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INTRODUCTION

The rapid change due to the Industrial Revolution 
4.0 has forced various sectors to adapt immediately, 
including the government sector, which must imple-
ment agile governance. Policymakers must continue 
to adapt to a new environment undergoing rapid 
changes and reposition the function of regulators. 
The new environment requires the government and 
regulators to immediately collaborate with the busi-
ness world and the community (Schwab, 2017). In 
addition to the Industrial Revolution 4.0, the rise of 
Society 5.0 has transformed the order of social life. 
Society 5.0 proposes that every existing problem 
can be solved through a combination of innovations 
from various elements of the industrial revolution 
4.0 (Lane & Dirk, 2017). Development in Society 
5.0 focuses more on humans as the main subject in 
controlling scientific and technological progress, not 
as objects threatened or influenced by the Industrial 
Revolution 4.0 (Ellitan & Anatan, 2020). Facing these 
conditions, organizations can apply two strategic sur-
vival approaches: leading and being flexible. Leading 
means having to act fast when taking risks to take 
advantage of digitalization opportunities early on. 
Meanwhile, flexibility is being very concerned with 
the surrounding environment and the strategies to 
follow the existing environment but still focusing on 

the company's main competencies (Ellitan & Anatan, 
2020). 

Facing this condition, the Indonesian govern-
ment launched the "Indonesia Gold 2045" vision. In 
2045, Indonesia is expected  to become a developed 
country and one of the five world economic powers 
with superior human qualities and mastery of sci-
ence and technology, more equitable people's welfare 
and national resilience, and solid and authoritative 
governance. Indonesia's vision is achieved through 
four pillars of development, where one of the pil-
lars is the realization of a more stable government. 
It can be achieved with the  human resources of the 
state civil apparatus, which are (1) professional and 
able to manage change well, (2) think creatively, 
systematically, evidence-based, global-minded, and 
inclusive, (3) have a high and productive work ethic, 
and (4) provide proactive services according to public 
needs (Ministry of National Development Planning/
Bappenas, 2019). In addition, it is hoped that the 
Smart State Civil Apparatus (ASN) is innovative, 
adaptive, and progressive; they should become digital 
talents and leaders who can play an essential role in 
realizing a successful change in the digital bureau-
cratic governance (Mudzakir, 2020). 

One of the government's strategies to realize Smart 
ASN is implementing talent management. The topic 
of talent management has been widely discussed since 
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the introduction of The War for Talent, which was 
introduced by Chambers in 1998 (Collings, 2014). 
Talent management is a systematic process to identify 
and screen potential employees to grow and be highly 
committed to work (Meyers & Woerkom, 2014). 
Talent management is an integrated set of activities 
to ensure the attraction, maintenance, motivation, and 
development of skilled employees needed, now and 
in the future, by the organization (Ghomi & Ahmadi, 
2018). 

In line with this, the development of talent man-
agement must be supported by the implementation of 
an optimal merit system to realize human resources 
that have the potential to follow  the position to be 
occupied. Currently, transparent talent management 
has been implemented in government agencies. Even 
though it has been regulated, the process and develop-
ment of talent management in the public sector still 
face some obstacles. The ASN planning process is 
poorly managed, resulting in the ASN's composition 
imbalance. The design of ASN is still not propor-
tional between administrative staff and functional 
staff (Eksaura Syifana Putri, 2020). The develop-
ment of ASN talent cannot be successful because 
a bureaucratic culture is still far from  the competi-
tion, low-performance orientation, and discipline. The 
implementation of talent management requires the 
leadership role of a mentor. However, the density  of 
leadership activities causes the mentoring process to 
not go according to plan (Krissetyanti, 2013).

To realize reliable and quality ASN of the Ministry 
of Finance (Kemenkeu), the Ministry of Finance 
implements talent management, which began in 
2016, as mentioned in the regulation of the Ministry 
of Finance. Implementing talent management at the 
Ministry of Finance is a form of implementing a merit 
system mandated by Law Number 5 of 2014 concern-
ing State Civil Apparatus. The merit system is a policy 
on the management of ASN based on qualifications, 
competence, and performance fairly and reasonably 
without distinction of political background, race, 
color, religion, origin, gender, marital status, age, 
or disability condition to place and ensuring that the 
target positions at higher levels are occupied by the 
right ASN and at the right time in line with good 
governance. The Ministry of Finance is the first to 
implement talent management (Kemenkeu, 2016).

In exercising its authority as the manager of the 
fiscal sector and state assets, the Ministry of Finance 
has 5 (five) missions, one of which is "Developing 
digital-based core business processes and adaptive 
human resource management according to technologi-
cal advances." The mission was formulated because 
the Ministry of Finance felt that HR had an essential 
role in Human Resources (HR). It is because human 
resources are one of the strategic elements that deter-
mine the organization's success and provide added 
value and competitive advantage. Talent management 
at the Ministry of Finance is done by searching, man-
aging, developing, and retaining the best employees. 
They will be placed in strategic positions or higher 

positions. It is done to support the achievement of 
the vision, mission, and strategy of the Ministry of 
Finance in the long term. In addition, implement-
ing talent management is a commitment from the 
Ministry of Finance to continue to make changes 
towards organizational improvement, improving 
tasks and quality of service to the community and 
realizing good governance within the Ministry of 
Finance. This increase in performance and public 
services requires the consequences of improving 
HR management, including improving the quality of 
human resources, placing talented human resources at 
the right place and time, a clear and measurable career 
pattern system, competency-based HR management, 
as well as the accuracy and speed of presenting HR 
information as needed by the organization. It is a con-
sequence of implementing the Ministry of Finance's 
Bureaucratic Reform and Institutional Transformation 
program (Kemenkeu, 2016).

Talent management at the Ministry of Finance is 
implemented using a talent management flow that 
consists of talent needs analysis, identification of 
talent candidates, leadership forums, talent develop-
ment, talent evaluation, and talent retention. Talent 
needs analysis is a calculation of the number of talent 
needs that will be developed in talent management 
based on the number of positions that will be vacant. 
Identifying potential talents is an activity to acquire 
talent through employee mapping, track record selec-
tion, administrative selection, and confirmation of 
talent candidates. The selected talent candidates are 
then determined through the leadership forum. The 
next stage is talent development, which is carried out 
through integrated learning, namely structural, social, 
and experiential learning. After development, talent 
will be evaluated to ensure talent readiness to fill 
vacant positions. The talent development and evalu-
ation stage is a form of talent retention that aims to 
increase talent motivation and commitment to demon-
strate optimal competence and performance in talent 
management.

Talent management practices are not always suc-
cessful in implementation. Various variables cause 
the success or failure of talent management imple-
mentation. The successful performance of talent 
management is influenced by four supporting vari-
ables: the business strategy in control, consolidation 
with business processes, management through core 
business training, and determining the talent frame-
work (Manopo, 2011). Meanwhile, the causes of 
failure in implementing talent management, namely 
lack of knowledge, not involving talent manage-
ment in the organization, time, results that are not as 
expected, credibility, difficulty in identifying talent, 
and the impact on those who are not identified as 
talent (Ford, Harding, et al. & Stoyanova, 2010). 

There are two obstacles and challenges in imple-
menting talent management: organizations and 
individuals (Ali, Hermawan, & Asnawi, 2019). In 
addition, there are four variables of challenges and 
obstacles: structural, environmental, individual, and 
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managerial (Tafti, Mahmoudsalehi, & Amir, 2017). 
Strong support from HR professionals starts from 
effective career planning and appropriate training 
and is accompanied by effective development and 
measurement (Collings, 2014). Barriers to talent 
management implementation can be classified into 
three variables: individual, organizational, and macro 
(Cooke, Saini, & Wang, 2014). Other variables that 
influence the success of talent management are inter-
nal variables and external variables. Internal variables 
include soft elements supporting/inhibiting talent 
management and company functions facilitating 
talent management. Meanwhile, external variables 
consist of a broader and specific context (Kravariti 
& Johnston, 2019).The explanation of the variables 
that influence the successful implementation of talent 
management is shown in Table 1.

In implementing this strategy, the Ministry of 
Finance must consider the variables affecting its 

success. Based on the explanation above, the author 
uses three variables that influence talent management's 
success: individual variables, managerial variables, 
and structural variables. Therefore, this study aims 
to analyze how individual, managerial, and struc-
tural variables affect the successful implementation 
of talent management in the Ministry of Finance. In 
addition, this study will explore employee perceptions 
and priorities for talent management development in 
the Ministry of Finance.

RESEARCH METHOD

This study employed primary and secondary data. 
Primary data was obtained by distributing question-
naires to respondents through google forms and 
interviews with talent and talent management manag-
ers at the Ministry of Finance. Meanwhile, secondary 
data was obtained from internal data related to talent 

Table 1. Variables that affect the successful implementation of talent management
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management at the Ministry of Finance and related 
external data. 

Data analysis in this study used descriptive sta-
tistics with the IBM SPSS Statistics application. 
Descriptive statistics are used to provide an orderly, 
fact-based, and thorough description of the facts and 
characteristics of a particular population, area, or 
social condition (Morisaan 2014). Meanwhile, this 
study used the top two boxes and bottom two boxes 
to find out the distribution of respondents. The top two 
boxes combine respondents who agree (score 4) and 
strongly agree (score 5) divided by the total number of 
respondents. The bottom two boxes combine respon-
dents who disagree (score 2) and strongly disagree 
(score 1) divided by the total number of respondents. 
Respondents who entirely agree (score 3) are assumed 
to tend to agree so that they are combined in the top 
two boxes (Angelina & Japarianto, 2014).

This study used Importance Performance Analysis 
(IPA) to determine employee perceptions and pri-
orities for talent management development at the 
Ministry of Finance. The purpose of IPA is to measure 
the relationship between perceptions and preferences 
for improving product/service quality, also known as 
quadrant analysis (Latu & Everett, 2000). Science 
analysis was done by understanding the gap between 
the respondents' expectations (importance) and the 
reality (performance) on each question item on the 
distributed questionnaire. Next, the interpretation of 
the IPA graph was described into four quadrants using 

IBM Statistics SPSS. 
This study's validity and reliability tests were car-

ried out using IBM SPSS Statistics 23. According to 
Abdillah and Jogiyanto (2015 ), validity is the leading 
scientific criterion of a study that shows whether the 
research results can be accepted based on specific 
criteria. The research results are valid if the r-count 
value is greater than the r-table (r-count > r-table) or 
p-value < 0.05. Furthermore, the reliability test was 
carried out, which is a measure that shows the extent 
to which the indicator is free from errors. The statisti-
cal test was the Cronbach Alpha test, with a minimum 
coefficient of 0.70. The variable is said to have a good 
level of reliability if the Cronbach Alpha coefficient 
value is at least 0.70 (Sekaran & Bougie, 2013). 

The total population in this study was 80,996 
employees. Furthermore, the sample in this study 
was determined by Isaac and Michael with the chosen 
error rate of 5%, so a sample of 403 employees was 
obtained. The scale used in this study is the Likert 
Scale. For each answer choice, a score of 1-5 will be 
given, namely 1 = strongly disagree, 2 = disagree, 
3 = undecided, 4 = agree, and 5 = strongly agree 
(Sugiyono, 2017).

Research Variables and Indicators
This study's variables include individual, struc-

tural, and managerial variables, as shown in Table 
2. 

Table 2. Research Variables and Indicators
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RESULT AND DISCUSSION

Research Respondent Profile 
From the questionnaires distributed to the respon-

dents, the number of respondents obtained in this 
study was 408 respondents. In this study, the profiles 
of respondents were categorized based on gender, 
position/position, year of birth, echelon I unit, office 
domicile, and last education. The profile of respon-
dents in this study is shown in Table 3. As Table 3 
indicates, most respondents are dominated by male 
employees, amounting to 67.16 percent. Based on 
position/position, respondents were dominated by 
non-structural officials, with 85.05 percent. Based 
on the year of birth, the respondents were domi-
nated by employees from  1987 to 1994 by 44.12 
percent. According to echelon I units, respondents 
were dominated by employees from DJP at 43.87 
percent and BPPK at 37.25 percent. Based on office 

location, 84.07 percent of employees' offices were 
in Java. Meanwhile, based on the latest education, 
respondents with the newest education S1/equivalent 
dominated this research, 54.66 percent.

Validity Test and Reliability Test for Individual 
Variables, Structural Variables, and Managerial 
Variables

The validity test was conducted by looking at the 
factor analysis of data processing results using IBM 
SPSS Statistics. The output  of SPSS was compared 
with the standard factor loading according to (Hair & 
Joseph, 2010), where with a sample of 408 respon-
dents, it can be determined that the standard factor 
loading is 0.30. The results of the validity and reliabil-
ity tests can be seen in Table 4. As Table 4 shows, all 
indicators in the study had a factor loading above 0.30 
(factor loading > standard factor loading). Meanwhile, 
the Cronbach alpha value of all research variables is 

Table 3. Profile of research respondents
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more than 0.70. Therefore, it can be concluded that 
the research variables are valid and reliable.

Individual Variables
Individual variables are explained by four indica-

tors, where the distribution of respondents' answers 
to the four statements is shown in Table 5.

From Table 5, it can be seen that employees already 
consider that individual factors in supporting the suc-
cess of talent management in the Ministry of Finance 
are good. However, there are still several indicators 
to pay attention to, namely those with an average 
below 4.02 and a percentage disagreeing above 4.60% 
(two boxes). The indicators of concern in this analysis 
are adaptability to organizational development (IF2) 
and equal opportunities for growth provided by units 
(IF4).

Regarding adaptability, the respondents said they 
do not yet have good adaptability to organizational 
development. Adaptability is the ability to change 

oneself according to environmental conditions or the 
environment according to one's desires to meet needs 
and produce quality harmony between the demands 
of oneself, the outside world, and the surrounding 
environment. Adaptability is important because it 
significantly affects employee performance (Stevani 
& Santoso, 2014). This adaptability can be measured 
using self-knowledge, self-objectivity, self-control, 
good interpersonal relationships, and work satisfac-
tion (Semiun, 2007). Adaptability is influenced by 
several factors, including organizational support 
and the quality of member-leader exchange (Sweet, 
Witt, & Shoss, 2015). Adaptability is essential for 
every employee because it aligns with the govern-
ment's program to create an innovative, adaptive, 
and progressive generation of Smart ASN to create a 
world-class bureaucracy. Smart ASN is expected to 
become a digital talent and leader ready to support 
the transformation of the digital bureaucracy in the 
era of industrial revolution 4.0 (Mudzakir, 2020). 

Table 4. Research Validity and Reliability Test

Table 5. Average and two boxes of indicators IF1, IF2, IF3, and IF4
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In addition, implementing talent management in the 
age of globalization, knowledge economy, changes 
in work, demographic changes, and technology are 
critical (Schuler, SE, & Tarique, 2011).

Furthermore, the respondents considered that their 
units have not fully provided the same growth oppor-
tunities. Permana et al. (2011) explained that one of 
the main factors in building employee engagement 
and retention is to provide equal opportunities for 
employees to develop their competencies and careers. 
Career advancement and future certainty are reasons 
an employee works. Organizations that provide 
opportunities for employees to establish themselves 
can motivate them to work harder because they can 
be promoted, learn new things, and develop further. 
In addition, employee development which includes 
training, freedom of opinion, and ideas, can provide 
employees with job satisfaction (Kadarisman, 2012).

 
Structural Variables

Individual variables are explained by four indica-
tors where the distribution of respondents' answers to 
the five statements is shown in Table 6. 

Based on Table 6, employees already consider 
that structural factors are already good in supporting 
the success of talent management in the Ministry of 
Finance. However, the indicator "The HR department 
in echelon I units has the competence to handle TM 
challenges (SF5)" has an average below 3.83, and 
the percentage disagrees above 6.91% (two boxes).

The respondents said that talent management 
should be the main issue, wherein digital talent man-
agement is an exciting issue to be developed in the 
current era. Digital talent management is essential 
for creating digital leadership (digital leadership) 
that focuses on digital transformation, the internet, 
systems, and organizations (Hendrasto, Dharmawan, 
Sumardjo, & Baga, 2019). In addition, the organiza-
tion will face many increasingly complex challenges. 
It is necessary to improve the criteria for talented 
employees, limiting the maximum age to 50 years. 
In addition, following government policies related to 

employee delaying, namely with structural and func-
tional positions, talent management regulations should 
also regulate mechanisms for promoting functional 
positions. The characteristics and requirements for 
promotion are different for available positions com-
pared to structural positions. Developing a planned 
and sustainable employee competency development 
program is also essential. 

Berger and Berger (2008) and Aprinto, Kuswanda, 
and Chosasih (2016) say that in the future, there will 
be a change in the role of the HR department where 
talent management will be the primary responsibil-
ity. The scope of activities of the HR department 
is not only on placement but also on facilitating 
remuneration programs, benefits, work-life balance, 
performance, training, and creating competitive 
advantage. It requires a holistic approach to develop 
a culture of friendliness among employees (employee-
friendly). In addition, the HR department must be able 
to follow this talent management practice further by 
having company-related capabilities to manage talent 
to face global challenges (Berger & Berger, 2008).

Managerial Variables
Managerial variables are explained by four indica-

tors where the distribution of respondents' answers to 
the five statements is shown in Table 7. 

From Table 7, it can be seen that employees 
already consider that organizational factors are good 
in supporting the success of talent management in the 
Ministry of Finance. However, the indicator of the 
Head of the unit providing a comprehensive repository 
of information (MF4) has an average below 3.82, and 
the percentage disagrees above 6.03% (two boxes).

Ogungbeni, Obiamalu, and Obiora (2019) 
explained that an open digital repository is a data-
base of institutional or government electronic 
resources that can be accessed freely. The compo-
nents of an available digital repository should include 
hardware, software, digital information resources 
that make up the content, and human resources to 
drive the process. Developing a digital repository 

Table 6. Average and two boxes of indicators SF1, SF2, SF3, SF4, SF5
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to communicate information related to talent man-
agement is essential because respondents feel they 
do not know what criteria to become a talent cat-
egory. In addition, respondents think there is a lack 
of transparency regarding the requirements for talent 
and employees who become talents in their echelon I 
units. Respondents stated that the organization should 
provide easily accessible facilities related to talent 
management, both about requirements and infor-
mation of employees who have entered the talent 
management program. In addition, the talent list needs 
to be announced so that other employees can take 
examples of these talents' attitudes, behavior, and 
work ethic and trigger employee morale.

Sakapurnama and Safitri (2012) stated that infor-
mation disclosure could increase public participation, 
supporting good governance. One of the principles 
of talent management is open, which means talent 
management information that includes implementa-
tion stages, criteria, and information about employees 
designated as talents that can be accessed through 
the website by all employees (Kemenkeu, 2017). 
An organization requires internal communication 
between superiors and subordinates to maintain an 
open relationship in terms of work (Argenti, 2013). 
Participation is essential to maintaining employee 
involvement at all levels of the organization without 
prioritizing job responsibilities. In addition, partici-
pation can encourage cohesiveness between fellow 

employees and superiors (Agustini & Purnaningsih, 
2018). In addition, Permana et al. (2011) said that 
communication through adequate communication 
means would help organizations build employee 
engagement and retention.

Importance Performance Analysis (IPA) Indicators 
IF2, IF4, SF5, and MF4

In this section, the respondents were asked about 
the expectations (importance) and performance/real-
ity (performance) for the indicators IF2, IF4, SF5, and 
MF4. The collected data was then calculated on the 
average of each indicator for expectations and perfor-
mance using Microsoft Excel. Furthermore, the gap 
was calculated by reducing the average performance 
with expectations in Table 8. Table 8 shows that the 
gap is negative, meaning that the indicators are not 
in line with the respondents' expectations. 

Next, IPA graphing was done with the help of IBM 
Statistics SPSS, with the results shown in Figure 1.

Figure 1 shows that the indicators of concern to 
the organization are in the improved performance 
quadrant because these indicators are considered 
necessary by the respondents. However, the perfor-
mance provided does not align with the respondents' 
expectations. The indicator in this quadrant is the IF4 
quadrant, i.e., the unit offers equal growth opportu-
nities. Meanwhile, the IF2 indicator is considered 
excessive, so the organization must allocate resources 

Table 7. Average and two boxes indicators MF1, MF2, MF3, MF4, MF5

Table 8. Average expectations and reality, as well as indicator gaps IF2, IF4, SF5, and MF4
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to handle the IF4 indicator. In addition, the SF5 and 
MF4 indicators are deemed low priority, so the orga-
nization does not need to prioritize or pay too much 
attention to these indicators.

CONCLUSION

Based on the results and discussion above, it can 
be concluded that the indicators of concern in the 
individual variables are the ability to adapt to orga-
nizational development and that units provide equal 
opportunities to develop. Meanwhile, the indicator 
of reference in the structural variable is that The HR 
department is competent in handling talent man-
agement challenges.  Furthermore, the indicator of 
concern in managerial variables is. Leaders provide 
a comprehensive repository of information . Based 
on the results of the IPA, it can be concluded that the 
performance indicators that need to be improved are 
that Units provide equal development opportunities.

This research produces alternative strategies for 
developing talent management at the Ministry of 
Finance. Organizations need to motivate and facilitate 
employees to have the ability to adapt to organiza-
tional developments, provide equal opportunities for 
growth for all employees, develop the competence of 
the HR Department to handle and face talent man-
agement challenges and provide a comprehensive 
repository of talent management information.

Further research is expected to analyze other 
factors that influence the implementation of talent 
management. Variables that can be used are internal 
and external organizational variables and environ-
mental/macro variables.
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