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Abstract

The quality of management in the public sector is an important issue that is considered globally.
The success of the performance of public sector organizations is measured by their effectiveness
and efficiency in providing services to the community, so that the performance of public sector
organizations is in the spotlight of all levels of society. The government's image in the
community is suffering due to the poor quality of public services provided by its officials.
Optimal human resource management is an important factor in advancing organizations today.
Without adequate human resource planning, organizational growth becomes difficult to
achieve. This study examines how talent management supports the optimization of public
sector organizational performance. The research method used is a systematic literature review,
by classifying, reviewing or analyzing information obtained through reference sources such as
journals, books, and important data related to organizational performance and talent
management, which are then selected systematically. From the literature review process, it can
be concluded that the implementation of effective talent management in the public sector is very
necessary to create long-term organizational performance success and as a strategy to prepare
competent civil servant in facing the complexity of bureaucracy in the future. By understanding
and implementing talent management effectively, organizations can create sustainable
competitive advantages while encouraging growth and innovation in various operational lines.
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INTRODUCTION

Public sector organizations are agencies that carry out the wheels of government with
the aim of meeting the needs of the community related to civil services. The orientation of
public sector organizations is not to gain profit but to serve the community. Based on this, the
performance of public sector organizations is in the spotlight of all levels of society. The
success of its performance is assessed based on effectiveness and efficiency when providing
services to the community (Anggriany & Hasnawati, 2023). The following presents data on the
Indonesian government effectiveness index released by the World Bank.
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Table 1. Indonesian Government Effectiveness Index 2021-2023

Year 2021 2022 2023
Government Effectiveness: Percentile Rank 64,3 66 69,8
Government Effectiveness: Estimate 0,3 04 0,6

Source: World Bank Group (2025)

Percentile Rank shows the country's ranking among all countries covered by the
aggregate indicator, with 0 corresponding to the lowest ranking, and 100 to the highest
ranking. Estimate shows the country's score on the aggregate indicator, in standard normal
distribution units, which range from about -2.5 to 2.5. So based on table 1, it can be seen that
the Indonesian government's effectiveness score up to 2023 is still relatively low, so it can be
an indication that the performance of public sector organizations in Indonesia is less than
optimal. According to Bagia et al. (2021) and Damayanti et al. (2019), the public's negative
perception of government stems from the poor quality of public services. Many individuals
who interact with bureaucratic systems express frustration and disappointment. The common
sentiment is that bureaucratic performance is subpar, with services often being overly
complicated and justified by reasons unacceptable to the community, leading to ineffective
and inefficient outcomes.

Performance is something that really determines the continuation of an organization's
life in the current era of globalization (Manuaba et al., 2023). Success in achieving the goals of
an organization or company is a management achievement (Dewi et al., 2024). Moreover,
government agencies that provide public services are sometimes the only organizations that
can be used by the public to fulfill their needs for something, so maximum performance must
be achieved (Ningsih & Heryanda, 2024). In today's competitive era, human resource
management is essential for an organization. Institutions or organizations run well with the
existence of human resources that support them (Udayani & Heryanda, 2024). In the Human
Development Report 2023 /2024 released by the United Nations Development Programme
(2024), Indonesia obtained an average Human Development Index (HDI) score of 0.713 and is
ranked 112th out of a total of 193 countries in the world. This ranking shows the level of
competitiveness of Indonesian human resources globally, and it can be said that Indonesian
human development is still in a relatively low position compared to other countries. This can
be an important note as a basis for developing human resources in organizations, especially in
the public sector.

Humans as organizational assets should be managed well by management to be able to
improve organizational performance. Human resources are the driving force behind
innovation, achieving goals and developing an organization (Kartika & Musmini, 2022). The
organization's goals will be achieved if all employees are able to work together and carry out
their respective duties and obligations well, so that they can have a positive impact on the
company or organization (Utari & Heryanda, 2021). In Indonesia, talent management has
received great attention, especially in the public and private sectors to support national
competitiveness. Programs such as talent pools and succession planning are an important part
of ensuring the sustainability of competitive organizations (Faliza et al., 2025).

Civil servant management based on a merit system by prioritizing talent management
is planned as a priority activity to build professional, neutral, integrity-based and high-
performance human resources for the civil service to create a world-class bureaucracy
(Handayani, 2023). In the implementation of talent management in government agencies, it
was recorded that as of January 23, 2025, there were 42 government agencies that had
implemented talent management. Of that number, 21 agencies had filled Senior Leadership
Positions using a succession plan, while the rest had their talent management policies and
systems approved but had not filled Senior Leadership Positions through a succession plan
(BKN, 2025). The implementation of talent management in government agencies is still very
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rare. In fact, talent management in government agencies is very important for managing the
performance of government agencies (Suparman & Soantahon, 2022). Experts such as
Boudreau and Ramstad emphasize the importance of measuring the impact of talent
management on organizational performance to ensure that investments in human resource
development deliver optimal results (Faliza et al., 2025).

This literature study is based on previous research by Jarvi & Khoreva (2020) on the role
of talent management in strategic management renewal carried out in organizations based in
Sweden and Finland. While this literature study focuses on how the application of talent
management supports the performance of public sector organizations in Indonesia.

Organizational Performance

Organizational performance assesses how effectively an organization reaches its
established targets. This can be evaluated using various indicators such as productivity,
efficiency, quality, innovation, customer satisfaction, and sustainability (Suwandi & Setyawan,
2023). Organizational performance is a multidimensional concept related to goal achievement
that indicates the organization's capacity to utilize resources effectively and produce outputs
that are in line with the goals and interests of stakeholders (Khedr et al., 2024). Everyone in an
organization is responsible for its performance. When each person performs well, meets their
objectives, and contributes their best, the overall organizational performance will be strong. In
essence, an organization's performance directly reflects the performance of its individual
members (Rohman et al, 2022). Performance represents the measurable outcomes of a
program, encompassing both the quantity and quality of what has been, or will be, achieved
in relation to the budget utilized (Wahyuni, 2023). Organizational performance measures how
well an organization executes its tasks to achieve its predetermined goals, aligning with its
capabilities, programs, policies, vision, and mission (Hamzali, 2022). Organizational
performance shows how well an organization has met its goals and how successful its
managers or leaders have been in guiding it (Supriyadi, 2023).

Talent Management

Talent management is a strategic and integrated process for identifying, developing, and
retaining talented and high-potential employees (Purwanto et al., 2024). Talent management
is a fundamental element that supports the success of an organization. Talent management is
a strategic approach to managing human resources to ensure that every individual in the
organization can develop their best potential optimally. This concept is becoming increasingly
relevant in the modern business environment that is full of dynamic challenges, such as
globalization, digital transformation, and shifting workforce expectations (Faliza et al., 2025).
Talent management focuses on attracting talent, identifying, developing, retaining, and
deploying talent to benefit the work organization. Talent management performs functions in
human resource management including the following functions (Huliselan et al., 2021):

1. Talent attraction. This process is a crucial part because finding individuals who have a
match for the job in terms of skills, knowledge, ability, and have a match with the values
in the organization's culture is not easy. In the process of attracting talent, companies
can search from external sources of the company. The image of the organization in the
form of employer branding is one of the determinants of applicants' interest in applying
to the organization.

2. Employee development. Included in this function are employee orientation periods,
training and development programs, and performance management (setting standards,
assessing and coaching performance). In this function, talent management sees that
individuals who have been accepted may not necessarily be able to carry out the
performance standards as expected. Thus, talent management carries out the process of
identifying capabilities and if it necessary will be given training.
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3. Maintenance or retention of talent. In this function, the work organization can consider
the conditions of work-life balance, compensation and benefits, maintaining talent or
having to replace it, employee and management relations in industrial relations
management. This function includes how the work organization provides remuneration
and benefits that are in accordance with the needs of the talent it has, and is able to pay
attention to workplace wellbeing (physical and mental wellbeing). This means that
attention to the physical and mental health of existing human resources will have an
impact on the level of productivity.

METHODOLOGY

The research method in this study is a systematic literature review to analyze the
implementation of talent management as a strategic step to improve the performance of public
sector organizations. This research method is carried out by classifying, reviewing or
analyzing information obtained through reference sources such as journals, books, and
important data related to organizational performance and talent management, which are then
selected systematically. The systematic literature review process is based on the following
steps: (1) Formulating research questions; (2) Searching for articles; (3) Collecting articles; and
(4) Synthesizing Data.

RESULT AND DISCUSSION

According to Lokhande (2023), talent management is one of the most important drivers
of business success and growth. Good talent management can increase an organization's
productivity, innovation and competitiveness (Faeni et al., 2023). The research result of Rofi’ah
et al. (2022) stated that talent management as an organizational strategy is quite successful,
betting on strategic directions and fundamental processes, where talent management allows
for adaptation to appropriate changes, in accordance with policies that can strategically
improve the productive performance of the organization/company. Research by Almaaitah et
al. (2020); Indrayani et al. (2023); and Setyawan (2021) found that talent management has a
positive and significant impact on organizational performance. This means that the better the
implementation of talent management, the better the organizational performance will be.
According to Faeni et al. (2023), by identifying, developing, and retaining talent that fits the
needs, organizations can be better prepared for change and competition. This supports the
research results of Rozman et al. (2023) which shows that the development of a strategic talent
management ecosystem has a positive impact on the development of an agile strategic
management ecosystem and leads to higher organizational competitiveness.

Tamunomiebi & Worgu (2020) in their research concluded that the key factor in an
organization's effectiveness is its approach to talent management. This is also supported by
research by Suryani & Stiawati (2024) that highlights the critical need for talent management
to accelerate public organizational transformation. This is because talent management has a
broad impact by improving productivity and effectiveness, elevating the standard of public
services, sharpening organizational competitiveness, fostering innovation and growth, and
ensuring employees are both content and prepared for evolving circumstances. The
implementation of talent management strategies for organizations has a positive impact on
the organization itself (Mitosis et al., 2021). Research findings by Wolor et al. (2020) also show
that since talent management directly impacts organizational performance, Indonesia requires
an optimal talent management process to improve how its organizations perform in the face
of the Industrial Revolution 4.0.

The research of Sembiring & Damayanti (2023) found that talent attraction significantly
boosts organizational performance, primarily because it's facilitated by talent management. In
turn, talent management plays a crucial mediating role, indirectly improving organizational
performance by aiding in talent retention. The research result of Mujtaba & Mubarik (2022)
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show a significant direct impact of talent management on organizational sustainability, as well
as a substantial impact of the three dimensions of talent management (acquisition,
development, and retention) on organizational sustainability. Soud et al. (2020) in their
research results found that organizational performance is heavily impacted by talent
management activities such as recruitment, selection, and learning and development.

Based on the results of the study and analysis of information from various related
research results, it can be concluded that the implementation of talent management has an
impact on improving organizational performance.

Human Resource Management Through Talent Management

One important aspect in achieving organizational performance is the availability of
quality and talented human resources (HR). Human resource competence is very important to
achieve business performance and sustainability (Diatmika et al., 2022). In the context of
increasingly tight business competition, good employee performance can make a significant
contribution to the growth and success of the organization (Afriyani et al., 2024). One of the
most important parts of an organization's performance and competitiveness is how well its
human resources can be utilized, and talent management is one of the tools that can be used
to manage human resources well (Rofi'ah et al., 2022).

According to Purnawan et al. (2023) talent refers to the innate abilities and developed
skills of employees, which organizations cultivate over time through training and
development. This long-term investment aims to enhance employee performance, ultimately
driving their contributions to the organization's success. Consequently, every organization has
a responsibility to identify and nurture the talents of its workforce. In addition, the placement
of employee work positions according to their fields and abilities is very important to be able
to assist in the implementation of operational activities so that they can be carried out properly
(Santi & Suarmanayasa, 2022).

Head of the Indonesian Civil Service Agency, Professor Zudan Arif said that talent
management aims to identify, develop, maintain, and place the best civil servant talents in
government agencies so that it can have a positive impact on improving agency performance
(BKN, 2025). Based on the Regulation of the Minister of State Apparatus Empowerment and
Bureaucratic Reform of the Republic of Indonesia Number 3 of 2020 concerning State Civil
Service Talent Management, it is stated that in determining a person's potential level, eight
components of potential aspects are used, including intellectual ability, interpersonal ability,
self-awareness, critical and strategic thinking skills, problem solving skills, emotional
quotient, fast learning ability and self-development (growth mindset), and talent motivation
and commitment (grit).

The Role of Talent Management in Strategic Renewal and Organizational
Sustainability

In times of strategic renewal, talent management plays a crucial role by fostering an
environment where employees can take initiative and identify themselves as potential change
agents. It also focuses on developing talented individuals to effectively fulfill these roles.
Specifically, within strategic renewal, the talent management process involves identifying
crucial business projects, choosing skilled employees to execute them, and creating essential
new roles for organizational renewal. Talent management is crucial for successful strategic
renewal, as it enables organizations to effectively manage talented employees who can be
leveraged as vital resources. It helps organizations navigate challenges by cultivating
employees capacity for risk-taking, uncertainty, and innovation. When carefully applied,
talent management can significantly boost an organization's economic value and contribute
directly to its strategic renewal efforts (Jarvi & Khoreva, 2020). The seven core functions of
talent management, namely talent planning, talent identification, talent attraction, talent
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acquisition, talent development, talent placement, and talent retention, form a talent
management system that influences each other and operates as a cycle through their respective
strategies in identifying, formulating, and achieving business goals, such as improving
organizational performance and sustainable competitive advantage (Yildiz & Esmer, 2023). By
understanding and implementing talent management effectively, organizations can create
sustainable competitive advantages while driving growth and innovation across their various
operational lines (Faliza et al., 2025).

By offering valuable strategies and insights, talent management enhances how an
organization performs. It's also key to spotting highly skilled employees and developing them
to become future leaders. The goal isn't just to identify and focus on talented individuals, but
to ensure their development aligns with the organization's vision and mission, leading to
organizational prosperity and sustainability (Aina & Atan, 2020).

Talent management is important for every work organization to maintain the
sustainability of the organization. This can be explained because through good talent
management, the work organization has high-performance employee talents to support
productivity and achieve organizational goals. This talent management has become an integral
part of modern business and is an important management function. Talent management will
provide a positive contribution to the work organization including the following things
(Huliselan et al., 2021):

1. Can put the right person in the right place and at the right. The method is to make clear job
analysis and what competencies are expected from a job. Talent management then maps
by looking at the competencies of existing human resources as an inventory of abilities and
skills in the organization. This mapping includes the right recruitment process according
to needs so that people who occupy certain roles will indeed produce good performance
and in accordance with the values of the organization's work ethic. Talent management
also provides alignment of individual requests for the roles carried out to ensure work
motivation and regarding their interests and work abilities.

2. Retaining individuals with high talent. In today's highly competitive era, it is not
impossible for talented or high-performing individuals to have the possibility of moving
to another company if not managed properly. Talent management helps map individual
employees in developing their abilities through learning provided by the organization,
making career plans, and motivating growth, as well as individual welfare. Many cases
show that organizations that are unable to retain their best talent are at risk of losing
competitiveness in similar industries.

3. The decision to carry out more professional development. When the organization
understands and knows who in the existing human resources has high potential and can
be developed professionally, it will help make the right human resource investment
decisions. The company's concern for high-potential employees will make them more
motivated and willing to commit to working more positively. Employees feel confident
about their future in the work organization. The company also benefits, namely being able
to prepare executive positions and internal succession more smoothly because it obtains
internal candidates who have adapted to the organizational culture.

Talent management as an organizational strategy enables adaptation to change and
consolidation of appropriate fundamental processes, in accordance with its policies,
structures, and objectives, strategically improving the organization's productive performance
(Rofi'ah et al., 2022). When done effectively, talent management can create long-term
organizational success (Putranto et al., 2022).
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Urgency of Talent Management Implementation to Support Public Sector
Organizational Performance

The mobility of labor is very high, not only across national borders, but even
internationally, making the issue of talent management very important because many
organizations and countries compete for talented employees (Wolor et al., 2020).
Organizations recognize the necessity of securing top talent to thrive in today's fiercely
competitive and intricate global economy. Talent management is crucial for two primary
reasons: first, it enables organizations to successfully acquire and retain essential talent;
second, it impacts the degree to which these employees are engaged within the organization
(Singh, 2021).

Poor public services from government officials have damaged the government's
reputation. People who interact with the bureaucracy often complain and feel let down by the
services they receive. Many still view bureaucratic performance negatively. The services are
often overly complicated, with justifications that the public finds unacceptable, leading to
ineffective and inefficient outcomes (Bagia et al., 2021; Damayanti et al., 2019). Moreover,
government agencies that provide public services are sometimes the only organizations that
can be used by the community to meet their needs for something so that maximum
performance must be realized (Ningsih & Heryanda, 2024). Therefore, Indonesia needs to
improve the quality of governance in all aspects, and strengthen its commitment to improving
the quality of human resources (Sodiq, 2024).

Improving the quality of governance in Indonesia can be realized through good talent
management. The concept of talent management is very urgent to be implemented
immediately in both government and private organizations in order to find talented talents
who have global competitiveness that will bring the organization to progress (Handayani,
2023). This supports the statement of Wolor et al. (2020) in his research which states that
organizations must implement talent management for their employees to propel the company
towards optimal performance in a highly competitive market. Talent management is not
something excessive to do considering its impact on increasing productivity, profitability and
stable company growth over time (Purnawan et al., 2023).

CONCLUSION

Effective implementation of talent management in the public sector is essential to create
long-term organizational performance success and as a strategy to prepare competent civil
servants in facing the complexity of bureaucracy in the future. Through talent management,
potential civil servants are given wider opportunities to develop their abilities, including
opportunities to occupy strategic positions in the organization. It should be realized that civil
servants have an important role in realizing good governance. Therefore, talent management
is implemented to provide opportunities for talented civil servants to develop their careers
and fill positions that are in accordance with the needs of the agency, which will ultimately
contribute to optimizing organizational performance in providing excellent service to the
community.

Improving the quality of Indonesian human resources can be done through a triple helix
partnership by strengthening collaboration between the government, higher education,
industry or which can be in the form of a strategic collaboration program to create competent
human resources. In this case, the Civil Service Agency as the authorized agency in managing
civil servant management needs to provide technical assistance for the implementation of
talent management on a massive scale to government agencies. In addition, it is necessary to
prepare clear guidelines and standard operating procedures (SOPs) as well as intensive
socialization, participatory approaches, and open communication to build understanding and
support from all stakeholders related to the development and implementation of talent
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management, as well as conducting regular monitoring and evaluation to ensure uniformity
and quality of talent management implementation, so that it will later have an impact on
improving organizational performance. Government agencies need to ensure their work unit
leaders and personnel managers are more committed to employee development. They should
take a proactive role in coordinating and implementing talent management strategies.

References:

Afriyani, F., Hasan, D., Rokhmat, A., Wahyudin, Y., & Syarweny, N. (2024). Manajemen Sumber
Daya Manusia: Teori Komprehensif dalam MSDM (Efitra, Ed.). PT Sonpedia Publishing
Indonesia.

Aina, R. Al, & Atan, T. (2020). The impact of implementing talent management practices on
sustainable organizational performance. Sustainability (Switzerland), 12(20), 1-21.
https:/ /doi.org/10.3390/su12208372

Almaaitah, M. F., Alsafadi, Y., Altahat, S. mohammad, & Yousfi, A. mohmad. (2020). The effect
of talent management on organizational performance improvement: The mediating role

of organizational commitment. Management Science Letters, 10(12), 2931-2936.
https://doi.org/10.5267/j.msl.2020.4.012

Anggriany, E., & Hasnawati. (2023). Pengaruh Kepemimpinan Transformasional, Sistem
Pengendalian Intern, Dan Inovasi Terhadap Kinerja Organisasi Sektor Publik. Jurnal
Ekonomi Trisakti, 3(1), 1239-1246. https:/ /doi.org/10.25105/jet.v3i1.16026

Badan Kepegawaian Negara. (2025). [Siaran Pers] Prof Zudan: BKN Genjot Penerapan Manajemen
Talenta di 2025. https://www.bkn.go.id/unggahan/2025/01/SIARAN-PERS-Nomor-
008-RILIS-BKN-1-2025-23-Januari-2025.pdf

Bagia, I. W., Cipta, W., Yudiaatmaja, F., & Heryanda, K. K. (2021). The Influence of
Competency and Work-Job Fit on the Work-Engagement and Its Impact on The
Employee’s Performance of District Government. Proceedings of the 6th International

Conference on Tourism, Economics, Accounting, Management, and Social Science (TEAMS
2021), 198-204. https:/ /doi.org/10.2991/aebmr.k.211124.030

Damayanti, L. D., Suwena, K. R, & Haris, I. A. (2019). Analisis Kepuasan Masyarakat
Terhadap Pelayanan Publik Berdasarkan Indeks Kepuasan Masyarakat (Ikm) Kantor
Kecamatan Sawan Kabupaten Buleleng. Jurnal Pendidikan Ekonomi Undiksha, 11(1).
https://doi.org/10.23887 /jjpe.v11i1.20048

Dewi, L. G. K., Dewi, P. E. D. M., Manoe, L. M., & Ningsih, K. R. R. (2024). Optimalisasi Kinerja
Bumdes Di Kecamatan Sawan Melalui Program Pelatihan Dan Pendampingan PP No. 11
Tahun 2021. Proceeding Senadimas, 153-158.
https:/ /eproceeding.undiksha.ac.id /index.php/SENADIMAS/ article/ view /338 /135

Diatmika, I. P. G., Suarmanayasa, I. N., & Agung, A. A. G. (2022). Management Of Village-
Owned Enterprises For Sustainable Performance Improvement In The Province Of Bali.
The Seybold Report Journal, 17(12). https:/ /doi.org/10.5281/zenodo.7421416

Faeni, D. P, Jumawan, Yohanas, A. A., Adelia, D., Santika, E., Cahyaningsih, N. P.,
Rahmadiani, R., & Afiyah, N. N. (2023). Pengaruh Manajemen Talenta Terhadap

Pengembangan Sumber Daya Manusia Di Era Digital. Jurnal Ilmu Manajemen, Ekonomi
Dan Kewirausahaan (JIMEK), 3(3), 196-206. https://doi.org/10.55606/jimek.v3i3.2467

Amkop Management Accounting Review (AMAR), 5(1), 2025 | 101


https://ojs.stieamkop.ac.id/index.php/amar/article/view/2499
https://doi.org/10.3390/su12208372
https://doi.org/10.5267/j.msl.2020.4.012
https://doi.org/10.25105/jet.v3i1.16026
https://www.bkn.go.id/unggahan/2025/01/SIARAN-PERS-Nomor-008-RILIS-BKN-I-2025-23-Januari-2025.pdf
https://www.bkn.go.id/unggahan/2025/01/SIARAN-PERS-Nomor-008-RILIS-BKN-I-2025-23-Januari-2025.pdf
https://doi.org/10.2991/aebmr.k.211124.030
https://doi.org/10.23887/jjpe.v11i1.20048
https://eproceeding.undiksha.ac.id/index.php/SENADIMAS/article/view/338/135
https://doi.org/10.5281/zenodo.7421416
https://doi.org/10.55606/jimek.v3i3.2467
https://doi.org/10.55606/jimek.v3i3.2467

The Role of Talent Management in Public Organizations.......

DOI: 10.37531 /amar.v5il1.2499

Faliza, N., Gunawan, A., & Usman, F. (2025). Leadership dan Manajemen Talenta: Menginspirasi
Kinerja Organisasi (T. Yuwanda, Ed.). Takaza Innovatix Labs.

Hamzali, S. (2022). Pengaruh Pembelajaran Organisasi dan Inovasi Organisasi terhadap
Kinerja  Organisasi. E-QIEN: Jurnal Ekonomi Dan  Bisnis, 9(1), 241-249.
https:/ /doi.org/10.34308 / egien.v9i1.299

Handayani, D. N. (2023). Implementasi Manajemen Talenta Sebagai Upaya Membangun
Aparatut Sipil Negara (ASN) Profesional di Pemerintah Kota Pontianak. Spirit Publik:
Jurnal Administrasi Publik, 18(2), 172. https:/ /doi.org/10.20961/sp.v18i2.78540

Huliselan, J. J., Meilani, Y. F. C. P., & Barry, R. R. (2021). Mengelola Manajemen Talenta Unggul
pada Organisasi Kerja (D. H., Ed.). Penerbit ANDL

Indrayani, N., Herlambang, T., & Martini, N. N. P. (2023). Pengaruh Manajemen Talenta dan
Manajemen Pengetahuan Terhadap Efektivitas Organisasi dan Kinerja Organisasi.
RELASI Jurnal Ekonomi, 19(2), 268-281. https:/ /doi.org/10.31967/ relasi.v19i2.857

Jarvi, K., & Khoreva, V. (2020). The role of talent management in strategic renewal. Employee
Relations, 42(1), 75-89. https:/ /doi.org/10.1108 /ER-02-2018-0064

Kartika, D., & Musmini, L. S. (2022). Pengaruh Literasi Keuangan, Kompetensi Sumber Daya
Manusia Dan Minat Menggunakan E-Commerce Terhadap Kinerja Keuangan Umkm
Pada Masa Pandemi Covid-19 Di Kecamatan Buleleng. JIMAT (Jurnal Ilmiah Mahasiswa
Akuntansi), 13(1), 1. https:/ /doi.org/10.23887 /jimat.v13i01.35273

Kementerian Pendayagunaan Aparatur Negara Dan Reformasi Birokrasi Republik Indonesia.
(2020). Peraturan Menteri Pendayagunaan Aparatur Negara Dan Reformasi Birokrasi Republik
Indonesia Nomor 3 Tahun 2020 Tentang Manajemen Talenta Aparatur Sipil Negara.

Khedr, N. A. A, Bary, A. A., Abokhashaba, M., & Sadek, H. (2024). The Role Of Organizational
Culture In Organization Performance: A Case Study of An Engineering Consultance SME
Operating in Egypt During Covid Pandemic. Pakistan Journal of Life and Social Sciences,
22(2), 9322-9343. https:/ /doi.org/10.57239/P]LSS-2024-22.2.00706

Lokhande, J. S. (2023). Talent Management And Its Impact On Organization Performance:
A Conceptual Framework. Journal of Emerging Technologies and Innovative Research
(JETIR), 10(2)
https:/ /www.researchgate.net/publication/368895085_TALENT MANAGEMENT_ A
ND_IT'S IMPACT _ON_ORGANIZATION PERFORMANCE A CONCEPTUAL_FRA
MEWORK

Manuaba, I. B. N. S., Rahmawati, P. I, & Suarmanayasa, I. N. (2023). Pengaruh Manajemen
Talenta Dan Motivasi Kerja Terhadap Kinerja Pegawai Pemerintah Non Pns Universitas
Pendidikan Ganesha [Tesis]. Universitas Pendidikan Ganesha.

Mitosis, K. D., Lamnisos, D., & Talias, M. A. (2021). Talent management in healthcare: A
systematic qualitative review. Sustainability (Switzerland), 13(8).
https:/ /doi.org/10.3390/su13084469

Mujtaba, M., & Mubarik, S. M. (2022). Talent management and organizational sustainability:
role of sustainable behaviour. International Journal of Organizational Analysis, 30(2), 389~
407.

Ningsih, K. M. P., & Heryanda, K. K. (2024). Pengaruh Budaya Organisasi Dan Motivasi Kerja
Terhadap Kinerja Pegawai Pada Kantor Camat Banjar Kabupaten Buleleng. Prospek:

Amkop Management Accounting Review (AMAR), 5(1), 2025 | 102


https://ojs.stieamkop.ac.id/index.php/amar/article/view/2499
https://doi.org/10.34308/eqien.v9i1.299
https://doi.org/10.20961/sp.v18i2.78540
https://doi.org/10.31967/relasi.v19i2.857
https://doi.org/10.1108/ER-02-2018-0064
https://doi.org/10.23887/jimat.v13i01.35273
https://doi.org/10.57239/PJLSS-2024-22.2.00706
https://www.researchgate.net/publication/368895085_TALENT_MANAGEMENT_AND_IT%E2%80%99S_IMPACT_ON_ORGANIZATION_PERFORMANCE_A_CONCEPTUAL_FRAMEWORK
https://www.researchgate.net/publication/368895085_TALENT_MANAGEMENT_AND_IT%E2%80%99S_IMPACT_ON_ORGANIZATION_PERFORMANCE_A_CONCEPTUAL_FRAMEWORK
https://www.researchgate.net/publication/368895085_TALENT_MANAGEMENT_AND_IT%E2%80%99S_IMPACT_ON_ORGANIZATION_PERFORMANCE_A_CONCEPTUAL_FRAMEWORK
https://doi.org/10.3390/su13084469

The Role of Talent Management in Public Organizations.......

DOI: 10.37531 /amar.v5i1.2499

Jurnal Manajemen Dan Bisnis, 6(2), 199-209.
https:/ /ejournal.undiksha.ac.id/index.php/Prospek/ article / view /45972

Purnawan, R. T., Permata, R, Muthmainnah, S.,, & Muljadi. (2023). Pengaruh Talent
Management Terhadap Kinerja Karyawan. Jurnal Comparative: Ekonomi Dan Bisnis, 5(1),
25-33. https:/ /doi.org/10.31000/ combis.v5il

Purwanto, S., Supangat, Esterina, M., Souhoka, S., Chandra, F., Hariputra, A., Annisa, N. N.,
Manarfa, L. O. M. R. A. U., Gunawan, E., Sulthony, M. R., Arianto, T., & Sunardi. (2024).
Manajemen Sumber Daya Manusia (S. Y. Sari, Ed.). Yayasan Tri Edukasi IImiah.

Putranto, R. A., Dawud, J., Pradesa, H. A., Harijanto, D., & Dharmanegara, 1. B. A. (2022).
Manajemen Talenta Pada Sektor Publik: Sebuah Studi Literatur Serta Arah Model Kajian
Untuk Masa Depan. Jurnal Manajemen Dan  Profesional, 3(2), 176-211.
https:/ /doi.org/10.32815/jpro.v3i2.1463

Rofi'ah, Avira, S., Budiasih, & Agustin, S. K. (2022). Penggunaan Manajemen Talenta Pada
Manajemen Sumber Daya Manusia Sebagai Strategi Organisasi. Jurnal Ilmiah MEA:
Manajemen Ekonomi Dan Akuntansi, 6(3), 1791-1801.
https://doi.org/10.31955/ mea.v6i3.2643

Rohman, F., Noermijati, N., Soelton, M., & Mugiono, M. (2022). Model altruism in improving
organizational performance in social welfare institutions ministry of social affairs of the
republic of Indonesia. Cogent Business and Management, 9(1).
https:/ /doi.org/10.1080/23311975.2022.2151678

Rozman, M., Tominc, P., & étrukelj, T. (2023). Competitiveness Through Development of
Strategic Talent Management and Agile Management Ecosystems. Global Journal of
Flexible Systems Management, 24(3), 373-393. https:/ /doi.org/10.1007/s40171-023-00344-
1

Santi, P. N. K., & Suarmanayasa, N. (2022). Pengaruh Kompetensi Dan Kompensasi Terhadap
Kepuasan Kerja Pegawai Kontrak Dinas Perhubungan Kabupaten Buleleng. Bisma: Jurnal
Manajemen, 8(1). https:/ /ejournal.undiksha.ac.id /index.php/BISMA-
IM/ article/view /32777

Sembiring, E., & Damayanti, N. (2023). Talent Attraction, Talent Retention, And Talent
Management as A Mediating On Organization Performance. Ultima Management : Jurnal
Ilmu Manajemen, 15(1), 58-76. https:/ /doi.org/10.31937 /manajemen.v15i1.3125

Setyawan, A. (2021). The Effect of Knowledge Management and Talent Management on
Organizational Performance with Organizational Culture as a Mediating Variable. Jurnal
Manajemen Bisnis, 11(1), 1-11. https:/ /doi.org/10.22219/mb.v11i1.16300

Singh, R. P. (2021). Talent Management Literature Review. Feedforward: Journal of Human
Resource, 1(1), 43-48. https:/ /ojs.uph.edu/index.php/FF/article/view /3804 /pdf

Sodiq, M. J. (2024, December 3). Pakar UNESA Beri Analisis dan Rekomendasi Peningkatan IPM
Indonesia yang Masih Kategori Sedang. Universitas Negeri Surabaya (UNESA).
https:/ /unesa.ac.id / pakar-unesa-beri-analisis-dan-rekomendasi-peningkatan-ipm-
indonesia-yang-masih-kategori-sedang

Soud, M. A., Ogolla, D. A., & Mureithi. (2020). Relationship Between Talent Management
Practices And Organizational Performance in Islamic Banks in Kenya. International Journal
of Research-Granthaalayah, 8(3), 98-114. https:/ /doi.org/10.5281 /zenodo0.3733010

Amkop Management Accounting Review (AMAR), 5(1), 2025 | 103


https://ojs.stieamkop.ac.id/index.php/amar/article/view/2499
https://ejournal.undiksha.ac.id/index.php/Prospek/article/view/45972
https://doi.org/10.31000/combis.v5i1
https://doi.org/10.32815/jpro.v3i2.1463
https://doi.org/10.31955/mea.v6i3.2643
https://doi.org/10.1080/23311975.2022.2151678
https://doi.org/10.1007/s40171-023-00344-1
https://doi.org/10.1007/s40171-023-00344-1
https://ejournal.undiksha.ac.id/index.php/BISMA-JM/article/view/32777
https://ejournal.undiksha.ac.id/index.php/BISMA-JM/article/view/32777
https://doi.org/10.31937/manajemen.v15i1.3125
https://doi.org/10.22219/mb.v11i1.16300
https://ojs.uph.edu/index.php/FF/article/view/3804/pdf
https://unesa.ac.id/pakar-unesa-beri-analisis-dan-rekomendasi-peningkatan-ipm-indonesia-yang-masih-kategori-sedang
https://unesa.ac.id/pakar-unesa-beri-analisis-dan-rekomendasi-peningkatan-ipm-indonesia-yang-masih-kategori-sedang
https://doi.org/10.5281/zenodo.3733010

The Role of Talent Management in Public Organizations.......

DOI: 10.37531 /amar.v5il1.2499

Suparman, R., & Soantahon, S. M. (2022). Integrasi Manajemen Talenta dengan Pengembangan
Kompetensi ASN. Journal of Government and Politics (JGOP), 4(1), 121-132.
https://doi.org/10.31764/jgop.v4il.5367

Supriyadi. (2023). Manajemen & Evaluasi Kinerja Organisasi: Implementasi pada Pendidikan Anak
Usia Dini (A. N. Amalia, S. Wahyuningsih, & Moh. Nasrudin, Eds.). Penerbit NEM.

Suryani, E., & Stiawati, T. (2024). Urgensi Manajemen Talenta Dalam Upaya Percepatan
Transformasi Organisasi Publik. Jurnal Kebijakan Pembangunan Daerah, 8(1), 40-59.
https://doi.org/10.56945/jkpd.v8il.298

Suwandi, E., & Setyawan, A. (2023). Organizational Performance in Batam’s Food Industry:
The Mediating Role of Organizational Culture. International Journal of Economics
Development Research, 4(5), 2455-2477. https:/ /doi.org/10.37385/ijedr.v5i2.3753

Tamunomiebi, M. D., & Worgu, V. O. (2020). Talent Management and Organizational
Effectiveness. Journal of Contemporary Research in Social Sciences, 2(2), 35-45.
https:/ /doi.org/10.33094/26410249.2020.22.35.45

Udayani, P. R., & Heryanda, K. K. (2024). Pengaruh Beban Kerja Dan Kompetensi Terhadap
Kepuasan Kerja Kepala Urusan (Kaur) Di Kantor Desa Se-Kecamatan Kubutambahan.
Prospek: Jurnal Manajemen Dan Bisnis, 6(2), 210-216.
https:/ /ejournal.undiksha.ac.id /index.php/Prospek/ article / view /46085

UNDP (United Nations Development Programme). (2024). Human Development Report 2023-24:
Breaking  the  gridlock:  Reimagining  cooperation — in a  polarized  world.
https:/ /hdr.undp.org/system/files/documents/ global-report-document/hdr2023-
24reporten.pdf

Utari, N. L. M., & Heryanda, K. K. (2021). Pengaruh Kepuasan Kerja Dan Komitmen
Organisasi Terhadap Kinerja Karyawan Pada Edie Arta Motor. Prospek: Jurnal Manajemen
Dan Bisnis, 3(1), 1-9. https:/ /doi.org/10.23887 / pjmb.v3i1.29159

Wahyuni, S. (2023). The Role of E-government Based Good Governance and Bureaucratic
Reform in the Context of Improving the Performance of Government Work Units. Journal
of Law and Sustainable Development, 11(11), 1-16.
https://doi.org/10.55908 /sdgs.v11i11.1831

Wolor, C. W., Khairunnisa, H., & Purwana, D. (2020). Implementation Talent Management To
Improve Organization’s Performance In Indonesia To Fight Industrial Revolution 4.0.
International ~ Journal —of Scientific &  Technology  Research, 9(1), 1243-1247.
https:/ /ssrn.com/abstract=3620763

World Bank Group. (2025). Worldwide Governance Indicators.

Yildiz, R. O., & Esmer, S. (2023). Talent management strategies and functions: a systematic
review. Industrial and Commercial Training, 55(1), 93-111. https:/ /doi.org/10.1108 /ICT-
01-2022-0007

Amkop Management Accounting Review (AMAR), 5(1), 2025 | 104


https://ojs.stieamkop.ac.id/index.php/amar/article/view/2499
https://doi.org/10.31764/jgop.v4i1.5367
https://doi.org/10.56945/jkpd.v8i1.298
https://doi.org/10.37385/ijedr.v5i2.3753
https://doi.org/10.33094/26410249.2020.22.35.45
https://ejournal.undiksha.ac.id/index.php/Prospek/article/view/46085
https://hdr.undp.org/system/files/documents/global-report-document/hdr2023-24reporten.pdf
https://hdr.undp.org/system/files/documents/global-report-document/hdr2023-24reporten.pdf
https://doi.org/10.23887/pjmb.v3i1.29159
https://doi.org/10.55908/sdgs.v11i11.1831
https://ssrn.com/abstract=3620763
https://doi.org/10.1108/ICT-01-2022-0007
https://doi.org/10.1108/ICT-01-2022-0007

	INTRODUCTION
	Human Resource Management Through Talent Management
	The Role of Talent Management in Strategic Renewal and Organizational Sustainability
	Urgency of Talent Management Implementation to Support Public Sector Organizational Performance


