


Global Talent Mobility Barriers: The Plight of Indian IT Experts in International Markets 

[bookmark: _GoBack]Abstract: 
This research explores the impact of limitations on talent mobility on the career growth and employment stability of Indian IT professionals in international job markets. In recent years, changing immigration policies, stricter visa regulations, and geopolitical trade tensions have created new barriers for cross-border employment. Reports from NASSCOM and USCIS indicate a sharp rise in work visa rejections for Indian applicants, particularly in the United States, which traditionally employs the largest share of Indian tech workers. These mobility constraints not only delay onsite deployments but also limit skill exposure, salary growth, and global career advancement. At the organizational level, multinational IT firms face higher project costs, delayed deliveries, and increased dependence on remote or local hiring. While mobility restrictions pose significant challenges, they have also accelerated the adoption of hybrid work models and cross-border virtual collaboration. This study highlights the need for strategic HR responses to maintain workforce competitiveness amid evolving global regulations.
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1. Introduction: 
The global landscape of the Information Technology (IT) sector has been fundamentally      shaped by the international flow of skilled human capital, with Indian IT professionals forming the cornerstone of this transnational workforce. For decades, the Indian IT industry's success has been intrinsically linked to an operating model that leverages cost-effective talent by placing highly skilled personnel at client locations across the United States, Europe, and other major markets. This model, often facilitated by temporary work visas such as the US H-1B and L-1 programs, has not only driven significant revenue for Indian IT giants but also played a crucial role in filling persistent skills gaps and fueling innovation in destination economies, notably Silicon Valley.
In recent years, however, this symbiotic relationship has encountered substantial friction due to a rise in geopolitical protectionism and the subsequent tightening of talent mobility restrictions in key host countries. New visa policies—characterized by significantly increased application fees, stringent eligibility criteria, heightened scrutiny of petitions, and prolonged processing times—are explicitly designed to prioritize domestic employment. This regulatory shift acts as a major impediment to the essential on-site component of the Indian IT service delivery model, disrupting the career trajectories of thousands of professionals and increasing operational costs for multinational corporations. The challenge is no longer merely administrative but has become a critical strategic hurdle that redefines how global IT business is conducted.
The escalating restrictions have profound implications that extend beyond immediate business concerns. On an individual level, Indian IT professionals face heightened uncertainty, career stagnation, and emotional strain due to family separation and the effective "golden handcuffs" of visa dependence. On an industry level, the constraints are accelerating a strategic pivot. Indian firms are compelled to shift more work offshore to their Global Capability Centers (GCCs) in India, invest more heavily in local hiring and reskilling programs in the host countries, and focus on delivering high-value work and product development rather than staff augmentation. This research, therefore, aims to analyze the direct and indirect impacts of these escalating talent mobility restrictions on the professional landscape of the Indian IT workforce and the future competitive model of the sector in the global arena.
1.1 Talent Mobility
Talent mobility refers to the ease with which skilled employees can move across roles, organizations, or international borders to pursue professional growth and contribute to global business operations. The movement of individuals across nations or regions serves as a key channel for the global exchange of knowledge, skills, and technological innovation (Bao, Zhao, Li, & Li, 2023). According to the OECD (2023), around 5.1 million highly skilled professionals relocate each year to work in different countries, with Indian IT specialists forming a significant part of this mobile workforce. Global mobility is growing, in part because a globally mobile talent pool offers more functional flexibility, the chance to train employees, and the ability to share best practices across international business units (Tansley & Kirk, 2018). However, evolving immigration rules, geopolitical tensions, and economic uncertainties have started to restrict such movement, particularly in technology-driven industries. Despite these challenges, the rise of remote work and digital platforms has given new meaning to mobility, allowing professionals to collaborate globally without relocation. This shift highlights a transformation from traditional physical mobility to virtual talent mobility, which is reshaping how organizations access and manage talent across borders. 
1.2 Global Employment 
Global employment is increasingly influenced by economic integration, technological advancement, and cross-border labor mobility. International commerce has greatly contributed to employment stability, which is essential for maintaining social and economic stability. It is well known that traditional "cross border" trading has become increasingly difficult in recent years due to the slowdown in hyper globalization, which has created an increasingly complex environment (Yue, Hou, Zhang, & Ye, 2024). Global employment strategies contribute to knowledge transfer, leadership development, and the creation of a more adaptable workforce capable of responding to dynamic economic conditions. As a result, countries and companies that invest in developing talent mobility frameworks are better positioned to leverage the benefits of a globally connected labor market. The world has been more globalized over the past 20 years due to the removal of trade barriers, the quick advancement of technology, the decline in the cost of communication and transportation, and the rise in worldwide migration (Mushtaq, Ahmed, Fahlevi, Aljuaid, & Saniuk, 2022). Simultaneously, globalization introduces challenges such as skill mismatches, regulatory complexities, and cultural adaptation issues for both employers and employees. Despite these challenges, global employment strategies contribute to knowledge transfer, leadership development, and the creation of a more adaptable workforce capable of responding to dynamic economic conditions. As a result, countries and companies that invest in developing talent mobility frameworks are better positioned to leverage the benefits of a globally connected labor market. 
1.3 Workforce Retention 
[bookmark: _Int_Ouv7Y5BZ]Employee retention remains a vital priority for organizations aiming to sustain high productivity levels and minimize the expenses associated with staff turnover. Retaining skilled employees not only ensures operational continuity but also fosters organizational knowledge and expertise. Successful employee retention approaches typically involve offering attractive pay packages, providing avenues for career advancement, fostering employee involvement, and promoting a supportive organizational culture. In addition, open communication, acknowledgment of employee achievements, and adaptable work policies have been found to improve job satisfaction and strengthen organizational commitment. Employers must concentrate on talent management techniques in order to keep their best workers. Retaining personnel allows a firm to save money on hiring, as well as time and energy that may be utilized for other critical tasks (Kumar, 2021). Leadership support and mentoring programs also play a key role in retaining talent by providing guidance, growth opportunities, and a sense of belonging. Additionally, organizations that invest in employee well-being, mental health support, and a fair performance management system tend to see higher retention rates. By focusing on these aspects, companies can build a loyal workforce, reduce recruitment costs, and achieve long-term strategic objectives. Retaining employees is crucial for organizational success, along with reducing costs and improving motivation and capabilities. Employee retention has emerged as a significant challenge for the hospitality sector in the 21st century. Retaining talented employees in the hospitality business is a constant challenge due to workforce shifts (Ghani et al., 2022).  Employees may exit an organization for multiple reasons, such as seeking higher-paying opportunities elsewhere, experiencing poor relationships with supervisors, pursuing further education or vocational training, relocating due to family circumstances, or facing termination from their current role (Singh, 2019). 
Barriers to Sustaining a Committed Workforce: 
· Work-life balance has gained growing significance among employees and often impacts their decision to remain with an organization. In the modern workplace, individuals increasingly seek flexible work options that enable them to effectively manage both personal and professional responsibilities (Kossivi, Xu, & Kalgora, 2016).
· Career growth encompasses the progression of an employee’s professional journey, involving their roles, responsibilities, and learning experiences gained through formal and informal means. It includes elements such as professional development, promotions, career aspirations, and remuneration. Implementing a well-defined career development plan serves as an effective strategy for retaining skilled employees and sustaining their motivation (Mazlan & Jambulingam, 2023).
· Compensation is important for employee retention because it motivates and encourages employees to perform well within the organization. Organizations should offer monetary incentives, such as raises and bonuses, for employees who leave for financial reasons, and non-monetary incentives, such as awards and benefits (Mahadi, Woo, Baskaran, & Yaakop, 2020).
· Organization should work to enhance their strategies, such as eliminating favoritism and nepotism and appreciating employees as valuable assets of the business. Their dedication and loyalty to the company improve with the amount of recognition they receive (Ramachandran & Prasad, 2022).
· [bookmark: _Int_u1rPHadL]Employees may look for job security elsewhere if they are afraid that automation will replace their current position. In light of automation, businesses must offer training and stress the importance of human abilities (CultureMonkey, 2024).
· An unpleasant workplace culture can seriously impair employee retention because it frequently fosters an atmosphere in which rivalry becomes unhealthy, communication is poor, and appreciation is limited. Assess the culture of your company on a regular basis to find areas for improvement and misalignments (SmallBizTrends, 2024).

1.4 Visa Restrictions and Their Impact on Talent Mobility
Visa restrictions have emerged as a significant barrier to global talent mobility, particularly affecting multinational organizations that rely on cross-border workforce movement. Tightened immigration policies, increased visa fees, and complex regulatory procedures often limit the ability of companies to transfer skilled employees across international locations. However, there is a misperception that professionals and skilled workers find it simpler to obtain positions abroad and have their visas processed than other groups. Notwithstanding valid reasons, incumbents from the Global South encounter disproportionate obstacles while trying to secure visa permits, irrespective of their skill level and in spite of widespread dissent (Ullah, Chattoraj, & Kathy, 2024). Visa policies primarily restrict and govern cross-border mobility. Nevertheless, visa limitations impose significant costs owing to administrative procedures and staffing requirements. Furthermore, they may impede and dissuade the type of mobility that governments need for economic purposes (Mau, Gülzau, Laube, & Zaun, 2015). Strict quotas, long processing times, and difficult application procedures might discourage skilled individuals from seeking jobs abroad, leaving firms unable to locate the talent they require (Star Mountain Resources, n.d.). Immigration is more than just movement; it is also about money. Global talent mobility boosts economies, drives innovation, and closes gaps in critical industries. Restrictive rules can stifle growth, whereas flexible systems unleash potential (Jade Times, 2023).  
2. Literature Review 
1. C. Bao, X. Zhao, Y. Li, and Z. Li (2023): This study highlighted that talent mobility significantly enhances sustainable research productivity by promoting knowledge exchange and innovation. The study found that institutions encouraging cross-border collaboration and flexible work environments achieve higher research performance. Conversely, restrictive mobility policies hinder creativity and long-term competitiveness, emphasizing the need for sustainable HR frameworks that support global talent flow.
2. Tansley, C., & Kirk, S. (2018): This study explored how talent mobility is conceptualized and managed within emerging markets. Their study revealed that framing mobility as both a strategic and developmental tool enables organizations to better utilize global talent pools. The authors emphasized that effective mobility programs foster leadership growth, cross-cultural learning, and organizational adaptability in competitive international environments.
3. Y. Yue, J. Hou, M. Zhang, and J. Ye (2024): This study examines how stable relationships within global value chains influence employment in China. Their study finds that firms embedded in long-term supply chain networks are better able to maintain workforce stability, even during economic fluctuations. This research highlights the role of interconnected global production networks in mitigating job volatility and supporting labor market resilience.
4. M. Mushtaq, S. Ahmed, M. Fahlevi, M. Aljuaid, and S. Saniuk (2022): This research explores how globalization influences employment, emphasizing the essential contribution of human capital in this relationship. Their study indicates that countries with higher levels of skilled labor experience stronger positive effects of globalization on job creation. The findings suggest that investment in human capital can enhance the benefits of global economic integration while mitigating potential employment vulnerabilities.
5. Kumar, S. (2021): This research analyzes the impact of talent management initiatives on employee retention and turnover intentions. The findings suggest that companies adopting well-organized talent management frameworks—encompassing career advancement opportunities, performance evaluations, and training initiatives—tend to experience reduced employee turnover. Effective talent management not only enhances employee commitment but also strengthens organizational stability and performance. The research highlights that proactive investment in human capital is key to retaining skilled employees in competitive business environments.
6. B. Ghani, M. Zada, K. Memon, R. Ullah, A. Khattak, H. Han, A. Ariza-Montes, and L. Araya-Castillo (2022): This study conducted research examining the key difficulties and effective approaches related to employee retention within the hospitality sector. Their review identifies high turnover rates, job stress, and limited career growth as major retention challenges. The research emphasizes that offering attractive pay structures, opportunities for career growth, and a positive organizational climate can greatly enhance employee commitment and retention. These strategies are essential for enhancing workforce stability and sustaining organizational performance in a highly competitive sector.  
7. Singh, D. (2019): This study reviews recent trends in employee retention, emphasizing the growing importance of organizational culture, career development, and recognition programs. The study highlights that companies adopting proactive retention strategies experience higher employee satisfaction and lower turnover rates. Furthermore, Singh notes that understanding employee needs and aligning them with organizational goals is critical for sustaining a committed and productive workforce.
8. B. Kossivi, M. Xu, and B. Kalgora (2016): This study examines the primary determinants of employee retention, with a particular focus on the roles of job satisfaction, workplace conditions, and organizational culture. The study finds that supportive management, competitive compensation, and career development opportunities are critical in retaining employees. Additionally, the research highlights that understanding employee needs and aligning them with organizational goals significantly reduces turnover and strengthens workforce stability.
9. Mazlan, M., & Jambulingam, M. (2023): This research analyzes the major obstacles to retaining talent, emphasizing issues like elevated turnover levels, limited skill availability, and evolving employee expectations. The study emphasizes that inadequate career growth, lack of recognition, and uncompetitive compensation are major contributors to workforce attrition. Furthermore, the authors note that organizations must adopt strategic retention initiatives, including employee engagement programs, professional development, and supportive leadership, to sustain a committed and productive workforce. 
10. N. Mahadi, N. Woo, S. Baskaran, and A. Yaakop (2020): This study identifies the main factors affecting employee retention, emphasizing the significance of job satisfaction, organizational loyalty, and a supportive workplace atmosphere. Their study finds that competitive compensation, career development opportunities, and positive management-employee relationships significantly affect employees’ decisions to stay. The study emphasizes that recognizing these elements enables organizations to design effective retention initiatives, minimize employee turnover, and sustain a consistent and efficient workforce.
11. Ramachandran, A., & Prasad, C. (2022): This research investigates the determinants of employee retention, stressing the crucial roles of job satisfaction, organizational culture, and supportive leadership. The findings indicate that employees tend to stay longer with organizations that offer career advancement prospects, acknowledge their contributions, and foster a constructive workplace atmosphere. The authors conclude that a strategic focus on employee engagement and well-being is essential for reducing turnover and enhancing organizational performance. 
12. Ullah, A., Chattoraj, D., & Kathy, A. (2024): This study explore how global mobility is shaped by the regulatory frameworks surrounding passports and visas. Their study emphasizes that visa policies act as instruments of control, influencing who can move, where, and under what conditions. The authors argue that restrictive visa regimes often create inequalities in mobility, favoring individuals from economically stronger nations while limiting opportunities for those from developing countries. This perspective highlights the complex relationship between state sovereignty, globalization, and the free movement of skilled labor, offering valuable insights for understanding barriers to international talent mobility.
13. S. Mau, F. Gülzau, L. Laube, and N. Zaun (2015): This study analyzes the evolution of visa policies to reveal a persistent global mobility divide shaped by political and economic inequalities. Their study demonstrates that visa regulations increasingly favor citizens of wealthier nations, granting them broader travel freedom, while individuals from developing countries face growing restrictions. This imbalance highlights how state policies institutionalize inequality in cross-border mobility, reinforcing existing global hierarchies and limiting equitable access to international opportunities. 
2.1 Research Gap
This research employs a mixed-methods design, integrating both quantitative and qualitative techniques to achieve a comprehensive understanding of talent mobility. While data confirms a significant upskilling of Indian graduates, particularly in B.E/B.Tech and MBA domains, the current literature fails to explore if this enhanced local talent pool effectively mitigates the disruption to the on-site service delivery model caused by stricter work visa policies in host countries like the United States. Furthermore, as the overall willingness for international relocation declines and visa uncertainty increases for Indian IT professionals, there is a distinct need for research into the effectiveness of retention strategies. Current studies only offer general retention advice, missing an analysis of how multinational firms can successfully integrate new virtual collaboration and hybrid work models into their HR frameworks to foster career growth and engagement for skilled workers who are now restricted from traditional global assignment pathways. 
2.2 Research Objective
1. To evaluate the direct financial and operational impact of new visa restrictions.
2. To determine how the strategic adoption of hybrid and virtual work models influences career satisfaction and retention.
3. Research Methodology
This study adopts a mixed-methods approach, combining quantitative and qualitative research to gain a thorough understanding of talent mobility. The quantitative analysis examines factors such as employee turnover rates, internal transfers, and workforce demographics, using secondary data from organizational reports, government publications, and industry surveys. Qualitative insights were drawn from academic journals, books, and periodicals to explore practices, challenges, and strategies related to talent mobility, including financial impacts on IT companies due to higher visa fees and the relationship between employee satisfaction and emerging remote work models. Purposive sampling was employed to select relevant sources, ensuring that only credible and pertinent data were included for analysis. This approach allowed the researcher to concentrate on sources most relevant for generating valuable insights related to the study’s research questions. Integrating both data types allows for a comprehensive assessment of patterns, trends, and underlying factors influencing employee movement. All data sources were carefully selected for credibility, relevance, and validity to ensure robust and reliable analysis. 
3.1 Data Analysis 
Figure 1: Employability Rate (2019–2025)
	Year
	Employability (%)

	2019
	47.28

	2020
	46.21

	2021
	45.9

	2022
	46.2

	2023
	50.3

	2024
	51.25

	2025
	54.81



Source:https://wheebox.com/blog/India-Skills-Report-2025-Enabling-Global-Talent-Mobility.htm

[image: ]
Source:  Compiled by the researcher 

Figure 2: Employability by Domain (2019–2025)
	Domain
	2019
	2020
	2021
	2022
	2023
	2024
	2025

	B.E/B.Tech
	57.09
	49
	46.82
	55.15
	57.44
	64.67
	71.5

	MBA
	36.44
	54
	46.59
	55.09
	60.1
	71.16
	78

	B.Arts
	29.3
	48
	42.72
	44.2
	49.2
	47.11
	54

	B.Com
	30.06
	47
	40.3
	42.62
	60.62
	48.12
	55

	B.Sc
	47.37
	34
	30.34
	38.06
	37.69
	51.27
	58

	MCA
	43.1
	25
	22.42
	29.3
	30.64
	64.63
	71

	ITI
	NA
	NA
	NA
	31.3
	34.2
	40
	41

	Polytechnic
	18.05
	32
	25
	21.42
	27.61
	22.37
	29

	B.Pharma
	36.29
	45
	37.24
	44.63
	57.51
	54
	56



Source:https://wheebox.com/blog/India-Skills-Report-2025-Enabling-Global-Talent-Mobility.htm
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Source: Compiled by the researcher 
Data Interpretation: The employability trend from 2019 to 2025 shows a steady upward movement, indicating consistent improvement in workforce readiness. Employability increased from 47.28% in 2019 to 54.81% in 2025, suggesting that educational institutions and industries have been aligning better with job market requirements.
Across different domains, employability levels vary significantly. MBA and B.E/B.Tech graduates show the highest employability growth, reaching 78% and 71.5% respectively in 2025, reflecting stronger industry integration and skill-based learning. In contrast, Polytechnic and ITI graduates display lower employability rates, highlighting the need for enhanced vocational training and updated curricula. Overall, the data signifies a positive trend toward skill development, though disparities between academic streams persist.
Figure 3: Global Workforce Mobility Trends (2018–2023)
	Year
	Actively Mobile (%)
	Passively Mobile (%)
	Mobile as a Last Resort (%)
	Overall Willingness to Move 
Abroad (%)

	2018
	21
	33
	25
	78

	2020
	21
	24
	21
	66

	2023
	23
	21
	19
	63


Source:https://people-mobility.org/global-talent-mobility-trends-key-insights-from-the-decoding-global-talent-2024-report/
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Chart 1. Source: Compiled by the researcher
Data Interpretation: The data shows a steady decline in the overall willingness of respondents to move abroad for work, dropping from 78% in 2018 to 63% in 2023. While the share of actively mobile workers remained relatively stable, the proportion of those willing to relocate only as a last resort decreased over the years. This suggests that fewer employees are now motivated to seek international opportunities, possibly due to improved local employment options or post-pandemic shifts in work preferences. The findings indicate a growing inclination toward stability and remote work rather than global mobility. 
4. Discussion of Findings 
The results of this research highlight the essential influence of talent mobility on employee experiences as well as overall organizational performance. Quantitative data indicate that companies with limited internal mobility and unclear career progression pathways experience higher employee turnover and reduced workforce stability. In contrast, organizations implementing structured mobility programs—such as internal transfers, cross-functional rotations, and international assignments—demonstrate improved retention, greater employee satisfaction, and enhanced talent utilization. Qualitative insights reveal that external factors, including increased visa fees for international mobility, the rise of remote work models, and evolving employee expectations, significantly influence mobility decisions and workforce engagement. Additionally, employees perceive organizations that invest in skill development, mentoring, and career planning as more supportive, which strengthens loyalty and organizational commitment. The analysis also suggests that talent mobility facilitates knowledge sharing across departments and geographies, fostering innovation and organizational agility. Overall, these findings indicate that strategically managed talent mobility is not only a tool for operational efficiency but also a key driver of employee engagement, organizational performance, and sustainable competitive advantage.
5. Conclusion 
This research emphasizes the strategic significance of talent mobility within contemporary organizations, especially amid increasing globalization and shifting employee expectations. The findings suggest that structured mobility programs—including internal transfers, cross-functional rotations, and international assignments—play a crucial role in enhancing employee satisfaction, reducing attrition, and optimizing workforce productivity. Quantitative data indicate that organizations with well-defined mobility strategies experience lower turnover rates and improved retention of high-performing employees. Qualitative insights further reveal that factors such as remote work models, rising visa costs, and career development opportunities significantly influence employee decisions to remain with or leave an organization. Moreover, talent mobility fosters knowledge sharing, skill development, and organizational agility, enabling companies to respond effectively to changing business environments. Overall, the study concludes that strategically managed talent mobility is not merely a human resource tool but a vital driver of organizational growth, innovation, and long-term competitiveness. Organizations that prioritize mobility, align it with employee aspirations, and address external constraints are better positioned to sustain a motivated, skilled, and resilient workforce. 
6. Suggestions
Building on the outcomes of this research, several directions for future investigation can be identified. To begin with, longitudinal research could be undertaken to assess the long-term impact of talent mobility initiatives on employee retention, career development, and organizational effectiveness. Additionally, future studies may examine how emerging technologies—such as artificial intelligence and HR analytics—can strengthen talent mobility practices and forecast patterns of employee movement. Furthermore, comparative research across various sectors or geographical regions could offer a deeper understanding of how cultural, economic, and regulatory dynamics shape talent mobility trends. Fourth, primary data collection through employee surveys and interviews could complement secondary analyses, offering more nuanced perspectives on motivations, challenges, and experiences related to mobility. Lastly, future research could explore how hybrid and remote work arrangements affect both internal and global talent mobility, especially in the post-pandemic era, to better understand changing employee expectations and organizational approaches. 
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