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Talent Management in Multinational Enterprises

Jin Feng Uen ~

This article discusses the planning, design and operation of global talent
management (GTM) system in multinational enterprises (MNEs). Since MNEs
must face the complex and turbulent environment, they need superior talents to
deal with the challenges. The GTM system is to ensure the supply of the talents to
support the development of MNEs. This article presented an integrated framework
with three pillars (subsystems) to explain the operation of the subsystems and the
connections among them. In addition, considering the differences of strategies,
organizational characteristics, and the external organizational environments of
headquarter and subsidiaries, the GTM design and operation will be quite
complicated. Finally, we also made some comments and practical suggestions for

Taiwanese MNEs in designing the GTM system.

Keywords: multinational enterprises (MNESs), global talent management (GTM)
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