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Abstract

The purpose of this article is to collect information on previous research on talent research trends in international
market-based organizations 2018 - 2021, with Bibliometric analysis. The analytical tool used in this article is to
use VOSviewer. The data sources used are 985 RIS documents obtained from Google Scholar and Scopus
databases with Publish or Perish software. The analysis results show that the most significant nodes are firm
performance. This shows the trend of talent management that is most often carried out. These nodes also correlate
with a performance measure and culture nodes.

Keywords: Talent Management, Bibliometric Analysis, Firm Performance, International Organization, Trend
Research

1. Introduction

Globalization is changing how business works and creating a new era in almost all industrial sectors. This certainly
impacts the increasingly complex market complexity in the business world, the evolution of technology in the
future, and a significant increase in global competition (Tarigan et al., 2018). Issues related to globalization that
occur require every organization in all fields to face competitiveness in their respective industries. In this
competition, talent management today is the fundamental driving force for organizations to succeed in facing
globalization (A El Dahshan et al., 2018). In addition, due to changing industry dynamics, organizational managers
in all sectors need a new perspective on the work goals and attributes of future generations of workers to attract,
recruit and retain talented people (Qureshi et al., 2022). Therefore, every organization needs continuous learning
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to obtain further information that can be used as a competitive advantage and develop an effective business
strategy. This causes the need for organizational learning processes to increase.

Talent management is crucial in creating, developing, and maintaining a competitive advantage for every
organization (Jindal & Shaikh, 2021). In the face of globalization, organizations must be responsive to
organizational learning that focuses on individuals involved in the organization because they are a source of ideas
and knowledge in line with how to design appropriate strategies for employees to compete in the international
market. The strategy applied must be correct so that the organization can run following the specified goals.
Organizations must also have characteristics, develop and, as long as possible, retain employees, especially those
with extraordinary potential. Therefore, organizations compete with each other to acquire and retain talent so that
their organizations develop and continue to grow (A El Dahshan et al., 2018).

Human capital refers to knowledge, skills, and abilities more valuable to the recipient organization than current
organizations (Amankwah-Amoah, 2020). Additionally, businesses that are able to recruit and keep competent or
great workers through efficient talent management will be able to thrive in a changing business climate since these
workers may be able to grow and advance in ways that are advantageous to the firm. That way, talent management
is indeed very influential in this issue. Talent management is a strategic process that is very important in ensuring
the sustainability and success of an organization (Shingenge et al., 2022). A competent workforce is currently
being prioritized more as a result of advancements in the information economy. The key to getting the best
outcomes is having the best talent. A winning organization is created through an efficient talent management
system that uses tactics designed at various levels. The competitive advantage of a winning organization depends
on the ability to effectively recruit, retain, deploy and engage talent at all levels of the hierarchy (Hongal &
Kinange, 2020a).

Talent management is also a major global challenge facing most organizations worldwide. Due to the scarcity of
talent, organizations worldwide are competing for the same talent to acquire and retain talent to sustain their
operations and continue to grow in service and profitability. Since 2010, there has been an increasing number of
empirical studies on talent management, leading to the first claim that this mode of management, as the concept
mentioned earlier, is likely to become a mature trend in the next few years (TABOR-BLAZEWICZ, 2019). Thus,
it can be explained that talent management is important to study in line with the development of international-
based business organizations. Companies such as AT&T Inc., Walmart Inc., JP Morgan Chase & Co., and
Accenture PLC have begun efforts to prepare workers for new roles. At a time of historically low unemployment
and rapid digital transformation requiring high-tech job skills, more US companies are saying they want to help
their employees transition to new positions (Chip Cutter, 2019).

2. Method

This research was conducted to collect information from previous research related to trends in talent research in
international market-based organizations from 2018 - 2021 so that it is included in Bibliometric research.
Bibliometric methodologies summarize the application of quantitative techniques (i.e., bibliometric analysis—
e.g., citation analysis) to bibliometric data (e.g., publication units and citations) (Donthu et al., 2021) To conduct
a literature review, meta-analysis, bibliometric study, and content analysis. This study adopted a method to
identify, sort, and report related articles (Nagariya et al., 2021).

The review of criteria that might be integrated in the selection and recruiting process for company growth has been
explored in several earlier papers on the issue of talent management and bibliometric models (Abbasi et al., 2022).
The previous research discussed more about the condition of talent management itself on a global scale (Beechler
& Woodward, 2009). In the meanwhile, a different piece explores how talent management affects organizational
performance (Hongal & Kinange, 2020b), (Ejovwokeoghene et al., 2018), (A El Dahshan et al., 2018). Some of
these articles became support for the preparation of this research trend.

213



Asian Institute of Research Economics and Business Quarterly Reviews Vol.5, No.4, 2022

The data sources for this research are international articles, and the organization of the data is done by searching
through the database that we got through Google Scholar on the publish or perish software. For keywords in the
search field it is written as (JUDUL-ABS-KEY ((TALENT MANAGEMENT INTERNATIONAL MARKET-
BASED ORGANIZATIONS "all"))). The open access and registry institution keywords or phrases are searched
in the database using the "Document Search" search area. The year of publication, the organization that published
it, the country, the name of the journal/publication, the type of text, and the research subject were all analyzed
descriptively with a maximum limit of 1000 documents. From these keywords, we got 985 documents which we
made the main research material. The second database used to get data is Scopus, where the search field is written
as follows: TITLE-ABS-KEY (talent management international market based organizations) AND ( LIMIT-TO (
PUBYEAR,2021) OR LIMIT-TO ( PUBYEAR,2020) OR LIMIT-TO ( PUBYEAR,2019) OR LIMIT-TO (
PUBYEAR,2018) ) AND ( LIMIT-TO ( SUBJAREA,"BUSI" ) OR LIMIT-TO ( SUBJAREA,"ECON") ) only 6
RIS data were obtained.

To find out the results of the literature analysis in terms of the quantity of documents each year, the activeness of
the authors on this topic, and countries with dominant references. Meanwhile, for data retrieval through Scopus
with the following keywords: TITLE-ABS-KEY (talent management international market based organizations)
AND ( LIMIT-TO ( PUBYEAR,2021) OR LIMIT-TO ( PUBYEAR,2020) OR LIMIT-TO ( PUBYEAR,2019)
OR LIMIT-TO ( PUBYEAR,2018) ) AND ( LIMIT-TO ( SUBJAREA,'BUSI" ) OR LIMIT-TO (
SUBJAREA,"ECON"))

Data is exported in RIS Export file format to distribute research map information. The researcher then exported
the data in (RIS) format and used VOSviewer. Data analysis using VOSviewer application to display bibliometric
maps (Prastya et al., 2021) from a research design that focuses on the main themes of research problems in
international market-based organizations 2018 - 2021. Based on this description, the following is the research
model of this article:

Literatur Data VOSviewer Data‘. ‘
Review Collection E— Analysis
A
Publish Or .
perish, | Data Extract Result Conclusion
Scopus (RIS)

Figure 1: Research Model
3. Results

3.1 Statistics

If we look more deeply, bibliometric research from 2018 to 2021 continues to increase yearly. This figure also
represents the publication trend of bibliometric papers between 2018 and 2021. The data is taken from the Scopus
database using the keyword “bibliom*”. So looking at the data, researchers or writers still favor the trend of
analysis using the bibliometric method.
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Figure 2: Documents by year
Source: Scopus data analysis

From the graph results, seen from the graph results continue to increase from 2018 to 2021, it can be explained
that research using bibliometric analysis schemes is still exciting and favored by some researchers. Bibliometrics
in that year was quite popular because this database is usually used in academic research and bibliometric analysis
due to its large size, the number of indexed papers and journals, and high scientific relevance. (Almeida et al.,
2021).

Year . Documents
2021 5593
2020 3886
2019 2840
2018 2261

Figure 3: Documents by year
Source: Scopus data analysis

More specific results can be seen in the table above, where based on the results of the analysis obtained from the
Scopus database, the research related to the bibliometric model in 2018 was 2261 studies, followed by the
following year as many as 2840 in 2019 and 2020 as many as 3886 documents. The most documents from the
results of the Scopus database analysis are in 2021 with a total of 5593 research documents. The increase in the
number of documents each year indirectly explains that researchers increasingly favor research with bibliometric
models. The increase in the number of documents with bibliometric models could also be because based on
bibliometric techniques researchers can also identify different sub-fields, and characterize them concerning their
underlying assumptions, research design, contributions to the field and future research trajectories.(Anand et al.,
2021). Additionally, some studies have stated that quantitative review methods, such as bibliometric analysis, can
give researchers a high degree of completeness without a time or scope restriction and minimize worries about
selection bias in the sampling process (Zhang et al., 2021).
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Figure 4: Documents by subject area
Source: Scopus data analysis

Other results from the analyses produced by Scopus from 2018 to 2021, the subject areas of research with a fairly
large percentage are economics, econometrics and finance and engineering (13.2%) and engineering with the same
percentage (13.2 %). The next subject area, which is related to social science articles, is (23.7%). The largest
subject area is business, management and accounting (31.6%). The number of studies that focus on the subject
area is certainly in line with the sector experiencing growth. Growth in this sector can be caused by various factors.

Growth also describes a company's overall increase in resources (including cash and human capital), output
(including the quantity of items produced), and market share (Kalogiannidis, 2021). Expansion to acquire new
markets is essential to increase profitability. However, of course, this process must be accompanied by good
management. In this regard, a study found that employee performance, selection, and recruitment procedures play
an essential role in business growth (Abbasi et al., 2022). The largest percentage is another consideration that the
trend of talent management is a topic that can be studied more deeply.

Documents by country or territory
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Figure 5: Documents by country or territory
Source: Scopus data analysis
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The comparison of global talent management trends from 2018 to 2021 obtained from the Scopus database is
dominated by China with 947 documents followed by the United States with 371 documents in second place.
Furthermore, in the third position is the UK where the documents produced are 205 documents. Below are the
countries of India, Australia, Malaysia, Spain, Russian Federation, Indonesia, and the last position is South Africa.

This comparison can be taken into consideration that in China, there is intense competition to get employees with
good talents. In addition to global competition in China that year, it was also due to the massive COVID-19 virus
pandemic in the country. The occurrence of the pandemic certainly impacts economic growth in the country, and
to restore it, of course, organizations in the country must have better output than before. Then in line with
producing good output, the organization in that country must be supported by many factors, one of which is good
talent.

3.2 Bibliometric Data
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Figure 6: Analysis of RIS

Source: Publish or Perish data using VOSviewer
The analysis above results from the overall analysis of the RIS data processed using VOSviewer. These results

describe topics related to TM used by researchers in compiling articles. The topics that emerge from the analysis
results will then be called "Nodes." From these nodes, the researcher took the most important nodes. The size of
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the node/circle indicates the number of publications, and the line between the two nodes represents the academic
relationship between the two organizations, and the shorter the line, the stronger the link (Guan et al., 2021).

4. Discussion
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Figure 7: Analysis of RIS (Publish or Perish) data using focus VOSviewer node firm performance
4.1 Firm Perfomance

The results of the analysis that have been carried out explain that the largest node is Firm Performance. This
indicates that research on "Firm Performance" is the most widely conducted research topic. Talent management
aims to create a high-performing and sustainable organization that meets its strategic and operational goals and
objectives (A El Dahshan et al., 2018). And organizational performance depends on the performance of its
employees. If an organization's employees have unique competencies, it will differentiate them from their
competitors (Hongal & Kinange, 2020a) A good talent management strategy can provide effective work results in
an organization or company. In other words, when an employee is allowed to be mentored, trained, appreciated,
recognized, motivated, and empowered to perform some leadership role, it can help improve and improve the
pattern so that employees can believe in their ability to achieve and achieve goals (Omotunde & Alegbeleye, 2021).

The research trends of TM and the company's performance, when viewed from the results of the bibliometric
analysis that has been carried out, are very close. In some research on talent management practices, the focus is
on the various talents of organizational employees that can help companies achieve success. That's because
talented individuals are likely to do their job well and show outstanding performance in certain environments
(Tarigan et al., 2018) Reviewing any organization's success depends on its employees' effective performance
through effective human resource management practices (Khdour, 2021).
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Talent management is not always related to how managers set strategies for their employees to improve company
performance but also in efforts to retain employees. Therefore, how to secure and retain key talent emerges as a
management problem for managers (Yi et al., 2021). In line with this opinion, another study of trend TM explains
Talent Management is the process of attracting, finding, growing, attracting, retaining, and placing people who are
invaluable to the company, considering the “good prospects” for the long term or as they perform the function. -
an important function for a company (Suwaidi et al., 2018).

4.2 Competition

Firm performance is then connected to the competition nodes. Competition in globalized talent management is
changing how business works and creating a new era in almost all industrial sectors. This leads to a sharp rise in
global competitiveness, ongoing technological advancements, and the complexity of the expanding industry that
are altering the corporate landscape (Tarigan et al., 2018). Issues related to globalization that occur require every
organization in all fields to face competitiveness in their respective industries. In this competition, talent
management today is the fundamental driving force for organizations to successfully face globalization (A El
Dahshan et al., 2018). In addition, due to the changing industry dynamics, organizational managers in all sectors
need new perspectives on the work goals and attributes of future generations of workers to attract, recruit and
retain talented people (Qureshi et al., 2022).

The increasingly fierce competition also encourages organizations to have a competitive advantage. Talent
management plays a crucial role in creating, developing, and maintaining a competitive advantage for any
organization (Jindal & Shaikh, 2021). In the face of globalization, organizations must be responsive to
organizational learning that focuses on individuals involved in the organization because they are a source of ideas
and knowledge in line with how to design appropriate strategies for employees to compete in the international
market. The strategy must be correct so the organization can run following the specified goals and have a
competitive advantage.

4.3 Director

The next trend of discussion related to talent management is the director or leader. Additionally, the capacity of
the company to successfully attract, hold on to, use, and engage talent at all levels of the hierarchy is its competitive
edge (Hongal & Kinange, 2020b). It also explains that in addition to employees with talents, leaders are also
involved in achieving organizational goals and competitive advantage. A leader is someone who organizes and
plans every operational activity, and he has the right to provide something according to the needs of his
organization (Abdulridha Jabbar & Hussein, 2017).

Leaders can empower employees and encourage them to feel responsible for realizing the vision and mission of
the organization (Putri & Rofi, 2018). In other words, not only looking for employees who match the organization,
but the leader must also nurture his followers to bring out the best performance in the organization. That way,
talent management will be integrated with the leadership style. Some things that must be considered by companies
for their employees are by providing training to support employees in the development process in carrying out
work, paying attention to the talents or talents possessed by these employees to achieve success in the company
and how the leadership style of the company leaders to assist employees in implementing his work in the field.

4.4 Performance Measure

The next trend is towards performance measures. Considering that employees with good talent scores are so
important for organizations and companies, previous research stated that “there are three dimensions in talent
management as a measurement tool which includes Talent Attraction which must be appropriately planned to get
transparent results from overall results and the development of consistency organization, Talent Development with
benefits in increasing the output of what has been learned, and the last is Talent Retention which is the primary
concern of the company to maintain a competitive workforce (Sari et al., 2020). Additionally, according to other
research, most firms place a high priority on attaining performance targets, which they do so by employing key
performance indicators to measure progress. This strategy is related to management by objectives, where superiors
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and subordinates agree on job assignments and responsibilities for a certain period of time, specify precise goals,
evaluate these goals, and establish a deadline (Bostjanci¢ & Slana, 2018). Trends related to performance measures
according to bibliometric results do not have much interest, so it can be an opportunity in the future for further
research.

4.5 Culture

Nodes from the firm performance are also correlated with several topics, one of which is culture. Some researchers
put forward the idea of possible differences in TM practice depending on the cultural context but admit that too
little empirical research has been done so far (Forsman et al., 2018). In another study, TM is not a foreign practice
in culture. On the contrary, it can be used as a helpful tool for employee attraction, retention, development, and
improving organizational performance in a highly competitive environment (Ejovwokeoghene et al., 2018). The
study explains that the topic of culture has a relationship with firm performance. TM strategy in the organization
is not all created by the organization.

As for organizations that adopt the TM strategy from organizations in developed countries to be implemented,
even adopt it in its entirety. However, some researchers have argued that organizations in developing nations
shouldn't just follow the TM models used in developed nations because they might not produce the same results
because of a variety of issues (like as cultural differences, structural inequalities, conflicts that arise from
differences in culture and religion, and underdeveloped financial markets), which will have an impact on how
effectively it is implemented (Aina & Atan, 2020). In line with the results of bibliometric analysis, research related
to TM and culture can be developed and further research conducted in the future.

5. Conclusion

This research is an analysis of trends from previous research. Using bibliometric analysis to get research trends
with the VOSviewer tool and Publish or Perish to collect data from Google Scholar and SCOPUS databases. The
database is then compared based on the specified keywords. From the google scholar database, the amount of data
obtained was 985 RIS data, while the SCOPUS database only had 6 RIS data. In the end, no further calculations
were carried out due to insufficient data. The selection of keywords that are carried out can also affect the search
results that have been carried out so that the lack of data obtained cannot be ascertained due to the lack of
publications in the database, but because keywords determine the search for the two databases.

Based on the results of research on RIS data from the Google Scholar database assisted by publishing or perish
with the VOSviewer analysis tool, the trend of TM in international market-based organizations has the most
significant nodes, namely "firm performance." This indicates that most TM research is related to the topic, namely
firm performance. In line with this trend, several studies explain that the goal of talent management is to create a
high-performing and sustainable organization that meets its strategic and operational goals and objectives (A El
Dahshan et al., 2018). And organizational performance depends on the performance of its employees. If an
organization's employees have unique competencies, it will differentiate them from their competitors (Hongal &
Kinange, 2020a). There are other nodes related to firm performance trends, namely competition, director
performance measure, and culture.

Some of these trends are the result of research that has been done on the primary subject of talent management,
with the most important node being "firm performance," where most firms place a high priority on reaching
performance objectives, which they evaluate using key performance indicators. This strategy is related to
management by objectives, where superiors and subordinates agree on job assignments and responsibilities for a
certain period of time, specify precise goals, evaluate these goals, and establish a deadline (Bostjanc¢i¢ & Slana,
2018) as well as the idea of possible differences in TM practice depending on the cultural context, but
acknowledges that too little empirical research has been done so far (Forsman et al., 2018).
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This research is an analysis of trends that are spread over 2018 — 2021. This research is only limited to discussing
research trends and does not discuss in detail the results of the analysis that has been done. From the results of this
trend, future researchers can develop research in terms of nodes that have received less attention from researchers
but are pretty important. Node talented manager is one of them. These nodes are considered necessary because the
most critical role in talent development is played by operational managers (direct managers). These are managers
who need to understand what makes each employee stronger (Ahmadiyeh et al., 2020). By developing research
based on nodes not paid attention to, it is hoped that the analysis and research will be more varied and can explore
more details in the research conducted.

References

A El Dahshan, M. E., Ismail Keshk, L., & Shehata Dorgham, L. (2018). Talent Management and Its Effect on
Organization Performance among Nurses at Shebin EI-Kom Hospitals. International Journal of Nursing,
5(2), 2373-7670. https://doi.org/10.15640/jns.v5n2a10

Abbasi, S. G., Tahir, M. S., Abbas, M., & Shabbir, M. S. (2022). Examining the relationship between recruitment
& selection practices and business growth: An exploratory study. Journal of Public Affairs, 22(2).
https://doi.org/10.1002/pa.2438

Abdulridha Jabbar, A., & Hussein, A. M. (2017). 532 (I120R) InfoBase Index IBI Factor 3.86 Cite This Article.
International Journal of Research-Granthaalayah, 5(5), 99-106. https://doi.org/10.5281/zenod0.583890

Ahmadiyeh, S. H., Tavakoli, A. M., Salajegheh, S., Sheykhi, A., & Pourkiani, M. (2020). Structural Equations
Modeling of the Relationship between Human Resource Strategies and Talent Management with the role of
Educating Workers in Governmental Organizations of Kerman Province. Revista Tempos e Espacos Em
Educacéo, 13(32), 1-23. https://doi.org/10.20952/revtee.v13i32.13263

Aina, R. al, & Atan, T. (2020). The impact of implementing talent management practices on sustainable
organizational performance. Sustainability (Switzerland), 12(20), 1-21. https://doi.org/10.3390/su12208372

Almeida, F. L. C., Castro, M. P. J., Travélia, B. M., & Forte, M. B. S. (2021). Trends in lipase immobilization:
Bibliometric review and patent analysis. In Process Biochemistry (Vol. 110, pp. 37-51). Elsevier Ltd.
https://doi.org/10.1016/j.prochio.2021.07.005

Amankwah-Amoah, J. (2020). Talent management and global competition for top talent: A co-opetition-based
perspective. Thunderbird International Business Review, 62(4), 343-352. https://doi.org/10.1002/tie.22136

Anand, A., Argade, P., Barkemeyer, R., & Salignac, F. (2021). Trends and patterns in sustainable entrepreneurship
research: A bibliometric review and research agenda. Journal of Business Venturing, 36(3).
https://doi.org/10.1016/j.jbusvent.2021.106092

Beechler, S., & Woodward, L. C. (2009). The global “war for talent.” Journal of International Management, 15(3),
273-285. https://doi.org/10.1016/j.intman.2009.01.002

Bostjancic, E., & Slana, Z. (2018). The role of talent management comparing medium-sized and large companies
- major challenges in attracting and retaining talented employees. Frontiers in Psychology, 9(SEP).
https://doi.org/10.3389/fpsyg.2018.01750

Chip Cutter. (2019). Amazon-to-retrain-a-third-of-its-u.s.-workforce.

Donthu, N., Kumar, S., Mukherjee, D., Pandey, N., & Lim, W. M. (2021). How to conduct a bibliometric analysis:
An  overview and  guidelines.  Journal of Business  Research, 133, 285-296.
https://doi.org/10.1016/j.jbusres.2021.04.070

Ejovwokeoghene, M., Yewande, O. A., Oluseye, O., & Joseph, O. (2018). Talent Management as a Determinant
of Firm Performance: A Conceptual Approach. Business & Social Sciences Journal (BSSJ), 3(1), 21-32.

Forsman, J., Martti Luttinen, & Akseli Tarino. (2018). The influence of the Nordic cultural context on talent
development and retention in knowledge-intensive organizations.

Guan, G., Jiang, Z., Gong, Y., Huang, Z., & Jamalnia, A. (2021). A Bibliometric Review of Two Decades’
Research on Closed-Loop Supply Chain: 2001-2020. In IEEE Access (Vol. 9, pp. 3679-3695). Institute of
Electrical and Electronics Engineers Inc. https://doi.org/10.1109/ACCESS.2020.3047434

Hongal, P., & Kinange, Dr. U. (2020a). A Study on Talent Management and its Impact on Organization
Performance- An Empirical Review. International Journal of Engineering and Management Research,
10(01), 64—71. https://doi.org/10.31033/ijemr.10.1.12

Hongal, P., & Kinange, Dr. U. (2020b). A Study on Talent Management and its Impact on Organization
Performance- An Empirical Review. International Journal of Engineering and Management Research,
10(01), 64-71. https://doi.org/10.31033/ijemr.10.1.12

221



Asian Institute of Research Economics and Business Quarterly Reviews Vol.5, No.4, 2022

Jindal, P., & Shaikh, M. (2021). Talent Retention: A Mediator of The Relationship Between Talent Management
Strategies and Succession Planning. Asian Academy of Management Journal, 26(2), 117-142.
https://doi.org/10.21315/aamj2021

Kalogiannidis, S. (2021). Business Trust and Communication as Predictors of Business Growth. Wseas
Transactions on Business and Economics, 18, 1512—-1522. https://doi.org/10.37394/23207.2021.18.138

Khdour, N. (2021). The role of human resource managers in the promotion of hotel sector as a brand in Jordanian
hotel industry - a cross-sectional study. Cogent Business and Management, 8(1).
https://doi.org/10.1080/23311975.2021.1875535

Nagariya, R., Kumar, D., & Kumar, 1. (2021). Service supply chain: from bibliometric analysis to content analysis,
current research trends and future research directions. Benchmarking, 28(1), 333-369.
https://doi.org/10.1108/B1J-04-2020-0137

Omotunde, O. I., & Alegbeleye, G. O. (2021). Talent management practices and job performance of librarians in
university libraries in Nigeria. Journal of Academic Librarianship, 47(2).
https://doi.org/10.1016/j.acalib.2021.102319

Prastya, D. E., Misran, & Nurmandi, A. (2021). A bibliometric analysis of E-Democracy on government research.
Jurnal limiah Mimbar Demokrasi, 20(2), 71-80. https://doi.org/10.21009/jimd.v20i2.19772

Putri, P. R., & Rofi, M. (2018). Transformational Leadership: Intellectual Stimulation Dalam Pemberian Intervensi
Spiritual Emotional Freedom Technique (Seft) For Inmates in Correctional Institutions Transformational
Leadership: Intellectual Stimulation in Providing Spiritual Emotional Freedom Technique (SEFT)
Intervention for Inmates at Prison. In Prosiding Seminar Nasional Mahasiswa Unimus (Vol. 1).

Qureshi, N. A., Channa, N. A, & Aisha, R. (2022). A Fresh Look at the Interplay of Work Goals, Work Attributes
and Graduates’ Intention to Apply for a Job. In Journal of Higher Education Theory and Practice (Vol. 22,
Issue 2).

Sari, D. P., Hani, G., Ayuningtyas, S., & Psi, M. M. (2020). The effect of talent management on employee
performance of telkom education foundation employees in bandung city.

Shingenge, S. N., Saurombe, M. D., & Saurombe, M. (2022). SA Journal of Human Resource Management.
https://doi.org/10.4102/sajhrm

Suwaidi, Rahman Amrullah, & Ardyanfitri, H. (2018). Talent Management in Improving Job Satisfaction of
Education Workers at Upn Veteran Jawa Timur (Vol. 1, Issue 1). http://kelembagaan.ristekdikti.go.id

Tabor-Btazewicz, J. (2019). Internal Conditioning of Talent Management 2 In Large Enterprises. Scientific Papers
of Silesian University of Technology. Organization and Management Series, 2019(138), 241-252.
https://doi.org/10.29119/1641-3466.2019.138.19

Tarigan, J., Ferdian, G. N., Hatane, S. E., & Dharmayanti, D. (2018). Talent Management and Financial
Performance: Does Organization Learning Mediate That Relationship? Asia Pacific Management and
Business Application, 007(01), 1-16. https://doi.org/10.21776/ub.apmba.2018.007.01.1

Yi, H. T., Cha, Y. B., & Amenuvor, F. E. (2021). Effects of sales-related capabilities of personal selling
organizations on individual sales capability, sales behaviors and sales performance in cosmetics personal
selling channels. Sustainability (Switzerland), 13(7). https://doi.org/10.3390/su13073937

Zhang, Y., Zhang, M., Li, J., Liu, G,, Yang, M. M., & Liu, S. (2021). A bibliometric review of a decade of research:
Big data in business research — Setting a research agenda. Journal of Business Research, 131, 374-390.
https://doi.org/10.1016/j.jbusres.2020.11.004

222



	1. Introduction
	2. Method
	3. Results
	4.1 Firm Perfomance
	4.2 Competition
	4.3 Director
	4.4 Performance Measure
	4.5 Culture

	References

