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Abstract: This study uses quantitative methods, where researchers are expected to describe the
relationship between talent management and performance. Researchers took the scope of local
government as the object of research by involving 214 respondents. Bfspondents were
randomly selected from 70 OPD in the Gorontalo Provincial Government. Data weffgollected
using a questionnaire and analyzed using simple regression analysis techniques. The results
show that talent management has an effect on employe§gperformance within the Gorontalo
Provincial Government. The regression model shows that the relationship between talent
management and employee performance is positive, where if the talent management process is
implemented properly, employee performance will also increase. Mathematically, the value of
the Y variable (performance) is 21 482 and will experience a shift in value of 0.868 or 86.8%

of the constant value if it is influenced by talent management.
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Ore of the benefits of implementing
a talent management program is the
continuous availability of employees who
reach their respective best potential and
improve existing performance within the
agency or company. Talent management is
a process, program, and cultural norms in
the organization that are integrated in the
organizational design which then
implemented to determine, find, develop,
manage and retain talented employees in an
effort to achieve strategic goals. With this
talent management, the steps in finding
talented employees, assessments and then

evaluation. Talent management can also be
interpret@fl in the broadest possible sense,
namely strategic management to manage
the flow of talent within an organization
with the aim of ensuring the availability of
talent teams to align the right people with
the right jobs at the right time based on the
organization's strategic objectives,
priorities for the organization's activities or
the company's business. (Inayati & Pella,
2011). @

Problems regarding performance
are problems that will always be faced by
the management of the organization,

developing  groupings of talented therefore management needs to know the
employees  within an  organization factors that can affect employee
(Harmen, 2018). performance. The factors that can affect the

The stages of the talent performance of these employees will make
management program have various the management of the organiza@#h can

variations. According to Cappeli (2008),
the stages of the talent management
program include setting criteria, selection,
talent development, placement, and
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take the necessary policies, so as to improve
the performance of its employees in
accordance with the expectations of the
organization (Octavia, 2008).
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Law of the Republic of Indonesia
number 5 of 2014 concerning State Civil
EXpparatus, article 77 states that the results
of the performance appraisal of civil
servants (PNS) are wused to ensure
objectivity in developing civil servants and
serve as requirements for appointments and
promotions, grants and sanctions, transfers
, and pffmotions, as well as to attend
training. Performance is a result that can be
achieved by a person or group of people in
an organization, in accordance with their
respective authorities and responsibilities in
an effort to achieve the goals of the
organization concerned legally, not
violating the law and in accordance with
morals and ethics.

Table 1. Employee Performance
Assessment (2018-2020)

N| Perform 201 201 202
o| ance 8 9 0
Goals

Ac | Ta | Ac | Ta | Ac
Ta | hie | rg | hie | rg | hie
rg ve et ve et | ve
et | me me me
nt nt nt

1| Service 10 | B8 10 89 10 | 80
Orientati 0 %o 0 % 0 %
on %o %o %

2| Integrity 10 | 88 10 | 88 | 10| 79
0 % 0 %o 0 %o

%o % %
3| Commit 10 89 10 89 10 84
ment 0 % 0 % 0 %
% % %
4| Disciplin 10 89 10 89 10 80
e 0 %o 0 % 0 %
% % %
5| Cooperat | 10 | 88 10 | 88 | 10 | 78
ion 0 Yo 0 % 0 %
o To %o
{ Leadersh 10 88 10 88 10 80
p 0 %o 0 %o 0 %
%o % %
Source: Data processed (2021)
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Based on the data above, it is
concluded that the performance of
employees has not been optimal or has not
reached the targets set by government
agencies. This can be seen from the
achievement of performance in recent

years. The low quality of employee work in
carrying out their main duties and functions
properly. Employee performance
appraisals in this office are assessed
annually based on performance targets or
certificates of achievement (skp/dp3).
These data motivate researchers to conduct
further research, so that problems can be
solved clearly and can be explained
correctly.

METHOD

This study uses a quantitative
descriptive  research  design, where
researchers are expected to provide an
overview of the influence between one
variable and another, namely talent
management as variable X and
performance as variable Y. Variables are
measured using the following indicators;

1. Talent Management (Pella dan Inayati,
2011)
1) Recruitment and selection process
2) Orientation process
3) Retention process
4) Education and training process
5) Cadreization
2. Performance (Runtuwence, 2016)
1) Quality
2) Quantity
3) Effectiveness and efficiency

Researchers took the scope of local
government as the object of research
involving 214 respondents. Respondents
were randomly selected from 70 OPD
within ~ the  Gorontalo Provincial
Government. Data were collected using
instruments and analyzed using regression
analysis techniques.

RESULTS
Descriptive Analysis

Table 2. Frequency Distribution of
Respondents' Answers About Talent

Management
Indica Item Scale Me | Cate
tor 1/2/3/4[5] an | gory
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Ques 111145 (18] which means it is suitable to be applied to
‘18 01010f5 9| g | Good OPD within the Gorontalo Provincial
Government in order to improve employee
.| Ques .
Reerui | o Talolol 14 | Good performance in the future.
tmen 2 6|8 3
and Oues Table 3. Frequency Distribution of
Select | = T olol 11112145 | Good Respondents' Answers About
on 3 3|01 6 Performance
Ques 12
tion (0|20 4,5 | Good
4 1|1
Mean 4,54 Indic | Tte Scale M | Cat
Ques ea | egor
tion 0[2/0/5|2|% | Good ator g (12345 n
, 7| 8 BL
Orient 5 Que i1l2]4 |G
ation | Ques . s 00
tion | 0[2]0/9|3]% | Good Mo 1010101516 g
6 nl
Mean 4,62 Ql_le 1111 4. | Goo
Recog (gucs ololo 112146 Good Stl(2) 010]2 66|41 d
nition 1;m 3|1 2 o0 Qn
and ue
Retenti ?ues ololo 2111143 Good stio |0] 0l 0O % ; ;é G(;)O
on 1;11 13| 8 00 Quant | n3
Mean 4,5 ity | Que 112! 4. | Goo
Ques 1145 S0 101012175 g
tion (0] 0]0 618 3 Good n 4
Traini 9 Que
ng Ques : 1{2| 4, | Goo
© ] 1|1]45 stio | 0[ 0] O ;
tion (0|00 Good
— slol| 6 s 212|65] d
Mean 4,55 Que
Ques e stio |0[ 0| 2/ 7|2 | & | Go0
til()ln 0(0f1 3|0 é Good né6 568 d
Cadre Ques 1 Mean 4,55
tion [0/ 2|0 4.5 | Good
= |1 Que 102/ 4, | Goo
stio | 0] 0] 2
Mean 4,53 n7 11|56 d
Source: Data processed (2021)
Que 2|2 4, | Goo
Observing the results of the data stio | 01010} /1o 4] 4
analysis above, the researcher concludes ng
that a talent-based performancc::: appralsal(_)r Qualit Ql'le 2| 4, | Goo
employee talent must be carried out. This y stio | 0[ 2/ 0 5 7063 | d
follows statements from respondents who n9
emphasized that talent management is Que 2111 4. | Goo
important in the agency because the stio | 0] 0] 0 113 3é d
leadership can prepare for future leadership n 10
candidates. Both in terms of recruitment Que
. . . X : 112 4, | Goo
and selection, orientation, retention, stio |0] 0| 0
- : 01471 d
training and regeneration must be based on nll

the talents possessed by employees.
Respondents' assessment of the urgency of
a talent management showed good criteria,
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6]
?t:f o/o2fL|?|4 Goo
) 1/1](56] d
nl2
Mean 4,61
Que
stio 000; % gs’ G(‘j”
Effect | n 13
ivenes | Que
sand | stio 0] 0 2|7 g éé G((j)o
Effici | n 14
o ?t:f o/o 2 L|2|4 Goo
) 1/1(56] d
n 15
Mena 4,63

Source: Data processed (2021)

Judging from the three aspects of
performance, namely quantity, quality, and
timeliness of task completion, employee
performance has met the requirements.
However, what needs to be criticized is the
data on the results of the performance
appraisal which shows that the achievement
of employee performance targets has not
met the specified targets. This indicates that
in the previous period the managerial
process within the Gorontalo Provincial
Government was not based on the talents of
the employees, so that the distribution
process of main tasks and functions was
still not on target. Therefore, in this study
the researchers tried to examine the extent
to which talent management has an effect
on employee performance.

Hypotheses Test Result

Hypothesis testiffg is done by

comparing the value of tcount with ttable
with criteria;
If, teount> tuble , Ho rejected and H, accepted
If, teount < tuble , Ho accepted and H, rejected
The tune value based on the distribution
table is 1.652 with a value of 0.05 and df
213. The following is a table that presents
the results of teount

Table 4. Teount Value
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Coefficients”

Standardizad

Unstandardized Cosflicients Coeficients

ol 5 | o Eror Fots ‘ sig

1 (Constant) 21482 7803 2753 oo
Talant Managameant AEE 143 733 6090 oo

Source: Data processed (2021)

Referring to the results, the t-value
as presented in table 4 is 6.090 with a
significance of 0.000. This value is of
course greater when compared to ttable
which is only worth 1.652. Therdfiire, the
accepted hypothesis formula is tcount >
ttable, then HO is rejected and IEED is
accepted or it can be said that talent
management has an effect on employee
performance  within the Gorontalo
Provincial Government. The effect given
also very significant if it refers to a
significance value of 0.000 which is smaller
than the standard value of 0.05.

Coefficient of Determination

From the results of data processing
carried out, researchers obtained the results
of 12 of 0.537. This value when entered into
the formulation is 0 < 0.537 < 1. It meanfff
that the value of r square moves closer to 1
which indicates the influence @ talent
management on performance is 0.537 or
53.7%. While the remaining 463% is
explained by other variables not discussed
in this study.

Regression Equation Model

In table 4, which contains the results
of the teount value, there is also a constant
value (o) of 21482 with a regression
coefficient of 0.868. Thus the regression
model formula is;

Y =21,482 + 0,868
From this model, it is indicated that the
relationship between talent management
and employee performance is positive,
where if the talent management process is
implemented properly, employee
performance will also increase.
Mathematically, the value of the Y variable
(performance) is 21482 and will
experience a shift in value of 0.868 or
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86.8% of the constant value if it is

influenced by talent management.
DISCUSSION

For an organization to realize its
vision and mission, the most important
thing is the performance of its human
resources. No exception in government
agencies as non-profit organizations really
expect maximum performance from all
elements of the agency, because it has an
impact on the achievement of agency goals.
HR practitioners and academics in various
literatures agree that employees are the
most important asset in an organization
(Lynn in Jackson, 2010, cited by Octavia
and Susilo, 2018). To complete the
organizational strategy, the presence of
employees becomes a complementary
variable. Therefore, to win the competition
in the future, it is mandatory for agencies to
manage the talents and talents of their
employees. Employees who are
accommodated in the talent management
process will be prepared to become future
leaders.

Theoretically, talent management is
a process carried out by the company as a
preventive effort in meeting the office's
need for quality and well-performing
human resources in the future. Improving
the performance of employees in an office
can be done by attracting talented and high-
credibility employees who will then be
developed and maintained by the office.

The use of talent management
methods to fill the position of future agency
leaders is the right strategy, because the
agency does not need to doubt the
performance of the employees who have
been prepared. This is §fjline with the
theory put forward by Pratt, et al., in
Bethke-Langenegger, et al., (2011) that
talent management strategy is an
investment that can later produce quali§ffy)
and high-performing workers. From this it
can be concluded that there is a significant
correlation between talent management and

employee performance (Octavia and

Susilo, 2018).

In line with the above theory, DEls
(In Febriani 2012) also emphasized that
Talent Management is a planned and
structured approach to recruiting, retaining
and developing talented people who
consistently provide superior performance.
So. according to Davis, it is obligatory to
maintain and manage these talented people
so they don't move to other companies and
develop people who have these talents so
that they can improve their performance.

Based on the survey of researchers,
the respondents’ answers strongly
emphasized that both from the aspect of
recruitment and selection, orientation,
retention, training and regeneration must be
based on the talents possessed by
employees. Respondents' assessment of the
urgency of a talent management showed
good criteria, which means it is suitable for
improving employee performance in e
future. The test results also conclude that
the employee's performance is significantly
influenced by the talent of the employee.
This finding also strengthens the results of
research conducted by previous researchers
such as Fatmasari (2017), Febriani (2012),
Isanawikrama (2017), Kusumowardani
(2016), Nisa (2016), Octavia (2018),
Rachmadinata (2017), and Sukoca (2016).

C 0%‘ LUSION

1. Talent management has an effect on
employee performance.

2. The amount of contribution made by
talent management in influencing
employee performance is 53.7% which
indicates that of all the factors that
affect employee performance, most are
determined by how the talent
management process is implem@hted.

3. The regression model shows that the
relationship between talent
management and employee
performance is positive, where if the
talent ~management  process  is
implemented  properly, employee
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performance will also increase.
Mathematically, the value of the Y
variable (performance) is 21482 and
will experience a shift in value of 0.868
or 86.8% of the constant value if it is
influenced by talent management

RECOMMENDATION

Referring to the conclusion above,

the researcher recommends the following;

1.

The talent management strategy shows
that it is suitable to be applied to the
Gorontalo Provincial Land Agency in
order to improve employee
performance in the future.

Both in terms of recruitment and
selection, orientation, retention,
training and regeneration must be based
on the talents possessed by employees.
As a form of agency investment in
preparing qualified workers who are
ready to fill crucial positions in the
organization.

For further researchers, it is
recommended to be able to expand the
scope of research by increasing the
number of respondents in order to
obtain results and conclusions with a
stronger general level.
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