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Less than 20% of our requirements
Between 21% and 40% of our requirements
Between 41% and 60% of our requirements

Between 61% and 80% of our requirements
Between 81% and 100% of our requirements
More than 100% of our requirements
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Figure 2: To what extent can you source globally mobile 
talent to meet the following business objectives?
Large global talent gaps exist. Companies need to create 
compelling Global Employee Value Propositions.

Figure 3: In your opinion, how do the careers of returning 
international assignees in your organization unfold? 
Assignments with a primary focus on...
Global work – whatever the organizational driver –  
is often associated with positive career development. 

Figure 4: Smart Global Talent Manager - Employee value 
proposition
Organizations should manage the tangible and intangible aspects 
of the Global Talent Proposition. Some metrics are outlined below.

Figure 1: SAFE Model with SMART Global Talent 
Management Focus
The SAFE Model captures the key strategic and operational 
aspects of GM work
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Individual GM Purpose:
• �Develop professional  

and global capabilities
• Advance global career

GM Opportunities:
• Master specific job/task abroad
• �Use learning on the job  

in diverse context

Valued GM Experience:
• �Enable authenticity within 

clear role
• �Increase feeling of purpose

Social System Embeddedness:
• �Support valued family 

experiences abroad
• �Encourage international and 

local friendships

GM Successes & Reputation:
• �Engineer rapid career success 

for global talent
• Retain repatriates

GM Leadership:
• �Build learning-orientated  

home and host leaders
• �Ensure flexible and focussed  

cooperation with talent and  
global (unit) leaders

About the respondents
81 Global organizations contributed to this research. For more information about 
the respondents, please read ‘RES Forum Research Reports 2019 - Data Sources and 
Methodology’ at- https://theresforum.com/annual-report/ 

GM Strategies:
• �Devise/coordinate global talent 

management
• �Construct meaningful global 

careers

GM Policies & Practices:
• �Integrate global talent 

management/careers into 
overall talent planning

• �Plan repatriation and  
long-term development
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Short term GM Performance Impact
% of repatriates whose performance has developed
within first year compared with non-expatriated peers

Long term GM Performance Impact
% of repatriates whose performance has developed 
compared with non-expatriated peers after first year

Short term Reward Impact
% of repatriates whose rewards have developed
within first year compared with non-expatriated peers

Short term GM Career Impact
% of repatriates whose careers have

developed compared with non-expatriated
peers within the first year

Long term GM Career Impact
% of repatriates whose careers have

developed compared with non-expatriated
peers, within 1 - 5 years (or beyond)Long term Reward Impact

% of repatriates whose rewards have developed
within the first 5 years compared with 
non-expatriated peers, within 1 - 5 years (or beyond) 
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Percentage of staff/assignees who feel that 
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Senior Staffing
Percentage of senior management 
positions with (global) successors

Short term GM Retention
% of repatriates who have 
left the organization in the 
first year after return

Long term GM Retention
% of repatriates who have 
left the organization in the 
first 3 years after return
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          *workers who feel that 
        they have good access/
    fair policies and practices 
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Figure 5: Measuring World Class Global Talent Management. 

© Michael Dickmann

LTAs = long term assignees
STAs = short term assignees
EBTs = extended business travellers
Local Plus = local plus assignees
Commuters = cross border commuters

      Global Talent 
Management Metrics
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