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A GESTAO DO TALENTO E DO CONHECIMENTO NO DESEMPENHO DOS COLABORADORES
EM ORGANIZACAO PUBLICA

RESUMO

Objetivo: Na era industrial 4.0 e durante esta pandemia, a atuacdo dos centros comunitérios de satde (Puskesmas)
¢ fundamental. O Puskesmas pode atender a essas expectativas se for devidamente construido com base no
desempenho dos profissionais de salde.
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Referencial tedrico: Este estudo tem como objetivo elaborar e analisar o0 modelo para melhorar o desempenho
dos trabalhadores da sadde, construido como o impacto da melhoria da gestdo de talentos e da gestdo do
conhecimento.

Concepgado/metodologia/abordagem: Esta pesquisa foi realizada em dois centros de sadde publica,
nomeadamente Durikumba Health Center e Lara Health Center, Karossa District e Central Mamuju Regency. A
técnica de amostragem utilizada foi a amostragem total. No entanto, neste estudo, apenas 70 dos 74 profissionais
de satide completaram o questionario no Centro de Salde de Durikumba e 45 dos 53 funcionarios do Centro de
Saulde de Lara. A amostra final total obtida foi de 115 trabalhadores da satde. O modelo e a abordagem de pesquisa
usam o quantitativo explicativo, escolhendo a modelagem de equages estruturais (SEM) como base para a anélise
estatistica para determinar a influéncia e a relacdo entre as varidveis processadas usando o software AMOS.
Resultados: Os resultados do estudo constataram que a gestéo de talentos pode incentivar melhorias na gestdo do
conhecimento e melhorar o desempenho dos profissionais de salde nos locais de pesquisa.

ImplicacBes de pesquisa, praticas e sociais: A gestdo de talentos realizada de forma consistente a partir do
recrutamento, retendo os talentos existentes e com um bom programa de desenvolvimento, incentivara melhorias
no desempenho dos funcionarios e, ao mesmo tempo, melhorara a gestdo do conhecimento.
Originalidade/valor: No entanto, a gestdo do conhecimento ndo pode melhorar o desempenho dos profissionais
de satde conforme construido no inicio deste estudo.

Palavras-chave: Gestdo de Talentos, Gestdo do Conhecimento, Desempenho, Organizacéo Publica.

GESTION DEL TALENTO Y EL CONOCIMIENTO SOBRE EL DESEMPENO DE LOS
EMPLEADOS EN LAS ORGANIZACIONES PUBLICAS

RESUMEN

Propésito: En la era industrial 4.0 y durante esta pandemia, la actuacién de los centros de salud comunitarios
(Puskesmas) es fundamental. Puskesmas puede cumplir con estas expectativas si se basa adecuadamente en el
desempefio de los trabajadores de la salud.

Marco tedrico: Este estudio tiene como objetivo elaborar y analizar el modelo para mejorar el desempefio de los
trabajadores de la salud, construido como el impacto de mejorar la gestion del talento y la gestion del conocimiento.
Disefio/metodologia/enfoque: Esta investigacion se llevé a cabo en dos centros de salud puablica, a saber, el
Centro de Salud Durikumba y el Centro de Salud Lara, Distrito de Karossa y Regencia Central de Mamuju. La
técnica de muestreo utilizada fue el muestreo total. Sin embargo, en este estudio, solo 70 de 74 trabajadores de
salud completaron el cuestionario completamente en el Centro de Salud de Durikumba y 45 de 53 funcionarios en
el Centro de Salud de Lara. La muestra final total obtenida fue de 115 trabajadores de la salud. El modelo y el
enfoque de investigacion utilizan la explicacion cuantitativa al elegir el modelo de ecuaciones estructurales (SEM)
como base para el andlisis estadistico para determinar la influencia y la relacion entre las variables procesadas
utilizando el software AMOS.

Hallazgos: Los resultados del estudio encontraron que la gestién del talento puede fomentar mejoras en la gestion
del conocimiento y mejorar el desempefio de los trabajadores de la salud en los sitios de investigacién.
Implicaciones de investigacidn, précticas y sociales: la gestion del talento que se lleva a cabo de manera consistente
desde el reclutamiento, reteniendo los talentos existentes y con un buen programa de desarrollo fomentara mejoras
en el desempefio de los empleados y, al mismo tiempo, mejorara la gestion del conocimiento.
Originalidad/valor: Sin embargo, la gestion del conocimiento no puede mejorar el desempefio de los trabajadores
de la salud como se construyo al inicio de este estudio.

Palabras clave: Gestion del Talento, Gestion del Conocimiento, Desempefio, Organizacion Publica.

INTRODUCTION

Public organizations have a very important role in providing services to the community.
Excellent service can be implemented if it is supported by maximum employee performance.
In Indonesia, especially in districts/cities in supporting the implementation of public services,

especially in health services to the community, the presence of community health centers
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(puskesmas) is very meaningful. Puskesmas is a functional organization that organizes health
efforts that are comprehensive, integrated, equitable, acceptable, and affordable to the
community.

Puskesmas, as a service industry provides services, has developed rapidly, resulting in
many obstacles. During the current crisis, many parties are aware of the demand for the ability
to work for health workers. The ability to work with health workers is very important in carrying
out the goals of the Puskesmas. An integrated talent management system that is integrated and
in harmony with knowledge management can improve employee performance (Nisa et al.,
2016). The performance will achieve maximum results if it is supported by knowledge. Every
employee is expected to continue to explore their knowledge and not just depend on or fixate
on the existing system.

Knowledge management is used to improve communication between top management
and employees to improve work processes, instill a culture of knowledge sharing, and promote
and implement performance-based reward systems (Gold et al., 2001). Knowledge has become
very decisive; therefore, its acquisition and utilization need to be managed properly to improve
employee performance (Nisa et al., 2016).

Talent management is one of the most decisive factors in building and improving
employee abilities. The talent management application will provide direction for improvement
that can facilitate knowledge management to improve employee and organizational
performance. The author wants to give a clear picture of this flow, although within the
limitations of supporting references, especially the relationship between talent management and
knowledge management. The problem is that there is still very little research in the public
sector. Various studies on the relationship between talent management and performance (Bibi,
2019; Linah Mahlahla, 2018; Payambarpour & Hooi, 2015; Vural et al., 2012), then knowledge
management and execution (Adriaenssen et al., 2016; Ahmad et al., 2018; Alyoubi et al., 2018;
Khanal & Raj Poudel, 2017; Paulin & Suneson, 2011; Valmohammadi et al., 2019), but it is
still sporadic to write in the public sector, especially in the health sector.

The author tries to provide an overview of talent management and knowledge
management in public organizations and their impact on improving the performance of health
workers. This research was built by relying on human capital theory. The author sees the
potential for human resources in the form of talents and knowledge (Bontis, 2004; Sharabati et
al., 2010) owned by every employee in public organizations that can be utilized to improve

their performance which in turn can improve organizational performance.
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LITERATURE REVIEW

Companies use various talent management methods to find, train, retain and place the
right people in the right jobs. Talent management is a strategy for managing talent efficiently
within an organization, preparing and encouraging success in business, maximizing employee
self-development, and making the best use of talent (Capelli, 2008). Furthermore, (Pella et al.,
2011) stated that talent management is a procedure to ensure companies fill important positions
for future leaders and jobs that complement the organization's core capabilities, such as unique
skills and high strategic value. Talent management has a beneficial and significant impact on
improving employee performance (Kosasih et al., 2007; Praharsi & Yugowati, 2016; Sukoco
& Fadillah, 2016; Wijayanti & Sundiman, 2017). In achieving the goals for corporate
sustainability, employee performance is an essential aspect. Several variables can affect
performance, including internal and external variables. Individual elements, such as knowledge
and qualities that people are born with, impact employee performance (Titin et al., 2022).

Talent management is a relatively new study, especially in public organizations.
Nevertheless, the efforts made in recruiting, retaining, and developing the potential of the
talents possessed (D.E.M. Sleiderink, 2012) are significant in the organization. As measured by
recruitment, retention, and development, talent management can improve customer satisfaction,
and knowledge management has strengthened these relationships (Al-Azzam & Al-Qura‘an,
2019). Talent management carried out in a structured and tiered manner will improve employee
performance (Bibi, 2019; Linah Mahlahla, 2018; Payambarpour & Hooi, 2015; Vural et al.,
2012).

Several studies on talent management, among others, suggest that talent management
has not yet been clear about the scope, definition, and overall goals of talent management
(Lewis & Heckman, 2006). However, recent studies have shown that nursing practitioners use
a multiphase talent management system consisting of six successive phases and associated
success factors that promote effective implementation (Groves, 2011). Furthermore, it can also
improve organizational performance besides improving individual performance (Auntie, 2019;
Kadyrbekova, 2017; Masri & Suliman, 2019) (Hongal & Kinange, 2020; Payambarpour &
Hooi, 2015).

Talent management can also contribute to the development of knowledge management
(Whelan & Carcary, 2011). Talent management that is carried out in a planned manner will
improve knowledge management which can further improve employee performance (Bani-

Hani, 2021). The recruitment process by prioritizing development considerations will make it

Intern. Journal of Profess. Bus. Review. | Miami, v. 8 | n. 4 | p. 01-16 | e01557 | 2023.

4




Tamsah, H., Nurung, J., Nasriani., Yusriadi, Y. (2023)

Talent and Knowledge Management on Employee Performance in Public Organization

easier for organizations to manage knowledge. A good recruitment pattern will also make it
easier for the organization to retain the talents needed (Kiran et al., 2022). Furthermore,
continuous and regular employee development will make it easier for organizations to manage
employee abilities and knowledge (Hussinki et al., 2017; Khaksar et al., 2011; Whelan &
Carcary, 2012).

Knowledge management refers to how an organization handles knowledge at various
stages of its life. There are four measures of knowledge management: knowledge discovery,
knowledge capture, knowledge sharing, and knowledge application (Becerra et al., 2010). By
prioritizing knowledge management, it is easier to achieve individual employee performance
(Adriaenssen et al., 2016; Ahmad et al., 2018; Alyoubi et al., 2018; Khanal & Raj Poudel, 2017;
Paulin & Suneson, 2011; Valmohammadi et al., 2019) and also organizational performance
(Al-Abbadi et al., 2020). Based on these relationships, the following hypotheses can be
formulated:

H1: Talent management has a positive and significant effect on the performance of

health workers.

H2: Talent management has a significant positive effect on the knowledge management

of health workers.

H2: Knowledge management has a positive and significant effect on the performance

of health workers.

MATERIAL AND METHODOLOGY
Sample Criteria

The sample in this study was 115 people who were health workers, with 17 males
(14.78%) and 98 females (85.22%). Where as many as three male doctors (2.61%) and three
people (2.61%) women, nurses as many as eight people (6.96%) male and 13 people (11.30%)
female, there are no males and 63 (54.78%) female midwives, 2 (1.74%) male, and one female
(0.87%) environmental health workers, no male medical laboratory experts -men and 2 (1.74%)
women. There were no male pharmacists, and 8 (6.96%) women, 2 (1.74%) male public health
workers and 5 ( 4.35%) were female, there were no male nutritionists and 3 (2.61%) female, and
2 (1.74%) male ambulance drivers and no female. The dominant respondents are in the age range
between 26 - 30 years, namely 47.8%. The rest are in the age range between 31 and over, as

much as 47.7%, and 20 - 25 years, as much as 4.3%. In terms of education, the highest completed
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their Diploma as much as 53.92%, undergraduate 44.35%, and the remaining 1.73% are at the
high school level or equivalent.

Measurement

The model and research approach use explanatory quantitative by choosing structural
equation modelling (SEM) as the basis for statistical analysis to determine the influence and
relationship between variables processed using AMOS software. Then data collection using a
survey with a Likert scale (1 = strongly disagree, 2 = disagree, 3 = neutral, 4 = agree, 5 =
strongly agree). This research was conducted in 2 (two) health centres, namely Durikumba
Health Centre and Lara Health Centre in Central Mamuju Regency. The sampling technique in
this study used the total sampling method, which consisted of 74 officers at the Durikumba
Health Centre and 53 officers at the Lara Health Centre, so the total sample was 127.

The conceptual framework is illustrated in Figure 1 with Talent Management (TM) as an
exogenous variable, Knowledge Management (KM) as a mediator variable, and Employee
Performance (EP) as an endogenous variable. The dependent and independent variables are three
(e.g., talent management, knowledge management, and employee performance). The talent
Management (TM) variable refers to the study of, e.g. (Capelli 2008), three leading indicators,
e.g., recruitment (TM1); retain (TM2); and development (TM3). Knowledge Management (KM)
variable refers to the study, e.g. (Becerra et al., 2010), with four indicators, e.g., knowledge
discovery (KM1); knowledge capture (KM2); knowledge sharing (KM3); and knowledge
application (KM4). Employee Performance (EP) variable refers to the study, e.g. (Dessler, 2006;
Tamsah et al., 2020), which consists of five indicators, e.g., quality (EP1); productivity (EP2);
trust (EP3); availability (EP4); and freedom (EP5).

There are two stages in testing parametric statistics, especially using AMOS, namely: the
first step is to extract the distribution of the questionnaire in the form of a Likert scale included
in the SPSS application, then test the normality of the data using the Kolmogorov-Smirnov
residual method with the criteria (Asymp. Sig > 0.05). In the first stage of testing, the normality
value of 0.20> 0.05 was obtained to conclude that it was normally distributed. Furthermore,
validity testing was carried out using the spearman-correlation method and the reliability value
with SPSS. The test results were valid at the 0.01 level range and reliable above 0.60 (Ferdinand,
2006, 2014). The second step is to export data from SPSS to AMOS to determine the estimated
common value, standard error (SE), and critical ratio (CR). In addition, it is still in the classical
assumption testing step in AMOS, the Goodness fit of Model (GoF) criteria by looking at the
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expected Chi-Square value is small; RMSEA < 0.08; GFI > 0.90; AGFI > 0.90; Degree of
Freedom > 2.0; CFl and TLI > 0.95.

Figure 1. Conceptual Framework
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Source: Prepared by the authors (2022)

RESULTS

The statistical test results in Table 1 show that the overall P-value of the variables and
items is significant < 0.05. The value of critical ratio items on average is above 1.89; the standard
error value (S.E) is also minimal compared to the estimated value. Meanwhile, standardized
estimates for indicators of variables, in general, are above 0.60 (Ferdinand, 2014; Hair et al.,
2014; Hall, 2001), which can be interpreted that the indicator intervention on the standardized
estimate value is in a high range. However, there are still indicators of variables in the field of
0.4 - 0.60, where which is considered to be in a low category. Furthermore, several indicators
are removed from the test, such as the availability (EP4) and freedom (EP5) indicators for the
Employee Performance (EP) variable. The deleted arrows indicate that the validity values and
standard estimates are not met as well as for model improvement.

The dominant indicator component forming the Talent Management (TM) variable is the
development indicator (TM3), with an expected estimate value of 0.694. Furthermore, the
dominant Knowledge Management (KM) variable is formed by the knowledge sharing indicator
(KM3) with a standard estimate value of 0.771. The dominant Employee Performance (EP)
variable is created by the productivity indicator (EP2) with a normal estimate value of 0.784.

Table 1: Statistical Result

Variables Item Standardize Estimate gtgr;?g: Cgltlc VZ-Iu
d Estimate Ratio
(S.E) (CR) e
Talent recruitment 0,694 0,505 0,157 | 3,211 0,00
Manageme 1
nt (TM) retain 0,502 0,617 0,165 | 3,744 | ***
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development 0,694 1,000 - - -
Knowledge knowledge discovery 0,622 0,717 0,144 | 4979 | ***
Manageme knowledge capt_ure 0,487 0,650 0,155 | 4,191 | ***
nt (KM) knowledge sharing 0,771 1,000 - - -
knowledge application 0,488 0,783 0,186 | 4,200 | ***
quality 0,701 1,295 0,298 | 4,340 | ***
Employee | productivity 0,784 1,665 0,379 | 4,388 | ***
Performanc | trust 0,490 1,000 - - -
e (EP) availability deleted item - - - -
freedom deleted item - - - -
Knowledge Management < Talent 0,529 0,602 0,195 3,089 0,00
Management 2
Employee Performance < Talent 0,613 0,430 0,172 2,505 0,01
Management 2
Employee Performance < 0,151 0,093 0,103 0,902 0,36
Knowledge Management 7
Model Fit Testing Value Info
Normality Test (Kolmogorov- 012 >0.05 Normal /
Smirnov Test) Parametric
Chi-Square 48,701 Ideal
Degree of Freedom 32 Ideal
CMIN 1.522 Fit
GFI 0.925>0.90 Fit
AGFI 0.871>0.80 Fit
TLI 0.889 < 0.90 Ideal
CFlI 0.921>0.90 Fit
RMSEA 0.068 > 0.08 Fit

Note: *** (Significant at Level P < 0.01)
Source: Prepared by the authors (2022)

The study's results, as shown in Table 1, show that the feasibility test of the model has
met the requirements of Structural Equation Modeling. As in the normality test, which states the
Kolmogorov-Smirnov method, Asymp. Sig = 0.20 > 0.05, so it is noted that the normality
assumption has been met and has typically distributed data. Furthermore, the Goodness of Fit
model through Chi-Square, DF, GFI, TLI, AGFI, and RMSEA values also shows ideal bargains,
and most of the model's eligibility requirements are declared Fit (qualified). These results can

also be seen in the structural model, as shown in Figure 2.
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Figure 2. Structural Equation Model
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Chi-square=48,701; Significance=,030; DF=32; CMIN=1,522; GFI=,925; AGFI=,871; TLI=,889; CFI=,921; RMSEA=,068

Source: Prepared by the authors (2022)

After the first and second stages of testing were carried out, the last stage was hypothesis
testing through an effect test by comparing the T-statistical value to the P-Value weight

(significant coefficient <0.05).

Table 2: Regression Result
Hypothesis Estimate | C.R p-Value Info

Talent Management (TM) - Knowledge

Management (KM) 0,529 | 3,089 | 0.002 <0.05 | Support

Talent Management (TM) > Employee 0,613 2505 | 0.012 < 0.05 | Support

Performance (EP)

Konowledge Management (KM) - Employee 0151 | 0902 | 0.367 >0.05 Not

Performance (EP) Support
Source: Prepared by the authors (2022)

The hypothesis testing described in Table 2 shows the relationship between the variables
Talent Management (TM) on Knowledge Management (KM) and Talent Management (TM) on
Employee Performance (EP). And Knowledge Management (KM) on Employee Performance
(EP) can see that Hypothesis H1 — H2 has a positive and significant effect with a significance
value of <0.05. While the third hypothesis is the relationship between the variables Knowledge
Management (KM) on Employee Performance (EP) does not have a significant effect (C.R =
0.902, Sig = 0.367 > 0.05).
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DISCUSSION

Talent management is a process to ensure a company fills key positions of future leaders
and positions that support unique skills and high strategic value (Pella et al., 2011). The results
showed that talent management contributed greatly to performance improvement, which was
0.613. This result is in line with (Nur et al., 2017; Octavia & Susilo, 2018), where talent
management strongly influences employee performance improvement. In this study, to improve
talent management as measured by recruitment, retention, and development, the development
indicator has a large contribution of 0.69, then retain 0.50, and recruitment is 0.40.

Talent management can also improve knowledge management by 0.529. Thus, talent
management can be a comprehensive strategic approach to identifying, evaluating, developing,
and allocating talented or talented human resources to facilitate the management of knowledge
possessed by employees. Such talent management can also help the activities of achieving the
best performance of the organization. This study also shows that knowledge sharing is the most
dominant form of forming knowledge management. Knowledge sharing in the context of
knowledge management and all indicators forming knowledge management can encourage the
performance of health workers (Cahaya et al., 2022; Yusriadi & Cahaya, 2022). However, this
is not as good as the impact caused by talent management.

The influence of the knowledge management variable on employee performance is
positive and significant. Knowledge management in this study is built from the knowledge
discovery indicator (0.62), knowledge capture (0.49); knowledge sharing (0.77); and
knowledge application (0.49). Of the four indicators that mark knowledge management, the
most significant contribution is knowledge sharing. The lowest is knowledge capture and
application, as knowledge is known as a structured experience, values, and contextual
information (Nurman et al., 2022; Yusriadi, Awaluddin, et al., 2022; Yusriadi, Makkulawu
Panyiwi Kessi, et al., 2022). And the expert insight provides a framework for evaluating and
combining new experiences and knowledge that results in action and better decisions and
produces effective inputs for dialogue and organizational creativity (Gold et al. ., 2001).

The findings show that talent management affects improving employee performance
which focuses on how to develop strategies and assessments. Talent management includes
selecting and developing employees who are considered talented in the company so that it can
produce a group of people whose talents can be developed to become an investment in it (Lewis
& Heckman, 2006). With standardized recruitment, retaining existing talents, and developing

capabilities through knowledge management, employees will reach the peak of their abilities to
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encourage performance improvement (ldris et al., 2022; llyas et al., 2022; Kasim et al., 2022;
Tamsan & Yusriadi, 2022). Effective use of knowledge will create a competitive advantage and
improve good performance within the organization (Zaied, 2012). It is necessary to manage
their expertise through knowledge management to get the maximum benefit from the

knowledge possessed and know the knowledge that must be included.

CONCLUSIONS

Based on the results of research and discussion, it can be concluded that talent
management can improve knowledge management and employee performance simultaneously.
So, if talent management is carried out properly, it will produce employees who perform well
and, on the other hand, can improve knowledge management properly. However, although
knowledge management increases because of improved talent management, it does not
contribute to improving employee performance (Hussin & Aziz, 2021). Knowledge
management also cannot be an intermediary that can improve the contribution of talent
management to improving employee performance in public organizations. Thus, if you try to
recruit, retain, and develop employees you have directly, you can encourage improvement in
employee performance in public organizations (Ismail, 2022). Performance improvements due
to improved talent management are more practical than improvements resulting from employee
knowledge management. Improvements in talent management were obtained from the largest
contribution from development indicators and the smallest from good recruitment.

Furthermore, knowledge management can be improved with the largest contribution of
knowledge discovery indicators, the smallest being knowledge capture and application.
Meanwhile, performance improvement can only be seen in productivity, quality, and trust.
These results provide managerial contributions to the development of human capital theory and
become empirical evidence of the relationship between talent management and knowledge

management, lacking so far.
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