
 

 
29366 

______________________________________________________________ 
DOI: https://doi.org/10.33258/birci.v5i4.7089  

Talent Retention in SOE’s Insurance Company in Indonesia 
 

Agnes Salidesi Ginting1, Risang Surya Wibowo2, Trimaryanto Suwardi3,  
Roza Marsaulina Sibarani4 
1,2,3,4Blended Learning Program, Binus Business School, Binus University Jakarta, Indonesia 

agnes.ginting002@binus.ac.id, risang.wibowo@binus.ac.id, trimaryanto.suwardi@binus.ac.id, 

roza.sibarani@binus.ac.id 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

I. Introduction 
 

Human Resources Managementimportant in an organization because in practice it 

can facilitate the management of human resources and strategies that make their employees 

feel satisfied and can survive in the long term (Malik, Baig, & Manzoor, 2020). The 

toughest challenge facing organizations today is not only how to manage their human 

resources, but also how to maintain them in such working conditions for as long as 

possible and still make a positive contribution to achieving organizational targets (Kossivi, 

Xu, & Kalgora, 2016). Human Resources (HR) is the most important component in a 

company or organization to run the business it does. Organization must have a goal to be 

achieved by the organizational members (Niati et al., 2021). Development is a change 

towards improvement. Changes towards improvement require the mobilization of all 

human resources and reason to realize what is aspired (Shah et al, 2020). The development 

of human resources is a process of changing the human resources who belong to an 

organization, from one situation to another, which is better to prepare a future 

responsibility in achieving organizational goals (Werdhiastutie et al, 2020). 

 

Abstract 

Human Resources Managementis important in an organization 
because in practice it can facilitate the management of human 
resources and strategies that make their employees feel satisfied 
and can survive in the long term. Various challenges are being 
faced by many organizations in the world, where the toughest 
challenge today is not only how to manage its human resources, 
but also how to maintain them in such working conditions for as 
long as possible and still make a positive contribution to achieving 
organizational targets. Companies that want to survive in today's 
market must be able to identify, develop, and retain employees who 
are considered talents with various approaches that suit the profile 
of each employee. It is not impossible that with all the efforts and 
strategies carried out by the company in the principle of talent 
management, it will guarantee the position of employees to remain 
in the company, this is also influenced by various other factors that 
may be the cause of why employees want to stay in the company. 
Therefore, in this study the author wants to know what factors can 
maintain employee retention rates in the company which in this 
case is measured by various independent variables succession & 
career planning, training & development, and compensation & 
benefits with a population of one of the state-owned companies in 
Indonesia which is engaged in insurance. 

Keywords 

human resources management; 

talent management; talent 

retention 

https://doi.org/10.33258/birci.v5i4.7089
mailto:agnes.ginting002@binus.ac.id
mailto:risang.wibowo@binus.ac.id
mailto:trimaryanto.suwardi@binus.ac.id
mailto:roza.sibarani@binus.ac.id


Budapest International Research and Critics Institute-Journal (BIRCI-Journal) 
Volume 5, No 4, November 2022, Page: 29366-29379 
e-ISSN: 2615-3076 (Online), p-ISSN: 2615-1715 (Print)  

www.bircu-journal.com/index.php/birci 
                                                                                                                                          email: birci.journal@gmail.com 

 

29367 
 

Talent managementknown as a systematic approach to recruiting, screening, 

selecting, engaging, developing, leading and retaining talented and high-performing 

employees to ensure sustainable talent management within the organization aimed at 

increasing employee productivity (El Dahshan, Keshk, & Dorgham, 2018) . Good talent 

management will help organizations to stabilize their business in general, operate better 

than others, and create a viable basis for their continuous development as talent 

management helps organizations secure the right people with the right skills at the right 

time to engage in strategically important decisions that ensure success and increase the 

capacity of their organizations (Mohammed, 2015). 

We are currently entering the millennial era, whereretention has always been a key 

factor for organizations to facilitate and retain their employees. It is very important for 

organizations to focus on making related policiestalent retention and apply it in the 

organization to encourage employees to stay in the company environment. High employee 

turnover encourages low performance in the company, therefore companies need to 

formulate policies on ways to retain employees so that workers remain in the company. 

Management realizes that having the right employees in a company is the most vital factor 

in driving the company's success (Maru & Omodu, 2020).Several previous studies have 

stated that retaining talented human resources is more difficult than recruiting new talent 

(Tarique & Schuler, 2010), this certainly affects the costs incurred in recruiting and 

fostering new talent to provide maximum performance. Therefore, maintaining talent in the 

company is important for every company to pay attention to so that it can still provide the 

best performance for the progress of the company (Schuler, Jackson, & Tarique, 2011). 

In accordance with the direction and strategy of the Minister of SOEs, Erick Thohir, 

each BUMN is targeted to have a composition of 10% of the Board of Directors from 

millennials and 25% from women in 2023. The Ministry of SOEs has also changed the 

formation of the talent pool from 10% to 30%. where this percentage of recruitment can 

come from other SOEs. This is certainly a challenge, especially for state-owned companies 

to make career plans and management of Training & Development in line with the 

direction of the Ministry of SOEs as a shareholder, as well as adjusting company 

compensation according to the policies set by each SOE. 

Talking about talent retention, there is a alignment between personal and 

professional needs for the company's strategic goals, where this involves a talent in the 

company's evolution (Silva, Alencar, & Hein, 2021). In this case, Souza (2018) believes 

that, companies that want to survive in today's market must be able to identify, develop, 

and retain talent, because these practices are closely related to economic aspects, such as: 

financial rewards and performance bonuses obtained. 

In an effort to retain its talent, the company takes several ways to retain talent, for 

example by conducting succession & career planning which is a series of managerial 

activities that focus on planning employee career paths and regeneration, this series of 

activities includes several processes including identification, recruitment or acquisition. , 

developing or developing until the planned subject can occupy a position or leadership 

position in a company or organization (Owolabi & Adeosun, 2021). The company also 

provides Training & Development in the form of company activities to provide knowledge 

and ability to work more effectively to employees, so that they can meet the demands of 

the company, 

In addition, companies must pay attention to compensation & benefits received by 

employees to increase long-term engagement, because this is a very sensitive factor for the 

sustainability of the employees where they work. Compensation is a systematic approach 

http://www.bircu-journal.com/index.php/birci
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to providing monetary and non-monetary value to employees in return for the tasks and 

work that has been done (Maru & Omodu, 2020). Compensation & benefits talk about 

what employees will receive must be balanced with what has been given to the company. 

The Ministry of BUMN as the shareholder provides direction regarding the talent 

pool in each BUMN which is classified into 5 categories (PER BUMN Number PER-

11/MBU/07/2021), namely: 

1. High Potential Talents are talents who have superior capacity and performance and are 

able to optimize them into their daily work. Employees who are superior talents are the 

main candidates who will be given higher responsibility in order to develop their 

capacity. 

2. Talented Talents (Promotable) are talents who have the capacity and performance 

according to the standards set but there are still areas for development. Employees who 

are talented talents can be considered for higher responsibilities. 

3. Supporting Talents (Solid Contributors) are talents who have consistent performance 

that matches / exceeds the standards set, but has a capacity that is still below the set 

standards. 

4. Not Optimal Talents (Sleeping Tiger) are talents whose capacity meets/exceeds the set 

standards, but has performance that is still below the set standards. 

5. Inappropriate Talent (Unfit) Talents who have the capacity and performance that do not 

meet the established standards and are not in accordance with the needs of the 

organization. Unfit employees need special attention regarding their contribution to the 

organization. 

So, every BUMN must set a strategy to develop good talent management so that it 

can meet the company's goals and in accordance with the direction of the shareholders. 

 

II. Review of Literature 
 

2.1 Talent Retention 

Talent retentionis one of the most significant problems facing most of the business 

world, where in order to retain talented individuals, companies must offer attractive 

remuneration packages to meet their goals (Rasheed, Odeesha, & Ibrahim, 2022). Good 

talent retention practices will benefit the organization in many ways, such as minimizing 

operating costs for selection, recruitment, training, and self-development (Shende, 

Gumaste, & Shah, 2021). Of course, this condition presents its own challenges for the 

human resources management of every company, therefore talent management must begin 

to identify every process that occurs, starting from recruitment, compensation, training & 

development, career plans, and leadership roles (Silva, Alencar, & Hein, 2021).  

 

2.2 Succession & Career Planning 
In succession planning, organizational leaders make decisions about the 

organization's future talent needs and how to develop people according to those needs, 

whereas in career planning, individuals make decisions about their future goals and 

aspirations within (or outside) the organization, both activities. This requires clear 

descriptions of current job duties, competencies, performance requirements, future 

competency requirements, ways of assessing promotion potential to assume higher level 

responsibilities, talent development methods, and evaluation strategies (Berger & Berger, 

2017). 
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2.3 Training & Development 
The company conducts training and development regularly to improve the 

performance of its employees, because career development is one of the best ways for 

organizations to retain their employees (Thomas, Larson, Solberg, & Martin, 2017). 

Training is an organized process to improve the skills of an employee so that they can 

achieve goals (Armstrong, 2000). On the other hand, if the company wants to prepare 

employees to take on job responsibilities in the future, this activity is called human 

resource development. Development has a wider scope in an effort to improve and enhance 

knowledge, abilities, attitudes and personality traits. 

 

2.4 Compensation & Benefits 
In general, the talent retention strategy is directly related to the broader human 

resource management function, such as compensation & benefits, training & development, 

job design, and work scheduling (Saad & Mohammad, 2021). Employee rewards refer to 

competitive salaries and benefits, performance awards, and recognition, which take into 

account salary/wages, bonuses, and incentives along with additional benefits, such as 

vacations, company vehicles, health insurance, and other perks. This reward results in 

talent retention because it motivates employees to do work effectively and creatively 

(Njora & Ndegwa, 2020). Compensation management must be carried out effectively 

because it is closely related to measuring the value of work and employee productivity 

which has an impact on the benefits received (Maru & Omodu, 2020). Akbar and Khanfar 

(2020) explain that in order to retain talented employees, organizations must provide 

competitive compensation and benefits in the form of salaries, bonuses, health insurance, 

and pension packages. 

 

2.5 Succession & Career Planning has a positive effect on Talent Retention. 
Several previous studies have stated that there is a relationship between succession & 

career planning on talent retention, as research conducted by Tunje (2014) shows that the 

practice of career succession planning always leads to the retention of all employees, 

including talent in the company. Then there is another study which states that succession 

planning affects other factors that lead to staff retention significantly (Eshiteti et al., 2012). 

The results of the analysis show a positive correlation between succession & career 

planning and talent retention (Jindal & Shaikh, 2021). There is also a study conducted by 

Natarajan & Babu, (2018) which suggests that there is a relationship between talent 

retention and succession planning in the IT industry. 

 

2.6 Training & Development has a positive effect on Talent Retention  

Chim, Luengalongkot, & Hongwiset (2020) conducted a study that training and 

development in companies has a positive impact on employee retention. In other literature, 

Chen (2014) conducted research in China with results showing that there is a positive and 

significant impact if employees receive Training & Development as a way to increase 

talent retention. Good training and development can increase retention because through 

training and education the company's goals can be achieved through superior human 

resources (Munish & Agarwal, 2017). 

 

2.7 Compensation & Benefitspositive effect on Talent Retention.  

Hanai & Pallangyo (2020) conducted a study on the effect of compensation on talent 

retention at commercial banks in Tanzania and concluded that compensation has a positive 

and significant effect on talent retention. With a sample of banking industry employees in 
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Jordan, Kurdia, Alshuridehb, & Afaishata, (2020) also provides research results that the 

economic security of employees as measured by compensation, income, and bonuses has a 

positive and significant relationship to the level of talent retention. The results of the same 

study were also carried out by Njora & Ndegwa (2020) that employee rewards as measured 

by the level of salary, benefits, and bonuses have a positive and significant effect on talent 

retention in employees of cooperative environments in Kenya. 

 

2.8 Theoretical Framework  
 

 
Figure 1. Theoretical Framework 

 

Based on the discussion above, the hypotheses proposed in this study are: 

H1: Succession & Career Planning has a positive effect on Talent Retention. 

H2: Training & Development has a positive effect on Talent Retention. 

H3: Compensation & Benefits have a positive effect on Talent Retention. 

 

III. Research Method 
 

Type of researchThis research is a descriptive study which aims to describe and 

determine the relationship between the independent variables consisting of Succession & 

Career Planning, Training & Development, Compensation & Benefit on the dependent 

variable, namely Talent Retention. The research strategy carried out by the researcher uses 

survey research with the aim of obtaining a general description of the population 

characteristics of employees in one of the state-owned insurance companies. The 

interference level in this study is minimal interference, because the author wants to know 

the conditions without any changes in the existing independent variables, so that the results 

can represent the natural conditions that occur at this time. Meanwhile, the study setting is 

non-contrived. The reason is that the environment that we want to study is the environment 

that actually occurs, so that the results obtained are expected to be used as material for 

evaluating and determining the company's strategic plans in the future related to talent 

retention and what factors influence it. The unit of analysis in this study is the individual 

where the employee as the object of research is within the scope of one of the state-owned 

companies in the insurance industry. The time horizon in this study is cross sectional, 

because the data collected is current data. The unit of analysis in this study is the individual 

where the employee as the object of research is within the scope of one of the state-owned 

companies in the insurance industry. The time horizon in this study is cross sectional, 

because the data collected is current data. The unit of analysis in this study is the individual 

where the employee as the object of research is within the scope of one of the state-owned 

companies in the insurance industry. The time horizon in this study is cross sectional, 

because the data collected is current data. 
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IV. Result and Discussion 

 
Table 1. Distribution of Respondents 

Demographic Variables Count % 

Gender Male 157 55% 

female 128 45% 

age 21-30 102 36% 

31-40 93 33% 

40-50 17 6% 

>50 73 26% 

Working 

Experience in 

current 

company 

< 5 years 41 14% 

5 – 10 years 104 36% 

10 – 15 years 56 20% 

> 15 years 84 29% 

Unit Head office 136 48% 

Branch office 149 52% 

Job Grade BOD-4 148 52% 

BOD-3 92 32% 

BOD-2 35 12% 

BOD-1 10 4% 

 

4.1 Validity & Reliability Test 

Validity comes from the word validity which means the extent to which the accuracy 

and accuracy of a measuring instrument in carrying out its size function (Azwar, 1986). In 

addition, validity is a measure that shows that the measured variable is really the variable 

that the researcher wants to study (Zulganef, 2006). Validity in research states the degree 

of accuracy of research measuring instruments to the actual content being measured. 

Validity test is a test used to show the extent to which the measuring instrument used in a 

measure is what is being measured. A test can be said to have high validity if the test is 

able to carry out its measuring function, or provides precise and accurate measurement 

results in accordance with the purpose of the test. A test that produces data that is not 

relevant to the purpose of the measurement is said to be a test that has low validity. In 

determining whether or not an item will be used, a correlation coefficient significance test 

is usually carried out at a significance level of 0.5, meaning that an item is considered valid 

if it has a significant correlation with the total score. 

Reliability comes from the word reliability. The definition of reliability (reliability) 

is the consistency of measurement (Walizer, 1987). Sugiarto and Sitinjak (2006) state that 

reliability refers to an understanding that the instruments used in research to obtain 

information used can be trusted as a data collection tool and are able to reveal actual 

information in the field. A questionnaire is said to be reliable or reliable if a person's 

answer to the statement is consistent or stable from time to time. The reliability of a test 

refers to the degree of stability, consistency, predictability, and accuracy. Measurements 

that have high reliability are measurements that can produce reliable data. High and low 

reliability, empirically indicated by a number called the value of the reliability coefficient. 

High reliability is indicated by the Cronbach Alpha value close to 1. The general 

agreement is that reliability is considered satisfactory if the Cronbach Alpha value is 0.700. 
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Table 2. Validity and Reliability Test Results 

Variables Items Component 

Matrix 

KMO Test 

Result 

Cronbach 

Alpha 

Talent 

Retention 

TR1 .897 .769 .919 

TR2 .888 

TR3 .841 

TR4 .836 

TR5 .674 

TR6 .783 

TR7 .842 

Succession & 

Career 

Planning 

SCP1 .843 .801 .874 

SCP2 .778 

SCP3 .629 

SCP4 .833 

SCP5 .809 

SCP6 .682 

SCP7 .735 

Training & 

Development 

TD1 .822 .802 .900 

TD2 .815 

TD3 .595 

TD4 .795 

TD5 .879 

TD6 .671 

TD7 .897 

TD8 .833 

Compensation 

& Benefits 

CB1 .809 .851 .919 

CB2 .907 

CB3 .792 

CB4 .808 

CB5 .825 

CB6 .839 

CB7 .796 

 

Testing the validity and reliability of the variables to be distributed questionnaires 

and analyzing the data gave results in accordance with the author's expectations, where the 

Talent Retention variable as the dependent variable with questions representing these 

variables, namely TR1, TR2, TR3, TR4, TR5, TR6, and TR7 have passed the validity test 

(with a significance value / KMO above 0.5) and passed the reliability test (with a 

Cronbach Alpha value above 0.7 which indicates that the reliability is high), as well as the 

independent variables, namely Succession & Career Planning (SCP1, SCP2, SCP3, SCP4, 

SCP5, SCP6, and SCP7), Training & Development (TD1, TD2, TD3, TD4, TD5, TD6, 

TD7, and TD8), and Compensation & Benefits (CB1, CB2, CB3, CB4, CB5 , CB6, CB7). 

4.2 Multiple Linear Regression Test 

Linear regression calculation is a statistical method that can be used to calculate the 

linear relationship between the independent variables and the dependent variable in the 

form of a regression equation in a study. Independent variables are independent variables 

whose existence can affect other variables in the study. Meanwhile, the dependent variable 
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is the dependent variable whose existence is influenced by the independent variables 

(Levin & Rubin, 1998). Tests were carried out on the independent and dependent variables 

in accordance with the previously described framework and testing was carried out on 285 

respondents who had collected questionnaires with the following results. 

Table 3. R. Test Results 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .869a .754 .752 1.88546 

 

The magnitude of the effect can be seen in column R, which means that all 

independent variables have an effect of 0.869 or 86.9% on the dependent variable while the 

remaining 13.1% (obtained from 100% - 86.9%) is influenced by other factors that are not 

used as independent variables in this study. 

Table 1. F. Test Results 

ANOVAa 

Model 

Sum of 

Squares df 

Mean 

Square F Sig. 

1 Regression 3069,044 3 1023.015 287,772 .000b 

Residual 998,942 281 3.555   

Total 4067,986 284    

a. Dependent Variable: TTR 

b. Predictors: (Constant), TCB, TSCP, TTD 

 

From the results of the F test, the results of the ANOVA table are as in the table 

above. Value of Sig. / significance compared to the alpha that had been determined for this 

study. The predetermined alpha value is 0.05 (5%). If the results of Sig. smaller than the 

predetermined alpha value, the results of the study are significant. Based on the table 

above, it can be seen that the significance value is 0.000 which means it is smaller than 

0.05 so that it can be said that all independent variables (Succession & Career Planning, 

Training & Development, Compensation & Benefit) have a significant effect on the 

dependent variable (Talent Retention). 

Table 5. Coefficient Results 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3.857 .887  4.351 .000 

TSCP .488 .064 .439 7.636 .000 

TTD .292 .052 .350 5.635 .000 

TCB -121 .054 .129 2.265 .024 

a. Dependent Variable: TTR 

 

In the table above, a linear equation can be formed between variables by looking at 

the value of B, so that the equation becomes: 
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Y = + 1 X1 + 2 X2 + …… + n Xn 

Talent Retention = + (Succession & Career Planning) + (Training & 

Development) + (Compensation & Benefit) 

 = 4.618 + 0.379 (Succession & Career Planning) + 0.325 

(Training & Development) + 0.097 (Compensation & 

Benefit) 

The value of B can also be used to determine whether the relationship between 

independent variables on the dependent variable is positive or negative, if B is positive or 

more than 0 it means that the relationship between these variables is positive and vice 

versa for a negative relationship. In addition, from the table above, it can also be seen the 

significance of each independent variable on the independent variables (Succession & 

Career Planning, Training & Development, Compensation & Benefit) on the dependent 

variable (Talent Retention). The way to see the significance is similar to that carried out in 

the F test, but for each variable, it is then compared with the alpha value and if the 

significance value is less than the alpha value, the variable has a significant relationship. 

a. The Succession & Career Planning variable has a significance value of 0.000, the value 

is below 0.05 which means it has a significant relationship and B has a value above 0 so 

it can be stated that the Succession & Career Planning variable has a positive 

relationship to the Talent Retention variable. Based on this, H1 can be accepted. This is 

in line with research conducted by Al-Mohaisen and Al-Kasasbeh, (2021), Hassan & 

Siddiqui, (2020), and Hee, Hui, Kowang, Rizal, & Ping, (2019). 

b. The Training & Development variable has a significance value of 0.000, the value is 

below 0.05 which means it has a significant relationship and B has a value above 0 so it 

can be stated that the Training & Development variable has a positive relationship to the 

Talent Retention variable. Based on this, H2 can be accepted. This is in line with 

research conducted by Chim, Luengalongkot, & Hongwiset (2020), Bibi, Ahmad, & 

Majid (2018), and Chen (2014). 

c. Compensation & benefit variable has a significance value of 0.024, the value is below 

0.05 which means it has a significant relationship and B has a value above 0 so it can be 

stated that the Compensation & Benefit variable has a positive relationship to the Talent 

Retention variable. Based on this, H3 can be accepted which is in line with research 

conducted by Rasheed, Odesha, & Ibrahim (2022), Maru and Omodu (2020), and 

Malik, Baig, & Manzoor, (2020) 

Based on the results above, it can be stated that Succession & Career Planning, 

Training & Development, and Compensation & Benefit have a positive and significant 

impact on Talent Retention in the scope of BUMN in the insurance sector, which means 

that the three hypotheses tested are accepted, so these variables need to be considered. 

become a major concern if similar companies want to implement strategies related to talent 

retention. 

 

V. Conclusion 
 

This study results that succession & career planning, training & development, and 

compensation & benefits have a positive and significant impact on talent retention in a 

company with a sample of one of the state-owned companies engaged in insurance which 

means that the three hypotheses tested are accepted. The talent retention strategy 
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implemented by the sample companies is in line with the influencing factors such as 

succession & career planning, training & development, and compensation & benefits. 

Therefore, the management of the company must pay attention to various indicators 

that are researched in relation to talent retention, such as the clarity of employee careers 

that provides certainty of grade promotion from staff to manager or management level, 

increasing competence and understanding through knowledge sharing and training 

facilities that are provided. given by the company, and of course the policies related to 

compensation & benefits provided by the company to employees compete with other 

companies in similar industries. 

These factors that become independent variables become one of the company's 

guidelines in managing the level of retention that occurs. Companies must be able to adapt 

to current conditions, where they must understand what the needs & wants of employees 

are. The level of understanding, connections, and the number of job vacancies is getting 

wider along with the disclosure of information and the rapid and massive development of 

technology. Companies should think that maintaining their talents requires a sweetener like 

the independent variables in this study, and understand that to form a talent that is in 

accordance with the company's vision and mission is not easy and certainly requires high 

costs. 

The conclusion is that this research is the answer to the phenomena that occur for 

companies to develop strategic steps in managing talent and overcoming various 

challenges that occur in the future. How is their policy in understanding the level of 

employee awareness, comfort level, and supporting factors so that employees continue to 

perform in the company. 

 

References 
 

A., M. E., Dahshan, E., Keshk, L. I., & Dorgham, L. S. (2018). Talent Management and Its 

Effect on Organization Performance among Nurses at Shebin El-Kom Hospitals. 

International Journal of Nursing December 2018, Vol. 5, No. 2, pp. 108-123. 

Akbar, M. S., & Khanfar, F. (2020). Benefits and Compensations in Employees’ 

Motivation. Asian Journal of Economics and Business. 1(1). 

Al-Mohaisen, F. O., & Al-Kasasbeh, M. M. (2021). Impact of Succession Planning on 

Talent Retention at Orange - Jordan. Jordan Journal of Business Administration, 

17(1). 

Armstrong, M. (2000). Understanding Training: Human Resource Management Practice. 

8th Edition. London: Kogan Page Limited. 

Astuti, R. D., Hudaya, I., & Surani, E. (2021). Literature Review: Reviewing Kadarzi 

Behaviour to Reduce the Incidence of Stunting in Children. International Journal of 

Nursing and Midwifery Science (IJNMS). 

Azwar, S. (1986). Reliabilitas Dan Validitas Interpretasi Dan Komputasi. Yogyakarta: 

Liberty. 

Berger, L. A., & Berger, D. R. (2017). The Talent Management Handbook Third Edition. 

New York: McGraw-Hill Education. 

Bibi, P., Ahmad, A., & Majid, A. H. (2018). The Impact of Training and Development and 

Supervisors Support on Employees Retention in Academic Institutions in Pakistan: 

The Moderating Role of the Work Environment. Gadjah Mada International Journal 

of Business, Vol. 20, No. 1 (January-April): 113-131. 

Blanchard, P., & Thacker, J. (2010). Effective Training: Systems, Strategies, and Practices. 

New Jersey: Pearson Education. 



29376 
 

Chen, M. (2014). The Effect of Training on Employee Retention. International Conference 

on Global Economy, Commerce and Service Science (GECSS 2014). 

Chim, C., Luengalongkot, P., & Hongwiset, S. (2020). Factors Affecting Employee 

Retention at Tira Thai Public Company Limited, Samut Prakan, Thailand. ARU 

Research Journal, Vol.7, No.1. 

Efendi, S. (2020). Implementation of Talent Management as an Effort to Improve 

Employee Performance. Advances in Social Science, Education and Humanities 

Research, volume 560 Proceedings of the 2nd Annual Conference on Blended 

Learning, Educational Technology and Innovation (ACBLETI 2020). 

Ekhsan, M., Badrianti, Y., & Aeni, N. (2020). Employer Branding and Employee 

Retention: The Role of Mediating Employee Engagement. Proceedings of the 1st 

International Conference on Research in Social Sciences and Humanities (ICORSH 

2020), Advances in Social Science, Education and Humanities Research, volume 

584. 

Fauzan, M. (2017). Effect of Stress and Leadership on Nurse Performance in General 

Hospital Simalungun Regency North Sumatera Province. International Journal of 

Sciences: Basic and Applied Research (IJSBAR) Volume 35, No 3, 393-404. 

Fernando, K. J., & Nishanthi, H. M. (2021). The mediating effect of work engagement on 

the relationship between total reward perceptions and employee retention. Journal of 

Business Studies, 8, 129–155. 

Garavan, T. N., Carbery, R., & Rock, A. (2012). Mapping talent development: Definition, 

scope and architecture. European Journal of Training and Development, 36(1), 5-24. 

Ghozali, I. (2009). Aplikasi Analisis Multivariate dengan Program SPSS. Semarang: 

UNDIP. 

Hadziq, M. F., Mardoni, Y., & Anam, M. K. (2021). Santri Perception to Islamic Bank: 

Are there no Differences with Conventional Banks? Jurnal AFKARUNA Vol. 17 No. 

2. 

Hanai, A. E., & Pallangyo, W. A. (2020). The Contribution Of Compensation In The 

Employee Retention Of The Banking Institutions In Dar Es Salaam, Tanzania. 

EJBMR, European Journal of Business and Management Research Vol. 5, No. 4. 

Hassan, S. N., & Siddiqui, D. A. (2020). Impact of Effective Succession Planning Practices 

on Retention: Exploring the Mediating Roles. International Journal of Human 

Resource Studies, Vol 10, No. 2 . 

Hee, O. C., Hui, Y. T., Kowang, T. O., Rizal, A. M., & Ping, L. L. (2019). Succession 

Management Practices and Employee Retention in the Property Industry. 

International Journal of Scientific and Technology Research, 8(10). 

Hirsh, W. (2000). Succession planning demystified. Brighton: Institute for Employment 

Studies. 

Jindal, P., & Shaikh, M. (2021). Talent Retention: A Mediator of the Relationship between 

Talent Management Strategies and Succession Planning. Asian Academy of 

Management Journal, Vol. 26, No. 2, 117–142. 

Kaewnaknaew, C., Siripipatthanakul, S., Phayaprom, B., & Limna, P. (2022). Modelling of 

Talent Management on Construction Companies’ Performance : A Model of 

Business Analytics in Bangkok. International Journal of Behavioral Analytics Vol.2 

(1), No.14, 1-17. 

Kementerian Badan Usaha Milik Negara. (2021, July 30). PER-11/MBU/07/2021 tentang 

Persyaratan, Tata Cara Pengangkatan, dan Pemberhentian Anggota Direksi Badan 

Usaha Milik Negara. Jakarta. 

Kenney, J. F., & Keeping, E. S. (1962). Linear Regression and Correlation. Princeton, NJ: 



 

29377 
 

Van Nostrand. 

Kossivi, B., Xu, M., & Kalgora, B. (2016). Study on Determining Factors of Employee 

Retention. Open Journal of Social Sciences, 4, 261-268. 

Kurdi, B. A., Alshuridehb, M., & Afaishata, T. A. (2020). Employee retention and 

organizational performance: Evidence from banking industry. Management Science 

Letters 10, 3981–3990. 

Levin, R. I., & Rubin, D. S. (1998). Statistics for management. New delhi: Prentice Hall. 

Malik, E., Baig, S. A., & Manzoor, U. (2020). Effect of HR Practices on Employee 

Retention: The Role of Perceived Supervisor Support. Journal of Public Value and 

Administrative Insights (JPVAI), ISSN:2663-9181. 

Maru, G. W., & Omodu, M. (2020). Compensation Management System and Employee 

Retention Practice in The Niger Insurance PLC, Port Harcourt. International Journal 

of Advanced Academic Research | Social and Management Sciences | ISSN: 2488-

9849, Vol. 6, Issue 5. 

Mohammed, A. (2015). The impact of talent management on employee engagement, 

retention, and value addition in achieving organizational performance. International 

Journal of Core Engineering & Management, 1(12), 142-152. 

Mulyono, T., & Subiyanto. (2021). Transformational leadership and work motivation as 

predictors of organizational citizenship behavior. IMKA Implementasi Manajemen & 

Kewirausahaan Vol. 1, No. 1, 43-59. 

Munish, & Agarwal, R. (2017). Employee Engagement & Retention : A Review of 

Literature. International Journal of BRIC Business Research (IJBBR) Volume 6, 

Number 1. 

Nanjundeswaraswamy, T. S., Kavya, M. A., & Sanjana, C. M. (2020). Empoyee Retention 

in Manufacturing Units. Proceedings on Engineering Sciences Vol. 02, No. 1, 3-12. 

Natarajan, S., & Babu, S. (2018). A study on talent management practices for succession 

planning with reference to selected IT/ITES organizations in Coimbatore, Tamil 

Nadu. Prabandhan: Indian Journal of Management, 11(10), 54–62. 

Ni, J. (2020). Impact of motivation factors on employee retention in China: Mediating role 

of work engagement. iscte - instituto universitario de lisboa. 

Niati, D. R., Siregar, Z. M. E., & Prayoga, Y. (2021). The Effect of Training on Work 

Performance and Career Development: The Role of Motivation as Intervening 

Variable. Budapest International Research and Critics Institute (BIRCI-Journal): 

Humanities and Social Sciences, 4(2), 2385–2393. 

https://doi.org/10.33258/birci.v4i2.1940 

Niemi, M. K., Dan, S., Kalliokoski, J., Shahzad, K., Shakeel, S. R., Alagirisamy, R., & 

Laurila, I. (2021). Talent Retention and the Development of Digital Skills A study of 

the ecosystem-based Digitalisation Academy located in Vaasa, Finland. Publications 

of the Ministry of Economic A ̃airs and Employment Enterprises 2021:23. 

Njora, G. W., & Ndegwa, P. (2020). Motivation and Employee Retention in Savings and 

Credit Co-Operative Societies in Nairobi City County, Kenya. International Journal 

of Business Management, Entrepreneurship and Innovation,Innovation, Volume 2, 

Issue 3, PP 87-101, ISSN 2707-8027. 

Owolabi, T. J., & Adeosun, O. T. (2021). Succession Planning and Talent Retention : 

Evidence from The Manufacturing Sector In Nigeria. British Journal of Management 

and Marketing Studies, Volume 4, Issue 1, 17 - 32. 

Phillips, J. J., & Edwards, L. (2008). Managing talent retention: An ROI approach. San 

Francisco: John Wiley & Sons. 

Rai, A., Ghosh, P., & Dutta, T. (2019). Total rewards to enhance employees’ intention to 



29378 
 

stay: does perception of justice play any role? Evidence-based HRM: a Global 

Forum for Empirical Scholarship Vol. 7 No. 3, pp. 262-280. 

Ramola, S., & Rangnekar, P. S. (2021). Relationship Undertanding between Performance 

Appraisal, Succession Planning, and Career Development. International Journal of 

Engineering Technologies and Management Research February 2021, Vol 8(2), 1-8. 

Rasheed, M. S., Odeesha, J. Y., & Ibrahim, T. A. (2022). Financial compensation and 

talent retention in COVID-19 era: The mediating role of career planning. 

GrowingScience : Management Science Letters 12, 35–42. 

Rath, S., Tripathy, A., & Tripathy, A. R. (2020). Prediction of new active cases of 

coronavirus disease (COVID-19) pandemic using multiple linear regression model. 

Diabetes & Metabolic Syndrome: Clinical Research & Reviews 14, 1467 - 1474. 

Rothwell, W. (2010). Effective succession planning: Ensuring leadership continuity and 

building talent from within. New York: Amacom. 

S., E. N., O., O., S., M. N., O., O., & E., A. K. (2012). Effects of Succession Planning 

Programs on Staff Retention. Mediterranean Journal of Social Sciences, 4(6).  

Schuler, R. S., Jackson, S. E., & Tarique, I. (2011). Global talent management and global 

talent challenges: Strategic opportunities for IHRM. Journal of World Business, 

46(4), 506-516. 

Scullion, H., Collings, D. G., & Caligiuri, P. (2011). Global talent management. Journal of 

World Business, 45(3), 105-108. 

Shah, M. M., et al. (2020). The Development Impact of PT. Medco E & P Malaka on 

Economic Aspects in East Aceh Regency. Budapest International Research and 

Critics Institute-Journal (BIRCI-Journal) Volume 3, No 1, Page: 276-286. 

Shende, K., Gumaste, R., & Shah, G. (2021). A Study on the Benefits of Sustainable 

Management Practices and its Association with Talent Retention in Star Category 

Hotels. Atna – Journal of Tourism Studies 2021, Vol. 16, No. 2, 91-111. 

Silva, F. d., Alencar, M. d., & Hein, N. (2021). Talent retention practices by the view of 

the Administration university students at Universidade Federal Fluminense (UFF) in 

Macaé/RJ. International Journal of Advanced Engineering Research and Science 

(IJAERS) Vol-8, Issue-8; Aug, 2021. 

Sitinjak, T. J., & Sugiarto. (2006). LISREL. Yogyakarta: Graha Ilmu. 

Souza, R. d. (2011). etenção de talentos e sua importância na gestão de recursos humanos. 

Monograph (Specialization in Human Resources – People and Competencies 

Management). 27p. Londrina. Centro Universitário Filadélfia. 

Syahputra, A., Mudasir, Nuryono, Aziz, A., & Tahir, I. (2014). QSAR Study of 

Insecticides of Phthalamide Derivatives using Multiple Linear Regression and 

Artificial Neural Network Methods. Indo. J. Chem., 14 (1), 94 - 101. 

Tarique, I., & Schuler, R. S. (2010). Global talent management: Literature review, 

interactive framework, and suggestions for further studies. Journal of World 

Business, 3, 122-133. 

Thomas, J., Larson, M., Solberg, V., & Martin, J. (2017). Providing Quality Career 

Development within Youth Development & Leadership Programs. InfoBrief, 

National C(45), 1–16. 

Tunje, G. S. (2014). Relationship between Succession Planning Practices and Employee 

Retention in Large Media Houses in Kenya. . Unpublished Dissertation, School of 

Business, University of Nairobi.  

Walizer, M. (1987). Metode dan Analisis Penelitian. Jakarta: Erlangga. 

Werdhiastutie, A. et al. (2020). Achievement Motivation as Antecedents of Quality 

Improvement of Organizational Human Resources. Budapest International Research 



 

29379 
 

and Critics Institute-Journal (BIRCI-Journal) Volume 3, No 2, Page: 747-752. 

Yusliza, M. Y., Faezah, J. N., Muhammad, J. S., Ramayah, T., Ali, N., & Noor, N. M. 

(2021). Analysing the Relationship between Supportive Work Environment and 

Employee Retention. Proceedings of the 11th Annual International Conference on 

Industrial Engineering and Operations Management. 

Zafar, S., & Mahmood, N. (2018). A Study of Effect of Employee Retention on 

Organizational Competence. International Journal of Academic Research in Business 

and Social Sciences, 8(4), 408–415. 

Zulganef. (2006). Pemodelan Persamaan Struktur dan Aplikasinya Menggunakan AMOS 

5. Bandung: Pustaka. 

 


