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I. Introduction 

In the current period of globalization, business competition is becoming more intense, and every 
organization must be ready to compete through preparing qualified human resources [7]. The 
fulfillment of the need for competent human resources must be taken seriously by the organization in 
order to meet the need for successors in the future [11]. In order for organizations to continue to exist 
in the national and worldwide arena, Human Resource Development is a crucial factor for achieving 
goals and objectives. Human Resource Development is an organizational function that focuses on 
recruiting, management, and navigation for people working in an organization, which is achieved 
through synergies that strengthen mutuality toward common goals [9]. 

In order to ensure the company's long-term viability, it must process the need for qualified human 
resources with great care. The amount of employees who have left the firm generates a labor supply 
and demand mismatch [20]. This mismatch creates a talent problem that threatens the company's 
future viability by preventing it from satisfying the needs of its successors. The fulfillment of talent 
requirements (individuals with the highest potential and skills) can be obtained from both external and 
internal sources. This can be accomplished through succession planning, which is a procedure that 
ensures a supply of individuals with the capacity to take key firm positions is available from inside 
the organization [16]. Facing the difficulty of a talent shortage, succession planning initiatives must 
be combined with retention activities [8]. 

The organization must implement a successful strategy for managing human capital in order to 
meet the demand for human resources and maintain a high level of employee retention. One of the 
finest human resource management responses to demographic shifts and talent problems is talent 
management implementation [3]. Talent management is the process of identifying, attracting, and 
retaining key members of an organization's strategic workforce [14]. They also show how talent 
management rewards those who succeed at specific tasks or performances and encourages them to 
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The challenges of the times and the talent shortage have compelled businesses 
to develop and implement effective human resource management methods. 
Talent management is one of the successful human resource management 
tactics applied. If a company or organization is able to recruit individuals who 
are superior to its competitors, it will be able to create a superior organization. 
The implementation of talent management will fail if it is not supported by a 
selection system, specifically a system for identifying attainable performance 
results. With the implementation of talent management, the objective of this 
study. This study employs a qualitative approach using the literature review 
method. In the era of globalization, the achievement of organizational goals in 
terms of productivity may always be accomplished with high-quality products 
that meet market demand. For this reason, the Company must be able to secure 
the availability of the required talent in a timely manner, in a number and 
diversity commensurate with current demands, and with qualities that can be 
realized within the constraints of the organization's competitive advantage. It 
may be claimed that the organization's survival is highly contingent on the 
effectiveness of this process in attaining its vision, mission, and strategic 
objectives.  
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"push the envelope" while documenting and disseminating their unique approaches so that others 
might emulate them [14]. In order to maximize an organization's potential, talent management focuses 
on training and placing workers in positions where they may best use their skills and experience [1]. 

Talent management's benefits are numerous and extensive, including but not limited to increased 
productivity, a more positive work environment, and a culture of excellence [5]. Talent management's 
contributions to an organization's success may be broken down into three main areas: the provision of 
incentives, the creation of advancement opportunities for bright employees, and the guarantee of high-
quality work inside the business [12]. Human resource management problems arise in today's fast-
paced, cutthroat commercial environment. The importance of effective human resource management 
cannot be overstated for companies that compete on a global stage. Since these individuals will be 
responsible for steering the ship at the corporation, they must meet extremely high requirements to 
even be considered for the top jobs [22]. 

II. Methods 

In order to gain a competitive advantage in the field of talent management research, qualitative 
methods along with literature review methodology are utilized. The goal of qualitative research is to 
develop one's knowledge through the processes of understanding and discovery. A process of inquiry 
and understanding based on an approach to exploring social and human problems is an example of 
qualitative research technique. In this study, the researchers capture intricate images, dissect language, 
report in great detail, and investigate the circumstances that were encountered. [15]. For the purpose 
of data collecting on the subject under investigation, this study makes use of library resources. 
Research in libraries is an activity that involves collecting, researching, and processing library data 
without the need for conducting field studies. [24]. 

III. Result and Discussion 

A. The need for talent management in the Organization 

Competence [13]seen from an individualistic perspective, is considered as a characteristic that 
defines a person, and governs the way they think and act in certain situations; These skills are related 
to the personal success of workers, because in addition to regulating their behavior, it defines the 
values and perceptions of what they want and do, as stated by [14] "Skills, as is well known, they are 
a set of characteristics of each person, which determines the way they think and act; is the knowledge, 
skills, attitudes, perceptions, values or behaviors related to successful performance, including the 
reasons that each individual has. Therefore, to consider ourselves competent and talented, we must 
have knowledge, learning, willingness to change and actions that facilitate new personal and 
professional outcomes considering why I should change, feeling the need to change and changing 
what I can handle. In addition, there is emotional competence, which is also part of everyone's personal 
behavior, and determine how workers communicate love each other, interact and be their own leaders. 

According to [17], human talent consists of the skills, knowledge and abilities that each individual 
acquires during their education and job training, while individual talent, which is specific to each 
person, consists not only of acquired skills, but also of forged commitments. to do things responsibly 
and actions, which make him perform an activity. In light of this, some authors consider that, in order 
to fully develop individual talents, these three factors must be run together, as stated by [19] “Talent 
requires all three ingredients at the same time. If one of them is not present, then superior results will 
not be achieved. If the professional is committed and takes action, but lacks the necessary skills, he 
will almost certainly not achieve results, even if he has good intentions. If, on the other hand, you have 
the skills and you act on the spot, but you are not committed to the project, you can achieve results. 
The only drawback is that his lack of motivation will prevent him from innovating or proposing things 
beyond what his leader gives him. On the other hand, if a professional has the skills and commitment, 
but when he acts that time has passed, he will not get the desired result either for the simple reason 
that one could have anticipated it. Today, neither technological evolution, competition nor customers 
wait. Either you're fast or you're out of the market." It should be added that human talent management, 
with the help of the Human Resources department, seeks to promote teamwork and leadership, as well 
as individualism so that each human being can work on their own life and work projects, because in 
the end they not only prepared for work life but for everyday life. 
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Explain [19] that one aspect that characterizes individual talent is commitment, the key point 
needed to involve people in the organization, because it is stated that intellectual capital not only needs 
to be linked to financial resources to generate productivity, but workers must feel committed. to 
provide improvements for the company. To strengthen collective work, it is also necessary to cultivate 
individual skills, as it has been proven that providing workers with a better quality of life will improve 
their work performance, in addition, managers should intervene in negotiations between employees -
companies seeking a balance point where both achieve their goals and objectives, this is according to 
[19] “To involve people in the organization, it is not enough to mobilize their intellectual, physical or 
related resources, expect increased productivity, what is required involves people as personality 
subjects them in relation to work and organization. In this sense, the management of human talent for 
the strengthening of the company's work aims to be configured as an administrative process that 
includes a human component, based on the individual skills of each person, for the achievement of 
organizational goals, taking into account the planning stages. , execution and control, under the 
principles of identity, culture and collective philosophy... Organizations are immersed in a network of 
interactions between people (owners, administrators, workers, customers, suppliers, communities), 
each with its own universe, its own own vision of the world and that has needs and goals, not only 
material, but also emotional and spiritual. This diversity of actors, with their needs and goals, compels 
managers to act in the process of negotiation and conflict resolution, not in a hostile environment, but 
seeking the advantage of all participants, and this is one of the most important components of 
management". is that the latter is a major problem facing organizations and financial benefits depend 
on it, in other words, because human beings are considered as proactive and capable agents given the 
task of making decisions, doing and innovating for the benefit of the company and its performance, 
increasing its production. 

Currently, human talent and its management have taken a big influence in the management of 
human resources or human capital, because it is one of the strategies to generate value for company 
actions and processes, as well as become a competitive advantage [6]. Intellectual capital is the 
greatest force that drives an organization, endowed with abilities that make it face challenges, 
therefore it is necessary to intervene not only in the implementation of actions but also in the design 
of strategic plans, according to [2] “Similarly, the ability to maintain a company's competitive 
advantage focused on a strategy that focuses on the value added by human talent to the organization, 
through a strategy of focusing human talent on the line of action the company considers. In this sense, 
Dessler proposes to balance a firm's capabilities with the demands of its environment, and, therefore, 
an organization's human capital to meet those challenges. In addition, it is stated that human talent 
managers face three basic strategic challenges: first, the need to support efforts to increase productivity 
and company performance; second, employees have a broader role in the employer's efforts to improve 
performance; and third, superiors perceive that their human resource unit should participate more in 
designing (not only in implementing) the company's strategic plan”. "Social pacts" between 
employees-companies work with win-win assumptions, where the person is only offered a contract as 
long as it benefits both parties, for that is sought instead of throwing away employees who become 
obsolete knowledge, he is equipped with greater capacity and competence, with this method will not 
cease to be useful for the organization. 

As mentioned above, aspects such as market demands, globalization and radical external changes 
force organizations to provide greater value to employees, stop seeing them as simple work resources 
and start giving them a place as strategic partners that drive the organization's economy. . Talent 
management consists of six basic processes, which relate to the recruitment of employees to the 
company, their compensation and development of their job skills, and the retention or maintenance of 
personnel, under constant evaluation. Whatever the process, [21] emphasizes that “Today the 
management of human talent is a sensitive area of thinking and the objects that dominate within. 
Situational in nature, because it depends on several aspects such as the culture of each organization, 
organizational structure, characteristics of the environmental context, organizational business, 
technology, internal processes, and others. Talent management includes six basic processes, namely: 
Recruitment of people, application of people, compensation of people, development of people, 
maintenance of people and evaluation of people. This last process is also known as personnel audit, 
which aims to monitor and control all the activities of the worker, able to verify the results from time 
to time. During this evaluation, databases and administrative information systems that have been 
collected during the employee's career are used. 
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In order to promote talent management in organizations, it is important to take into account various 
elements, as these factors enable human management and therefore companies should track them. To 
exemplify a few, reference is made to planning personnel requirements, i.e. knowing the number of 
employees needed and for what positions, or what functions they should perform, this will avoid 
unnecessary work. On the other hand, the job description is specified to establish the remuneration or 
compensation it offers; Likewise, the management of human talent is present at the time of recruitment 
and selection of personnel, not to dispose of people who do not have intellectual qualities, but those 
who have the potential to become human talents. The fundamental part of staff formation is that 
organizations are involved in planning the professional careers of employees, adding elements such 
as various evaluations to their development, motivating them with better incentives and opportunities, 
promoting a better working environment [23]. 

That is why, in order to manage human talent within the company, it is important to keep in mind 
certain elements, which make this hard work possible, both for its execution and for tracking it. These 
elements are as follows: a) personnel needs planning, b) job analysis and description, c) compensation 
administration, d) personnel recruitment and selection, e) personnel induction, f) training and 
development, g) professional career development plan , h) performance evaluation, i) internal 
communication, j) work motivation, k) work team management, l) work environment, m) 
organizational culture, n) change management, ) time management, o) organizational leadership, p) 
stress management , q) job satisfaction and r) work safety and hygiene”. These elements are based on 
the need to adhere to basic human talent management processes, but if they are not balanced, a 
Balanced Scorecard (CMI) is required which will facilitate the integration of these processes in 
relation to each of the departments involved. 

B. Talent Management and Company Competitive Advantage 

Any successful business plan will prioritize boosting the efficiency and productivity of internal 
processes. When a business aims to field a championship-caliber team, it must prioritize talent 
management. Companies will form such groups to address departmental issues or gaps [4]. If there's 
an issue at the Ministry of Finance, for instance, the organization will put together a team of experts 
in the field to figure out the source and implement a solution. If organizational strategy and technology 
are going to be complex, research shows that the success of both will depend on the human element. 
Consequently, managers should think about what influences the organization's performance. When 
looking at the efficacy of talent management strategies, [14] identified three key avenues. First, there 
is the school of thought that uses analytics to establish a direct correlation between talent management 
and financial outcomes; second, there are those who stress the importance of analyzing and optimizing 
talent management systems; and third, there are those who seem to view analytics as a collection of 
metrics and measures that can be applied by a variety of stakeholders. From a monetary standpoint, 
the researcher evaluates the connection between talent management expertise and financial 
organizational success, demonstrating the value of investing in talent management. When compared 
to their competitors, companies that invest in talent management practices achieve superior financial 
results in a variety of metrics, including revenue growth, sales productivity, net profit margin, 
operating profit, return on assets, return on equity, return on shareholders' value, and market value. 
Proactive internal succession planning and improved retention rates have been shown to reduce the 
overall cost of personnel management. 

Findings [10] suggest that talent asset management has an impact on company performance. Value 
creation for a company's main stakeholders has been shown to have a significant impact on a 
company's bottom line. Several competences are found to underpin successful organizational 
procedures, which are then employed to run a company. The created value plays a significant part in 
the administration of corporate operations. Talent asset management as an organization's final step in 
developing and processing organizational competencies. Accordingly, it has been established that the 
key to organizational competence is the efficient and effective management of talent assets that boost 
both business performance and value creation. The same is true for businesses: competent talent asset 
management will equip them to match supply and demand for talent. When markets change, arise, or 
perish, businesses leverage dynamic capabilities to achieve new resource configurations. When it 
comes to achieving long-term success and gaining a competitive edge, dynamic capabilities are far 
more valuable to individual businesses. 
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The importance of people management strategies in maintaining market competitiveness and 
gaining an edge over the competition has been established by extensive academic study. It is also 
discussed how innovations and new technology are the only ways for businesses to quickly achieve a 
competitive edge. Only through the systematic attraction, development, motivation, management, and 
appreciation of talent can a business maintain a competitive edge in the marketplace. Similarly to how 
machines require design, operation, and maintenance to function properly, businesses will fail to 
operate successfully if critical parts like processes, systems, and structures are not aligned or hampered 
by friction between those elements. The company's human resources (or "talent") are responsible for 
carrying out these duties. Talent (i.e., the people working for the company) is the primary factor in 
determining the level of success a company has. The organization's fundamental capabilities are the 
sum total of the expertise of the people who work there. Injecting a company with talent allows it to 
do things that are hard to replicate in a competitive market. Having talented people on your team is 
the single most important factor in maintaining a sustainable competitive advantage. 

IV. Conclusion 

In light of the study's findings, it can be concluded that the company has a strong interest in talent 
management, as they believe that if they hire employees with the appropriate profile and skills to carry 
out their duties, the company's results will improve by participating in a global environment. However, 
business owners must recognize that training is an investment in the company's future and not an 
extraneous cost. Due to the fact that most organizations in Indonesia are micro-enterprises, the 
majority of them do not understand talent management or the process of recruiting, selecting, 
recruiting, and training. This is an issue for these organizations, because they hire people without 
knowing their profile and talents to develop, in addition to not training them. As a result, their market 
development is inadequate, and some of them fail and close down. opening to the public Human talent 
management is a must for all businesses, especially those who wish to remain competitive in the 
market. In addition, talent management seeks to develop and place the appropriate people in the right 
jobs at the right time and offer the ideal atmosphere for them to demonstrate their abilities in the most 
effective manner for the firm.. 
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