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Abstract—this study aims to describe the talent management
and competitive advantage [1], explore the influence of Talent
Management to Competitive Advantage of rattan furniture
industry [2]. The data were analyzed by simple regression
analysis. In this research, furniture rattan company member
ASMINDO Cirebon was chosen as the analysis unit and 70
company’s samples selected using proportional random sampling.
The research findings show that The level of talent management
of the rattan furniture industry member ASMINDO Cirebon is
categorized in average level [1], the rattan furniture industry
members of ASMINDO Cirebon competitive advantage is rooted
in employee productivity growth indicators [2], The level of
competitive advantage of rattan furniture industry Cirebon is
positively influenced by the typical talent management [3].
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I. INTRODUCTION

Indonesia is the largest country that produces rattan in the
world, an estimated 80% of rattan raw materials in the world is
produced by Indonesia which are spread on the island of
Borneo, Sumatra, Sulawesi and Papua island with a production
rate of about 622 000 tons / year (Indonesia Rattan
Foundation). However, on the contrary, the processing
industry, especially rattan wicker furniture, is still unable to
compete with China and Italy in the world market share where
China won 20.72%, Italy got 17.71% and Indonesia only
controlled 7.86% [1].

This situation was reflected by a decrease in the
performance of national rattan furniture. The Commerce
Department data show that in 2004 to 2009, rattan furniture
export was also decreased by 45%. Still in the same year, the
total installed capacity of finished rattan products (rattan
furniture) and realization of production were decreased 30% in
the following 4 years. As a result, the number of rattan
industries was decreasing, which as of December 2009 a total
of 220 companies (43%) were out of business, 208 companies
(40%) were in poor condition and 136 companies (17%)
survived [2]. One of the biggest producer of rattan furniture is
Cirebon, so the decline in the volume and value of national
exports is affected by the performance of production in
Cirebon [3].

Many believe that the problem was due to government
regulations that decided to reopen the export of raw rattan in
2005 through a decree of the Minister of Trade No. 12 / M-
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DAG / PER / 6/2005 on the export of rattan. This was turning
rattan furniture industry. However, based on the results of field
research conducted by the Commission in Cirebon, rattan
business operators stated that they had never encountered
difficulties in obtaining raw materials of rattan cane from
farmers and traders in Sumatra, Kalimantan, and Sulawesi.
Thus, it can be seen that the amount of domestic production of
cane was so much more influenced by market conditions /
demand for furniture products overseas, because 80% of the
market demand for rattan furniture came from abroad [4].

In accordance with the results of interviews with the
secretary of the Association of Indonesian Furniture
(ASMINDO) in Cirebon, the cause of the problems of low
competitiveness of national rattan furniture is because the
products are not competitive enough with both of the products
design and prices offered. Then, the other cause is the shortage
of skilled labor for both designers and craftsmen (Interview
with the owner of CV. Larissa 2013). From this phenomenon,
it seems that competitive advantage can be determined by the
company because the company's resource is a source of
competitive advantage.

Resource-based view (RBV) can answer the problems
because the source of competitive advantage is not only static
resources but also the exploitation of what is owned by the
company in the form of unique skills, technology and
knowledge, or is derived from internal sources called inside-
out perspective [5] [6]. However, not all of the resources and
capability can yield competitive advantage. Resources that can
provide competitive advantage must be valuable, rare, and
imperfectly imitable and non-substitutable (VRIN) [7] [8].

Il. THEORETICAL FRAMEWORK

[9] This study uses RBV perspective. According to
Armstrong (2006), RBV is one of the strategic management
approaches. But in the current development, the theory of RBV
has been widely used in the strategic management approach of
human resources because sustainable competitive advantage is
the combination of resources and capabilities that become a
source of excellence achieved continuously through the
implementation of unique and proper strategies so that it will
be difficult to be implemented or replicated by competitors. As
the constituent elements derived from internal sources, then it
will not be separated from the study of Human Resources
Management since intangible assets and capabilities are
derived from the human resources management (HRM). These



influences on the indicators in measuring ownership of
sustainable competitive advantage for the company. The result
will change the indicator in the measurement of sustainable
competitive advantage which use the output of strategic
management and human resource management or strategic
management of human resources.

In the scientific study of human resource
management, a company that has a sustainable competitive
advantage must have a high effectiveness, be able to meet the
interests of the stakeholders of its human resources, customers,
shareholders, or the surrounding community. In addition,
effective company also has high employee productivity. In a
study of strategic management, sustainable competitive
advantage, the company's performance, the superior
performance of the company and the reputation obtained from
the consumer are the company's success so, according Spanos
and Lioukas (2001) if the company has a sustainable
competitive advantage, they are a successful company over
competitors as seen from some indicators namely profit,
market share and sales trends [10]. Kusumawati (2010) stated
that the company's performance is determined in two
dimensions, namely financial indicators and growth such as
sales growth, profit growth, the growth of new products, the
productivity of employees [11].

It is being debated for the measurement of sustainable
competitive advantage. [12] According to Ferdinand (2003),
there will be indicators of sustainable competitive advantage
that refers to the perspective of RBV if the company had
previously discovered a key resource to the indicator [12],
namely (1) Durability (superior resources and performance is
measured by how to survive the superiority of assets of
strategic compete and performance success), (2) immutability
(show the ability to imitate a key resource companies that
measured the degree to which the competitor is deemed realize
that it is very difficult to replicate the advantages of the
company). (3) Ease of equaling impersonation shows the ease
of competitors to match what is imitated is measured by the
degree of convenience for a competitor to match the key
strategic assets owned by the company. However, by Barney
and Clark (2007), the competitive advantage is when a
company is able to generate more economic value than
corporate profits in the industry and sustainable competitive
advantage is when a company is able to generate more
economic value than corporate profits in the industry and when
a competitor cannot mimic the benefits of the strategy or to see
how the company is superior or not [13].

There needs to be a measured value as seen through the
success of the company or the financial aspects of the
measurable aspects. Similarly, research conducted by Ramadan
(2012) found that sustainable competitive advantage can be
measured by outcomes, namely a sales presentation of new
products, presentations inventory costs, and presentation
productivity growth, because the three indicators reflect the
company with high profit and the ability to adapt quickly [14].

To gain a competitive advantage, there are two categories
of resource needed, tangible and intangible assets. Intangible
assets consist of resources and capabilities [15]. Capability is
derived from the human resources as well as the organization's
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activities. However, it requires talented human resources
which are obtained the company through talent management
strategies because talent management has a VRIN
characteristic [16].

Lewis and Heckman (2006), stated that there are three key
concepts of talent management. Firstly, it is the replacement of
the practice of human resource management. Secondly, it is the
development of the talent pool that focuses on meeting the
needs of employees. Third, it focuses on how to manage the
download / talented employees [17]. Moreover, Powell and
Lubitsh (2007), found five talent management perspective
which differentiates between one organization to another
organization, such as: process, culture, competition,
development, and human resource planning [18].

The results of several previous studies suggested that, by
using talent management, the company will get human
resources with potential performance, high level of employee
engagement which significantly reduces turnover giving added
value and positive and significant impact to the competitive
advantage of the companies [19] [20].

Talent management can produce unique and also form the
capability of employees in order to achieve the goals of the
company through the functions of human resource
management in the withdrawal, developing, and maintaining
process. In carrying out its activities, talent management makes
the company capable in finding, retaining and developing their
talented human resources [20] [21]. This is difficult to be
imitated by another company, although it has the same human
resources, how to manage them will differ one and another.
Talent management activities cannot be separated from the
function of human resource management [9] [22].

Therefore, Armstrong (2006) defines talent management as
a process that is crucial to ensure the quality and quantity of
people or employees needed for current and future business
activities. It is a series of integrated activities to ensure the
organization to be more attractive, survive, motivated and
undertake the development of the talented people for recent
and future need. It can be concluded that the talent is one of the
core resources for the organization [9].

Because the output of rattan furniture is a physical product,
it will be easy and quick to be imitated by competitors, but
what distinguishes it is the human resources such as artisans
and their employees as well as the inherent attributes of the
company as a combination that will give the company an
ability to face the competition. All of these are difficult to be
replaced and emulated in quick time. The selection of talented
human resources is the implication of a company that has a
culture, human resource systems and innovative human
resources routines so that it becomes unique to the company.
This process is difficult to be replicated and implemented
quickly by the company's competitors.

Based on the previous explanation, the writer is interested
in studying more about the competitive advantage rattan
furniture industry based on human resource management such
as using talent management strategy in order to find out the
effect of talent management on industry competitive
advantage. It can be concluded that the hypothesis of the



research is that the talent management has a positive influence
on the competitive advantage of the rattan furniture industry.

Based on the explanation above, the indicators used is the
competitive advantage of sales growth, profit growth, the
growth of new products, and the productivity of employees.

Talent Management
HRM Strategy, Attraction and
Retention program, talent audit, role
management, performance Product, Profit, Employee
management, learning and Wael H. Ramadan (2010)— Productivity
development, succession planning, Y)
career management Sponas dan Lioukas, 2001,
(X) Kusumawati 2010, Ramadhan 2012
Amstrong, 2006

Keunggulan Bersaing (KB)
Sales Growth, Growth of New

Fig. 1. Research Framework

The research framework’s proposition is that there is an
influence between talent management to competitive
advantage. Talent management variables include HRM
Strategy, Attraction and Retention program, talent audit, role
management, performance management, learning and
development, succession planning, career management.
Competitive Advantage variables include Sales Growth,
Growth of New Product, Profit, Employee Productivity.

I1l. RESEARCH METHOD

This Primary data were collected through a questionnaire
survey, distribute to 70 furniture, rattan companies member
ASMINDO Cirebon. Talent management measured using
characteristic by Amstrong (2006) and competitive advantage
measured using 4 indicators by Sponas and Lioukas, 2001,
Kusumawati 2010, Ramadhan 2012.

Unit analysis for this research are companies who members
ASMINDO Cirebon by 85 companies. And only 70 companies
being sampled using Slovin and Slovilla formula with error 5%
with 4 people each companies for respondent, such as
designer, craftsman, 2 employees from Human resources
department and export-import department. The data is
categorized into three criteria: low, moderate, and high.
Furthermore, the data are analyzed using simple regression
analysis.

IVV. RESULT AND DISCUSSION

From descriptive analysis, statistics with 95% confidence
level, it is found that, generally, talent management strategy is
in the average category. The highest indicators are motivation
and recognition, employee engagement, relationship between
the employee and their role, career planning for talented
people, internal recruitment.

And the lowest indicators are comfortable to work, change
to evolve, and leadership succession. It indicates the
companies have not been able to create enough work
convenience for its employees. Show as a Figure. 2

31

Leadership sucssesion _ 722,141
Career Path | 773.158
Anticipating of external and internal changes to... NN NN 723.309
Sucssesion management for talented people | I 773158
Change to inviovein learning process | NN 713809
Change to evolve | NN 722.141
Motivationand recognition | R s20.154
Employeeengagement [N 320.154
Comforttowork NN 702757
Relationship between the employee and their role | 520.15:
Self Actulization | 773.158
Role development for talented people [N 743502
Risk of Turnover talented people N 773.158
Development program for talented people NN 772158
Career planning for talented people [N :20.154
Identification talented pecple I 773.158
Building Employee Commitment I 773158
Internal recruitment R 520,541
HR Development Strategy N 773153
HR Management Strategy I 73303
HR Planning Strategy I 743308

640 660 680 700 720 740 760 780 800 820 840

Fig. 2. Total Indicators of Talent Management

The level of Competitive advantage rattan furniture
industry Cirebon categorized enough who became from
employee productivities. Show as Figure 3. It means the level
of competitive advantage rattan furniture industry Cirebon
more focus on employee productivity, because of their
activities based on demand and subcontracting craftsman.
Associated with resource based view perspective, indicates that
the level competitive advantage rattan furniture industry
Cirebon focuses on internal resources especially human
resource  management  through increased employee
productivity. In the end, human resources more productive will
be affected to financial criteria such as no inventory cost and
zero defects. So rattan furniture industry Cirebon that focuses
on the growth rate of productivity of employees, the growth
rate of new products, and the growth rate of new sales to
increase profitability.
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Fig. 3. Score Total Competitive Advantage Indicators

Based on the data processing result, the level of

competitive advantage of rattan furniture industry Cirebon has
positively and significantly influenced by the level of talent
management of 41.2%. This is because the significance value
of 0.000 which is smaller than the significance level was set at
0.05 and t test 6.896 (6.896 > 1.98). Show as Table 1.



TABLE I. COEFFICIENTS

Standardiz
ed
Coefficients

Unstandardized
Coefficients

Model B Std. Error Beta t Sig.
1 (Constant)
0.144 2.016 0.071 0.943
X 0.18 0.026 0.642 6.896 0|

a. Dependent Variable: Z

These results can prove the statement raised by Hanif,
Masood, Tarig, and Azhar (2012) which has been doing a
theoretical study of a variety of research and literature that the
strategy of talent management into a source of sustainable
competitive advantage because every dimension of talent
management has VIRN (valuable, inimitable, rare, and non-
substitutable) characteristics. Rare its mean has a talent pool to
have a potential candidate to produce more effective and
optimal result. And transformation process is human
development activities for the all candidates at talent pool
means valuable. So hard to imitate with others quickly because
has integrated with all process and procedure with human
resource management function. Not surprisingly, research
conducted by Ramadan (2012) suggested that the talent
management can provide a positive and significant impact on
competitive advantage of a company, because the talent
management is a process that is integrated into the corporate
culture in identifying strategic position as well as potential
employees who assured the availability of human capital
appropriate in order to achieve the company's goals faster.

V. CONCLUSION AND SUGGESTION

The result showed that talent management in rattan
furniture industry in Cirebon is in average categories and have
not been able to create enough work convenience for its
employees, which means that the company has not fully
implemented the strategy. And level of competitive advantage
of rattan furniture industry categorized average or sufficient
category that focuses on the growth rate of productivity of
employees. And the level of competitive advantage of rattan
furniture industry Cirebon has positively and significantly
influenced by the level of talent management.

Therefore, it is suggested to do further research on the
factors that influence, talent management, especially in the
rattan furniture industry. And need to be conducted in order to
measurably competitive advantage use resource based view
indicators or VIRN.
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