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Alsiract: Humgn rescurces play an impoviant role for diiving e company, Comprinies
can mibilize their emplovees in maximizing Wherr duties can rediwce the negoiive
impact of eavicommental focrors, and will improve the company's  finoncial
perfvrmance., The peopose of this stedy 65 1o analvze the role of applied GOG and
Talent Management from an emplaovee perspective, a case siudy of BPR Baki in
Stdooarfo, This study uses @ gualifgtive descripiive apprrooch, because i wams [o
sodve proffems refated to emplovee performance af BPR Bakti, seen from the
implementation of Good Corporate Governance and Tolent Management, The
stages of tix research: (1] idemify the role of GOG: (2] identify the rofe of Talenr
Maragement: (3] Mentficarlon of emploves performance: and (4] analveis of the
ride af GOG and Talent Management in the context of developing effective
empiloves performance, Based on tre results of the stpdy, it shows that the company
hars nor implemented GUG related fe emplovee performance. openly, and s nor
implemented Talent Management. The company aivo has nor compiled emploves
persenl development in the form of training and las sot weipped the competencies
af each emplovee, and there i no geidance, education and empowerment for
cmpriovees ax furore leaders, The megaurement of emplirvee perforauamce indicators
is afve ot owmed by the BPR, so there is no evalnation or assessment of empoves
perfrmance, The facter that supperts the performance of this BPR 15 the fovalty of
the emplovees who wark there.

Kevwords:  Cood Corporale Governance, Talent Management, Performuance

1. Imiroduction

Knowledpe Management is a knowledge management concept that seeks information on how
to select, manage. and utilize resources efficiently (Puspitanni and Panjaitan, 2008). Rfgarding
human resources, aboul how emplovees can maximize their duties by minimizing ihe negative
impact of environmental and social factors, will improve financial performance and have an
impact on business sustainability {Vasantha and Kennedy, 20 7). Utlization of science and
technology. canses resources to be used efficiently, thus making the Company have a competitive
advamage. One of the factors thar give the Company a competitive advantage s Intelectual
Capital. If the Company owns and manages Intellectusl Capital propery. it will provide higher
value for investors. That is, Imellectual Capital has a positive effect on the company’s performance
{Kammal, eral.. 2002).

Companics also need to pay attention to the potential development of human resources that
exist in each ndividual employee, How an organization manages the talent that already exists in
every employee is not an casy thing (Munir, 200%). The first and foremost factor related to

_
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inovalion in orgamzations 18 the human problem (Kiantoa, et al., 20075 The term talent
management or talent management is currently not widely realized in organizations. Acconding to
Munir CHF9Y, iF talent management has been camied out properly, it will be closely related 10
eimployee performance apprasals,

When the company invests in talemt management it can produce guality work and high
performance, o it can be stated that there s a significant relationship between talent management
and employee performance (Octavia and Susilo, 2008). Good empioyee performance can be seen
from several factors such as quality, quantity, and nimeliness of employees when completing thesr
tasks based on predetermined standards (Panjaitan, 2021). Talent Management is related 1o finding
the nght person for the night disposition. aceonding o the person's skills {Garavan, et al,, 20021,

Employee involvement can be influenced by several factors, including organizational Factors
{management style, job rewards, etc.), work factors (work environment, (ask charactenstics, e},
and individual foctors (physical energy. self-woareness) { Sun and Bunchapattannsakda, 2019},
Improving the work environment in all aspects including the physical, emotional, and effective
leadership environment gives positive and healthy results in cach of their jobs (Panjaitan, 2021).
Employees who have the ahility to develop knowledge through information technology can
improve knowledge management skills and the dynamics of the work enviconment that is
positively assoviated with innovation (Soto-Acosta, et al,, 2018},

This study chose the BPR object in Sidoargo becavse Sidoane had an accelerated economic
growth in 200E of 605 percent, an increase from the previous year of 558%. The achievement of
Sidoarje's economic growth, accelerated the performance of the business Geld. In additon, the
Human Development Index (IPM) in Sidoarjo continues to increase. In 2018, 7950 were in the
"high” range o in fourth position based on dara from the Sidoarje Regency Communications and
Information Office (200200,

The difference in this research is the analysis of the application of governance and talent
management at BPR Bakti, Sidoarjo, from the perspective of employees. BPR Bakti, accortding to
data processed by resenrchers, 15 o BPR which, despate the Covid- 19 pandemic, experienced a
1 5% decrease in income, but costs ineurmed related o salaries and trasning actually increased by
A compared to 20149,

Companies that con implement good governance can increase the confidence and trust of
company stikeholders { Hanggrasni, 20053, What is meant by stakeholders here inchude: investors,
suppliers. costomers, and also emplovees, Employees are human resources and as one of the
elements that cen improve the company's performance {Anifowose, et al., 2018). Employees as
central plavers in the crganization, require special arention (Hardy, et al., 2000 especially in
dealing with the current Covid- 19 Pandemic.

The wrgency of this research is that 1f the BPR is able o pay attention @ emplovee
performance properly, it 15 expected that the welfare of the employees in it will af§o merease. The
specific specifications of this research Tocus more on the implementaton of Good Corporate
Ciovernance (@CG) and Talent Management, from an emplovee perspective, at BPE Bakti in
Sidearye, The puepese of this study is o analvze whether the applied GOG and falent monagemmen)
ferve am teepract from the empilavee's perspeciie,

2. Literature Review
1} Good Corporate Governance (GCG)
The process and structire established by the Company ., with the main objective of
increasing shareholder value and paying attention o the mterests of other stikeholders, is

International Journal of Economics, Bussiness and Accounting Research (UEBAR) Page 338




International Journal of Economics, Business and Accounting Research (WEBAR)
PBeer Revipwed - International Jowrnal

Vol-6, Issue-1, 2022 (UEBAR)

E-155M: 2614- 1280 P-I55M 2622-4771

I'.rtp:-.;,:',l'i_u_rn.\l stie-aas ia-r_._i!'lll'_in-;'..-c X php,"ll_EE.l‘-'u B

2}

the definition of Corporate Governance (Hamdani, 20063, One of the goals and benefits of
GO0 a5 to encourage actions and decision-making by shareholders, members of the board
of commissioners, and board members based on high moral values and compliance with
applicable  laws and regulations, s well as awareness of the Company's  social
responsibility to stakeholders | s well as environmental sustainabslity around the
Company {(Natonal Comminge on Governance Policy, 2006), There are 3 pillars of GCG
aocording to KINKG (2006), namely: Transparency. Accountshility, Responsibality,
Independence, and Fairness or Faimess or abbreviated as Taniff,

What is meamt by Transparency @5 the avalability of imporant and pelevant
information, which s easily accessible and understood by stakeholders, What s disclosed
is mol only what is reqoired by laws and regulations. bot also other important matiers that
are necessary for stakeholders, incleding employess. While what s meant by
accountability i= acopuntability  for performance in o4 transparcm and fair manner.
Therefore, there must ke a measure of the performance of a company. taking into account
the sharcholders and other stakeholders. Responsibility means compliance with laws and
regulations and responsibility for the community and the environment. so that
suwstainability can be mmintained & a2 pood corporate citizen, What 55 meant by
independence is independent manmagement, =0 that each organ in the company does not
dominste each otber and there is no intervention from other parties. The last pillar is
fuimess and equality, which means always paying attention to the interests of shareholders
and other stakehelders, based on fairness and equality.

Research conducted by Ammn, et al., {216} with the ntle "The Influence of Good
Corporate Governanes on Emplovee Performance at PT. Aditec Cakrawivasa, Semarang™
shows that there 15 4 positive influence of the Good Corporate Governance vanable on
performance. Likewize, research by Puspitanni and Panjastan (20081 on "The Influence of
Governance, Performance, and Company Characteristics on Disclosure of Intellectual
Capital of Property and Feal Estate Companies Listed on the TDX for the Period of 2012-
2006" shows that govemance has a significant effect on intellectual capital disclosure §

Research on companies listed on the Pakistani capital market with the title "How
Intellectwal Capital Moderates the Refationship between Corporate Governance and Firm
Performance in the Capital Market of Pakistan: A Conceptual Review and Proposal” shows
that { 1) corparate governance is proxied by board independence, financial board expertise,
gender diversity has a positive effect on firm value; {(2) corporate govemnance which 15
prosied by board size, awdit comminttes size and CEO duality his o negative effect on firm
value: and (3) intelleciual copital strengthens corporate governance on firm value (Khan
and Ali, 2017).

Talent Managemeni

What 15 meant by talenl menagement or talent management is sirategic management
e manage the flow of talemt in the organization, with the aim of ensunng the availability
of & suitable supply of talent between jobs and the right people. at the nght tme. Takent
management i5 called Human Capital Management (HCM), Human Resources Information
Swvstem (HRIS or Human Resources Management Systems (HMS), Employess whao are
identilied as leaders in the future of the company in the sense that there are talented people
are obpects i the application of talent management (Darmin and Affahk, 2001},

In practice, companies that implement tzlent management have an impact on the
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commitment of potential emplovees and the development of leadership competencies
(denszah, 2004). Talent management has the view that “talent™ must be identified, nurtured
and managed differently, thereby generating competitive sdvantage through  human
resaurces (Gallarde-Gallardo and Thunnissen, 20060, Talent management practices have
direct and indirect positive effects on talent outcomes,

Muonpower development does pol only require recrmiing and inculcating new talent,
but also re-skilling workers through training (Panjaitan, 20213, Training can improve
creative thinking processes and strengthen emplovees' skills in carrying out their duties
(Jiang. et al.. 2002). Companics need 10 apply new digital skills o5 o condition for their
wikforoz, for the sake of the Company's sustainability and competitive advantage
(Koracay, 20018; Whysall et al., 20049).

The purpese af alent management 18 10 develop the best wp management, sa that
they can face competition in finding good external candidates to fill key jobs. retain
somecse who is talented in erder 1o develop a career, have the best players as the key 1o
success far future business success (Munir, 2019 3.

The benefits of implementing tolent management for organizations or companies
inclsde: (1) increasing customer satisfaction; (2 improve quality, productevity, and
capahility., as well as profitability: (3) reduce employes tumover rate; snd (4) mapping
emplovee career developiment {Munir, 2019). On the oiher band, the bepefits fell by
employees include: (1) increasing motivation and commitment, especially related o carcer
paths; (23 increase job  satisfaction: amd (3) ncreasing knowledge regarding  the
contribution to the Company's goals ( Munir, HH9).

The results of research conducted by Bibi (2019 on “lmpact of Talent Managemen!
Practices on Employee Performance™ show that there is a relationship herween
recruitment, training and talent development on emplovee performance. Likewise. research
from Kardo, et al.. (2020) entitled "The Influcnce of Tolent Management and Knowledge
Mansgement on Employes Performance at the Ba Regeney Transformer Center” shows
that the higher the talent momagement the company has, the better the company's
performance will be. An important component of an organization’s tolent management
stratepy is employee training and development. Companies thar pay attention 1o employes
training and development can improve employes performance (Kardo, et al., 200400,

Performance

Performance {Performanced is the result of work that can be achieved by a person
or group of penple according to their respective nuthorities and responsibilities in an
organization (Prawirosentono, 20012, Performance 15 a description of the achievement of
the implementation of a program of activitics in realizing the goals, objectives, vision. and
mission af the organization. Performance con be measured if an individual or group of
employees already has the success criteria set by the organization {Rachmadinata and
Avumingtizs X0 Th Withaut benchmarks, it s bmpossible for o person or organization's
performance 1o be known (Mocherione, 20014),
Employee perdormance is a person's success in doing a job during a certam period (Ammn,
et al., 20161, Emplovees who have competence and talent, nead o be assessed. Things that
gffect the assessment. nmong others, are related to their duties and responsibilitics. The
assessment must be measurable, so & o provide an overview of employee perfommance,
The employee performance appraisal process will resuit in an evaluation of the employes's
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pasi work performance and o predict their performance m the fure, Performance
evaluation can be a very relevant mechanism to guide employee behavior (Jang, et al.,
20123, If the assessment has been carmried out, there needs tobe feadback to employees in
order o improve performance that is less precise and improve performamce thist is already
gond. Theretfore. the feedback process on employee performance appraisal needs 1o be
dane through interviews,

According to Bjtickman {20133, employees who have been identified as talented employees
by the Company are likely o accept ever-increasing demmds for pedformance, an
increased commitment o bullding their skills and actively support the Company's strategic
pricaities compsred o emplovees whose talent stamis 15 not identified, Droes (200 3) arpues
that it is necessary to consider the psychological response of emplovees when identifying
emploves talents,

Research conducted by Rachmadinata and Ayuningtiss (20071 on Lintasarta employess in
Jakara City shows that talent management has an effect on employee performance. Even
aocording to Munir {20019) there is a reciprocal relationship between talent management
and performance appraisal. When the employee performance appraisal has obtained
resulis. the next step is © strengthen talent management, The competencies possessed by
emplovess will be developed and become a performance assessment at the end of the
periced. This research is also supported by Pangaitan (2021 about the performance of
employees at FT. Ditoeku shows that both talemt management and know ledge management
have & positive effect on employee performance. The stage of the art of this resemch can
b seem in Figure 1:

Munir, {2018, Yumantiy dan e

in his research Setyanto. {2020). &“EI.'““

on "Talent dalam penelitiann va selanjutriy.
Munagement tentang “Peran :;21]2! ]

and Employee Kinetja Pegwii H"-'m 1
Performance dalam Memediasi i g
Assessment” Erarmipak Tara Kelola Em"]‘ cﬂwpwm
shows that Perusahaan Terhadap Svshmcn B
there is 4 Kinera Keuangan™ Fiant
reciprocal menunjukkan bahwa S
relationship kinerja pegawai ::“' i i
betwern talent mermiedias dampak 3 L
managemenl tata kelola

and peruzahaan terhadap

performance kinerja keuangan s b
appraisal

Figure 1. Stage of The Art
Munir in his 200 rescarch on "Talent Management and Employee Performance
Agsessment” showed the results of a reciprocal relanonship between falent management
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and emploves performance appeaisal, When there are resulis of employes performance
appraisals, the next step is to strengthen talent management. Every competency that exists
in each cmployee will be managed. developed and at the end of each period their
performance will be assessed, Those who judge can be from their direct superions,
themselves, colleagues or team members. customers. according to their respective
positicns, The object of the assessment includes work performance and personality,
Asscssment is carned out once o yesr of per semester. Performance appraisal is based on
the job descripiion of each emplovee, and has guantitative meassurements, The resufts of
the assessment are given 1o the employee followed by a feedback process o the employee.
Yumante and Setvanto's {20203 research on "The Role of Employes Performance in
Mediating the lmpact of Comporate Governance on Financial Performance” shows that
corporale governance has o positive impact on Onancial performance. In addition,
employes performance mediates the impact of corporate governance on fin@hcial
performance, The research cumrently being conducted in 2021 combines the roles of Good
Corporate Governance and Talent Management. viewed from the pepspective of cmployees
at BPR Bakti in Sidoarjo Regency.

3. Besearch Method

This study uses a qualitative desenptive approach, becawse it wants o solve problems related
to employee performance at BPR Bakti, seen from the implementation of Good Corporate
Governance and Talent Management. Qualitative research s # research method based on the
philosophy of postpositivism, which is used to examine the condition of natural objects with the
researcher as the key instrument, Researchers parmicipated for a lomg time in the Cebd and recorded
carefully what happened. camied oot reffective analysis of various documents and compiled
research reports, This research emphasizes more on the process than on the product, and
emphasizes more on meaning. The results of gualitative research emphasize meaning rather than
generalizations { Sugiyona, 20204,

The research instruments were fwo groops of researchers, namely instruments from BPR
employees and academics, namely UKDC fecturers who played a role in designing research
concepts. thinking  frameworks, determining chjects. collecting data. anadyvzng  daca, and
formutating models. The data collection technigue was done by triangulation. the dota analysis
was inductave, The data collectzon techniques aré;
1y Field Study

The research was comducted by being directly involved in the object of research with the

following technigues: (1) documentation, data collection was carfied om by documenting the

records contained in the BPR; by Observation, in the form of visits by researchers o the

location that is the ohject of research to obtain an overview and identify problems; (c)

Imterview, which s question and answer session between the researcher and the BPR 1o

strengthen the research results.

23 Litersture study is carried out by collecting literature from books, journals, laws, aticles
containing concepts related 1o the formulation of the problems discossed later. and becoming
the theoretical basis for selving problems,

The sample of data sources in this study is the BPR who is an employee, working at the BPE
in relation (o emploves performance. In this sample, the mumber of people 15 not determned bt
the extent to which people are able to explain various aspects related 10 the role of Good Corporate
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Governance and Talent Management from the perspective of emplovess, The vanables of this
research are Giood Corporate CGovernance, Talent Management, and Employee Performance of
BFR Buakti in Sidoarjo.

Bretails of the research as a whole along with the stages are as follows,

I}

2)

3)

4}

Identify the role of Good Corporate Governange

Conducted observations and imterviews with 7 BPR Bakt emplovees as respondents o
explain the mole of GCG in developing employes performance.

Identify Talent Management moles

Conducted observations and micrviews with 7 BPR Bakti employees as mespondents
related to talent management o explain the impact of Tabent Management in developing
employee pertormance that makes employees loval to BPR.

Identification of emplovee performance development

ldentifying emploves performance including promotions, transfers, and =0 on.

Analysizs of the rele of Good Comporate Governance and Talent Management in order o
strengthen effective employee performance: comduct an in-depth analysis of BPR
emplovees 10 understand in detail the role of Good Comporate Governance and Talent
Management that can develop emplovee performance and competence (o the fullest,

Analysis and Discossion

]

Tdentify the Role of Good Corporate Governance
In examining the role of Good Corporate Governanee, there are 22 indicators of GCG
gasensment seen from Transparency. Accountability. Responsibility, Independence. and
Fairness (TARIF), These indicators are in the form of questions including;
- Was there any socializaton about the Company’s goals, incleding the vision amd
mission at the beginning of becoming an employee:
[s there any sociafization when entering as a new employee about the Company's
orgamizational structure;
- Is there any socialization when vou enter as & new employes about your duties and
responsibilities;
Is there mny socialization when wou enter as 4 new empioyvee about S0Ps
especially the workflow in your department;
- Is there any socialization regarding career paths in the Company, if any;
- Is there any socialization regarding rewards or punishments for vialsting the rules;
- D know about the payroll system,
= Is there any communication shout being promoted or demoted;
- Age there any accountability reponts related e your duties;
= Is there mentoring on your duties and responsibilities;
- [Is therean evalwation of your performance;
- Is there any guidance given, if it tims oul that your performance resulis are ot
good or not appropriste ¢ declining;
Is thene u report that must be made a5 & form of accountability:
Is there o company recognition program report;
Is there an accountability report on the realization of the program carfed out and an
explanation if it is not realized;
= Is there an explamation of the division of tasks amd responsibilites in the work wnit;

_
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fs there any communication if there is a violation related to o contlicet of interest;
Was there any communication about promotions. so that other employess did not
feel left outy

- Has any discipline/punishment been communicated in advance regarding the
sanctions applied;
Have any regulations been explained from the stant of work:
Is there any communication when there is a change in regulations;

= Is there any communication when new regulations are implemented,

2 Identily Taleni Management Roles
In researching the mole of Talent Management, there are 10 assessment indicators,
These indicators are in the form of questions including:

- The existence of trmning | training and its benefits;

- Is there talent develapment on site,

- Age there career paths/levels;

- Is job satisfaction linked 10 compensaton, salary, benefits, eic.;

- Is there Counseling and Counseling (OC) if the target 55 not achieved, so that you
rertan mativated an work

- Is there two-way commmunication. especially when commitiment or maorale Stars o
L3 .
Are there uny results of your performance evaluation;
Are there any resulis ol your work performance evaluation;
Is there any feedback in order to improve the poor performance., as well & to
improve the already good performance;

- Dwooyouw feel that the homan resources in this place are really cared for and nurtured,

3 Tdemtification of employee competency development

The identification of employee competency  development related to Talent
Management characteristics is carned out through interviews with Officers reifed 1o
Personnel and Opertions. From the research, it can be identified that the company has not
compiled employee personal development in the form of training, especially in thas
pandemic condition

Employee data does exist and is updated whenev@ there s a change, but it has nat
been mapped regarding thesr respective competencies, amd there s no guidance, education
and empowerment for employees who are future leaders. Cureer paths have not yet been
developed and there is no commumnication regarding the competencies possessed by each
employes. There 15 no messurement of performance indicators for cach position that
becomes the basis For evaluating eoe's success, including competencies and compensanion
given to employees.

O average, the emplovees who work af BPE Bakti are odd emplovees wha have high
Ioyalty. As many a= 90% of the total 28 employess are old employees, so that there are no
clear boundaries, especially regarding pensions, as long as they are able 10 work, they are
still employed thene. In 20000 there was no socialization reganding the Company's goals,
nor the vision and mission, But for emplovees who have just entered 2021, there have been
changes. The socialization of new regulations has also begun, especially the new
regulations from the OJK.
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The tramming carmed oot i 2021 s related 10 corruption. bt there has been no traimmg
tailored to the competence of employess or parts of their work units. The results of each
employec's performance evaluation as well as evaluations related to schievement results
have not been communicated, including whether their performance has been achieved or
natk.

4y Analysis of the REole of Good Corporate Governance and Talent Management in
order to strengthen employee performunce

The 22 guestions about GOG. they are mapped into 5 groups of values, namely; 0 — 20
very low catggory: 21 — 40 Low category; 41 — 60 medium catepory: &1 — 80 High
category; and EI — 10 in the Yery High category.

Based on the resuliz of the mierview, it was abtaned an average of 38% relared o the
role of GOCG from the perspective of employees, meaning that the company implemented
GCG in the medium category, The assessment indicators were campiled by researchers
ssociated with employee performance.

Meanwhile, regarding Talent Manzgement. the [ question= are mapped into 5 value
groaps , namely;

i — 20 very low category; 21 — 40 Low category: 41 — 60 medium category: 61 — 0 High
category; and BE — 100k an the Yery High category,

Based on the interview resalis, an average of 36% was obtained regarding the mole of
Talem Management from the perspective of emplovess, meaming that the company has not
teen maximal in implementing Talent Management. in fact there was still an assessment
based on 'Tike' amd 'dislike’,

The talent management process usuakly stors from recruitment, employee placement,
performance apprassal, training and career development uitil the employes leaves the
company. Gelent. et al., (2014} stated that talent management varies widely in practice,
very different in each company, Talent Management s related to fnding the vight person
for the nght disposition aeconding v their skills {Gaavan, et al., 20025,

From an employee perspective. tnlent. management has an effect on employes
performance. This is in line with research conducted by Trawati, et al.. (3007} which shows
that the variables of talent menagement and human resource management have a positive
and significant effect on emplovee performance, This research 15 alse supported by
Mugroho and Putro (2021), Diniati, et al.. {201¥). and Nina and Astoti (2006). What
distinguashes this research is that the method is noet quantitative but qualitative, However,
fior BPR itselt, they admit that they do not understand Talent Management, this wis stated
during i interview with researchers,

5. Conclusion

Through interviews conducted, it can be secn that BPR Bakt still has not implemented
GOG openly, con be secounted for and fudr in the eyes of employees, The conclusion was obiained
from the indicators compiled according 0 the prnciple of the tariff associated with the
competence and performance of employees. Things that need to be improved in the future,
especially communication. epenness from the personnel side e emplovees, boah relaed 1o
performance  appraisals, achievements, including rewards and punishments. Openness is also
needed when there are employees who will be promised, by stating the assessment criten,

With regard to the rode of Talent Management from an employee perspective, it can be
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concluded that the Company has ot implemented it Curently . 90% of the emplovess working
al BPE Bakti are old l.‘l11|:i|ﬂ:.'ct!1'. somie fuve even retired but are sull working. There i5 & sEnse
of kinship m this BPE that makes employees loyal to work. Companies need to conduct
training o regeneration of employess, QTR has also suggested this, This effort has already
begun, as seen from those imterviewed. there were 2 contract employees who worked for less
than oave year. S0 far, BPR has focused more on the Marketing Divizion, beciuse it s the
backbone for BPR. In the marketing department there is indeed coaching. there i= assistance if
you face difficulties when meeting costomers. There is even assistance when the target is
decreased. Regarding the paymoll system, it is still not clearly communicated. The scoring
system is held by the Execuive Officer and not by the Head of Persannel, This is what needs
gssistance related to Talent Management. what needs to be considered regarding performance
and competence, especially employees wha have talent o talent,

Suggpestions proposed by the researcher to the BFR for talent muinagement include: (1)
developing & mindser about the personal development of employees in BPE; (23 implementing
High Performance Culture or high work culture: (3) have an Executive Sponsorship that gives
their time to guide, educate and empower employees: and (4) implementing the Good Human
Rescurce Information Svstem (Pella and Toavan, 2011 BPE parties are willing o be
evaluated, improved and willing to learn abowt employee performance development from the
peint of view of Talent Management. Further research should be carried out using quantitative
methods by distributing questionnmaires to cmployees who work in several companies. so that
the resolis con be compared, In this study, there are limitations related o tme thist s adjusted
tor the BPR. because this chservation is quite time-consuming for them.
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