talent with 

adequate expertise in AI as illustrated by one of the interviewees: “(In India) where there's lots 

of tech people, but we don't really know a lot about the quality […]. So, for AI and machine 

learning, for example, India labour market is short of these skills” (Interviewee31, UK). This 

is consistent with literature findings that India’s current educational opportunities are 

inadequate, despite a large number of engineering colleges, there is a lack of adequate curricula 

to produce a talent pipeline for AI (Farndale et al., 2021). Nevertheless, with government 

intervention, these challenges can be overcome, and India takes advantage of AI opportunities 

in building and sustaining talent pipelines (Horowitz et al., 2018). Although, at the time of 

interviews, this study findings showed that the firm has found qualified AI talent in Vienna, 

Austria where they have set up the office for AI team. This additional international talent pool 

for AI was found through informal networks as one of the interviewees showed:  

“[…] where we've been seeking to develop in artificial intelligence and machine 

learning is very much a case of where do those skills exist? And what the company 

tends to do is that the company in a sense always has some engineers who themselves 

are very interested in advancing new technologies, and they're the ones that actually 

will almost tend to bring the ideas up. […] And you tend to find some people will say, 
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well, example, some people are doing a doctorate in machine learning or A.I. 

somewhere. For example, I know somebody who lives in Vienna, and they know the 

university. Apparently has lots of graduates coming through in this area. So, they very 

much said, look, this is the place that we should go into. This is a couple years ago. 

[…] So that was a natural place for us to think, well, maybe we should set up a small 

team there as opposed to somewhere else […]. We build a AI specialist team in one 

place, in Vienna rather than expecting everybody everywhere in every country to have 

AI skills. Well, we've got tech people to be able to do this. It's very much a specialist 

team in one place” (Interviewee31, UK). 

As it can be noted, the informal network used here is based on the property of social networks 

and it does not require large transactional and maintenance costs (Sorenson, 2005). It further 

supports the literature suggestions that firms develop large informal networks for information 

transfers to survive the rapid business changes (Inkpen and Tsang, 2005). Therefore, it can be 

related to the “search scope” emphasising how broadly the firm searches for new talent (Kang 

and Kang, 2009; p.3), in this case with AI knowledge and skills. 

Thus, the firm is focused on developing an internal talent pool mainly in places where there is 

a high number of tech graduates such as India. By attracting and recruiting tech talent straight 

from university, the firm gives an opportunity for career growth that aligns with the firm's 

strategic objectives in developing new products for enhancing financial services. International 

offices are not without challenges. The level of competition and quality of tech talent continues 

to be an issue; therefore, the firm uses its informal social networks to source tech talent in 

places where there is better talent quality and less competition. Although financial knowledge 

(through experience) is not less important, and it cannot be easily taught, therefore using 

external talent pools to recruit talent at multiple career paths, usually for current managerial 

and executive positions in finance and sales is vital. In the next part, the firm’s external talent 

pools activities across developed countries will be discussed.  

6.5.2 External talent pool activities across developed countries 

This study revealed that when talent is not possible to develop internally, costly or becomes 

challenging to relocate, the external talent pools are used as an alternative for talent 

management. The external talent pool, however, is quite a broad term. For example, in this 

case, with an external talent pool, I am referring to either locally hired talent – anyone allowed 

to work in the UK or hired directly from overseas (e.g. USA to the UK), who is not working 

within the firm. In other words, it is still part of the locally hired approach that provides the 
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firm with advantages of local knowledge (e.g. financial market in London and New York) and 

cost efficiency (not investing in training and development). Such talent are already made and 

usually works in other firms’ executive and managerial positions. This was also evident among 

the interviewees as one of them stated: […] So, we hire mainly in the UK and New York for 

global sales. And that's really about cost efficiency as far as our operations and development 

team goes. […]” (Interviewee36, USA). 

Since external talent pools include already made leaders, managers, executives, the firm takes 

advantage of the place, whenever located close to financial centres where the flow of talent is 

greater (Beaverstock and Boardwell, 2000). In London for example, this study revealed that 

the Chief Executive Officer, CFO, and sales managers are based in the City of London. The 

city gives the opportunity to access a greater talent pool and hire people with combined finance 

experience and working in the tech sector, while it is difficult to find them in southwest or west 

of the UK, as illustrated by one interviewee: 

“[…] In London, there may well be an opportunity to look for somebody who 

has experience in finance, but also in the tech sector, that is hard to find in the southwest 

or west of the UK. Finding someone who has relevant finance experience and come 

from the tech sector is difficult, in this part of the UK (southwest and west) I don't think 

there's that many tech companies to actually choose from” (Interviewee31, UK). 

Although, in other transnational offices e.g. Paris, Singapore, where the teams are much smaller 

attracting and recruiting is “[…] much more bespoke. So, that is a LinkedIn launch for that one 

or two particular roles, or it is via a recruiting agency […]” (Interviewee31, UK). This 

confirms that personal social networks or platform social media are used to attract and recruit 

experienced talent in developed countries. Therefore, the firm uses multiple ways of talent 

sourcing to overcome its current and future situation with talent scarcity.  

This study's findings show that the firm approach external talent by poaching individuals as 

part of the lateral hiring type. Lateral hiring is manifested in the assumption that firms use to 

hire talent outside of the firm by targeting individuals, firms, or sectors (Amankwah-Amoah, 

2020; Whysall et al., 2019). In literature, it can be referred also as cherry-picking or lift-out 

(Hayward and Howard, 2007; Amankwah-Amoah et a., 2017). The two main forms of lateral 

hiring talent raiding and talent poaching as explained in section (5.4.2). Among all interviewees 

is indicated that they tend to not target a specific firm and each vacancy is treated differently. 

For example, for sales and finance managerial positions, they target individuals already 
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working in New York based firms, preferable in finance sectors e.g. banks, stock exchange. As 

one of the interviewees in New York stated: “I told HR to go after people that are either 

working at another tech data vendor […] or go to the banks themselves” (Interviewee36, USA). 

In sales, would be beneficial to also have a combination of finance and tech experience, since 

the number of FinTech firms is greater in London. As below two interviewees stated:  

“[…] in London, particularly when you're recruiting for, London is a bit like 

New York. […] I don't think we actually target competitors necessarily, but sometimes 

it ends up recruiting the next salesperson from a competitor. But equally, you may find 

that you lose somebody to a competitor” (Interviewee31, UK). 

“All sectors. If anyone is working within a firm which are similar to us, we will 

headhunt them. Predominantly it tends to be the tech and the sales roles. But in no way, 

shape or form is limited because we're a global business. And if there is a fintech global 

business that does the same as us, […] we would want to have that experience, then we 

headhunt them. Headhunting by far is one of the reasons I've been brought into the 

business, so it's very much on the top of our agenda in regards to sourcing high quality 

talent and people that are already knowledgeable within the FinTech sector” 

(Interviewee32, UK).  

Therefore, headhunting talent enables firms to leverage their talent pipeline. It has been widely 

used to fill in expert gaps and executive positions (e.g. Stahl et al., 2012; Beaverstock, 2018). 

This is also present across experienced engineers. As Fox (2010) showed that experienced 

engineers had high switching costs compared to younger engineers and were forced to accept 

offers from outside firms. This might lead to unexpected outcomes such as ‘winner’s curse’ 

(Thaler, 1998), when in a competitive situation the firm which lured a talented individual are 

willing to pay more than the actual value. In such a case, the firm utilizes the poached 

individual to deliver sustainable advantages to avoid the ‘winner’s curse’ (Amankwah-Amoah, 

2015), which in this study was done by fitting them to the key positions.  

Thus, the firm uses external talent pools to source for experienced talent in finance, sales and 

engineering roles. In locations to financial centres such as London, New York, Paris, the firm 

uses a headhunting approach to lure talent to switch firms. This is done by luring individuals 

away rather than raiding talent as was identified in London’s FinTech community findings 

(chapter 5). This further confirms literature findings that talent is linked to pivotal positions 

and operates in a context in which the firm (through decision-makers) is a key in identifying 



179 

 

talent potential. Therefore, I consider talent linked to pivotal positions that are mobile through 

the firm's unit, as well as social networks. The recruitment process of talent hired to fill in an 

open managerial or strategic position, or tech talent hired straight from universities in India 

will be discussed in the next part.  

6.5.3 Internal and external talent pools recruitment process 

The recruitment process is presented in figure 6. As it can be noted, this study identifies three 

recruitment approaches based on internal and external talent pools. The internal talent pool that 

aims to develop future talent for the firm-specific needs, the recruitment process starts with the 

firm approaching universities and professional educations (mainly in India) and is designed to 

leverage tech talent pipelines. The talent identification process starts with workshops when 

students work in a real-life case study to solve a client problem for a day or two workshops. 

The workshop is designed to assess coding skills and knowledge gained as part of direct 

experience as product developers, engineers and there are mandatory qualifications of a 

university degree or professional qualification. Then the firm identifies the best talent who was 

able to solve the problem within the workshop and invites them for an interview at the firm’s 

premises. Additionally, they may be asked to send their problem-solving recommendations in 

written form for a review, prior to the interview. The interview is designed to assess their 

cultural fit to the team and work environment in general.  

The other two recruitment approaches within the external talent pool are referral and non-

referral approaches. The recruitment process for senior managerial and sales roles the 

recruitment approach is referral based explaining that talented individuals in such positions are 

well-known within the finance industry, as illustrated by another interviewee: “I always give 

them the benefit of the doubt because salespeople are not good at writing a resume. It's around 

performance. If they're senior, I would probably know them. I would definitely know someone 

who knows them. So, I'd go and talk to a couple of people and say, what about him/her, then 

approach them and invite for an interview […]” (Interviewee35, UK). In such cases, there is 

just one final interview with the firm’s executive team. Therefore, sales experience (preferable 

in finance or tech sectors) is considered of the primary importance, and it can be assessed based 

on talent previous performance or asked to present a sales pitch. Similarly, hiring for other 

managerial roles (e.g. finance, engineers) when experience is considered important, is not easy 

to formally assess through one interview. This is arguably a common approach identified in 

the literature of professionals, consultants, and elite workers taking over time (e.g. Hall et al., 

2009; Faulconbridge et al., 2008). Thus, tech talent if at an early stage of their career (e.g. 
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graduates and in their 3 years of work experience) can be formally tested for coding skills but 

senior engineers and team leaders cannot. This is no different in other managerial or executive 

positions across finance, sales, and operation. The firm, attempt to identify and assess talent 

but has reoriented its focus on experience and transferable skills, which does not require only 

qualification assessment, but on-the-job skills and cultural fit. While non-referral recruitment 

starts with CV receiving, screening and assessment of skills are done either through tests or 

interviews.  

In this case study, all the interviewees agreed that the firm developed different recruitment 

processes and assessed potential talent depending on internal and external talent pools. 

Although there are also similarities. The interviewees agree that they first rely on recruiting 

available talent locally (in home and host countries). The recruitment process starts with the 

initiation of the team leader or manager to identify the skills, knowledge, and experience 

missing. Then in coordination with the HR manager, the role description is made and sent for 

salary specifications based on the firm's budget to the finance manager. Once agreed between 

team manager, finance manager, and HR manager the job is posted on the firm’s internal board 

jobs, available only to existing employees who might want to change the position. It supports 

further the suggestion of talent career development together with the firm’s goals that continue 

to contribute to its competitive position (Collings and Mellahi, 2009). If the position is not 

filled internally or there are no such skills, the job is advertised to wider potential applicants 

on job portals and the firm’s social media pages, as explained by one interviewee: “[…] adverts 

on websites in different countries linked in these days, […] LinkedIn coming into play and word 

of mouth trying to attract people that are known by our consultants […]” (Interviewee34, UK). 

This recognizes different approach to recruiting talent who join with different degree of 

knowledge, skills and experience and then provide them with the opportunity to move between 

roles and locations. Hence, in the next part, the approach of global talent mobility of this 

particular case study is given.  
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Figure 6: The FinTech case study’s recruiting process 

 

Source: Fieldwork
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6.6 The firm’s global talent mobility policy 

 

This study’s findings evidenced that the firm’s executives and senior managers as being 

themselves talent, are the key actors in identifying talent and using global talent mobility to 

optimize their labour resources. Through talent mobility policy the firm hopes to overcome 

local talent challenges by relocating talent across its offices either for short-term or permanent 

relocation based on the firm’s needs. In this way, both the talented employees and the firm will 

benefit as one of the interviewees stated: “[…] through international relocation the firm and 

talent will benefit. Talent through promotion and development, while the firm by filling in roles 

with talent from other transnational offices such as India” (Interviewee33, India). Despite, an 

earlier stage of development of the firm’s mobility policy, as explained by an interviewee: 

“[…] the global mobility policy is something that is yet to be implemented” (Interviewee32, 

UK), executives and managerial roles in this study are perceived as highly mobile talent. They 

travel frequently across offices in London, New York, Singapore, Paris, India, and others; 

either for meeting employees or client visits, as one of the executives based in New York 

illustrated: 

“So, we travel a lot until recently with this Covid19 virus. So, I’m in India a 

couple times a year. The other senior managers are in India, our CTO is there once a 

month from New York. The other managers are there about once a quarter. They’re 

two to three times a year. I’m in London, in Europe, so I travel about once every three 

weeks a week. Whether it be to India to see our employees or to client sites across 

Europe or Canada or North America and all the other. So, lots and lots of travelling” 

(Interviewee36, USA). 

Also, the sales teams travel frequently on business trips to meet clients as one of the 

interviewees indicated: “[…] And so if we need that person to come and speak to a big client, 

we’ll move them over. So, there is probably salespeople traveling at least weekly around the 

world to support our business” (Interviewee35, UK). Business trips could be for a day to a 

week when aiming to close a deal with clients. While a senior manager might relocate between 

global cities (e.g. London and New York), due to family reasons and business support, as one 

of the interviewees stated: “[…] I was made general manager in New York running as a 

business unit. Then met my wife in London and decided not to go back to New York” 

(Interviewee35, UK). Or in a medium-term relocation from New York to London “[…] So 
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we’ve had people that want to transfer permanently. My boss is on a medium-term, so he’s 

there (London) for 18 months to two years” (Interviewee36, USA). 

This is consistent with literature findings that talent are the ones deciding about their mobile 

career within the existing firm or switching firms (Demel and Mayrhofer, 2010; Schafer, 2000). 

The firm supports them to reach their career goals while, still contributing to the firm’s current 

and future roles, as part of their global talent pool (McDonnell et al., 2011; Mayo, 2018; 

Tansley and Tietze, 2013). This study showed that the firm is developing an internal mobility 

policy to support its employees (foreign and national) with relocation when internal 

opportunities arise, as one of the interviewees indicated:  

“We are currently looking at a global mobility policy to look at moving talent 

elsewhere in the business depends on people if they’re interested in other opportunities. 

We are setting up internal talent page to make sure that internal employees have first 

visibility of all jobs are posted worldwide. Just in case they are looking for relocation 

packages, instead of sourcing talent externally. If a candidate is suitable for a role, we 

will first and foremost look at their suitability and just go down that path. […]” 

(Interview32, UK). 

Thus, the global talent mobility policy is still to be implemented by the firm. However, 

executive and senior managerial roles, are highly mobile talent while less experienced talent in 

other roles (e.g. junior product developers in India, operations such as payrolls, HR team) might 

travel once a year for the firm’s social event gathering together or relocate to another national 

office for example from Mumbai to Bangalore as one of the interviewees stated: “[…] So, for 

example, as someone working in Mumbai wanted to go back to Bangalore, that his family was 

based in Bangalore, and we have an office there relocation was possible […]” (Interviewee33, 

India).  

On the other hand, the only concern with mobility of talent affected by the Brexit vote is related 

to the sales team in London and possible restrictions to travel freely to the EU clients. And it 

is not of a concern for the firm to operate within the EU, as it has already well-established 

offices in Paris, Frankfurt, Vienna, Madrid that give the firm accessibility to the EU talent 

pools, as explained by two of the interviewees:   

“[…] our U.K. sales team kind of covers the different parts of the EU. So, other 

than giving them a headache, eventually when it comes to travelling, I think that 

recruitment wise so far, it hasn’t affected us in long term. Maybe it will. Maybe we’ll 
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end up having more, you know, product or salespeople located within the EU offices 

my particular division (sales). But so far, no, it hasn’t” (Interviewee36, USA). 

“Despite Brexit vote, it’s easy because we have legal entities in the countries 

that I recruit from. So, the guys in France I recruited are employees of the French legal 

entity. The guys in Madrid are employees of the Spanish legal entity. So, it’s not an 

issue” (Inteviewee35, UK). 

Finally, the firm’s global talent mobility policy will provide employees with clear expectations 

of career paths as part of the global talent pool. At the same time, the firm will benefit from 

internally developed talent that are willing to be relocated to other offices as per the firm’s 

needs. In this way, the needs of talent and the firm will be merged and focused on current and 

future development that will improve financial service. Talent flow between major offices in 

global cities such as London, New York, Singapore will continue to happen across executive 

and senior managerial levels, through business trips, short-to-medium relocation, or 

permanently due to family reasons. While, with visa restrictions in the UK and USA, the tech 

team in India is not able to travel and has made it more difficult for the firm to sponsor their 

visa. This might have already changed, with the point-based system visa returned in the UK 

that is open for talent all over the world. Despite the local presence within the EU countries, 

concerns for free mobility of sales teams are raised, and suggestions for increasing the number 

of locally hired people are made. In the next part, a detailed discussion of the findings in 

comparison to the literature review will be presented.  

6.7 Discussion 

 

In table 13, a summary of the key study findings is presented. First, to capture the firm’s global 

talent mobility process of interest in this case study, I examined the firm's meaning of talent – 

getting the right people for the right positions. This further confirms literature findings that 

talent is linked to pivotal positions and operates in a context in which the firm’s executives and 

managers are a key in identifying talent potential (Collings et al., 2019; Huselid et al., 2005). 

Therefore, this study confirmed that talent is linked to pivotal positions that are mobile through 

the firm's international offices, as well as social networks. 
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Table 13: Summaries the case study's interview findings 

 UK Europe USA India 

Talent shortage Tech Sales 

 

Senior 

Engineers 

Tech focused 

on AI and 

blockchain 

Internal talent 

pools 
• Costly and long duration of talent retain 

• Graduate development scheme 

• Relocation visa challenges 

External talent 

pools 
• Competitive with other local firms 

• Executives and managers 

• Cost-effective activity 

• Talent quality 

Source: fieldwork 

The firm uses global talent pools as a way of optimizing talent management through the use of 

internal talent pool activities in India, and external talent pools activities in the UK, USA and 

Europe. In this way, the firm aimed to overcome local and international talent shortages (tech 

talent in the UK; engineering managers in the USA, UK; experienced salespeople in Europe; 

AI experts in India). In India, the evidence of a large number of tech graduates is present, 

however, there were concerns related to the quality regarding the needed skills for the 

development of AI. These sorts of skills were found in Vienna through informal networks as a 

weak tie that the firm uses for information transfer and surviving in times of rapid changes. 

Additionally, this study showed a linkage between the firm’s potential to identified current and 

future talent recombination. Therefore, the firm has internally a large number of talent working 

in specialised groups to generate new products. This was more dominant within the tech teams 

who also needed the support of financial experienced talent to develop products; confirming 

literature findings that when talent from diverse backgrounds work together the likelihood of 

further technology development increases (Mellander and Florida, 2021). 

This study confirms Tansley and Tietze’s (2013) findings that within the same firm, multiple 

talent pools exist. The internal talent pool grouped talented individuals into future strategic 

roles and leaders, which allows for a more detailed and targeted talent pipeline such are 

universities and professional institutions. External talent pools, on the other hand, that 

specifically focus on executive and senior managerial positions sought to be filled with people 

who are high performers and high potential, already made that can bring their contribution 

immediately to the firm. This support further literature that firms use to hire talent externally 

for pivotal positions (Collings, 2014) that have a direct impact on the firm’s performance and 

during an emergency time when certain skills or knowledge are needed immediately (Rowland, 
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2011; Cook et al., 2021) or there are no people inside the firm to train them (Lewis and 

Heckman, 2006).  

Also, the firm’s team were largely heterogeneous at the firm level, apart from India, where 

there are predominantly Indian nationality. In other international offices, the firm had a diverse 

workforce in terms of nationality meaning that the firm has the likelihood for promising further 

product development to cover the great scope of clients. Diverse talent pools were also able to 

maintain by recruiting talent locally in global cities close to financial centres such as London 

and New York. Although, the firm’s executive and managerial roles in London were British 

confirming the white men dominance in FinTech finance roles. Related to previous work, when 

firms have a diverse workforce the likelihood for innovation increases which in turn leads to 

strengthening firms' competitive position in the market (Parrota et al., 2014).   

Combining internal and external talent pools for finding the right people for the right positions, 

or developing talent to fit with the firm’s needs, place significant pressure on decision-makers. 

This is more evident in times of uncertainty when the firm is trying to respond to the changing 

environment, as was the case here with Brexit as well as changing technology. It ensures the 

continuity of talent at all levels of the firm as suggested by (Cook et al., 2021; Rowland, 2011).  

Similarly, a combination of social media networks and traditional recruitment techniques 

optimize the opportunity of the firm to develop its external talent pools, even though a referral 

selection and a professional interview will remain to be the key of any pivotal and strategic 

positions across fin and tech roles. While resume screening, assessment and interviews remain 

key for any recruitment process for early careers particularly when hiring tech individuals. This 

is supported by literature that 87% of surveyed organizations in 2016 used LinkedIn as part of 

the recruitment process, 55% Facebook, and 47% Twitter (Jobvite Recruiter Nation Survey, 

2016). This study evidence confirmed that social media plays a crucial role in recruiting talent 

within the FinTech firm. It is perceived as an effective and efficient way for firms to directly 

headhunt talent, engage with them to see if they are a good fit and lure them to switch firms. 

This way the firm expands the talent pipeline as on social media a large number of potential 

talent are actively seeking jobs or can be lured to a job switch (Whysall et al., 2019). 

 

 

 



187 

 

6.8 Conclusion 

 

This chapter’s findings reinforce previous findings in London’s FinTech community. 

Therefore, it strengthens the meaning of global talent as a context-based, that is linked to 

pivotal and strategic positions identified by firm’s executives and managers. Therefore, talent 

are highly mobile individuals that travel within and between firms. Next, these findings showed 

that global talent pools are used as a way of optimising global talent. The firm develop internal 

and external talent pools, in Mumbai and Vienna; while rely on external talent pools in UK, 

USA, Europe. Additionally, this study showed a linkage between the firm’s potential to 

identified current and future talent recombination. Therefore, the firm has internally a large 

number of talent working in specialised groups to generate new products. This was manifested 

by both Fin and Tech talent that complemented each other (e.g. financial experience and tech 

skills) in product development assignments. They shared knowledge by using internal digital 

platforms of communication and physical meetings, either in the UK or subsidiary offices.  

The transnational FinTech firm was chosen to further examine the global talent mobility as part 

of global talent management to overcome skills, knowledge, and experience shortages tied to 

geographical locations. Additionally, by operating across international offices the firm was 

able to gain local knowledge by hiring locally in places close to financial centres (e.g. London, 

New York, Singapore). Similarly, in India, the firm developed an internal talent pool by hiring 

talent straight from universities and training them through on-the-job training so they can learn 

the firm’s software and then be able to contribute to the firm performance. While in developed 

countries, external talent pools are used to hire talent as experienced executives or managers to 

take up the pivotal position in the firm. As such, if match to the right role, they can contribute 

to the firm immediately. Also, is pointed out that the firm is organized in teams located in 

places where it can benefit from location of international financial centres, or universities to 

leverage its internal and external talent pools. While, communicating and coordinating through 

the use of technology as well as physical presence of talent in pivotal positions.  

In the next chapter a detailed discussion on findings of chapters 5 and 6, in comparison with 

the literature findings in chapter 2 will be presented.  
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Chapter 7: Reframing Global Talent Mobility 
 

7.1 Introduction 

 

The aim of this thesis was to explore talent and global talent mobility within London’s FinTech 

community. In particular, I explored re-framing the meaning of global talent from knowledge 

intensive FinTech firms. In doing so, I have considered executives and managers as central 

actors within global talent management literature. In this study, the three main research 

questions were: (1) How do knowledge-intensive firms conceptualize global talent? (2) How 

do knowledge-intensive firms attract and retain global talent in a volatile environment? (3) 

How do knowledge-intensive firms manage global talent mobility?  This chapter demonstrates 

how these questions have been addressed by summarising the main findings and embedding 

them within the extant literature on transnational elite talent, global talent management, and 

global talent mobility.  

In the first section, I present the empirical findings of this study which address RQ1: how do 

knowledge-intensive firms conceptualize global talent? These findings contribute to the debate 

surrounding the meaning of global talent. They indicate that the conceptualisation of talent is 

context-based, which is in line with the existing literature findings suggesting that the meaning 

of talent varies across industries, firms, and occupations (e.g. Gallardo-Gallardo, Dries and 

González-Cruz, 2013; Iles, 2013; Lewis and Heckman, 2006). Therefore, given that the 

meaning of talent is complex, this study has conceptualised talent as individuals with a 

combination of skills, knowledge, experience, potential and hypermobility brought to the firm 

level. It draws a clear distinction between Fin talent and Tech talent. Fin talent have been 

described as individuals with a combination of financial knowledge, financial working 

experience, networking and mobilisation abilities. On the other hand, Tech talent have been 

described as individuals with a combination of tech skills, technical know-how ability, 

networking, and entrepreneurship work experience. This distinction between Fin and Tech 

talent supports literature findings which theorize that both Fin and Tech talent can be viewed 

as transnational elite talent (Beaverstock, 2018). While Tech talent may not necessarily be 

positioned in pivotal roles, those with high potential are seen as possible future leaders. Extant 

literature focuses on talent mainly in reference to a firm’s pivotal positions. However, my study 

identifies that in addition to a firm’s pivotal positions (e.g. C-level executive and managerial 

roles), employees connect talent with a firm’s strategic positions (e.g. technical engineers, 
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product developers). Therefore, this study showed that the demand for both Fin and Tech talent 

is greater within London’s FinTech community, however, finding someone who has 

characteristics of both types of talent was even more challenging.  

In the second section, I present the findings of this study which address RQ2: How do 

knowledge-intensive firms attract and retain global talent? My findings confirmed that the 

place a firm (e.g. London) is located in allows it to attract, recruit, and retain global talent. This 

confirms literature findings that firms, as well as countries, play a key role in attracting and 

retaining talent (e.g. Tansley, 2011; Collings et al., 2018). Additionally, my findings showed 

that FinTech firms face strong competition for talent both in their main offices (headquarters 

in London) and their subsidiaries. This has led FinTech firms to adopt the use of personal social 

networks (e.g. employee’s friends, ex-colleagues) and platform social networks (such as 

LinkedIn) to attract potential Fin and Tech talent. My findings confirmed that Tech talent, in 

particular technical engineer managers, were in greater demand so firms were using internal 

and external talent pools to fulfil these roles. Additionally, these findings show that talented 

employees look for challenging work, a clear career growth path and work flexibility to 

continue contributing to the firm’s innovation and performance.  

In the third section, I present findings to answer RQ3: How do knowledge-intensive firms 

manage global talent mobility? These findings confirmed that global talent are becoming 

business travellers or international commuters. For Fin talent, this arises in the form of business 

related short- to mid-term relocation (e.g. setting up a transnational office, knowledge sharing, 

filling in firm’s positions). On the other hand, for Tech talent, this can also occur due to 

personal reasons (e.g. family and career purposes). This is mainly because more and more firms 

are willing to accommodate Tech talent requests due to a shortage of Tech talent in the labour 

market. This in turn implies that Tech talent experience greater flexibility in choosing their 

workplace as long as they contribute to the future of the firm’s innovation. This confirms 

literature findings that tech talent are the ones deciding their career path and can easily switch 

between jobs (Zaharee et al., 2018). Nevertheless, this study highlighted that both Fin and Tech 

talent need firm support in advancing their skills and knowledge. Hence, my findings showed 

that FinTech firms rely on an internal talent pool to develop future leaders while accessing 

external talent pools to hire transnational elite talent for pivotal positions. In addition, these 

findings showed that during the Brexit transition period, concerns in accessing the EU talent 

pool and retaining the EU talent already in the UK were raised. This led to firms reaching for 
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external talent pools outside of the EU (e.g. USA, India), and being faced with restrictions on 

the number of sponsorship visas20. 

In the rest of this chapter, I first present the empirical findings in detail and then discuss the 

three main research contributions of this thesis to the literature on transnational elite talent, 

global talent management, and global talent mobility. The final section concludes.   

 

7.2 Discussion of the empirical findings  

 

In this part, I present a detailed discussion of the empirical findings of my study. I also 

complement these findings using a study on London’s FinTech community as well as a study 

on a transnational FinTech firm.  

7.2.1 RQ1: How do knowledge intensive organizations conceptualize global talent?  

First, my findings showed that the meaning of talent is context-based, which confirms the lack 

of a consensus in extant literature surrounding the definition of talent (Sparrow, 2019; Ulrich, 

2011). Talent does not operate in isolation from the external environment. Therefore, the 

meaning of talent is embedded with the firm and is developed through their contribution to the 

firm (Painter et al., 2019). For instance, Fin talent are perceived as individuals who possess a 

combination of financial knowledge, finance working experience, hypermobility with links to 

social networks and who hold managerial executive positions. While Tech talent, are perceived 

as individuals who possess a combination of tech skills, technical know-how ability, ability to 

work across different sectors with links to tech social networks.  

Additionally, these findings conceptualised both Fin and Tech talent as a product of an 

employee’s performance today (specific time and place) as well as his/her future potential to 

contribute to the firm’s performance. The findings of this study indicate that a talented 

employee’s performance refers to the individual’s ability to perform exceptional work without 

supervision both in Fin and Tech positions. This supports literature findings that talent are 

proactive in their career, motivated to learn and progress quicker compared to their peers 

(Meyers, 2020; Parker and Liao, 2016). But the need to develop future leaders, particularly 

among tech positions was dominant in this study. This study identified that individuals with 

high potential and the ability to contribute to the firm’s strategic objectives are considered as 

 
20 Prior to introduction of the UK Global Talent Visa scheme in 2021. 
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future leaders. Therefore, they take product ownership responsibilities and/or managerial team 

responsibilities in a firm’s local and transnational units. The firm’s intentions to access and 

develop talent as future leaders is consistent with the evidence in the literature that employees 

expect training and development by their firms to reach their full potential (Tansley, 2011; 

Collings et al., 2018).  

Additionally, this shows that firms employ both exclusive and inclusive approaches21 to 

advance the employee skills and knowledge needed to develop future managers or leaders. 

Although there are differences between inclusive and exclusive talent management approaches, 

studies have found that TNCs tend to adapt exclusive talent management (e.g. Iles et al., 2010; 

Naim and Lenka, 2017). Nevertheless, this study's findings have shown that FinTech firms rely 

on an exclusive and inclusive approach for managing talent in today’s needs while adopting 

an only exclusive approach for managing talent for the firm’s future needs. 

Second, this study’s findings showed that talent are related to a firm’s pivotal and strategic 

positions (e.g. C-level, product developers, engineers). As such they take ownership and have 

managerial responsibilities which directly impact the firm’s performance. This is consistent 

with literature findings that talent committed to a firm’s strategic goals and performance are 

expected to participate in tasks that extend beyond their specified roles (e.g Ulrich and 

Smallwood, 2012; Gallardo-Gallardoand Dries, 2013). Talent in pivotal and strategic positions 

are faced with uncertainty and require quick learning of new business knowledge and 

innovative solutions to problems (Sparrow et al., 2015). This study also showed that talent 

work is complex and it requires knowledge, skills, and experiences to achieve solutions. This 

is consistent with transnational elite professionals who are characterised by skills, knowledge, 

and international work experiences to implement their projects (e.g. Beaverstock and Hall, 

2012; Yeoh and Huang, 2011). 

Third, talent perceived as “Stars” or “A players” or “high performers” in pivotal and strategic 

positions are frequently hired externally rather than developed internally within the firm 

(Groysberg et al., 2008; Hamilton and Davison, 2018; Huselid et al., 2005; Gallardo-Gallardo, 

2018). Once hired, a firm’s specifications dictate the meaning of talent with the implicit 

assumption that talent is expected to contribute to the firm’s performance (Gallardo-Gallardo 

 
21 The inclusive approach indicates that all employees of the organization are talented in one or the other way, so 

training and personal development are necessary for them to reach their full potential and contribute to the firm’s 

performance (Tansley, 2011). Unlike the exclusive approach indicate that only employees in certain key positions, 

or specific skills, or knowledge are talent and invest disproportionally in their development (Minbaeva and 

Collings, 2013). 
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et al., 2017). That is, firms identify employees within the firm as talent based on their potential 

to contribute to managerial and leadership positions, or firms directly recruit and select leaders 

or managers from an external market (Morris et al., 2016). This finding is consistent with 

evidence in the literature that perceives talent as “star” employees and high performers like 

transnational professionals (e.g. Harrington and Seabrook, 2020; Seabrook, 2014) who are 

willing to accept strategic positions for their career growth (Colic-Peisker, 2010). This is also 

influenced by the extent to which individuals are willing to be hypermobile and travel to deliver 

on the promise of the pivotal position. This study confirms that hypermobility of talent 

contributes to the reproduction of knowledge within firms. Executives, top managers and 

employees in strategic positions (e.g. product developers) travel frequently from headquarters 

to other subsidiary offices. Employees in other positions (e.g. operation, payroll) travel less 

frequently, for example twice a year. Traveling among talented employees, as with other 

employees, is expected to be fulfilled and controls functions that firms require to sustain a 

competitive advantage in the market. However, significant events such as Brexit likely increase 

uncertainty in talents’ willingness to be mobile, thereby limiting the flexibility of a firm’s 

global talent management practices (Stahl et al., 2007).   

Finally, talent is not just about doing more work, but it is also about doing better work. So, 

talent has shown to change the exchange relationship between the employees and the firm, by 

creating mutual expectations and contributions. These expectations are not entirely clear across 

positions in this study and align with other scholars that have questioned how talent 

performance is measured (e.g Heinen and O’Neill, 2004; Aguinis et al., 2012; Collings et al., 

2018). This is closely related to Becker’s (1964) human capital study which in turn implies that 

performance is directly linked to a person’s educational background and ability (Mellander and 

Florida, 2009).  It is assumed that the more skills and qualifications one has the more productive 

one becomes (Becker, 2006). Hence, investment in human capital by firms and in the national 

stock of talented workers by governments can mitigate the ‘war for talent’. However, there still 

remains a question about skills and productivity. Despite the well-established social science of 

human capital theories, the relationship between productivity and education is not linear 

(Baker, 2001). There is a need for differentiating employees based on performance and relying 

on the productive contribution of talent top performers (Michaels et al., 2001). At the same 

time, the learning environment, social networks, and institutions play a major role in individual 

learning and skills. Hence, the wider conceptualization of talent in this study consists of a 

combination of knowledge (e.g. industry), skills (e.g. tech), entrepreneurship experience. It also 
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encapsulates the exchange of knowledge within social networks. Employees who are 

characterized by such a combination and are a part of such social networks, are productive and 

perform better in their roles.  

7.2.2 RQ2: How knowledge intensive firms attract, recruit and retain talent? 

To answer RQ2: how knowledge intensive firms attract, recruit, and retain talent in a volatile 

environment?, I have constructed my understanding of a firm’s practices of attracting, 

recruiting, and retaining talent by interpreting talent as transnational elite talent (e.g. 

Beaverstock, 2018). The next set of findings seek to build a thematic framing of talent 

management using interviewee experiences across London’s FinTech firms. Given the various 

meanings of talent, there are also different definitions of global talent management (GTM). 

However, for the purpose of this study, I have defined GTM as a strategy for “…managing the 

supply, demand, and flow of talent” (Pascal, 2004, p.9). This is a wide definition which fits 

with my previous conceptualisation of talent as transnational elite talent. This leads me to five 

main findings which address RQ2.  

First, this study’s findings showed that FinTech firms face challenges in attracting, recruiting, 

and retaining talent due to high competition in and across financial and tech sectors. This is 

due to significant uncertainty and insecurity in the future demand and supply of talent (e.g. 

Cappelli, 2008; Dobbs et al., 2012; Haak-Saheem, 2020). My findings showed that global cities 

(e.g. London, New York, Singapore) continue to play a role in attracting and retaining talent 

which signifies the important of place in global talent management. This is particularly true for 

Fin talent. However, with respect to Tech talent, I have also argued that places where 

reputational universities in Science, Technology, Engineering, and Mathematics (STEM) 

degrees and other tech companies are located play a key role in a firm’s global talent 

management practices. For example, this study showed that apart from London, FinTech firms 

attract, and recruit already made tech talent locally in New York, Singapore, Frankfurt, Hong 

Kong. Whereas they invest in Tech talent development in Vienna, Mumbai, and Paris.  

Additionally, these findings strengthen the role of place (‘being here’ in London) which allows 

firms to have access to a wider pool of talent locally (those already in the UK) and transnational 

talent (talent flows from other financial centres e.g. New York, Frankfurt, Singapore, Hong 

Kong) to fulfil the firm’s future needs. The FinTech firms located in London find it easier to 

attract individuals with fin and tech skills, knowledge, experience in national and international 

projects that fit the firm’s strategic objectives. In addition, the relationship between firms and 

the state plays a major role in attracting, recruiting, and retaining talent. This is consistent with 
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the evidence in literature supporting the role of the state in developing strategies for attracting 

firms (Romer, 1990) and global talent to contribute to the economic growth of a country or 

region (Florida, 2006; Solimano, 2008; Lengyel and Sagvari, 2011). Therefore, this enables 

transnational elite talent transfer knowledge across firms’ subsidiaries and enhance their 

careers (e.g. Beaverstock, 2017; Collings et al., 2019). So, this study showed that FinTech firms 

rely on external talent strategies for attracting talent which consist of a country’s talent 

immigration policies (e.g. UK’s Global Talent scheme) and external recruitment agencies (e.g. 

executive searching firms, tech recruiters) to recruit already made talent in headquarters and 

subsidiary offices.  

Nevertheless, when the demand for talent increases, external strategies become less effective 

in creating a talent pipeline to the country and firm level (Stahl et al., 2007; Gordon, 2009; 

Collings et al., 2018). So, this study indicated the need to develop an internal strategy at firm 

level for attracting talent. Such activities consist of attracting and recruiting talent to develop 

internal talent pools, prior to the jobs being available. By nurturing talent through training and 

development, firms can ensure a continuous supply of talent for strategic positions (Makram et 

al., 2017). This is consistent with a country level strategy for talent development through 

changes in the education system. Recent studies show a shift towards investment on STEM 

skills programmes across schools in the UK (e.g. Crick et al., 2020; Freeman et al., 2014). 

FinTech firms decide on attracting and recruitment activities based on the demand for talent. 

For example, if there is a need for talent with expertise and knowledge for an executive or a 

tech position, attracting external talent (at global level) is considered. Whereas for tech 

positions, an internal talent development strategy is considered where firms hire recent 

graduates locally and develop their managerial skills through on-the-job training. This enables 

FinTech firms to be “ahead of the curve” (Ruse and Jansen, 2008; Collings, 2016) and maintain 

pipelines of talent internally for future positions.  

Moreover, my findings showed that networks and personal connections are used to attract both 

Fin and Tech talent across pivotal and strategic positions. This is consistent with a study by 

Beaverstock (2011) which explored the role of firms in attracting and retaining executives in 

London. But my findings go beyond executive positions, and show that employees’ personal 

relationships are used for attracting talent for other strategic positions (e.g. engineers, product 

developers, data analysis, sales). By creating personal connections, firms expand their talent 

pools and can hire them once a vacancy opens. Development of personal networks with groups 
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of actors outside the firm such as local authorities, universities, local firms, chambers of 

commerce, facilitate strategic planning to promote location or regional attractiveness (Florida, 

2006; Solimano, 2008; Lengyel and Sagvari, 2011). My findings showed that while FinTech 

firms use individual ‘poaching’ (Khilji et al,, 2015) to attract talent for executive and 

managerial positions, they use talent raiding (or hiring a team) for strategic roles (e.g. product 

developers). This is supported by existing literature which shows that in times of uncertainty, 

firms find ‘their best people, in particular senior executives under a constant attack’ from their 

direct or indirect competitors (Chambers et al., 1998, p.44) 

Second, this study’s findings showed that the global reputation of London’s FinTech 

community and firms’ branding have contributed to attracting and recruiting talent. In other 

words, communication of the firm’s vision, London’s support in the expansion of FinTech, and 

their innovation brought to financial services, have made FinTech desirable to global talent. 

This is consistent with the concept of employer branding which is defined as an entity’s 

reputation and values that employees can drive from it (Berthon, Ewing, Hah, 2005). Employer 

branding refers to a firm’s effort to communicate with current and potential talent its 

desirability as a workplace (Backhaus, 2016). It portrays the firm as a great place to work, with  

talented employees, customers and other stakeholders (Chhabra and Sharma, 2014). This study 

has also supported the view that FinTech firms through job fair participation, social networks, 

social events, conferences, and workshops build their employer brand to establish a connection 

with potential employees.  

Through employer branding, well-established FinTech firms are placed on a global level as 

attractive firms to work with. This enables them to build strong relationships with qualified 

candidates, which in turn helps to attract, recruit, and retain them (Berthon, Ewing, Hah, 2005; 

Backhaus, 2016). In keeping with this, my study shows that almost all HR managers indicated 

that they build on employer brand by expanding networks through event participation, 

conferences, and through sales and business development of their products and innovations. 

They also share employees’ work experiences with current as well as potential employees. 

These activities are run on a weekly or monthly basis where everyone within the firm gets 

together to discuss their future goals. Additionally, developing close relationships with partners 

and clients ensures that there is engagement and experience which aligns with a firm’s 

employer brand. These activities not only create a new source of recruitment but also increase 

employee's commitment (Stahl et al., 2012). 
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Third, different recruitment practices are used for hiring across different roles. For Fin roles, 

firms look for candidates with a combination of financial skills, financial knowledge and 

financial and/or international experiences as mentioned earlier. While for Tech roles, firms 

look for a general understanding of technology, tech skills and ability to learn new skills (e.g. 

social skills). Therefore, traditional recruitment practices of highly standardised and 

institutionalised systems (e.g. Stahl et al., 2012) that focus on the annual hiring of a pre-

determinant number of fresh university graduates were more present for Tech roles as opposed 

to Fin roles. In line with this, the study showed that in India’s subsidiary offices, FinTech firms 

recruit straight from universities, with no pre-requisite for work experience. Their graduate 

recruitment activities followed a fixed time schedule twice a year, in April and November. The 

recruitment process starts with the firm’s information session at the university campus, 

followed by acceptance of applications, selection process through tests and interviews, 

applicants receiving offers, vetting of documents, and starting the job. This recruitment process 

is not that different across headquarters and other subsidiary offices when hiring recent 

graduates as Tech talent.   

On the other hand, for executive and strategic positions, recruitment agencies (including 

executive searching firms and tech recruitment agencies) have played a key role in hiring the 

right candidates. This is consistent with other firms in the financial service industry, where 

recruitment agencies have long played a key role in matching specific skills with specific jobs, 

usually for mid- to senior- positions (Beaverstock and Faulconbridge, 2012). Although, this is 

still relevant for FinTech firms as interviewees state that firms set up in house recruitment 

teams to avoid paying high recruitment agency fees. The interviewees also confirmed that in-

house recruitment specialists save on transaction costs, as compared to the recruitment 

agencies. The interviewees also question the quality of external agencies in conducting a 

qualifies pre-selection of applicants for roles other than those pertaining to an executive or 

international position. This is consistent with concerns that recruitment firms might create 

control over the talent pool (Faulconbridge et al., 2009), and leave out candidates which make 

it harder for firms to meet the gender and ethnic diversity requirements (Meriläinen et al., 

2015).   

Finally, my findings showed that retaining talent is challenging not only in London FinTech 

firms but their subsidiary offices as well. This is consistent with literature findings which show 

that retaining talent is a relevant factor in a firm’s performance (McDonnell et al., 2010). There 

are overlaps between attracting and recruiting talent. Both depend on the roles and job positions 
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(Khilji et al., 2015; Keller and Meaney, 2017). My findings showed that to retain Tech talent, 

firms provide challenging projects and a relative autonomy in their creative work. Further, 

firms offer Tech talent the option of ownership for products developed by them. This is 

consistent with other studies which show that firms retain employees by providing stock 

options (e.g. Cappelli, 2000). Additionally, my findings show that FinTech firms provide 

training and development to retain talent across different roles. This is consistent with Edgar 

and Geare (2005) who found that training and development are key for retaining employees 

within the firm. In addition, Tarique & Schuler (2010) showed that the lack of training 

opportunities is a determining factor in talent’s decision to leave their employer.  

However, employees may decide to switch jobs once they have received training. This leads to 

a question of effectiveness of training and development of talent, who are not committed to 

staying in the firm long-term (Iles et al., 2010). Accordingly, my study identifies that when 

firms invest in talented employees, they experience problems not only in terms of cost and 

timing, but also in terms of the employee’s decision to switch firms. Nevertheless, Edgar and 

Geare (2005) showed that the training and development of employees is critical for talent 

retention and needs to be acknowledged as a means of winning the ‘war for talent’. In contrast 

to the extant literature, my study found that retaining practices have shifted from being firm 

focused only toward being both firm and talent focused. For example, FinTech firms have 

supported employee’s decision for country based relocation (usually their home country) by 

setting up an international office to retain them in the firm.  

 

7.2.3 RQ3: How do knowledge-intensive firms manage global talent mobility? 

This question is raised to address academic calls concerning the extension of the emerging 

literature on global talent mobility. Specifically, it relates to knowledge-intensive firms use 

global talent pools to fill vacancies, facilitate knowledge reproduction, and build social 

networks. Below, I present three key findings that address this research question.  

First, my findings showed that talent is mobile across different roles, particularly across 

executive and managerial positions; however, it is often seen as an ad hoc strategy. This 

indicates that talent mobility is not only determined by FinTech firms, but by talent themselves 

as self-initiated moves. This study’s findings showed that across Tech talent, work flexibility 

in terms of location, working time and mobility is provided as long as talent is retained within 

the firm. For example, this study identified that a Tech manager who was able to negotiate 
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working conditions and allowed to commute across time zones instead of relocating to the UK, 

or the other way around (from the UK to international offices). Another example is a tech 

product developer who was able to choose an alternative way of working from his/her home 

country and was able to deploy his/her skills as effectively as working within the UK. These 

examples confirmed that hybrid transnational talent, specifically a hybridisation of physical 

and virtual working place, requires a hybrid approach in global talent management. This is 

consistent with talent management literature which focuses on self-initiated expatriates (e.g. 

Haslberger and Vaiman, 2013; Vaiman et al., 2015) who move between developed countries 

or from developing countries to developed countries (e.g. Kirk, 2016; Husain et al., 2019).  My 

findings also showed that with the exception of executive positions, Fin talent tends to be less 

mobile. They are either based in headquarters or in subsidiary offices. These findings are 

consistent with previous studies on transnational elite which show that firm’s assign expatriates 

to undertake international assignments. Therefore, transnational elite are part of both inter- and 

intra-company transfers (e.g. Beaverstock et al., 2004).  

Since literature findings have indicated that there is a scarcity of Tech talent, firms are open to 

talents; workplace preferences to keep them onboard (Maisiri et al., 2019). Therefore, this 

study’s findings showed that opening of international offices in the employee’s country of 

origin is a common practice across FinTech firms. This is consistent with a flexible strategy 

for managing global talent mobility (e.g. Tansley and Kirk, 2018; Collings and Isichei, 2018). 

Despite the needs for talent management strategies (e.g. Collings & Mellahi, 2009; Lewis & 

Heckman, 2006; Scullion, Collings, & Caligiuri, 2010), this study showed that there is still a 

need for a more flexible approach in managing global talent mobility to accommodate the 

work-life balance of talent. It is noted that global talent negotiates their working conditions by 

producing new forms of global talent mobility that rely on business travel as compared to 

medium- or long-term relocation (Jones, 2013). This shift is driven by a number of trends, but 

most importantly by technological advancement that has made collaboration beyond 

organizational and national boundaries easy (Boudreau et al., 2015).  

Second, this study’s findings showed that talent mobility is not unidirectional (e.g. from the 

HQs to other subsidiaries across borders) but works in all directions and is not limited to a 

firm’s executive and managerial positions. This is consistent with studies on staff circulation 

(e.g Collings et al., 2018; Khilji and Schuler, 2017) and talent flows (e.g. Vaiman et al., 2015; 

Yeoh and Chang, 2001) but differs from the expatriate strategies of TNCs (e.g. Beaverstock, 

2011; Tarique and Schuler, 2018) which focused on a unidirectional concept of mobility (such 
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as Western expatriates moving to emerging economies). In terms of Fin talent mobility, my 

findings are similar to transnational elite literature which states that Western financial 

executives moving across financial centres such as from London to Singapore, or New York 

(Beaverstock, 2005). However, my findings also observed that Fin talent moves in all 

directions.  Further, my findings showed that tech talent, like global talent, flow within and 

between other cities in Central Eastern Europe, India, China.  This contributes to the agency of 

location where a city is the major factor in orchestrating global talent mobility (Beaverstocj, 

2017; Collings and Mehalli, 2019). For example, a recently hired talent in Krakow offices 

travel to London’s office for specific training and for getting to know his/her co-workers. 

Similarly, a senior manager travels to Budapest and a finance executive travels to Vienna for 

coordination, control, and information exchange. The rationale behind the frequent business 

travel of talent mirrors the evidence of transnational studies (e.g Doherty, 2013; Cole, 2011; 

Collings, 2014) which shows that travelling helps build international business networks and 

employee’s relationships irrespective of their positions.  

Third, the frequency of business travel is increasing the propensity and willingness for long-

term relocation which varies from individual to individual and is linked to pull and push factors 

inherent with globally mobile people (e.g. Kirk, 2016). Pull and push factors refer to factors 

that attract or deter an individual or firm from accepting or offering global mobility 

opportunities (e.g. family commitments, country taxes). My finding showed that a change in 

these pull and push factors have led to talent mobility being defined more in terms of business 

travel and less in terms of long-term relocations. This likely stems from the availability of 

infrastructure that facilitates a seamless virtual work environment, growing ease of business 

travel (Jones, 2013), and an individual’s preference between pecuniary motivations and 

sociocultural affinity.  

 

7.3 Contributions to literature  

 

This section synthesises the three main contributions of this study. First, it contributes to the 

literature on transnational elite talent by conceptualising global talent as transnational elite 

(Beaverstock, 2018; Harrington and Seabrook, 2020; Seabrook, 2014) talent and focusing on 

talent as central actors in global talent mobility. This is a notable shift from the organizational 

perspective of TNCs (Sparrow et al., 2013; Mellahi and Collings, 2010; Tatoglu et al., 2016; 
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Collings et al., 2019) and the macro level perspective (Vaiman et al., 2018; Collings et al., 

2015), which focus on firms and governments as the main actors in talent mobility. Second, 

this study is the first to add to the literature on global talent management within the FinTech 

community. The main findings recognise the need for a hybrid approach to manage 

transnational elite talent within FinTech firms. Third, this study contributes to the literature on 

global talent mobility by emphasizing the role of global talent pools in bring about a more 

diverse workforce.  

7.3.1 Transnational elite talent 

This thesis contributes to global talent management literature by reframing talent as 

transnational elite talent, and conceptualising talent as transnational talent due to their ability 

to be mobile, work across different time zones and spaces, speak at least two languages (e.g. 

Yeoh and Lam, 2016) and be part of national and international networks. The extant literature 

is limited in its acknowledgement of talent mobility within global talent management, and 

therefore remains silent on the role talent plays in knowledge reproduction and in contributing 

to a firm’s performance. Additionally, this study contributes to the transnational elite literature 

(Beaverstock, 2018; Henriksen and Seabrooke, 2021) by differentiating elite talent based their 

roles (Fin and Tech) within a firm, emphasising the importance of context (FinTech firms) in 

reframing talent. Therefore, elite talent across pivotal positions within a firm are no different 

in terms of skills, knowledge, and experience from transnational elite (Beaverstock, 2004; 

Brunsson & Jacobsson 2000, Faulconbridge & Grubbauer 2015), and transnational 

professionals (Henriksen and Seabrooke, 2021) defined in literature. Although, they differ in 

terms of transnational elite flows within and between global cities (Beaverstock, 2018; Sassen 

2016). In this study I show that Fin talent, while still dominated by a firm’s home parent 

nationals, also travel in all directions for knowledge sharing. However, they only relocate 

across global cities for family and career purposes. The length of relocation for work purposes 

has changed from long- (over 3 years) to short- (up to 1 year) and mid- (1-3 years) term 

relocation. At the same time, alternative means of mobility such as business travel has emerged 

in all directions and at a higher frequency.  

In contrast, this is one of the few studies to conceptualise Tech talent as transnational elite 

talent. This is based on the similarity in Tech talent and transnational elite talent characteristics 

(skills, knowledge, experience) with the exception of the transnational elite status as ‘super 

rich’ (Hay et al., 2016) which extends beyond the scope of this project. Therefore, Tech talent 

as part of the transnational elite, are individuals with tech skills, tech knowledge, tech networks, 
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who work across different time zones and spaces (for family and career purpose), and are 

willing to be mobile to enhance knowledge reproduction. Even though they use virtual mobility 

to work on product development and team coordination, knowledge sharing and 

communication; the need for physical mobility is not diminished. In particular, physical 

mobility is dominant in knowledge diffusion within social networks. Additionally, Tech talent 

mitigates ethnic superiority in transnational elite by contributing to a more inclusive and equal 

global talent pool, while creating labour segmentation in terms of skills, knowledge, and 

experiences.  

This study adds to the understanding of talent flows within global talent management. First, 

executives and managers, who themselves are perceived as talent, play a key role in identifying 

talent by developing effective systems and processes for filling pivotal and strategic positions 

across headquarters and subsidiaries. Therefore, I show the development of FinTech’s global 

talent pools as a way of advancing from demand led recruitment to “recruitment ahead of the 

demand” (Collings, 2016). The path dependent effect of human capital development has been 

recognised since Penrose’s (1959). Penrose demonstrated the time investment needed to 

develop managers given their importance in expanding organizations. Therefore, firms which 

invest in talent development “ahead of the curve” achieve better performance relative to those 

who do not. My study shows that this approach enables the recruitment and development of 

Tech talent within FinTech firms. However, this approach does not apply to Fin talent and does 

not apply in times of strategic changes where particular skills are required on short-notice e.g. 

financial and tech skills with emerging FinTech. Therefore, FinTech firms also use external 

talent pools to fill in such roles. My findings complement the literature on global talent mobility 

within the FinTech context by showing that FinTech firms combine talent as a flux and static 

or stock notion of human capital (Collings, 2014; Crane and Harwell, 2019; Schullion and 

Collings, 2011). 

While it might be assumed that only Tech talent within the context of financial sector 

transformation play crucial roles, it is both Fin and Tech talent that emerge as critical within 

this current study. Therefore, this study introduces a hybrid perception of transnational elite 

talent within London’s FinTech community for two main reasons. First, it fits with the nature 

of work across Fin and Tech roles being both physically and virtually mobile. Second, global 

talent based on its qualities are individuals with a combination of both Fin and Tech skills, 

knowledge, and experiences. This leads to the next contribution of this thesis; hybrid global 

talent management.  
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7.3.2 Hybrid approach of global talent management 

The findings of this thesis contribute to the reconceptualization of talent which enables FinTech 

firms to perform competitively in the changing business environment by adapting to changes 

in global talent management practices. Current global talent management approaches fall short 

in terms of equipping FinTech firms with the talent they need to operate effectively at a global 

level. A combination of inadequate supply and insufficient internal talent development, 

particularly for tech roles, indicated that FinTech firms are limited in optimizing talent pools, 

and are also losing talent due to the inability of executives and managers to fulfil expectations 

and provide clear career development.  

As a consequence, I add to global talent management literature a hybrid approach of managing 

transnational elite talent. This approach is not only wide enough to capture the 

reconceptualization of global talent stated in first contribution of this study but can also enable 

FinTech firms to win the ‘war of talent’ (Chambers et al., 1998). FinTech firms have changed 

the nature of work significantly, calling for a combination of skills set, knowledge and 

experiences, with which existing talent management practices (Stahl et al., 2012; Collings and 

Isichei, 2018), at least for Tech talent, have not kept pace. Existing talent management practices 

remain segregated into financial or tech specialism, with an exclusive focus on knowledge and 

skills. This overlooks the combined roles of Fin and Tech and increasingly collaborative nature 

of work brought by FinTech firms. As a result, hybrid global talent management presents an 

effective way for FinTech firms to overcome challenges related to current and future talent 

shortage.  

This is particularly important for identifying pivotal and strategic positions. It reinforces the 

shift of focus only on identifying high potential individuals in order to align them with a firm’s 

needs (Ready et al., 2010; Whysall et al., 2019). Therefore, a hybrid global talent management 

approach, by hybridisation of physical and virtual talent, ensure that both Fin and Tech work 

as a team to enhance a firm’s performance. This supports the Al Ariss et al., (2014) study which 

shows that firms adopt their own best talent approach, as opposed to a ‘one size fits all’ 

approach (Stahl et al., 2012). This hybrid approach shows that talent within a FinTech firm are 

individuals in pivotal positions whose performance is closely linked to the performance of 

individuals in other pivotal positions within the firm (Huselid et al., 2005). 

The hybrid global talent management approach is current and forward looking – reflecting what 

a FinTech firm aspires to become, to avoid attracting and recruiting talent that are unlikely to 

contribute to the firm’s specific products/services development. Therefore, by considering both 
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local and global talent pools, a firm’s focus on talent shifts from a single labour market to 

multiple labour market. This calls for management of diverse talent pools and in turn 

emphasizes the role of a hybrid global talent management approach in addressing the 

commonly found lack of diversity across pivotal positions within FinTech firms. 

7.3.3 Equality, diversity, and inclusion 

This thesis makes a contribution to the limited body of work exploring talent diversity in 

London’s FinTech community. Diversity in the workplace can be measured using social 

attributes such as ethnicity, gender, disability, and personal philosophy (Vertovec, 2017).  

However, this study contributes to the understanding of diversity mainly along the dimensions 

of ethnicity and gender. My findings show that London’s Fintech firms acknowledge the 

importance of an ethnically diverse workforce in bringing about innovation and helping with 

problem-solving. Therefore, working in an environment that values individual differences and 

makes everyone proud of their distinctiveness is fundamental to achieve a more productive 

workforce.  Additionally, this study’s findings show that diversity matters because FinTech 

firms are operating at a global level that is deeply interconnected; serving clients globally and 

speaking their language enables firms to gain a competitive edge. Also, firms located in cities 

like London (Interviewee16) which are characterised as “cultural pots”, find it easier to access 

a diverse workforce and serve clients at a global level. Drawing on social identity theory22 and 

extending the early work of scholars (e.g. Hunt et al., 2018; Kochan et al., 2003), the empirical 

work in this study shows that FinTech firms with diverse executive and/or managerial teams, 

also have a very diverse workforce.  

The above-mentioned factors for a diverse workforce (innovation, serve clients globally, 

London’s labour market, diverse executive teams) within FinTech firms are consistent with 

four out of eight literature identified motivators that stimulate an organization’s diversity: legal 

and regulatory pressures, labour market demographics, globalization, diverse customer bases, 

external pressures (e.g. community, politics), internal pressures (e.g. employees) and business 

leaders themselves (Gentlie, 1996). However, there are studies that view diversity as “a double-

edged sword” which increases the opportunity for innovation and better performance but at the 

same time, also increases the likelihood of employees not being identified with the group 

(Martins, 1996).  

 
22 Social identity theory - ``that part of an individual's self-concept which derives from his knowledge of his 

membership of a group (or groups) together with the value and the emotional significance attached to the 

membership'' (Tajfel, 1978, p. 63), 
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Previous studies showed that transnationals in London have to acquire and mobilise cultural 

traits to facilitate their everyday negotiation of outsideness and differences in their work 

environments as well as spaces of social interactions such as pubs (e.g. Yeoh and Huang, 2011; 

Hall, 2019). A study by Ye and Kelly (2011) showed that in Singapore – Singaporeans see 

cosmopolitan savvy as a slippery concept between post-colonial hang-up to “white” or 

“Western” superiority. However, they exhibit a desire to master its performance as a means of 

celebrating Singapore’s progressive multicultural stance.  

In this thesis, I further illustrate the existence of an ethnically diverse workforce across tech 

positions (e.g. engineers, product developers, IT programmers) and an ethnically homogenous 

workforce across finance positions (e.g. head of finance, CFO, finance manager). As I have 

shown in the analysis chapter, interviewees describe explicitly the ethnicity among financial 

positions as being predominantly “white men”. I noted that there was a lack of not only ethnic 

diversity but also gender diversity. Fewer women than men were not only present across 

financial positions, but also tech positions. Even though people working in tech positions were 

from different nationalities, women were still underrepresented in both London and in 

subsidiaries across other countries.  

Therefore, I show that talent flow contributes to talent ethnic diversity and supports literature 

findings that universities, professional training, job opportunities and social networks (Harvey, 

2011) are key reasons why talent move across borders. In this study, I present that non-Western 

talent by being mobile and flowing in all direction, contribute to the creation and sharing of 

knowledge within firms and social networks. This calls for the inclusion of diverse talent across 

all FinTech roles. I further argue that diversity in every aspect for FinTech firms is a 

superpower that brings “what a software developer calls the view from nowhere” 

(interviewee25). This study’s findings and discussion strengthened the importance of diversity 

not only across tech positions but across all firm levels.  It also urged FinTech firms to adopt a 

a strategy to attract and retain global diverse talent. 

 

7.4 Conclusion 

 

This chapter identified the main academic contributions of my study towards reframing global 

talent mobility in knowledge-intensive firms, specifically FinTech firms. I have presented 

empirical evidence to address the meaning of talent, which shows that talent is perceived as a 
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context-based phenomenon. This further confirms findings in existing literature which show 

that there is a lack of consensus with respect to the meaning of talent. Therefore, each firm 

needs to specifically define the meaning of talent by considering the skills, knowledge, 

experiences, and potential that talent bring to the firm. In addition, these talent characteristics 

need to align with a firm’s pivotal and strategic positions (in this study, this has been classified 

based on hierarchy and strategic level) in order to contribute to the firm’s performance. The 

link between talent (whatever that means to the firm) and pivotal positions is not easily made. 

Since the nature of work within the FinTech community is not standardised, what firms might 

consider talent today might change tomorrow. At the same time, a firm’s pivotal and strategic 

positions might change as it adapts to technological advancement (e.g. Artificial Intelligence, 

Machine Learning). This creates additional challenges in balancing the demand and supply of 

talent and calls for firms to adopt a proactive strategy (e.g. hiring external talent or developing 

internally) to respond to talent shortages.  

Therefore, this study’s findings showed that to manage global talent, firms are adopting a 

hybrid approach. The hybrid global talent management approach is current and forward-

looking – reflecting what a FinTech firm aspires to become, to avoid attracting and recruiting 

talent that are unlikely to contribute to the firm’s specific product/service development. 

Therefore, by considering both local and global talent pools, firms might be ‘ahead of the 

curve’ with talent supply or balancing between demand-led recruitment and supply-led 

recruitment. It further emphasizes that global talent pools are an effective way for FinTech 

firms to bring in diversity, which contributes to the firm’s performance and in turn to a 

country’s economic growth. Last but not the least, neither transnational elite literature nor 

global talent management literature have given due consideration to the FinTech labour market, 

although they represent a significant part of London’s competitive advantages.  This thesis's 

main empirical contribution is to examine for the first-time global talent in connection with 

transnational elite talent within the FinTech context. 
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Chapter 8: Conclusion 
 

8.1 Introduction 

 

This thesis aimed to reconceptualise talent by exploring the meaning of talent from executives 

and managers perspective within knowledge-intensive firms, specifically in London’s FinTech 

community. This study focused on FinTech employees’ experiences in dealing with global 

talent management and global talent mobility at the firm level. This thesis responded directly 

to academic calls for empirical studies on the meaning of talent within different research 

contexts (Collings and Mellahi, 2009; Gallardo-Gallardo et al., 2015), by exploring existing 

theories in other fields (Dries, 2013). Therefore, my study draws parallels with transnational 

elite (Beaverstock, 2018), human capital (e.g. Crane and Hartwell, 2019; Nahapiet, 2011) and 

social capital (e.g. Collings et al., 2009) theories. This thesis further considered global talent 

as a wider approach to encapsulate mobility of talented individuals across national borders, 

irrespective of their nationality and location. Therefore, in this study, I view talent as part of 

global talent management by incorporating global talent mobility as transnational elite to avoid 

the risk of the misinterpretation of talent. Yet, simply thinking of talent without considering 

mobility would have not been a well-informed study in the talent management and global talent 

management literatures. Similarly, by focusing on global talent as transnational elite talent 

without distinguishing between Fin and Tech talent would be limited in explaining inclusive 

and exclusive aim of global talent. Therefore, on global talent mobility, this study provided a 

missing link between talented employees’ and firms’ consequences in dealing with the ‘war 

for talent’ in FinTech and the world economy. 

 

In this thesis, qualitative research methods have been used to closely examine the decision-

makers’ perspectives on global talent. This is motivated by a need to shift the focus from firms 

as knowledge creators (through routines and process) to talented employees as knowledge 

diffusers in enhancing the firm’s performance. Therefore, the use of exclusive global talent 

management (Dries, 2013) aids the exploration of talent as the differentiated workforce which 

also aligns with transnational elite professionals’ literature being considered as exclusive 

individuals who are part of transnational networks (e.g. board of directors, expatriates, 

managers). In this thesis, I presented findings of two complementary empirical studies 

(London’s FinTech community and a transnational FinTech firm) as part of an exploratory 

research design. This empirical work extended the current global talent management literature 
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by presenting talented employees as highly mobile individuals irrespective of their nationality 

and place. This is in balance to the prevailing Western perspective in talent management 

literature associating talent with ethnic and origin backgrounds. The introduction of the global 

talent phenomenon in London’s FinTech community through a reconceptualization of talent as 

transnational elite talent is a novel contribution of this study to the global talent management 

literature. It also extends the limited literature on transnational professionals (Harrington and 

Seabrook, 2020) by incorporating emerging strategic roles such as tech positions teamed up 

with financial roles to contribute to development of FinTech community. When relying only 

on Fin talent or Tech talent alone is not enough for such changes to happen. FinTech 

community brought changes to financial industry and for some might be seen as disruption 

technology that competes with traditional financial intermediates, for others might be seen as 

complemented community to London as international financial centre.  Therefore, the 

reconceptualization of talent presented here, and the empirical work introduced the role of 

hybrid talent in firm-level contexts, as being physically and virtually mobile (“here” and 

“there”).  

This rest of this chapter is structured as follows. First, I present a synthesis of the main findings 

of the thesis which address the research questions and build on existing literature in global 

talent mobility and London’s FinTech community. Second, I present a summary of this study’s 

three main contributions to literature. Third, I discuss five implications this study’s findings 

made for London’s FinTech managers, theory of talent management, social theory policy 

makers and development of future research. Fourth, I discuss a reflection of the research 

process and highlight limitations of this study.  This is followed by a section on areas for further 

research. Finally, I provide a summary of the thesis.  

8.2 Thesis main findings 

 

In this thesis, I considered three main research questions: How do knowledge-intensive firms 

conceptualize global talent? How do knowledge-intensive firms attract and retain global talent 

in a volatile environment? How do knowledge-intensive firms manage global talent mobility? 

The key aim of this thesis has been to critically engage with the concept of global talent within 

knowledge-intensive firms (henceforth KIFs) such as FinTech in order to expose the presence 

of exclusive global talent management between Fin and Tech roles at the firm level. The 

tendency to refer to talent only based on their knowledge, skills, and experience without 

considering talent as highly mobile individuals is limited in providing the ‘global’ approach to 
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the talent management literature. The use of global talent mobility and global talent 

management offers an attractive option to establish positive relationships between talent and 

mobility on one hand and FinTech firms’ performances on the other. A reconceptualization of 

talent and elaboration of their mobility as a way of knowledge reproduction honours the 

distinctive role that talent entails, and enables us to avoid an objective approach without losing 

sight of the potential of a talented workforce. Also, global talent mobility provides a powerful 

perspective on the potential and limitations of London’s FinTech firms, when firm's activities 

are largely based on either Fin or Tech talent to develop products/services for end-users (e.g. 

Kerr et al., 2016; Harris, 2021).  Thus, in the next section, I present three main findings of this 

study which build on transnational elite, human capital and social capital theories. 

8.2.1 Transnational elite talent 

The empirical findings of my study showed that the reconceptualization of talent from the 

executives and managers perspective within London’s FinTech community was needed to 

respond to academic calls for understanding the meaning of talent (Gallardo-Gallardo et al., 

2013; Tansley, 2011) in knowledge-intensive firms where talent is key in producing economic 

value (Alvesson, 2004; Collings and Mellahi, 2009). The way talent is perceived at the 

workplace varies across firms, sectors, industries, and countries (e.g Holden and Tansley, 2007; 

Tansley, 2011; Scullion and Collings, 2011). As such, both empirical studies (London’s 

FinTech community and a transnational FinTech firm) confirmed that the meaning of talent is 

a context-based phenomenon. In other words, there exists many definitions of talent based on 

the examined context. This finding mirrors previous studies that have indicated numerous 

meanings of talent (e.g. McDonnell et al., 2021; Gallardo-Gallardo, 2018). 

Additionally, this study identified that talent is associated with time and space; therefore, being 

talent is about being talent ‘here’ (now or physically mobile) and being talent ‘there’ (in the 

future or virtually mobile). The meaning of talent is embedded within a firm’s context. It 

depends on continuous talent contribution to the firm, and it evolves together with the firm. 

While global talent can be reinterpreted by executives, managers, and employees as talent 

(whatever it means for the firm) who are highly mobile irrespective of their nationality or 

location. Therefore, global talent in this study was perceived as the product of highly skilled, 

knowledgeable, highly mobile, and high performing employees today, and their future potential 

to contribute to the firm’s performance. This indicates that talent unavoidably involves 

employees in pivotal and strategic positions at the firm level as they make decisions related to 
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the current and future direction of the firm (e.g. Collings and Mellahi, 2009; Huselid and 

Becker, 2011).  

Within this stream, these empirical findings evidence the relevance of executives and managers 

experience as transnational elite talent which consequently demands the use of an exclusive 

approach in global talent management. Talented employees in pivotal (e.g. CEO, CFO, CTO, 

managerial roles) and strategic positions (e.g. product developers, engineers) are identified as 

transnational elite talent as frequent business travel and short-to-medium term relocation across 

borders forms a part of their key role in knowledge diffusion. The importance of in-person 

meetings between the firm’s employees across international offices (irrespective of the flow 

from headquarters to international offices, vice versa, and between international offices) is 

dominant in this study. Additionally, talented employees within strategic positions (e.g. sales) 

travel across the border between global cities (e.g. London, New York, Paris, Frankfurt, 

Singapore) to meet clients.  

Therefore, talent is perceived as a combination of skills (e.g. tech), knowledge (e.g. finance 

industry/instruments), experience (e.g. entrepreneurs), potential (to solve current and future 

financial problems) and ability to be hypermobile (flowing in multiple directions). This shapes 

their future career in relation to the firm’s future needs. Such talent attributes are embedded in 

talented individuals, irrespective of nationality, and transnational FinTech firms have shown 

that the frequent business travel of talent is a major activity by which a firm manages global 

talent and contributes to knowledge reproduction. Thus, my study identified a hybrid approach 

of global talent management to help the firm take advantage of global talent mobility.  

8.2.3 Hybrid approach of global talent management 

The relevance of global talent management has increased as firms were unable to attract and 

retain talent the local level due to an under-supply of talent. This was evident across tech roles, 

particularly in developed countries where the demand for tech talent was higher than the 

supply. In contrast, developing countries experienced a greater supply of tech talent, although, 

firms reported issues with the quality of talent. Indeed, this was the key reason behind the 

development of internal and external talent pools within the transnational FinTech firm in my 

study. The use of internal talent pools that were decentralised across subsidiaries (e.g. Mumbai, 

Vienna) and external talent pools that were centralised in headquarters (e.g. London) was 

needed to identify and develop talent at multiple career stages. This enables firms to stay ‘ahead 

of the curve’ (Collings, 2014) and avoid experiencing difficulties in fulfilling positions. The 

issue with high competition and insufficient talent was faced not only in headquarters located 



210 

 

in London, but also in subsidiary offices. As a consequence, this study's findings argued that 

the firm’s managers (decision-makers) identify current and future positions, in conjunction 

with international talent pools (e.g. where such talent is available) to avoid an over or under 

supply of talent.  

Thus, my findings show that a hybrid approach of global talent management, which includes 

the hybridisation of global and local talent pools, is an effective way to address the needs of 

the firm and employees in reaching their goals. Further, my findings showed that the hybrid 

approach was most useful when pivotal positions were managed centrally (e.g. CEO, CFO, 

CTO), while strategic positions were managed locally (e.g. product managers, engineers, tech 

developers). For instance, it is harder to retain tech talent as a part of locally managed talent 

pools if they are not able to re-evaluate their skills, knowledge and experiences and continue 

working with the latest technology. Similarly, firms are unlikely to retain Fin and sales talent 

as a part of global talent pools if they are not able to travel frequently between headquarters 

and subsidiaries.  

Therefore, the firm’s hybrid approach to talent management was designed to consider both 

local and global interactions in the embedded talent to win the ‘war for talent’ and leverage 

conditions of global talent mobility that address the scarcity of talent. While developing talent 

internally within the firm, executives and managers are encouraged to develop the firm’s talent 

management policy to include upward and horizontal mobility to enable an effective global 

talent management strategy. Thus, the hybrid approach of global talent management represents 

the global scope of the firm as well as of the home parent country nationals.  

 

8.2.2 Diversity 

Another key finding of this study relates to diversity within the workplace. At the workplace, 

diversity includes not only ethnic diversity but also diversity along other social attributes such 

as gender, disability, and personal philosophy (Vertovec, 2017). However, this study identified 

mainly ethnic and gender diversity in FinTech labour market. My findings show that FinTech 

firms acknowledged the importance of a diverse workforce in bringing in innovation and 

helping with problem-solving. Therefore, an environment that values individual differences 

and makes everyone proud of their distinctiveness is a fundamental characteristic of an efficient 

work environment.  
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The dominance of ‘whiteness’ among Fin talent was identified in this study as well. The lack 

of ethnic diversity was common across the pivotal position (e.g. CEO, CFO, Head of Finance, 

Finance Manager). As the analysis chapter showed that the interviewees describe explicitly the 

ethnicity among financial positions as being predominantly “white man”. It was notable that 

the lack of diversity existed not only along the lines of ethnicity but also gender. Fewer women 

than men were not only present across financial positions, but also tech positions that support 

findings by (McDonwell, 2017). Even though people working in tech positions were from 

different nationalities, women were still underrepresented in both London and in subsidiaries.  

The diversity of flows in terms of origins represented in this study, with talent moving between 

places such as London, Berlin, Paris, Vienna, Krakow (Eastern Europe), New York, India and 

China, showed changes in talent mobility not only from the Western perspective but also 

identified different talent groups from a non-western perspective. The necessity of diversity 

across all the positions can also be encouraged by policy-based regulations. Diversity in every 

aspect for firms is a superpower that brings “what a software development call the view from 

nowhere” (interview25). The study has revealed that policymakers can formulate new policies 

for attracting and retaining global talent which includes different schemes (e.g. visa schemes 

like the UK Global Talent Visa) for Fin and Tech talent.  

 

8.3 Findings implications to theory and practice 

 

Based on the three main findings of this thesis, I have developed practical and 

theoretical implications for London’s FinTech executive managers, theory of talent 

management, wider application to social theory, policy makers and future areas of research that 

will be presented below.   

8.3.1 Implication for London’s FinTech executive managers 

As global talent are strategically engaged and perceived as exclusive individuals within the 

firm, the active championing and associations by executives and managers are expected to be 

high. Literature indicates that management teams continue to experience challenges in 

managing global talent mobility (Collings et al., 2007; Collings, 2014; Aguilera, 2008; 

Faulconbridge et al., 2009), yet this study agrees that executives and managers play a crucial 

role in defining, identifying, and nurturing talent. When, they themselves are perceived as talent 

and contribute to talent reproduction by developing the talent identification process (e.g. by 



212 

 

deploying knowledge through transnational network and access international labour markets). 

The abundance of talent rhetoric in the press, as well as the lack of empirical studies risk 

positioning the meaning of talent based on ambiguity (e.g. Gallardo-Gallardo et al., 2013; 

Tansley, 2011; Gallardo-Gallardo et al., 2020). Hence, the role of executives and managers is 

vital in defining and identifying global talent at the firm level. With that in mind, this study’s 

implications for London’s FinTech executive managers are threefold. First, executive 

managers need to define explicitly the meaning of talent within the firm by considering the 

accumulated skills, knowledge and potential of individuals. Second, there is no ‘one-size fits 

all’, so, distinguishing between Fin and Tech talent management is needed. Third, putting talent 

as central stakeholders in global talent mobility is needed to allow for the hybrid management 

approach. Each of the implications will be discussed below.  

8.3.2 Implications of talent identification practices 

Executives and managers have a key role in how talent are defined, recruited, developed and 

retained. Their role becomes more critical as they are the ones linking talent with the right 

positions and performances through differentiated investment as seen in the case between Fin 

or Tech talent. Studies have noted that the variation in meaning of talent across executive 

managers makes it difficult to develop global talent management (e.g. McDonnell et al., 2021; 

Gallardo-Gallardo, 2018). This study suggested that there are two ways that executives and 

managers use to identify talent: through assessment of talent potential to contribute to the firm 

– by exclusively referring to potential in advancing to managerial and more senior positions in 

the firm; and through performance appraisal which is still problematic to perform in practice. 

In both ways, some degree of subjectivity is involved. To avoid subjective errors and to 

increase the validity and reliability of the talent identification method, global talent 

management tools develop training for executive and managerial positions responsible for 

identifying talent (King, 2022). Despite training, studies showed that managers rely on their 

existing internally held views of presumed natural ability when assessing others (Meyers et al., 

2020). Hence, to improve the quality of manager talent assessment, firms are encouraged to 

establish clear guidance for managers on what talent means as per the firm’s talent 

requirements, how to identify the firm’s talent potential and talent development in line with the 

firm’s goals.  

To mitigate such concerns with talent identification and fairness, a clear guidance for executive 

and managers is required. It is important to note here that the process of talent identification 

used by executives and managers influence diversity as talent strategy within the firm. Since 
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executives and managers make final decisions on the recruitment process on whom to join the 

firm’s managerial and strategic roles. To support the diversity strategy, executive managers 

focus on talent skills and knowledge related to the position irrespective of their nationality. 

Also, training and development is needed to be provided to the local talent to support, coach 

and enable them to perform day-to-day tasks in line with business to arguably understand and 

fit with the firm’s strategic objectives. Finally, executives, managers and talented employees 

(those who fits into firm’s talent definition) are at the heart of global talent management, 

therefore their experience as talent must be considered. Like firms, talent have their own 

personal development goals which when aligned with organisation goals will contribute to the 

firm’s present and future performance. 

Transnational elite professionals, human capital and social capital are limited by current 

knowledge understanding of FinTech talent and their policies regarding talent pool. The 

tendency to ignore the role of global talent by focusing only on local talent overlooks the role 

of other emerging strategic positions. By connecting the role of executives and managers, talent 

diversity and firm’s performance may be improved. Therefore, it is crucial for FinTech firms 

to distinguish between Fin and Tech talent as this study points out that ambiguity with respect 

to talent might lead to less effective talent management practices. Below, I discuss the 

implication for Fin and Tech talent.  

8.3.3 Implication for Fin and Tech talent 

The development of an inclusive talent approach, supported by top management, with clear 

communication of distinctive meaning of talent and their career paths, are key elements in 

adaptation of talent diversity. With careful adaptation to global talent management practices 

that promote diversity, especially within Fin roles, could be useful in facilitating firms’ talent 

gap. In designing job specifications, it is important to focus on skills, knowledge, education, 

and experience while eliminating other non-required criteria (e.g. nationality, geographical 

region). The over-emphasis on work experience in the host country in Tech roles often prevents 

firms from getting the best talent for the job. When hiring for Fin roles it is common for firms 

to use individuals international work experience in London and New York to selecting talent, 

although job related skills need to be considered as more important to ensure that global talent 

can join the firm. Similarly, for Tech roles, job related technical skills are more important than 

international work experience. This could be due to the expectation of using common 

programming language in tech roles. Hence, assessment based on technical skills and 

knowledge continue to be an effective method for attracting diverse Tech talent. The active use 
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of both internal and external labour market can build greater talent pools and increase firms’ 

chances to recruit based on designed employees. Hence, the firm’s focus on talent is central for 

global talent management.   

8.3.4 Implication of talent as central to GTM 

Finally, managers position talent as central actors in global talent management, as they directly 

influence a firm’s performance in the short-term as well as its long-term growth. Talent as 

central actors translate knowledge through inter and intra- firm transfers; they are the actors on 

which global talent management is focused and yet remains relatively unexplored. The need to 

return to the role of talent within human capital literature and expand transnational elite into 

talent professionals addresses an important gap in literature. This study’s outcomes argue that 

talent positioning as central actor is key in practice. This supports human capital theory which 

states that talent possesses skills and knowledge, while expanding the transnational 

professionals theory that talent enables diversity at firm level despite being managed as 

exclusive labour force. Therefore, global talent management is not just an approach at the firm 

level and is interconnected with the activities of executives and managers in persuading their 

career goals. From GTM literature, designing and implementing talent management program, 

a mentoring system, and providing supportive supervisors facilitate the integration of diverse 

talent (McDonwell, 2017). Also, a firm’s integration policies including talent visa application, 

application for residency/work permits, choice of work (e.g. hybrid) create a more diverse 

internal talent pools. This plays a key role in informing policy makers and is explained below.   

8.3.5 Implication of global talent for policy makers 

The attraction and retention of global talent is a crucial dimension of global labour markets. In 

this study, the role of firm practices in managing global talent and the UK immigration policies 

shape the development and flow of talent. Nevertheless, the existing UK global talent visa 

scheme (during the Brexit transition period) creates a learning and work environment that does 

not fully maximise talent labour potential. For example, student and employment visas as 

unidirectional (managed from organisations) were limited in creating pathways for global talent 

to stay in the UK labour market. Much of the policy debate is focused on local skills gap, but 

the role of migration policy in shaping the development and retention of global talent was 

insufficiently understood in the academic literature. This study argued that firms, universities, 

and the state collaborate in shaping the development, composition and the flow of global talent 

movement between the UK and other countries. Immigration schemes like the Global Talent 

visa scheme and post-study visa influence international students’ decision about place of study, 
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concentrating talent in countries with relaxed immigration policies (e.g. Trojesen, 2020; Kerr 

et al., 2016; Harvey, 2015). However, this study suggested two main implications for policy 

makers in global talent management.  

First, immigration policy visas such as the Global Talent Visa scheme might be divided into 

two sub categories by exclusively referring to Fin and Tech talent. This creates a better window 

for firms to concentrate on recruiting global Tech talent in high demand roles in the UK, while 

also focus on local Tech talent development in the UK labour market. FinTech firms are 

missing out on the full Tech talent potential as a result of work restrictions (e.g. Talent visa 

numbers per year, processing time, EU tech labour market) which results in a loss of Tech 

talent in particular for Tech managerial positions. These findings indicate that migration policy 

and firms’ practices might work in tandem to shape education trajectories, career development 

and global talent visa settlement, regulating global talent flows. This adds to the long-debated 

continued relevance of nation state in a globalise world (Sassen, 2007; Harvey, 2006). The 

neoliberal turn in arrangements between state and non-state actors as a mark of an undoing of 

state capacity has strengthen the role of firms as well as universities in managing global talent. 

Although, the state power through immigration policy is not mitigate in managing global talent 

mobility in wining the ‘war of talent’.  

Second, the creation of a hybrid labour market to manage skill gaps enables greater flexibility 

and autonomy for global talent. Working remotely and more independently will become a new 

norm to fulfil the Tech skills gap. The policy makers need to prioritise meeting the diverging 

needs of the global talent pool to sustain a competitive edge in attracting the best global talent 

(Kalifa Report, 2021). This is supported by McWilliams (2015) in his book “The Flat Whice 

Economy” which suggests that creating a flexible working environment for global talent with 

a backpack and a flat white coffee enabling them to easily switch to more attractive places and 

firms. Therefore, this study suggested a combination of  two broad immigration policies. The 

first is a supply-side policy implemented through a point-based system and the second one is 

an  employer-driven system or the demand-side approach. By having a combined immigration 

system, the UK might mitigate the long processing time and create a more sustainable short- 

and long-term labour market.  

Overall, this study’s implications indicate that transnational professionals, human capital and 

social capital theories collectively contribute to the reconceptualisation of global talent as 

individuals with Fin and Tech talent that expands transnational professionals meaning related 
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mainly on their Western perspective, while still sustain their privilege position in professional 

and social networks. This validates theory application in contemporary business and makes a 

common theory contribution that global talent is viewed as an inclusive approach to managing 

talent (e.g. access to greater talent pools, more skilled and knowledgeable individuals, not 

limited to individuals’ western work experiences only) though it requires exclusive global 

talent management practices (e.g. attracting, identifying, recruiting and retaining) designed 

exclusively for Fin and Tech talent. This support other studies suggestion that there is no ‘one-

size fits all’ solution (Collings, 2014; Stahl et al., 2012). This expands transnational 

professional theory (Harrington and Seabrooke, 2020), that talent is expanding in terms of 

quantity of individuals being referred to as transnational elite but retains its persistent unequal 

position in the labour market. Also, talent within human capital and social capital theories 

indicate that the quantity of talent in the labour market is increasing, however, much change is 

need in the way that global talent are managed to mitigate inequalities in labour market. Global 

talent continue to be (re)produced as part of transnational professionals and social networks.  

8.4 Areas for future research 

 

This study has identified four main areas for future research on global talent management and 

talent mobility. First, the global pandemic in 2020 revealed an uncertain future for global talent 

mobility as travel restrictions were imposed by most countries. This could have changed the 

reconceptualization of global talent by declining the dominance of talent mobility 

characteristics, pushing towards a more nationally oriented conceptualization of talent. On the 

surface, the role of highly mobile talent in knowledge exchange through physical mobility 

could have declined, leading to an increase in virtual knowledge exchange within and between 

firms’ levels. These findings indicate what might be described as limited mobility of talent due 

to the pandemic. However, further research is needed to examine practices of global talent 

management during unexpected events that can also modify the meaning of talent going 

forward. My findings touch upon aspects of talent development and are in line with prior 

studies considering the national development of talent (e.g. Farndale et al., 2021; Cook et al., 

2021) which includes changes in educational curricula (Bass and McDermott, 2015) and on-

the-job training as internal development of talent (McCauley et al., 2013). However, further 

theoretical and empirical investigations on national talent development would provide valuable 

insights on the influence of government and firms as central actors in developing talent for 

current and future roles. 
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Second, four main streams of the reconceptualization of global talent from executives and 

managers perspective have been used within the current research design to contribute to the 

original theoretical foundations of transnational elite talent (Beaverstock, 2018). These include 

context-based approach, highly mobile individuals, differentiated or star employees, and 

pivotal and strategic positions. Future research could investigate employees’ perspectives by 

incorporating not only executives and managers but also other employees (those not define as 

talent) of the firm to draw at a wider range of talent characteristics in conceptualising talent. 

Further research could build on my findings of talents’ current and future potential to the firm 

and test the relationship between current talent attributes and the firm’s performance. Global 

talent management literature is limited in its incorporation of other theoretical foundations, 

such as transnational elite and social network theories. Additionally, a reconceptualization of 

talent through employees’ perspectives across other FinTech communities (e.g. New York, 

Paris, Frankfurt, Singapore, Brussels) to present a comparative analysis would address a noted 

limitation of empirical evidence in existing literature (Collings, 2014).  

In this thesis, I examine the perception of talent (global talent) within London’s FinTech 

community, by differentiating between Fin and Tech roles at the firm level. Further research 

could build on this to investigate similarities and differences between foreign and national 

talent. For instance, further research could add to the understanding of global talent mobility 

by examining the perception of elite talent status between foreign talent (assigned expatriates) 

and national talent (home country nationals including self-initiated expatriates). While the 

perceived elite status was not within the scope of this thesis, future research could consider a 

range of possible outcomes which measure performance at the individual and the firm level.  

Third, the talent macro perspective of and multiple actors (state, university, firms) involved in 

global talent management warrant future investigation. Further research can conceptualizing a 

multi-level research model, by incorporating knowledge management support literature 

(Whelan and Carcay, 2011; Stahl et al., 2012), I discussed the role of governments in attracting, 

recruiting and retaining talent (Kuptsch and Pang, 2006) as well as the role of ongoing support 

to executive and managers as identified talent. Future empirical work can focus on a wider 

conceptualization between multiple actors to examine the influence of these actors on the 

process of identifying talent.  

Fourth, the findings of my qualitative study indicate that the relationship between managers 

and employees could be further examined to provide evidence of the influence of manager-
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employees relationship on talent outcomes. This would further shed light on how managers are 

direct actors in influencing and implementing a firm’s global talent management practices at 

the individual level. Therefore, it would contribute to reducing the theoretical gap in talent 

management literature by considering the manager's role in talent performance (Scullion and 

Collings, 2011) through talent management practices. Future research could assess this by 

considering talent as an individual or a group of individuals acting in the interest of a firm’s 

performance.  

 

8.5 Reflection on research process 

 

This section reflects on the research process. The aim of the empirical approach in this study 

was to explore the meaning of talent from employees’ perspectives within the FinTech 

community, as knowledge-intensive firms, lacking in the extant literature. A qualitative 

research design was used to enable the reconceptualization of talent from employees’ 

experiences at London’s FinTech community. This was complemented by a study on a chosen 

transnational FinTech firm. The use of exploratory research through an inductive approach 

supported a deeper investigation of the global talent phenomena and respond academic calls 

within talent management literature (Huselind et al., 2005; Collings and Mellahi, 2009). Due 

to the criticism of the qualitative evaluation methods, researchers have identified different 

research designs to assess the quality of qualitative research (Eisenhardt et al., 2016; Bryman 

and Bell, 2008). The use of corporate elite interviews in this thesis (e.g. Harvey, 2010) was 

consistent with the exploratory study aiming to build on existing theories of global talent 

management and global talent mobility. The empirical work on global talent begins to insight 

the mobility element of global talent which is currently lacking in global talent management 

literature. Finally, the research design as discussed in chapter three was developed by 

answering questions about the ‘how’ that has been used in migration, human geography, 

knowledge management, and international human resource management studies. This study 

provided several theoretical contributions and practical implications but is not free from all 

limitations, which will be discussed in the next section.  

8.5.1 Study limitations  

Due to the Covid-19 pandemic, I was not able to continue with my data collection process 

which involved interviews and observations for a chosen FinTech firm. During this uncertain 

time, anticipated interviewees declined my request to participate in an online interview due to 
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a change in their circumstances and/or time constraints as a result of the pandemic. This limited 

my ability to obtain further data which would enrich my understanding of the global talent 

management practices and talent perspectives in pivotal and strategic positions. 

Another limitation of this study relates to my ability to access talented individuals within 

London’s FinTech community. My ideal sample would have included decision-makers across 

FinTech firms (as I referred to in section 4.4.1), an even number of government and financial 

regulatory bodies, foreign FinTech firms (having an only international office in London), and 

national FinTech firms (headquarter in London). However, I was only able to conduct one 

interview with regulatory bodies and was unable to gain access within the government officials 

due to my positionality as an outsider with no relationship or specific recommendations to the 

government body as explained in section 4.4. I have overcome the under-representation of 

government officials in my study by using government reports, consulting firms reports and 

financial sector reports. In doing so, I have achieved data triangulation that helped me 

corroborate my findings with the publicly available reports.  

The successful interviews with the chosen transnational FinTech firm led to a detailed 

understanding of global talent management and mobility activities within the firm’s 

transnational operation as well as geographical differences across the UK, USA, Europe, and 

India. Apart from London, New York and/or Paris were initially considered as additional 

research context for the fieldwork, in the light of significant talent mobility between 

international financial centres. However, due to the time constrains and language barriers (e.g. 

French) these other FinTech communities had to be excluded. The importance of talent flows 

from these cities to London’s FinTech community is confirmed in this study.  I have also 

included the link between these global cities as part of my analysis. There is clear room for 

further research, specifically, in terms of a comparative analysis between different FinTech 

communities across international financial centres to understand the differences in decision-

makers perspectives on global talent management and mobility as a means of managing talent 

scarcity.  

An additional empirical limitation of this study is the use of a sample population focused only 

on London’s FinTech community which is complemented with a single case study. However, 

the empirical evidence of global talent within FinTech firms presented in this thesis provides a 

starting point for future research which can test the findings (e.g. hybrid talent management – 
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local and global talent impact on the return of investment) of this study across a wider 

geography (e.g. other FinTech communities).  

 

8.6 Chapter conclusion 

 

To the best of my knowledge, this is the first theoretical and empirical study of global talent 

management and mobility in FinTech. The aim of this thesis was to investigate executives and 

managers perceptions of talent and global talent mobility as a way of managing global talent 

at knowledge-intensive firms such as FinTech. In doing so, this thesis aimed to identify the 

role of talent as central actors in global talent mobility who still need the firm’s support. 

Through the lens of transnational elite talent and social network capital, the executive and 

managers experience as global talent as conceptualised at firm level, is a product of skills, 

knowledge, experience, and the ability to be mobile. Extending current global talent 

management theory to include the role of transnational elite talent, global talent flows, and 

diversity, this thesis examined the influence of the transnational elite talent on the meaning of 

global talent and their global talent management practices.  

The FinTech executives and managers as global talent is shown to be complex due to the focus 

on Fin and Tech talent as a differentiated workforce. The novel contribution of talent being 

investigated for the first time within London’s FinTech community was relevant in further 

understanding talent as the knowledge that contributes to firms' current and future goals. The 

empirical work has shown that global talent mobility helped in the reconceptualization of 

global talent as individuals of all nationalities, preferably with both Fin and Tech skills, rather 

than solely highly skilled individuals from Western countries (UK, USA, Germany). Since 

executives and managers were themselves considered talent, this study further emphasizes the 

role of talent as central actors in global talent management. The use of internal and external 

talent pools is expected to be an effective way of managing global talent in times of uncertainty.  

Finally, by introducing a hybrid approach of global talent management, this thesis emphasises 

the importance of conceptualisation of global talent in one hand, and work changes brought by 

FinTech firms on the other hand. In line with this, there is no ‘one size fits all’ talent 

management approach (Stahl et al., 2012), implying that FinTech firms rely on hybrid global 

talent management to win the ‘war for talent’ (Chambers et al., 1998). When both global talent 

and FinTech firms itself have a great contribution to the future of financial service industry and 
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technology development. The concerns about the meaning of talent reflect the changes and 

debates about the future of work as well. Hence, the types of jobs available and the meaning of 

talent in the future is likely to change and may have already done so with creation of new 

workplace environment as a result of the pandemic and climate changes.     
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