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Exclusive global talent management (GTM) has been one of the most crucial strategic practices for
multinational enterprises (MNEs) in this competitive global economy. Although prior literature has
focused on the positive role of exclusive GTM, recent studies started to recognize that exclusive GTM,
which excessively emphasize talent, may lead to competitive culture within the MNE, resulting in a
negative effect. Within this vein, this study aims at exploring the potential negative impact of perceived
exclusive GTM on employees and the moderating factors that would weaken the negative influence of
exclusive GTM. Survey results from 610 Korean employees working for 25 MNEs show that employees’
perceptions of exclusive GTM would have a negative effect on their intention to stay. Moreover, the
negative effect of perceived exclusive GTM on employee intention to stay would be weakened when
employees have satisfied relationships with their supervisors and co-workers.
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Relationship with
co—-worker

Intention to stay
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% tH(Podsakoff, MacKenzie,
. and Podsakoff, 2003). Z22]x AREA WY
© 2+ Harman's single factor testE 4|3t
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10 oo ok
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NS M SRR QRS AA G A
4709 AHEE AT e 890
(eigenvalue>1.0), 2% AW o] 7} & 290
AA B 37.5%%5 AASL YwA] &
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FLEHATE A ZekA] dvka AEsitt

4.1 7|=SAR— H S|

T Ve
Xﬂ/‘lﬂcﬂ s g
VIF#= A4k 23 1.06-

EA I AAAAE (Table 1)
% Skl

23 Abol gtE HE

(Table 1) Means, standard deviations, and correlations (N=610)

Variables ] P 3 4 ; 6 7 8 9 0 1

1. Intention to stay  1.000

2. Gender =004 1.000

3. Age 043 -029° 1,000

4. Rducation 033 028 221" 1.000

5. Rank 032 2047 796 182% 1.000

6. Firm type -.063 2367 -.006  -.029 031 1.000

7. Firm size 055 -84 210 115Y 24T 39T 1.000

8. Firm age 019 050 15T -044  169% -2547 639" 1.000

9. Perceived OTM  -165"* -010 050 020 049 128" -063 009 1.000

10. gfgﬁﬁsﬁse};ivpisor 083 002 -013 031 043 .080° -041  -006 377 1.000

ILRelationshlo - ggperg01 097 06T 08 082 -142 031 30T 43T L0OO
Mean 4075 459 35106 2257 2664 669 656 27743 3771 4312 4631
S . 1200 499 7303 484 1469 471 476 17846 1208 1041 857

*p .05, F pC.01, " p<.001 (two-tailed test).
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7Hd A& Ao G B AT AHEE =
SAEIEC] WFEAY BdE AAs] sl &
A QQlEA S AAEIT A x*(df=59)=
155.175, p<.001, RMSEA=.052, CFI=.983,
TLI=.977¢] 212 2RIHUT. ©]= Hu®t Bentler
(1999)9] ATollA AAE A3Fe 7]Fdl Tt
2 AFA A EE MeER TH e AHste A
o] AAsitta Adst 4= 9l

thSog =24 Bgso ‘F E} A (convergent
validity) = #7kst7] Sal Bd&4t+2(AVE:
average variance extracted) ﬂ‘r IAAF =(CR:
construct reliability) & 74]"}'6}93‘4 (Table 2)
i HojFo] BE W45 AVEH] 5ol
CRgte] .70]%e]7] el —’FuF/}o ] ] g ﬂi’iu
< A& 4 3tk (Fornell and Larcker, 1981).

m o

A AF %S AVEFT 1]
2 AFg 3£(.008~.215)¢]
AVE #(.634~.787) 5t} 2o g gHEelGA] o

(il

(Table 3y # 79 H45E AFe 9
Ade] 2EIEE FEUSR S OF HANEA
& W12 okl Model 19 SAREE 28
S4L, Model 2, 3, 4l Aalz SHuse

LY
5% B9 1S BB,

N UO‘

AHFES
S A7td wiey 229 AAREA =
Model 2, 3, 494 B5F &9 Aug EAHOR &

.3,
ojulstA vebsh (244 B=-.149, p(.001: B=
=217, p<.001; B=-.241, p<.001). wapr] &
dE9] g 22E AQAYAE A4 259
2&o5d] ¥3H9 9FS AT /4 1o A
SEFEEELEL)

2= Model 3ellM e dAtete] Ao 24
_gjr,}f—i 74@;].@1‘4. A}/\].g}g] y};q]i: 7<1;<4z4 o= x]
A9 2&ome] FHA JFL vlF Byt ohfet
(B=.214, p(.001), ALE0] Atete] A}
O 2Ass Wy 228 AQaA et 2%

o=d MR FAAR] el oFtdnH(B=.081,
p(.10). o] 7Hd 27} AAHNES HolEr, F

(Table 2) Results of validity

Variables AVE CR
1. Perceived GTM 634 811
2. Relationship with supervisor 779 .881
3. Relationship with co-worker 187 913
4. Intention to stay 785 .858
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(Table 3) Results of multiple regression analysis (N=610)

Variables Model 1 Model 2 Model 3 Model 4
Intercept 3.560"**  (.371)  4.049*™*  (.389) 3.324*** (.422) 2.896"*  (.424)
Gender .010 (.104 .001 (.103 018 (.102 .016 (.101)
Age 011 (.011 011 (.011 014 (.01 .009 (.011)
Education 130 (.10 131 (.10 114 (.110 .064 (.098)
Rank -.005 (.054 -.004 (.054 -.020 (.053 071 (.100)
Firm type -.224" (.112 -.160 (.11 -.184" (.114 -.150 (.109)
Firm size =588 (.140) -537™*  (.139)  -.455""* (.14 -.303* (.141)
Firm age 013" (.004 013" (.004 012" (.003 .010* (.004)
Perceived GTM = 149" (.040)  -.217" (L043)  -.241%* (.042)
Relationship with supervisor 214" (051
Relationship with co-worker 360" (.060)
1 X
Peéiiﬁfni?;\/{ with supervisor 081" (.045)
1 X
Peéz‘ls;fjni?y with co-worker 101" (.045)
Adj. R? 027 .048 072 101

F 3.446*** 4.825%* 5.730%* 7.840%**

AR 0.039 0.022 0.027 0.055

AFF 3.446™** 13.953"** 8.846™** 18.761%**

"p(.10, * p{.05, * p(.01, *** p(.001 (two-tailed test):
Non-standardized coefficients with standard errors in parentheses.
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