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Abstract— Talent management is a complex procedure for the 

organization but organization needs talented employees to 

maximize reviews their organizational performances. Talent 

management involves positioning the right people in the right 

jobs. This ensures that the employees maximize Reviews their 

talent for optimal success of the organization. The aim in this 

study is to investigate the relationship between talent 

management and organizational culture among the employee 

performance of Brantas Abipraya Company, The method used is 

descriptive quantitative. The type of the data needed is primary 

for the data and secondary data. The number of respondents as 

many as 35 managers. While the data was collected through 

questionnaire, surveys, interviews and literature review. Data 

analysis techniques used descriptive analysis and simple linear 

regression analysis. 
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I. INTRODUCTION

AFTA in force since the year 2013 marked the 

commencement of the free market where the free market 

imposed goal to streamline and efficient customary 

international trade. Economic globalization and the arrival of 

an era of change in the face of free trade is a serious challenge 

for leaders in managing the organization. In face up change, 

there needs to be a caution to be able to adjust to 

developments while maintaining the continuity of the 

organization in order to survive.  

Moreover entering the middle of the second decade of the 

millennium, several companies have begun to predict what 

will happen in 2020. This prediction is a preventive measure 

to prepare the steps and strategies that the company must take 

in order to remain in the expected business position. The 

prediction is related to the current management challenges, 

namely winning the talent war. 

Talent war is a situation where companies compete against 

their competitors to get the best talent in the labor market. 

This has consequences for the company to be able to do the 

talent selection process and be more skilled at developing 

existing talent. 

This talent war triggers labor piracy in companies in 

Indonesia and the world. In order to get the best workforce, 

the company hires labor. One of the causes of labor piracy is 

the scarcity or imbalance between the existence and needs of 

human resources according to the needs of the company. 

Piracy seems to be legitimate and commonly done by 

using money that is not even a little irrational to obtain quality 

human resources in a short time. The company will experience 

a huge loss in terms of financial, energy and time if the human 

resources with the best talents are taken by other companies. 

The development of the company is hampered because it has 

to find new human resources that need to be formed and 

developed from the beginning by the company. 

The problem is how to attract, develop and maintain 

talented human resources by seeing the real conditions in 

Indonesia at this time. [1] argued that talent management 

affects the performance of the staff of a bank in the Iranian 

Kargaran. [2] revealed the influence of talent management on 

employee performance. [3] revealed the influence of talent 

management on the performance of employees of oil 

companies in Iran. Likewise, [4] revealed the influence of 

talent management on the performance of researchers in the 

faculty. Of all the researchers above they wrote about the 

influence of talent management on oil companies, banks and 

campuses. This is interesting for researchers to write more 

about talent management in one of the construction companies 

in Indonesia. We know that construction companies are 

currently developing very rapidly with massive infrastructure 

development carried out by the government. The number of 

jobs/projects that must be handled by the construction 

company requires the company to be able to have talented 

employees and retain talented employees not to be hijacked by 

other construction companies. 

Talent management is a series of processes by a company 

to identify, develop, maintain, and place the right people in the 

right place. In addition to talent management, organizational 

culture also plays a role in improving organizational 

performance and employee performance. [5]. 
The human and efficiently resource potential of this great, 

if they can be utilized effectively, would be beneficial to 
support a sustainable national development rate. To support the 
development of quality human resources, it takes a quality 
education, the provision of various social facilities and 
adequate jobs. The main challenge is how to create a real 
human resource to produce an optimum performance to 
achieve the objectives of a company. 
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II. LITERATURE REVIEW

Employees are an important resource for the company 

because it has the talent, energy, and creativity that is needed 

by the organization to achieve its objectives. Employees are 

the key determinant of the success of the company. For any 

employee other than required to have the knowledge, skills, 

and abilities, must also have the experience, motivation, self-

discipline, and morale is high, so if the employee's 

performance is good then the performance of the company 

will also increase the lead to the achievement of corporate 

goals. 

Achievement of corporate goals requires a good human 

resource management, that human resource management is 

based on the view that human resource is the primary resource 

and the company's performance much depends on this, the 

implementation of policies and effective HR processes will 

impact substantially on the company's performance.  

Performance is a very important thing for any organization 

or company. [6] states that there are several factors that affect 

the performance of HR such as individual factors, factors of 

leadership, team factors, system factors, and situational 

factors. The first factor that affects the performance of 

individual employees is a factor that includes knowledge, and 

talent as the ability of the individual from birth. 

At first, Organizational culture is not in demand by those 

nonacademic, because they do not believe that has had 

enormous influence on organizational performance. However, 

after research conducted by universities and consultants such 

as Harvard, Stanford, MIT, McKinsey, and MAC started to 

feel the importance of that which they call the corporate 

culture or the culture of the organization. Their premise 

through the results of three studies, among others, research on 

Japanese companies that continuously outperform competitors 

from the United States, American companies that still have a 

good performance in the middle of the intensification of 

business competition heated up since the 1970s, and the 

company are struggling to develop and implement a strategy 

to face the new competitive environment. 

The corporate culture can provide considerable influence, 

particularly if the culture is strong strong corporate culture can 

affect the performance of the employees that will ultimately 

improve the company's performance and can improve the 

competitiveness of the company. 

The study was conducted at the head office of Brantas 

Abipraya Company.The company is one of the seven (7) SOE 

works under the auspices of the minister of state. The reason 

for the selection of research sites, due to Brantas Abipraya 

Company is one of the companies that implement talent 

management and cultivation organizations to manage human 

resources in order to achieve maximum performance. The 

purpose of this study was to obtain information and analyze 

the influence of talent management and organizational culture 

on employee performance, either jointly or partial. 

Figure 1. Research model. 

III. METHODOLOGY

This research uses an explanation or explanatory research 

study with a quantitative approach. This study will be carried 

out in the company of Brantas Abipraya Company located at 

Jalan DI Panjaitan Kav 14 Cawang. 

The target population in this study are all managers in the 

headquarters of Brantas Abipraya Company which amounts to 

35 managers. 

IV. RESULTS AND DISCUSSION

A. Implementation of talent management

Talent management practices in Brantas Abipraya

Company Head Office Cawang-Jakarta, carried out by a 

special section which is under the auspices of the field of 

Human Resources and Organization. The definition of talent 

management is to manage the assets according to the 

company's human resources that add value or contribution to 

the company's performance. The program aims to select those 

that are considered appropriate and has the potential to 

contribute to improving the performance of the company. 

As for the practical implementation of talent management at 

Brantas Abipraya Company Head Office Cawang consists of 

several stages, including: 

Employee Talent Mapping, serves to identify employees 

who have the potential and competence in accordance with 

predetermined criteria; Employee Development talented, 

development and cultivation of talented employees are done 

so that employees in accordance with the company's 

expectations as well as having the readiness for structural 

positions are nominated; Staffing talented, Employees placed 

according to their talents, potentials, and competencies that are 

expected to contribute the maximum to improve company 

performance; Retaining talented employees, the Company 

provides financial and non-financial rewards based on 

performance in an effort to maintain employee motivation and 

loyalty. 

B. Implementation of organizational culture

The practice of organizational culture on Brantas Abipraya

Company Head Office Cawang-Jakarta, starting with 
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formulating the organizational culture in accordance with the 

vision of the company and the development of the 

construction services business competition today. This culture 

was formulated in the form of cultural values as follows: 

 Entrepreneurship, in nature every action consider the profit or 

loss for the company, both financial and non-financial, risk 

and responsibility towards stakeholders; Professionalism, 

which is honest, compact, team-work, self-sufficient, working 

with a superior standard and is recognized internationally and 

uphold professional ethics in order to meet the expectations of 

stakeholders; Innovative, which is working with the clear 

concept, creative in applying new and better solutions in terms 

of inputs, processes, products and services to benefit the 

company and satisfying customers; Competitive, that is tough, 

unyielding and tenacious in maintaining and improving the 

Company's existence to win the competition in the 

construction industry and provide the best-added value for the 

Company. 

Of the four cultural values are shortened to EPIC. To be able 

to run the cultural values, socialization continues to be 

performed continuously to all employees so that cultural 

values that have been formulated for this to work as expected. 

C. Results of multiple linear regression analysis 

Serves multiple linear regression analysis to analyze the 

relationship and influence between the variables Talent 

Management (X1) and Cultural Organization (X2) to variable 

employee performance (Y). 

The results of the regression coefficient calculated using the 

program software SPSS V.21 equation regression models, 

namely 

Y = a + b1x1 + b2X2 + 

Y = 7505 + 0130 + X2 0.762X1 (1) 

Constants of 75.05 states that if there is no talent management 

value (X1), organizational culture (X2) the employee 

performance (Y) value is 75.05. 

The regression coefficient talent management variables (X1) 

of 0.762 states that each additional one (1) unit value on talent 

management variables (X1), it will increase employee 

performance (Y) equal to 0.7505 times the constant of 75.05. 

The coefficient is positive, meaning a positive relationship 

between talent management with employee performance. The 

better the talent management will increase employee 

performance. 

The regression coefficient variable organizational culture (X2) 

is 0.130 states that each additional one (1) unit values in 

organizational culture (X2) will improve employee 

performance (Y) equal to 0.130 times the constant of 75.05. 

The coefficient is positive, meaning a positive relationship 

between the cultures of the organization with the performance 

of the employee, the stronger the organizational culture that 

will increase employee performance. 

D. The coefficient of determination (R2) 

Based on the calculation results obtained statistically 

adjusted R2 of 0.441, so it can be concluded that the Talent 

Management (X1) and Cultural Organization (X2) effect by 

44.1% to variable employee performance (Y). While the 

remaining 55.9% is influenced by other variables that are not 

addressed in this study. 

E. F test results 

Based on the calculation of F test statistic obtained the value 

of F> F table (14.431> 3.15) and the Sig 0,000b <0:05 so that 

it can be concluded that the Talent Management (X1) and 

Cultural Organization (X2) significantly together with the 

Employee Performance (Y). 

 

V. CONCLUSION 

Based on the results of statistical analysis known that the 

Talent Management and Organizational Culture significant 

effect along the Employee Performance. The results of this 

study reinforce the theory [7] which states that ideally talent 

management should run concurrently with the four important 

strategies more become a basic necessity and a boon for the 

company, the talent management as a strategy for managing a 

series of planning, strategy to support the company's strategy, 

a strategy to develop employees and strategies to retain 

employees. 

Strong organizational culture may affect employee 

performance. Results pens his reinforce the theory Hofstede 

elitist [8], Strong organizational culture can encourage the 

behavior of its employees and other elements of the company 

to improve its performance, so as to improve company 

performance. 
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