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Abstract

This study probed the global talent managementmultinational companies . It described the impletagon
and effectiveness  on the talent sourcing, emplaevelopment, talent assessment and empleyemstion.
The findings revealed that global talent mamag® of multinational companies are moderately
implemented and moderately effective on talemircing ,employee development, talent assessareht
employee retention. Using the Pearson Correlatiorsignificant relationship on the level of  implentation
and effectiveness resulted that there is  Ihigh significant relationship on talent soumgin
employee development and talent assessment bannetployee retention. The Analysis of Varianc®lQVA)
showed that there is significant differences lie perceptions among the respondents of the ratitimal
companies on the effectiveness on talent assggsm but not on talent sourcing, employee devakqt
and employee retention. Moreover, the significanes validated in the multiple comparisons digplg that,
there is significant differences between and wittie groups  of respondents on talent assessmentt is
recommended that the multinational companies ldhéully appraise the process of their globdemna
management in relations tothe human resowkeev that will create a mark in the global maryietce.

Key words. Global talent management, multinational compart@&gnt sourcing, employee development, talent
assessment  and employee retention.

1. Introduction

Talent management  has now taken a  new cemtge st in human resource management. In the enwrgen
of many competitors and business sustainabilitsnoftinational companies, one of the key initiativeshe need to
manage its global talents and retention better.mbst sophisticated systems will not succeed, ifmatched with
the right  skills, knowledge and competencies €¢ein Malaysia Berhand Annual Report, 2008). Theadyn
nature of global business is putting an ever-irgirgapressure on companies to be constantly onotileut for
exceptional talent in a market where demand faeeds supply Today, organizations is continuoushrching
for the right talent. Talent is becoming the keynpetitive differentiator and countries and companwith access
to the right talent are positioning themselves uoceed in the rapidly changing world of work( Port2011) .
Rothwell (2011) defined talent management has tgiated process of recruiting, selecting, deplpyideveloping
and retaining the best and right people. Thera mradigm shift from the traditional human reseubased
competitive advantage to managing talent keepinigstrthe dynamic competitive environment(Gautani,130 In
the Manpower Group Survey 2011 of the 40,000 engasyworldwide, one in three employees reportedcdiffes
filling up positions due the lack of availabl@lant as cited by Porter (2011) . As of now, th&var for
Talents” as created by McKinsey consultants (198fhains to exist and linger strongly the gloleah
specially in the multinational companies At the same time, the market for talent is the nooshpetitive it's
been in decade#éccording to a recent survey in China, “88% of @t@nese executives said that their globalization
efforts were hindered by the scarcity of the peopith real cross-cultural knowledge managing fomeiglent
(http://www.mckinseyquarterly.com/HowchinesecanakipaGiving an opportunity to rebalance the workforcet b
also pressure and opportunity to do more with less
(http://www.mckinseyquarterly.com/Making_talent_&ategic_priority 209 Thequestion today is: What can be
to solve these several GTCs (Today and Tomorrowg? dnswer is: A systematic use of HR policies amdttjres
aka Global talent managemerlobal Talent Management is about systemaiicatilizing IHRM activities
(complementary HRM policies and practices) to d@ffety manage an MNE's global talent challengessistent
with the strategic directions of the multinationahterprise in a dynamic, highly competitive, anidbgl
environment (Schuller, Jackson and Tarique, 2@dihpanies competing in the global marketplace irequ
top-quality people to compete successfully as gdirtty Noe, R.(2010). . Organizations specially mattonal
companies with state of the art work environmentalent—friendly and competitive people practicese the
sought after companies  making them the emplsyehnoice by the workforce.
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This study endeavored to assess the globahgeament of the multinational companies . It itigesed
on the effectiveness and implementation of talemtircing ,employee development, talent assessmeantd
employee retention. Likewise, it examined the refathips and differences between and among théen. Btudy
utilized the descriptive-correlation research gesi and employed the quantitative and qualitativesearch.
The Pearson correlation analysis was used to find tbe significant relationships of the globaletd
management of multinational companies. Moreother, Analysis of Variance (ANOVA) was employed tatte
the significant differences between and amongrougof respondents . The multiple comparisons weasl to
further investigate the results of the significdifferences of the three groups of respondents

2. Results and Discussion

2.1 Leve of Implementation and Effectiveness on Talent Sourcing

Level of Implementation Level of Effectiveness
Talent Sourcing
Qualitative Composite Composite Qualitative
Description Mean Mean Description
Great Extent The company's Hiring Policie Moderately Effective
351 for talent sourcing is in plac 331
Moderately The company have an annual hum Effective
Exten 3.23 resource plannir 351
Moderately The company adopts external Moderately Effective
Extent 3 talent sourcing 2.94
Moderately The company gives priority tp Moderately Effective
Extent internal  sources  for  talent
3.23 acquisition 3.17
Moderately The company utilizes various Moderately Effective
Extent selection process in acquiring the
3.23 talent to the company. 3.2
Moder ately Weighted M ean Moder ately
Extent 324 3.23 Effective

The table presents the level of implementatioand level of effectiveness along talent sowgcin of
global talent management was rated to an overakan of moderately extent (3.24) and modirate
effective  (3.23) respectively.  With regatdshe level of implementation of global talent mgament , it
shows that all indicators are moderately implet@@rexcept indicator one which the highest melammplies
that the company’s hiring policies for talent songc is fully implemented by the multinational coampes .While ,
the lowest mean of is indicator 3(3.00). it inegli reasonable implementation of the company dopting
external sourcing. It has still to be enhanced. The global talent management is moderately #ifeon all
the indicators except indicator two which also highest mean of 3.51 . It indicates  that the camyfs annual
human resource planning contributes to the affecess of their talent sourcing. On the effestizss of
talent sourcing which is the lowest mean (2.9%) in minimal operative. Grote (2010) declaredhat talent
acquisition management represents the lead coafitatent into an organization.

2.2. Level of Implementation and Effectiveness  on Employee Development

Level of Implementation Level of Effectiveness
Employee Development

Qualitative Composite Composite Qualitative

Description Mean Mean Description
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Moderately The company provides employee Moderately
Extent development for the growth and Effective
improvements of talents of the
3.23 employees 3.14
Moderately The company gives equal opportunities Moderately
Extent for development for all employees for Effective
2.97 organizational effectiveness. 34
Moderately The company provides sufficient Moderately
Extent employee development budget a Effective
3.14 support. 3.14
Moderately The company’s employe| Moderately
Extent development goals and objectives | is Effective
3.2 communicated well 3.37
Moderately Employee development given match Moderately
Extent with the talent and performance of the Effective
3.06 employees. 3.03
Moder ately Weighted M ean Moder ately
Extent 3.12 3.22 Effective

The table discloses that the employee dewedmp of global talent management on employee
development is moderately implemented andleraiely effective. All the indicators are modelate
implemented. .The highest mean is indicator lithva mean rating of 3.23 . It implies that the
multinational companies  provides employee develemt for the growth and improvements of talentshef
employees. The lowest mean is indicator 2 whicB.8¥. It  indicates that the company does oby Give
equal opportunities for development for all emgley for organizational effectiveness. Hence, treeeeneed to
give  attention on this area in global talent ngamaent  to increase employee performance artlpti@ity.
Likewise, all the indicators on employee developtr@nglobal talent management of the multinatioo@inpanies
are moderately effective. Hence, there is a neduktd up their employee development. The highesn is
the 3 indicator rated at 3.37. It implies the thathe company's employee development goals and
objectives are communicated has a high vaduemployee performance . While, the lowest meais
indicator 4 which rated as 3.03. It means thaémployee development  given should match withtéhent
and performance . Therefore, there is a need tave han assessment  of the companies ‘ employee
development conducted so that it will be equateth wlie employee’s talent and expected performanbiae,
R.(2009, claimsthat today’'ss global and competitive business enviremmmany companies are finding that it
is difficult to determine whether employees hawe ¢apabilities needed to success. The necesgaabitities may
vary from one business unit to another or evensacroles within a business unit.

2.3. Levd of Implementation and Effectiveness on Talent Assessment

Level of Implementation Level of Effectiveness
Talent Assessment

Qualitative Composite Composite Qualitative

Description Mean Mean Description
Moderately The company has an effective talent Moderately
Extent 3.06 assessment syster 3.23 Effective
Moderately The company has an a talent assessment Moderately
Extent 3.14 management policy 3.23 Effective
Moderately The company has highly effective tools|in Moderately
Exten 3.09 talent assessme 291 Effective
Moderately The company establishes fair standards a Moderately
Extent 3.29 for talent assessment for the employees$.3.09 Effective
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Moderately The company informs the employees the Moderately
Extent feedback of their talent assessment and Effective
helps the employee to improve in his wgak
311 areas of performanci 3.09
Moder ately Weighted M ean Moder ately
Extent 314 311 Effective
The table reveals that the talent assessnfenglobal talent management is reasonably imgleted

and moderately effective. All  the indicators amederately implemented. The highest mean is atdic4
with a mean rating of 3.29 . It implies that etmultinational companies soberly establishefair
standards for talent assessment for the emplojtmwe, there is a need for the companies to examand fully
implement an effective assessment standards to e makunbiased. The lowest mean s indicator iciwlis
3.06. 1t pointed out thatthe company doesot fully implement an effective talent assesshsgstem.
So that there is a need to the companies dhoappraise and formulate an effective talent ssssent
system for full implementation .  All the indicasofor the effectiveness of talent assessmeasulted to
moderately effective. Both indicators 1 and 2e egistered as the highest mean (3.23). Itplié® the
that the effectiveness is moderate on the ntakssessment system and management policy of the
multinational companies. The lowest mean isdattir 3 which is 2.91. It indicates that the talessessment
tools utilized by the company are moderately d¢ifec Hence, there is a need that the companiesidh
analyzed and designed a more appropriate glotsént assessment tools to a that will pave a war an
enhanced talent assessment. Grobler (2010) vidvaeg@erformance management systems are a kegeiémthe
use and development of an organizations mostrésalurce, its employee. Performance managemeetsystre used
for a wide range of administrative purposes, suchaking decisions about pay, promotion and retanti

2.4. Leve of Implementation and Effectiveness on Employee Retention

The table displays that the employee retentionon the global talent management is modbrat
implemented and moderately effective . With regatal the level of implementation , all the indmat are
moderately implemented. .The highest mean isicatdr 4 (3.46). It denotes that employee reteti@are
handled by the companies reasonably well. Hemhcedessitate that the handling well of employeelations of
the company should be fully implemented. Thedstwmean is indicator 1 which is 3.2L shows that
the company implementation of fair and very geothpensation and benefit is not fully implementeddnce,

it is essential for the companies to abundamtigléement a very attractive compensation and bengfackage
to retain the
Employees  commitment for the company.

Table2.4. Level of Implementation and Effectiveness on Employee Retention

Level of Implementation Level of Effectiveness
Employee Retention
Qualitative Composite Composite | Qualitative
Description Mean Mean Description
Moderately The company pays a fair ar Moderately
Extent very good compensation and Effective
benefits to the employees
3.23 3.03
Moderately Career  development ar Moderately
Extent establishment fo career path fo Effective
331 the employees exist. 3.2
Moderately 3.37 The company provides a safe and.26 Moderately
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Extent functional working environment for Effective

the employee

Moderately Level of trust between management Moderately

Extent 3.31 and employees exist. 3.37 Effective

Moderately The employee relations are well Highly Effective

Exten 3.46 handled in the compan 351

M oder ately Weighted M ean M oder ately

Extent 334 3.27 Effective

Likewise, all the indicators on employee  retemtof global talent management of the multinaticc@hpanies
are moderately effective except indicator 5 .It liep that employee relations of the companies ramedled
very well. Hence, the employee relations managémeshould be sustained to maintained the gfetess
in holding the employees’ talents for the companyhile, the lowest mean s indicator 1 (3.08)ointed
out that company compensation and benefits fgaile = employee is not reasonable  effectiMence,
is important for the company formulate theirompensation and benefit package paid to the emgloye
should be equitable and attractive motivating leyge retention for the multinational companiescéwling to
Scott (2010) employee retention refers to the tegles employed by the management to help the emefogtay
with the organization for a longer period of tinlEmployee retention strategies go a long way in vaditig the
employees so that they stick to the organizationttie maximum time and contribute effectively. %ire efforts
must be taken to ensure growth and learning forethployees in their current assignments and fanthe enjoy
their work. Employee retention has become a maacern for corporate in the curresgenario.

2.5. Reationship between the leve of implementation and effectiveness of global talent management

The results below shows the results of thelationship between the level of effectiess
and the extent of implementation among the muitimal companies . It resulted that there ighhi
significant relationship along talent sourciegnployee development , talent assessment exceployee
retention. It means that that there is a direcati@hship on the extent of implementation dedel of
effectiveness  of global talent management. Hetiwe decision is to reject the hypothesis. Howetlere is
no significant relationship  between the lewéleffectiveness and the extent of implemeatati on
employee retention. It means that there iglinect relationship on the implementation and eetfeness
on employee retention on global talent managemeniberefore, the decision is to reject the hypothesi

Table2.5. Relationship on the Level of Implementation and Level of Effectivenessof Global
Talent M anagement

Leve of Effectiveness
L evel of Implementation
Pearson Correlation 714
Talent Sig. (2-tailed 003*
Sourcing 9. (2-tailed) '
N 35
Interpretation Highly significant
Pearson Correlation 731
- — "
Employee Sig. (2-tailed) .002
Development N 35
Interpretation Highly significant
Pearson Correlation .842
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Sig. (2-tailed) .000*
Talent - - —
A ent Interpretation Highly significant
N 35
Pearson Correlation .248
Employee Sig. (2-tailed) 373
Retention N 35
Interpretation Not significant

*  Correlation is significant at the 0.05 lev2ttailed).

2.5. Difference among the respondents on the leve of effectiveness  of the global talent management

The table  demonstrates the  outcomes theftest of differences of perceptions on the llefe
effectiveness  between and among the respondemts Global Talent Management . It exposed  thetet is
no significant differences  on the perceptionstwigen and within the group of respondents on theleyee
development practices of the three groups of med@ats in terms of talent sourcing , employeectigpment
and employee retention . Hence, the decisiom &tept the hypothesis.

Likewise, there is significant differences on ferceptions among and within the group of respotsden the
global talent management of the multinational comgs®  in terms of talent assessment. Therefoeed#tision is
to reject the hypothesis.

Table2.5. Test of Differences on the Levd of Effectiveness between and among the Multinational
Companies (ANOVA)

Level of Sum of . -
Effectiveness Squares Mean Square F Sig. Decision
Between Groups .052 .026
Taje’.“ Within Groups 1.131 .094 276 763 . th
Sourcing significant
Total 1.183
Between Groups .253 127
Employee Within Groups .765 .064 1.986 180 . th
Development significant
Total 1.01¢
Between Groups 1.084 .542
Talent Within Groups .359 .030 18.127 000 significant
Assessment
Total 1.44:
Between Groups .056 .028
Employee | within Groups|  .550 .046 .606 561 Not
Retention significant
Total .606
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2.5. M ultiple Comparisons

Furthermore,

the results

supervisors and employees

Moreover , the
perceptions on the level of effectiveness on tasmsessment
also a significant differences between supervisord employees.. While there is significant diffees between
, there is a sigifidifferences on the perceptions between empband
talenieasment of the global talent management.

employees and managers. While
supervisors of the multinational along

managers

The

and

of the post hoc aslgn the
the three groups of respondents namely managengservisors and employees of the multinationalmpanies
on global talent management. test of grys revealed
is the same or alim@stame.

employees

disttlahat

significant

that

between and among managers

differences of perception

there is significant differences on their
of global talent management.. Lilewiere is

Dependent ) Mean . -
Variable () RESPNDNT RESPNDNT [Difference (I-J Std. Error Sig. Decision
Managers Employees .6224 .10936| .000* significant
Supervisors Employeeg 4974 .10936| .001* significant

Talent P Ploy g

Assessment L
Employees Managers -.6224 .10936| .000* significant
Supervisors -.4974 .10936 .001* significant

* The mean difference is significant at the .Ogle

3. Conclusions and Recommendations

The global talent management of the multinati@muahpanies  are moderately implemented  and ratelgr
effective but necessities enhancement on ttadassessment. So that,, there is a need to cahplet
implement the global talent management of the timatlonal companies to beef up their competitdge and
sustainability in the market. Furthermore it ico@mmended that the  multinational companies oulsh
run a full process of evaluation to measure rthelobal talent management strategies and practpecially
the critical factors  to retain the best talenis the global competitive market place. In aduglti there
should be a formulation of a highly effective etat assessment tools that will match the companie
‘aspirations. Multinational companies shouldate a  strong corporate culture of talent yest on all
the employees specially their executives . This wpave a  way for the multinational companies gain a
leading and winning edge in preserving a stroagel best global talents now and beyond.
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