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HOW GCC HIRING WORKS
AND THE TALENT STRATEGIES
BEHIND A SUCGESSFUL SETUP

Abstract

Global Capability Centres (GCCs) drive innovation, efficiency, and
business growth, but their success hinges on effective talent acquisition.
Effective GCC hiring strategies enable organisations to align people,
culture, and business goals while addressing challenges like skills gaps,
attrition, and market competition. By strengthening employer branding,
embedding diversity, and applying best practices across regions from
India to Mexico, enterprises can build resilient, future-ready workforces
that ensure sustainable growth in competitive global markets.
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Introduction

Global Capability Centres (GCCs) have
become vital engines of innovation,
efficiency, and scale for enterprises across
industries. Their success depends not only
on infrastructure but also on the ability

to attract and retain the right people.

Effective GCC hiring strategies ensure
that centres deliver business value while
staying competitive in complex markets.
With talent acquisition now acting as a
strategic partner, decision-makers must
rethink how they identify, engage, and

Role of talent acquisition in global capacity centres

manage talent. This shift underscores

the critical role of people in shaping the
sustainable growth and long-term success
of every global capability centre.

Talent acquisition for global capacity centres requires a different lens compared to traditional recruitment. These centres need to scale

quickly, operate efficiently, and align closely with global business goals. The talent acquisition process must therefore balance precision,

speed, and adaptability while ensuring long-term sustainability. Key factors shaping GCC hiring strategies include:

Scalability

Hiring must support
rapid expansion without
compromising on talent
quality or business
continuity.

Cost efficiency
Recruitment decisions
need to optimise costs
while maintaining a
strong pipeline of skilled
professionals.

emerging technologies.

Skill specialisation
GCC hiring strategies
must address demand for
expertise in areas such as
digital transformation, Al
and analytics, and other

Business alignment
Talent strategies must
mirror organisational
objectives, ensuring
every hire adds
measurable value to the
enterprise.

Beyond these factors, talent acquisition has evolved from an operational function into a strategic partner driving business outcomes. Its role

in GCCs now extends to:

-

Scaling talent with
precision

X

Building robust pipelines that respond to
market shifts and business priorities.

855 Creating talent
=72 intelligence

Leveraging data to inform business
decisions and anticipate workforce needs.
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Zawt Shaping employer

B@D brand locally

Positioning the centre as an attractive
destination for top talent in competitive
markets.

Ensuring compliance with

business alignment

Navigating local regulations while
maintaining global standards of
governance.

=

Driving cost-effective
hiring

Balancing speed, quality, and efficiency
to reduce extended timelines and
recruitment costs.

Strategic talent acquisition enables
GCCs to thrive as innovation hubs,

making people the cornerstone of

success.




Top challenges GCC recruiters must navigate

Talent acquisition for global capability centres is complex, involving multiple stages that go beyond conventional recruitment. From

workforce planning to onboarding, every step presents unique hurdles that demand thoughtful solutions. The stages typically include:

Workforce planning: Defining
the skills, roles, and capacity
needed to support business
objectives.

Hiring and offer negotiation:
Balancing candidate expectations
with organisational budgets and

policies.

Recruiters face significant
challenges at each of these stages,
shaping how they design and
execute GCC hiring strategies.

Managing compliance
and regulatory
complexity

Operating across borders introduces
varied legal and regulatory requirements.
Recruiters must stay compliant with labour
laws and data regulations without slowing
down hiring.

Talent sourcing: Identifying and
engaging qualified professionals
across competitive markets.

Onboarding and integration:
Ensuring seamless assimilation
of new hires into global and local
teams.

Overcoming talent
shortages and market
competition

(®)

Finding professionals with niche skills in
areas like Al, cybersecurity, or advanced
analytics is increasingly difficult. Extended
hiring timelines and high recruitment
costs intensify the competition for limited
talent pools

Bridging the skills
‘*—" gap with future-ready
talent

The shift toward automation and digital-
first business models demands capabilities
that many candidates lack. Upskilling and
reskilling initiatives are crucial to address
this widening gap.

Screening and assessment:
Evaluating technical expertise and
cultural fit with accuracy and speed.

NI I)

- s

Tackling attrition and
ensuring continuity

High attrition disrupts knowledge transfer,
slows projects, and increases replacement
costs. Building retention into recruitment
strategies has become a business-critical
necessity.

Q Engaging talent
&7 throughout the journey

Attracting candidates is only the start.
Sustaining engagement during sourcing,
interviewing, and onboarding ensures that
top talent stays committed through the
process.
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9o Enhancing employee

SA connection and culture

Recruitment cannot end at hiring.
Fostering strong engagement and a
culture of continuous learning strengthens
retention and ensures employees
contribute at their full potential.

Addressing wage
pressures in
competitive markets

Salary inflation, especially in emerging
markets, places pressure on GCCs to
remain cost-competitive while still

attracting the right skills.

Top eight GCC hiring strategies for building a successful setup

To transform a global capability centre into
a true business asset, organisations need
more than infrastructure and technology.

Strengthening the employer value
proposition

A compelling Employer Value Proposition
(EVP) highlights career growth, continuous
learning, and an inclusive culture. Clear
communication of attractive benefits

and opportunities positions the GCC as

an employer of choice, even in crowded
talent markets.

Retaining talent through engagement
and wellbeing

Sustaining employee commitment
requires more than compensation.
Structured career paths, continuous
learning opportunities, and wellbeing
initiatives build loyalty. These retention-
focused strategies reduce attrition and
improve business continuity.
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Success depends on applying the right
GCC hiring strategies that turn talent
acquisition into a sustained competitive

/
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Aligning talent goals with business
objectives

Recruitment should reflect the GCC's
broader purpose. When businesses

link GCC hiring strategies directly to
organisational goals, every hire contributes
to measurable business outcomes. This
alignment ensures workforce planning
supports both short-term priorities and
long-term growth.

Embedding diversity and inclusion
across teams

A diverse workforce encourages
innovation and cross-cultural
collaboration. Structured programmes for
equitable opportunities and cross-cultural
training foster inclusivity, enabling GCCs
to thrive in global and local markets.

These challenges demonstrate
that successful talent acquisition

for global capability centres

requires a strategic, multi-
layered approach rather than a
transactional outlook.

advantage. The following approaches help
leaders align people, culture, and business
objectives.

Attracting and integrating skilled
professionals

Competitive hiring requires multi-

channel sourcing, partnerships with

local institutions, and adoption of digital
platforms. Beyond attracting talent,
onboarding programmes must integrate
employees seamlessly into global and local
teams to foster a sense of belonging and
productivity from day one.

Advancing performance management
practices

Modern performance management goes
beyond annual reviews. Clear metrics,
continuous feedback, and recognition
systems help employees grow while
keeping them accountable to business
objectives. This drives both individual and
organisational performance.



Scaling workforce capacity with
agility

Business needs evolve quickly, and
recruitment must adapt. Tech-enabled
agile hiring models allow GCCs to
expand or optimise teams rapidly,
ensuring operational resilience without
compromising quality.

Cultivating leadership pipelines for
growth

Leadership is critical to sustaining
momentum. Structured development
programmes, mentorship opportunities,
and international exposure prepare future
leaders, ensuring the GCC can scale while
maintaining strong governance and
direction.

£

Effective talent acquisition for global capability centres is not just about filling roles; it is about creating an ecosystem where people and

business objectives move in lockstep. By embedding these GCC hiring strategies, organisations position their centres to attract, nurture, and

retain top talent.

GCC talent management best practices for sustainable growth

The long-term success of global capability
centres depends on how well they attract,
develop, and retain skilled professionals.
Choosing the right markets and applying
proven practices allows GCCs to deliver
business value consistently while adapting
to future demands.

India continues to dominate as the

global hub for IT services, engineering,
and analytics, offering unmatched

scale and expertise. In Europe, Poland

and Romania have emerged as strong

contenders, providing access to
multilingual talent, cybersecurity skills,
and regulatory alignment within the EU.
The Philippines has built a reputation as a
leader in customer support and financial
operations, with its English-speaking
workforce offering cultural compatibility
for global clients.

Other regions are quickly catching

up. Mexico has become an attractive
nearshore option for North America,
offering engineering talent and time-zone

alignment. Vietnam is gaining attention
for its strong STEM foundation and
growing digital workforce, particularly

in software development and FinTech.
Egypt, with its government incentives
and a young, digitally skilled population,
is also making strides. Meanwhile, Brazil
stands out in Latin America with its
tech-savvy workforce and strength in
digital infrastructure, cloud, and financial

services.

To achieve sustainable growth in these diverse markets, organisations must embed targeted GCC talent management best practices into

their hiring strategies:

Emphasising employee wellbeing

Encouraging internal mobility

Investing in leadership development

Strengthening partnerships with universities
Build pipelines of future-ready professionals by collaborating on curriculum, co-op
projects, apprenticeships and research initiatives.

Create structured mentorship, cross-border exposure, and coaching programmes to
cultivate leaders who can manage culturally diverse teams.

Provide wellness programmes, flexible working arrangements, and mental health
support to foster engagement, especially in high-pressure GCC environments.

Leveraging technology for workforce planning

Use predictive analytics, Al-enabled tools and scenario modelling to forecast hiring
needs, anticipate market shifts, and scale talent proactively.

- Promote cross-functional moves, role rotations, and upskilling so employees can grow
and stay engaged without leaving the GCC.
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Strategic talent acquisition for global
capability centres succeeds when hiring
evolves into building environments where

Conclusion

Global capability centres are no longer
back-office extensions; they are strategic
hubs driving innovation, efficiency,

and business growth. The success of
these centres depends on more than
infrastructure; it rests on well-designed

people thrive long term. By aligning
market strengths with these best practices,
GCCs can create resilient, future-ready

GCC hiring strategies that align people,
culture, and business objectives. By
strengthening employer branding,
embedding diversity, leveraging
technology, and nurturing leadership,
organisations can build future-ready

For more information, contact infosysbpm@infosys.com

workforces that sustain competitive
advantage.

workforces across diverse markets. With
talent acquisition as a strategic partner,
GCCs can attract, retain, and grow the
right talent, ensuring sustainable value
creation in an increasingly competitive
and interconnected global market.
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