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ABSTRACT

The purpose of this study is to find out the effect of talent management on the performance of educational employee in
higher education. The approach used for this research was a quantitative approach. The sample used in this study was
61 talented educational employees from higher education in West-Java and DKI Jaya provinces. Data analysis
techniques used in the study were Partial Least Square Structural Equation Modeling (PLS -SEM) with Smart PLS
software. The results showed that the application of talent management in higher education had a positive and moderate

effect on the performance of educational employee.
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1. INTRODUCTION

Higher education has a very important role in the
nation’s development. Many parties, including alumni,
parents, taxpayers, businessmen, students, accreditation
agencies, governments, and  non-governmental
organizations expect a good quality from higher
education institutions [1]. This is because the results of
the education process in higher education determine the
quality of graduates who will work and contribute to the
nation and state. Reference [2] state that in general most
universities formulate their quality assurance systems
according to the national standards that exist in their
countries and are based on their own needs.
Unfortunately, the quality of most universities in
Indonesia compared to universities abroad is still very
low as reported by QS World University Rankings in
2018 which lists 959 top universities in the world and is
based on opinion more than 75,000 academics, 40,000
companies and 12.3 million research papers and 75.1
million citations. In 2017, only 10 tertiary institutions in
Indonesia were included in the list of the 1000 best
tertiary institutions according to the QS World University
Rankings. The lowest was Universitas Indonesia (Ul) at

the 277th, followed by Institute Teknologi Bandung
(ITB) at the 331st, which experienced a decline in 2018
where Ul placed 292nd, ITB placed 359th and
Universitas Gajah Mada (UGM) got higher position from
400th to 391st. The components used by QS World
University Rankings as the assessment points included
academic reputation, the reputation of graduates in the
world of work, the number of international students, and
the number of research publications and journals. Even
so, [3] argues that higher education institutions should
not be too influenced by world university rankings
because it is feared that they will not focus on improving
the quality of their educational institutions.

This research is based on the desire to improve the
quality of universities in the country. This is because the
quality of most of higher education institutions in the
country is still far from satisfactory. This can be seen
from the ranking of Indonesian university in the world.
Universities in Indonesia face challenges to be better
because of the fierce competition among universities both
inside and outside the nation. One of the ways to increase
its competitiveness is by improving the quality of
university and its employees. A research conducted by
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[2] on 297 higher education institutions in more than 20
countries in Europe showed that the quality of higher
education institutions was strongly influenced by
teaching and learning activities, curriculum development
and student service, followed by organizational
management and research.

Both assessments conducted by international
institutions and the Indonesian Ministry of Education and
Culture indicated that the employee performance
component plays the most dominant role for the quality
of a university, particularly the performance of educators.
However, improving the quality of higher education can
have an impact on systems, institutions, or individuals in
higher education. The impact on the individual level, for
example, they have to prioritize their research or teaching
objectives, getting more workload to meet bureaucratic
needs which can affect the behavior and work of
academics [4]. Based on the above considerations, it is
necessary to conduct a study to find out what aspects that
can improve the performance of employees, so that the
quality of higher education will improve.

In order to maintain and improve the achievements of
tertiary institutions, the leaders and management must be
able to continue to manage employees who have high
competence and good performance. One of the ways to
obtain, develop, and maintain employees who have high
competence and good performance is through talent
management [5]. Talent Management (TM) is basically a
process carried out by the organization to answer those
needs. TM does not only talk about developing and
managing employee careers, but also how organizations
can attract and manage their chosen human resources. On
a broader scope, TM also means how an organization
manages its resources starting from the recruitment
process, employee placement, performance appraisal,
training and career development, until the employee
leaves the company (employee separation), so that
ultimately the goals of the organization can be achieved

[6].

The issue of talent management originally came from
the private sector, but later developed and also benefited
the public sector [7]. Talent management is important and
is taken seriously by the many organizations [8].
However, it is still difficult to find research concerning
the effect of talent management on talented employees
working in higher education institutions. Even if there is,
then the research is only limited to the implementation of
talent management in general in tertiary institutions and
has not focused on talented employees. Therefore, it is
important to conduct research entitled: The Effect of
Talent Management on the Performance of Educational
Employee in Higher Education Institutions.
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1.1 Talent management

The definition of talent according to [9] is a human
who wants to be maintained by the company because of
its strengths. In addition, talent management can become
a comprehensive strategic approach to identify, evaluate,
develop and allocated talented human resources to help
the activities in achieving the best performance and
organization [10].

Noting the above explanation, broadly the
management of human resources referred to talent
management can begin from the recruitment process,
employee placement, performance appraisal, training and
career development, until the employee leaves the
company [6].

The results that companies can get by using talent
management strategies are filling top management
positions with quality people, so the company does not
need to doubt the performance of employees who will be
appointed as part of the company's top positions [9]. This
relates to the theory issued by Pratt [11] explaining that
investment in the form of talent management can produce
quality workers and produce work with high quality
performance. Thus, it can be seen that there was a
significant relationship between talent management and
employee performance. Based on research by [5], talent
management had a positive influence on faculty
performance in private universities.

1.2 Employee performance

Research from [12] showed that talent management
had a positive effect on job involvement and employee
performance. Employee performance is the real behavior
shown by employees as a result of work produced by
employees in accordance with their role in the company.
According to [13] there are several dimensions in
performance including quality, quantity, and
interpersonal impact. Quality is the closeness of the
measurement results with the real value, while quantity is
the amount formed from something, and the last is the
interpersonal impact which is an opportunity for someone
to develop a sense of mutual respect and cooperation with
others. Referring to [14], employee performance
measurement can be done. Based on the research results
conducted by [15], the work environment had a
significant effect on the performance of University
employees.

2. METHODS

The approach used in this research was a quantitative
approach. The sample used in this study was 61 talented
employees from various universities in West Java and
DKl Jaya provinces. Data analysis techniques used in this
research were Partial Least Square Structural Equation
Modeling (PLS SEM) with Smart PLS software. The
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latent variables used in this research were Talent
Management (TM) as an exogenous variable and
Performance (P) as an endogenous variable. Indicators
and symbols for talent management are shown in Table
1. Indicators and symbols for employee performance are
shown in Table 2.

Table 1. Indicators and symbols for talent management

Indicators Symbols
Recruitment of talented employees T™M1
Competitive tests TM2
Identify talent pool TM3
Management is responsible for the talent pool T™M4
Opportunities for training and development TM5
Distribution of talented employees TM6
Efforts to keep talented employees T™M7
Compensation management TM8
Career management TM9

Dimensions of talent management are acquisition of
talent, identification, talent development, spread of
talent, retention, compensation, and career planning.

Table 2. Indicators and symbols for employee
performance
Indicators Symbols
Quality of work P1
Work quantity P2
Job knowledge P3
Expertise P4
Cooperation P5
Communication P6
Obedience P7
Initiative P8
Innovative ideas P9
Mastery of new technologies P10
Adaptation to environmental P11
Manage work stress P12
Creative problem solving P13

Dimensions of performance are task performance,
contextual performance, and adaptive performance.

3. RESULTS AND DISCUSSION

3.1 Model measurement (outer model)

Based on the validity test, all indicators were
considered valid because the value was above 0.5.
According to [16] an indicator is considered valid if it has
a correlation value above 0.70. However, loading 0.50 to
0.60 is still acceptable by looking at the output
correlation between the indicator and its construct. Based
on the validity test, all indicators were considered valid
because the results of the loading factor on the outer
loading PLS Algorithm as well as the results of PLS
bootstrapping showed values above 0.5 (see Figure 1).

This value is a cross loading factor value which is
useful for knowing whether the construct has adequate
discriminant, in which the loading value of the intended
construct must be greater than the value of loading with
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other constructs. From the test it was found that the
construct indicator correlation had a higher value
compared to the indicator correlation with other
constructs, so it is said that the construct had a high
discriminant validity.

T-ua

NG

Figure 1. PLS Algoritma Result.

Reliability test was done by looking at the composite
reliability value of the indicator block that measured the
construct. Composite reliability for Performance was
0.929 and composite reliability for Talent management
was 0.898. According to [16] the results of composite
reliability shows a satisfactory value if it is above 0.7.

3.2 Structural test model (inner model)

From the PLS bootstrapping test results, it was
obtained r-square value of 0.151. This value shows the
ability of independent variables to explain the dependent
variable. The higher the R-square value, the greater the
ability of the independent variable to explain the
dependent variable. According to [16], the value of R
square is 0.67 (strong), 0.33 (moderate) and 0.19 (weak).

Estimate for Path Coefficients was used to evaluate
the relationship between latent constructs as
hypothesized in the study. Based on PLS testing, it was
found that TM had a positive influence on job satisfaction
by 0.389. The H1 hypothesis was accepted because the
statistical T value was 2,680 which mean it was greater
than 2.01 t table values so it can be said that TM was able
to explain a significant effect on performance.

4. CONCLUSIONS

Based on the research results and discussion, it can be
concluded that H1 hypothesis was accepted because the
statistical T value was greater than the t table. Thus, it can
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be said that talent management was able to explain a
significant effect on performance. The application of
talent management in higher education had a strong
influence on moderate performance, which is in
accordance with the statement of [5].

The results also showed that the factors most
influenced by the application of talent management in
tertiary institutions were job knowledge and creative
problem solving from employees.
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