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Abstract 

 

Talent management and career development are important factors in improving 

employee performance in various organizations, including government institutions. 

This study discusses the relationship between these two factors with employee job 

satisfaction and performance, as well as the role of job satisfaction as a mediator in the 

relationship. This study aims to explore the relationship between talent management, 

career development, and job satisfaction on employee performance at the National 

Police Institution in Central Java. Within this framework, job satisfaction is examined 

as a mediating variable. Using a quantitative approach by distributing questionnaires 

to 130 respondents, data analysis was conducted using the Partial Least Squares (PLS) 

method. The results of the study indicate that talent management and career 

development significantly affect employee job satisfaction and performance. In 

addition, job satisfaction is proven to mediate the relationship between talent 

management and employee performance, but not career development and employee 

performance. These findings highlight the importance of effective human resource 

management strategies to improve employee job satisfaction and performance. This 

study also provides practical implications, especially for the National Police 

institution, to optimize training programs, career development, and a supportive work 

environment. 
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INTRODUCTION 

According to (Dwigita & Muslikh, 2023), human resource management (HRM) plays 

a crucial role in managing various aspects related to the workforce within an organization. 

Talent management (TM) is one of the essential components in a company or institution as 

it supports recruitment processes and develops human resource skills to meet organizational 

needs (Gallardo-Gallardo et al., 2020). (Schweyer, 2018), in his book Talent Management 

Systems: Best Practices in Technology Solutions for Recruitment, Retention, and Workforce 

Planning, explained that the term TM was first introduced in the 1980s. Over time, TM has 

evolved and taken on roles such as attracting employees, recruiting employees, motivating 

employees, developing employees, and retaining staff and experts. Today, the challenges of 

adaptation and improving the quality of human resources have become significant issues. HR 

must be capable of adapting to technological advancements, requiring institutions to provide 

training or hire skilled staff to keep up with developments (Fajriyani et al., 2023). Talent 

management is undoubtedly an important aspect of an institution's growth. However, 

research on TM remains limited, necessitating adaptation and analysis to determine how to 

improve the quality of human resources through the utilization of TM (Al Ariss et al., 2014). 

The advancement of time has increased competition among institutions, making 

employee and organizational management essential for survival and maintaining 

competitiveness (Sukirman, 2014). Talent management has become increasingly recognized 

as a critical indicator of employee performance. This means that acquiring new employees 

who are capable, experienced, and qualified to work within an organization, while 

simultaneously developing and retaining existing talent, is vital. An institution's assets can 

often be replicated easily, but the only asset that takes time to change is its Human Assets 

(Basuki, 2023). Currently, it is challenging to find employees who stay with an organization 

for more than five years. Therefore, companies must make efforts to develop and manage 

their talented employees (Ghani et al., 2022). Career Development is a series of structured 

and planned steps, starting from attracting talented job candidates, developing their skills and 

competencies, to retaining high-potential employees at various organizational levels (Dewi 

et al., 2020). All of this is aimed at ensuring the effective and sustainable achievement of the 

organization's strategic goals, while ensuring that every individual possesses the necessary 
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competencies to optimally support the organization’s objectives (Yusuf Iis et al., 2022). 

Selecting qualified and well-trained individuals for key leadership positions is a critical 

decision due to its potential impact on the organization’s current and future outcomes. 

Moreover, professional development opportunities strengthen succession planning strategies 

within organizations. Organizations play a significant role in the development of their 

employees, which positively impacts the workforce. Counseling sessions are highly 

beneficial for employees as they foster self-improvement and provide a pathway for 

achieving career goals. 

Job satisfaction is one of the most important aspects of retaining employees and 

understanding their conditions while working in an organization (Baxi & Atre, 2024).                  

Research conducted by (Barkhuizen & Gumede, 2021) explains that a lack of alignment in 

leadership style, career alignment, and career development can influence employee job 

satisfaction. The findings indicate that low alignment and insufficient career development 

can decrease job satisfaction, leading employees to consider leaving or changing jobs. In 

another study by (Wau & Purwanto, 2021), it was found that employee job satisfaction is not 

only influenced by work motivation but also by the career development provided to 

employees, which in turn motivates them to advance their careers within the organization. 

Employee performance refers to how well, effectively, and efficiently an individual performs 

assigned tasks and the extent of their contribution through behaviors, actions, and efforts in 

the workplace (Syed Hussain al-Hussaini, 2019). Employee performance plays a crucial role 

in helping organizations achieve a competitive advantage over competitors. This 

performance is the result of individuals’ efforts to complete their tasks within a given 

timeframe, aiming to support the achievement of organizational goals and strategic 

objectives. Talented and high-performing employees are key to enhancing an organization’s 

competitiveness in the market (Bibi, 2019). 

 

REVIEW OF LITERATURE 

Talent Management 

Talent Management can be defined as a systematic process designed to place each 

employee in the right position. Proper placement of employees aims to enhance their 
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competencies and advantages, which in turn benefit the organization (Järvi & Khoreva, 

2020). According to (Gallardo-Gallardo et al., 2020), Talent Management can also be 

understood as how organizations retain their best employees, to develop strategies that help 

the organization continue to grow. Talent Management does not only focus on the abilities 

of individuals themselves but also considers important factors, such as the technology 

facilitated and used by individuals, which can maximize the use of that technology (Amelia 

& Rofaida, 2023). 

According to (Sparrow et al., 2015) in their book Strategy-Driven Talent 

Management: A Leadership Imperative, the meaning of talent management is a method for 

organizations to develop, retain, and motivate talented individuals to enhance company 

performance. This definition aligns with that of talent management as described by (DeVaro, 

2020) in his book Strategic Compensation and Talent Management: Lessons for Managers, 

which explains that talent management is a system designed to attract, develop, and motivate 

employees, with the most important goal being to retain the best employees who have 

significant potential within the organization. 

Career Development 

Career development according to (Ummah, 2019) the encyclopedia of Career 

Development explains that career development is a process in individuals that focuses on 

planning, management, and also the work done. The theory of career development does not 

explain how individual careers develop in an organization, according to Robertson et al 

(2020) in a book entitled Oxford Handbook of Career Development explains that career 

development is also a form of interpretation such as negative experiences and instability in 

work to unpleasant treatment that affects comfort at work.  

Previous research conducted by (Claussen et al., 2014), explained that career 

development and talent management have their conditions, career development is carried out 

when individuals have special abilities in a field so that performance increases this has a 

relationship with talent management which focuses on how to place individuals according to 

their abilities so that they can increase work productivity. In another study conducted by 

(Khansha & Indiyati, 2022) explained that in career development several factors influence 
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such as salary, promotion, leadership style, socializing at work, and also the work 

environment itself. 

Job Satisfaction 

Job satisfaction, according to (Stride et al., 2008) their book Measures of Job 

Satisfaction, Organisational Commitment, Mental Health, and Job-related Well-being, is 

divided into several aspects. These include overall satisfaction, which refers to all aspects of 

the job and the employees' feelings, the dynamics of tasks assigned to individuals, and the 

opportunity to apply individual skills in their work. Additionally, extrinsic satisfaction, which 

relates to external conditions such as salary, environment, and policies, is also a key 

component. According to (Adolph, 2016), three key values in job satisfaction are identified. 

The first is individualism, which encompasses the freedom and independence of individuals 

to make decisions, essentially granting them autonomy to act according to their will. 

Research conducted by (Sari & Hadijah, 2016) found that job satisfaction influences 

work discipline, thereby enhancing employee performance and productivity. Similarly, a 

study (Suryawan & Salsabilla, 2022) explained that job satisfaction is correlated with 

employee performance. Higher levels of satisfaction result in improved performance. 

Additionally, job satisfaction enhances employee compliance and work discipline. Research 

(Robbins & Judge, 2008) identified several factors that contribute to increased job 

satisfaction. These factors include the nature of the job itself, company management, the 

physical and social work environment, compensation (salary, benefits, etc.), and career 

development opportunities, such as job promotions. Lastly, research by (M et al., 2023) 

highlighted that an employee's desire to leave their job is heavily influenced by their level of 

job satisfaction. 

Employee Performance 

On the other hand, employee performance can be defined as the results or 

contributions made by each individual or group within a company, which ultimately impacts 

the overall performance of the organization (Paais & Pattiruhu, 2020). The primary goal of 

forming an organization or company is to achieve the set targets and vision effectively and 

efficiently. To achieve this goal, contributions from every employee are necessary, and one 
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of the key factors influencing this achievement is the level of satisfaction, ensuring that 

employees enjoy their work with genuine and sincere enthusiasm (Milliana et al., 2023). 

According to (A. Y. Prasetyo & Waskito, 2023), employee performance is the result 

achieved by a group of individuals working together in a company to reach specific targets, 

complete assigned tasks, and contribute positively to the development and success of the 

organization in line with the company’s vision, mission, and strategy. This is translated into 

employee discipline, personal initiative, adaptability, effort, and persistence in achieving 

organizational goals. Trust and fairness within an organizational culture are key to building 

and nurturing an engaged environment where employees at all levels work together. 

 
Figure 1 

Research Framework 

 

RESEARCH METHOD 

In this study, the method used is the quantitative method. Quantitative research 

methods are research methods based on certain populations or samples, and data collection 

using instruments (Muhammad Hasan et al., 2023). Research with the aim of testing 

predetermined hypotheses Quantitative research was obtained by distributing questionnaires 

to employees at the National Police Agency in Central Java which aims to analyze the role 

of organizational performance as a mediator in the influence of talent management and career 

development on employee performance. 

A population is a group of individuals, objects, or entities that have certain 

characteristics or traits that researchers want to study. The population includes all elements 
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that are the focus of the research and from which samples will be taken for further analysis. 

For example, if the research focuses on employees in a company, then all employees in the 

company are the research population. Population is important because it determines the scope 

and validity of the generalization of research results. In this case, the population used is all 

employees at the National Police Agency in Central Java. A sample is a small part or subset 

of the population selected for analysis to gain insight into the entire population. The sample 

must represent the main characteristics of the population so that the research results can be 

generalized accurately. Proper sample selection is critical to the validity and reliability of 

research findings. 

Operational definition refers to the description of variables in research that can be 

measured using measuring instruments (Ph.D. Ummul Aiman et al., 2022). In this study, the 

main variables include Employee Performance as an independent variable, Job Satisfaction 

as a mediating variable, and Talent Management and Career Development as dependent 

variables. Talent Management (X1) includes talent acquisition, development, retention, and 

management (Kaleem, 2019). Career Development (X2) focuses on training and career 

development systems (Li, 2014). Job Satisfaction (Z1) measures the positive emotional state 

of work, with intrinsic and extrinsic indicators (Hapsari, 2019). Employee Performance (Y) 

is measured through task, adaptive, and contextual performance (Hatmanti, 2019). All 

variables were measured using a 1-5 Likert scale. 

This study uses primary data obtained directly from the first source, namely 

employees at the National Police Agency in Central Java, to answer the research questions. 

Primary data provides a specific description of the characteristics, experiences, perceptions, 

and opinions of respondents. Data collection was carried out through a survey method by 

distributing closed questionnaires using Google Forms to respondents selected from the 

population of National Police employees. The questionnaire was used as a data collection 

method with questions filled in by respondents to obtain responses that could be evaluated 

(Prof. Dr. Sugiono, 2023). 

The collected data were analyzed using the Partial Least Square (PLS) method with 

SMARTPLS software to test the relationship between variables. This study tested several 

instruments, including validity tests, which according to (Ph.D. Ummul Aiman et al., 2022) 
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measure the extent to which the instrument is relevant and reliable. Reliability test, according 

to (Ummul Aiman et al., 2022), ensure the instrument provides consistent and stable results. 

The normality test is used to determine whether the data distribution is normal, by detecting 

the spread of points on the diagonal line. If the spread of points approaches the diagonal line, 

then the data is considered normally distributed (Tampubolon, 2023). 

 

RESULTS AND DISCUSSION 

Respondent characteristics based on gender are presented in the following table: 

Table 1 

Characteristics Based on Gender 

Gender Number of Respondents (People) Percentage (%) 

Man 91 70% 

Woman 39 30% 

Amount 130 100% 

Source: Processed primary data, 2024 

Based on table 1 above, the results of the analysis of respondent characteristics based 

on gender show that the male gender is more dominant than the female gender. 

Respondent characteristics based on gender are presented in the following table: 

Table 2 

Characteristics Based on Age 
Age Number of Respondents (People) Percentage (%) 

18-23 Years 54 41,5% 

24-29 Years 21 16,2% 

30-35 Years 24 18,5% 

36-42 Years 

On 45 Years 

23 

8 

17,7% 

6,2% 

Amount  130 100% 

Source: Processed primary data, 2024 

Based on Table 2 above, the results of the analysis of respondent characteristics based 

on age show that the age group of 18-23 years is more dominant in purchasing hand bodies, 

namely 130 people or 41.5%. 

The outer model analysis in this investigation produced the following findings: 
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Figure 1  

Outer Model 

A validity test is used to determine whether the data in the study can be used as a 

measure of the variables are valid or not. This study uses 4 variables, namely Talent 

Management (TM), Career Development (CD), Job Satisfaction (KPK), and Employee 

Performance (KK). SEM_PLS 3.0 software is used to measure data validity by looking at the 

values of convergent validity, discriminant validity, and AVE (Average Variance Extract). 

The following are the results of the convergent validity calculations: 

Table 3 

Convergent Validity Test Results 
 TM CD KPK KK Information  

TM.1 0.883    Valid 

TM.2 0.869    Valid 

TM.3 0.864    Valid 

TM.4 0.858    Valid 

CD.1  0.897   Valid 

CD.2  0.838   Valid 

CD.3  0.887   Valid 

CD.4  0.862   Valid 

KPK.1   0.804  Valid 

KPK.2   0.863  Valid 

KPK.3   0.874  Valid 

KPK.4   0.823  Valid 

KPK.5   0.808  Valid 

KK.1    0.908 Valid 

KK.2    0.883 Valid 

KK.3    0.894 Valid 
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Judging from Table 3, based on the validity test requirements, a good indicator has a 

loading factor value > 0.7 (Ghozali, 2021). The table shows that the loading factor value is 

more than <0.7, indicating that the results of this study meet convergent validity. 

In addition to using the outer loading value, to test the validity of data or indicators, 

you can look at the discriminant validity value. The results of the discriminant validity of the 

research model by looking at its cross-loading value with criteria > 0.7. The following are 

the results of the discriminant validity test: 

Table 4 

Cross Loading Analysis Results 

 TM CD KPK KK 

TM.1 0.883 0.767 0.757 0.716 

TM.2 0.869 0.769 0.684 0.690 

TM.3 0.864 0.759 0.725 0.774 

TM.4 0.858 0.615 0.702 0.798 

CD.1 0.764 0.897 0.769 0.638 

CD.2 0.696 0.838 0.770 0.731 

CD.3 0.802 0.887 0.740 0.775 

CD.4 0.769 0.862 0.751 0.731 

KPK.1 0.775 0.704 0.804 0.656 

KPK.2 0.762 0.718 0.863 0.729 

KPK.3 0.764 0.721 0.874 0.723 

KPK.4 0.672 0.669 0.823 0.727 

KPK.5 0.755 0.779 0.808 0.798 

KK.1 0.774 0.709 0.772 0.908 

KK.2 0.724 0.762 0.745 0.883 

KK.3 0.640 0.776 0.710 0.894 

         Source: Processed primary data, 2024 

Based on Table 4, it can be seen that the value that has a green color indicates the 

loading value between constructs, whereas the cross-loading value has a greater value than 

the value of other constructs. It can be concluded that the latent variable has good 

discriminant validity. 

Next, to test the AVE value must meet the requirements > 0.5 which means 50% or 

more of the given indicators. The following are the results of the validity test using AVE: 

Table 5 

Average Variance Extracted (AVE) Value 

 AVE 

Talent Management 0.755 
Career Development 0.759 

Job Satisfaction 0.697 
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Employee Performance 0.801 

Source: Processed primary data, 2024 

Table 5 shows that the AVE value for the Talent Management variable is > 0.5 or 

0.755, then for the Career Development variable it is > 0.5 or 0.759, while the Job Satisfaction 

variable is > 0.5 or 0.697, and the Employee Performance variable has a value of > 0.5 or 

0.801, which means that all variables are said to be valid. 

In this study, a reliability test was used to prove the level of consistency and stability 

of the measuring instrument against all statements in the questionnaire. A statement is said 

to be reliable if it has a Cronbach's Alpha and Composite Reliability value > 0.7. The 

following are the results of the reliability test: 

Table 6 

Composite Reliability Analysis Results 
 Cronbach’s 

Alpha 

Rho_A Composite 

Reliability 

AVE 

Talent 

Management 

0.892 0.892 0.925 0.755 

Career 

Development 

0.894 0.896 0.927 0.759 

Job satisfaction 0.891 0.895 0.920 0.697 

Employee 

Performance 

0.876 0.876 0.923 0.801 

 

Based on Table 6, it can be seen that the Cronbach's Alpha and Composite Reliability 

values of the Talent Management (X1), Career Development (X2), Job Satisfaction (Z), and 

Employee Performance (Y) variables have values > 0.70, which means that all variables in 

this study have met the requirements to be said to be reliable. 

The results of the multicollinearity test can be seen based on the value of the VIF 

(Variance Inflation Factor) in the following table: 

Table 7 

Multicollinearity Analysis Results 
 VIF Information 

TM.1 2.641 Multicollinearity Free 

TM.2 2.377 Multicollinearity Free 

TM.3 2.380 Multicollinearity Free 

TM.4 2.253 Multicollinearity Free 

CD.1 2.898 Multicollinearity Free 

CD.2 2.140 Multicollinearity Free 

CD.3 2.672 Multicollinearity Free 

CD.4 2.314 Multicollinearity Free 
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KPK.1 2.184 Multicollinearity Free 

KPK.2 2.685 Multicollinearity Free 

KPK.3 2.603 Multicollinearity Free 

KPK.4 2.208 Multicollinearity Free 

KPK.5 2.078 Multicollinearity Free 

KK.1 2.622 Multicollinearity Free 

KK.2 2.181 Multicollinearity Free 

KK.3 2.417 Multicollinearity Free 

Source: Processed primary data, 2024 

Based on Table 7, all variable indicators in the study do not experience 

multicollinearity, because the indicators of the Talent Management (X1), Career 

Development (X2), Job Satisfaction (Z), and Employee Performance (Y) variables have VIF 

values <5. 

 The inner model describes the strength of the estimation between latent variables. In 

this study, the inner model consists of path coefficient tests, goodness of fit, and hypothesis 

tests. In assessing the inner model (structural model) with PLS is as follows: 

Figure 2  

Inner Model 

The Goodness of Fit value can be seen from the SRMR (Standardized Root Mean 

Square Residual) value which is a tool to measure model fit. The SRMR value is said to be 

suitable if it shows a number below 0.08, while the SRMR value between 0.08 to 0.10 is still 

acceptable and the NFI value> 0.1 (Ghozali, 2021). 

Table 9 

SRMR and NFI values 

SRMR 0.050 

NFI 0.858 
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Source: Processed primary data, 2024 

Based on the data above, it can be concluded that the two GoF indicators, namely the 

SRMR and NFI values, have good agreement. 

The R-Square value is classified into strong, medium, and weak with values of 0.75; 

0.50; and 0.25 respectively. (Ghozali, 2021). The R-Square results can be seen in the 

following table: 

Table 9 

R-Square Value 

 R Square R Square Adjusted 

Job Satisfaction (Z) 0.759 0.755 

Employee Performance (Y) 0.810 0.806 

Source: Processed primary data, 2024 

Based on the R-Square test value in Table 4.9, it shows that the research on the Job 

Satisfaction variable is 81%. The R-Square value of 0.810 indicates that the independent 

variables studied, namely talent management and Career development, have a strong 

influence on employee performance variables. While the job satisfaction variable is 81%. 

The R-Square value of 0.810 indicates that the independent variables studied have a strong 

influence on the job satisfaction variable. 

Hypothesis testing is a test to measure the relationship of variables and also the level 

of significance between variables. This is seen from the P value <0.05 and the T-statistic 

value must be >1.96. 

Table 10 

Hypothesis Test Results 

 Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T Statistik 

(|O/STDEV) 

P 

Value 

Information 

TM -> KPK 0.580 0.584 0.126 4.621 0.000 Significant 

CD -> KPK 0.318 0.310 0.126 2.530 0.012 Significant 

TM -> KK 0.273 0.260 0.130 2.096 0.037 Significant 

CD -> KK 0.346 0.359 0.122 2.844 0.005 Significant 

KPK -> KK 0.330 0.322 0.130 2.532 0.012 Significant 

TM -> KPK -> 

KK 

0.192 0.186 0.084 2.280 0.023 Significant 

CD -> KPK -> 

KK 

0.105 0.101 0.065 1.620 0.106 Not 

Significant 

Source: Processed primary data, 2024 
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Based on the results of the analysis, it can be concluded that there is a significant 

influence between various factors on employee job satisfaction and performance. The 

influence of Talent Management (X1) on job satisfaction (Z) is indicated by the original 

sample value of 0.580, t-statistic of 4.621, and P value of 0.000. These results indicate that 

H1 is accepted because the t-statistic value is greater than 1.96 and the P value is smaller than 

0.05, indicating a significant influence of Talent Management on job satisfaction. 

Furthermore, the influence of Career Development (X2) on job satisfaction (Z) also 

shows significant results, with an original sample of 0.318, a t-statistic of 2.530, and a P value 

of 0.012. Because the t-statistic value is greater than 1.96 and the P value is less than 0.05, 

H2 is accepted, which means that there is a significant influence of Career Development on 

job satisfaction. 

The influence of Talent Management (X1) on employee performance (Y) is also 

significant, with an original sample of 0.273, a t-statistic of 2.096, and a P value of 0.037. A 

t-statistic value greater than 1.96 and a P value smaller than 0.05 indicate that H3 is accepted, 

so Talent Management has a significant effect on employee performance. 

Likewise, the influence of Career Development (X2) on employee performance (Y) 

shows a significant influence, with an original sample of 0.346, a t-statistic of 2.844, and a P 

value of 0.005. A t-statistic value greater than 1.96 and a P value smaller than 0.05 indicate 

that H4 is accepted, which means that Career Development has a significant influence on 

employee performance. 

In addition, job satisfaction (Z) has a significant effect on employee performance (Y), 

with an original sample of 0.330, a t-statistic of 2.532, and a P value of 0.012. With a t-

statistic value greater than 1.96 and a P value smaller than 0.05, H5 is accepted, indicating 

that job satisfaction affects employee performance. 

For the influence of Talent Management (X1) on employee performance (Y) 

mediated by job satisfaction (Z), the analysis results show an original sample of 0.192, a t-

statistic of 2.280, and a P value of 0.023. Since the t-statistic is greater than 1.96 and the P 

value is less than 0.05, H6 is accepted, which means that job satisfaction mediates the 

relationship between Talent Management and employee performance. 
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However, the influence of Career Development (X2) on employee performance (Y) 

mediated by job satisfaction (Z) did not show significant results, with an original sample of 

0.105, a t-statistic of 1.620, and a P value of 0.106. Since the t-statistic value is less than 1.96 

and the P value is greater than 0.05, H7 is rejected, which means there is no significant 

influence between Career Development and employee performance mediated by job 

satisfaction. 

 

CONCLUSION 

Based on the results of this study, it can be concluded that talent management, career 

development, and job satisfaction have a significant influence on employee performance. 

Talent management plays an important role in improving employee job satisfaction and 

performance, with effective talent management can motivate and increase employee 

productivity. In addition, career development also makes a significant contribution to 

employee job satisfaction and performance, where good career development encourages 

employees to work better. Job satisfaction is proven to mediate the relationship between 

talent management and employee performance, but does not have a significant influence in 

mediating the relationship between career development and employee performance. Overall, 

both talent management and career development, both directly and indirectly, have a 

significant impact on improving employee performance. Therefore, the right human resource 

management strategy is very important to achieve optimal performance in the organization. 

However, this study has several limitations, including the use of a quantitative 

approach through a questionnaire that tends to be less able to explore subjective qualitative 

aspects, such as employees' in-depth perceptions of the talent management and career 

development programs implemented. This study is also limited to the existing sample, which 

may affect the generalizability of the results. For further research, it is recommended to use 

a more in-depth approach, such as direct interviews, to explore broader and deeper 

perspectives from respondents. 

For the National Police, it is recommended to improve the effectiveness of training 

programs by focusing on relevant technical and soft skills needs and placing members based 

on individual competencies. The promotion process also needs to be carried out fairly and 
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transparently. In addition, creating a supportive work environment with open communication 

and giving awards for useful ideas or innovations can increase motivation. Periodic 

evaluation of talent management and career development programs is also needed to ensure 

the effectiveness of the program. 

 

REFERENCES 

Afriyani, F., Derhawan, M. A., & Halin, H. (2023). The Influence of Work Discipline and 

Career Development on Employee Performance at PT Astra Isuzu Palembang. 

ProBisnis: Jurnal Manajemen, 14(5), 268–277. 

Al Ariss, A., Cascio, W. F., & Paauwe, J. (2014). Talent management: Current theories and 

future research directions. Journal of World Business, 49(2), 173–179. 

https://doi.org/10.1016/j.jwb.2013.11.001  

Alparslan, A., & Saner, T. (2020). The influence of sustainable talent management on job 

satisfaction and organizational commitment: Moderating role of in-service training. 

Revista de Cercetare Si Interventie Sociala, 69(June 2020), 96–121. 

https://doi.org/10.33788/rcis.69.6  

Amalou, S. I. (2024). Organizational Climate and Performance in Higher Education: A 

Bibliometric Analyses Using Dimensions Database. Majapahit Journal of Islamic 

Finance and Management, 4(1), 1–24. https://doi.org/10.31538/mjifm.v4i1.55 

Amelia & Rofaida. (2023). Talent management in organizations. Quality - Access to Success, 

18(1), 288–291. https://doi.org/10.20473/ajim.v4i1.44981  

Banuari, N., Absah, Y., & Siahaan, E. (2021). Analyze the Influence of Talent Management 

and Knowledge Management on Employee Performance through Employee 

Retention as Intervening Variable at PT Bhanda Ghara Reksa Divre I Medan. 

International Journal of Research and Review, 8(9), 189–204. 

https://doi.org/10.52403/ijrr.20210926  

Barkhuizen, N. E., & Gumede, B. (2021). The relationship between talent management, job 

satisfaction and voluntary turnover intentions of employees in a selected government 

institution. SA Journal of Human Resource Management, 19, 1–12. 

https://doi.org/10.4102/sajhrm.v19i0.1396  

Basuki, N. (2023). Artikel Mengoptimalkan Modal Manusia: Strategi Manajemen Sumber 

Daya Manusia Yang Efektif Untuk. Jurnal Ilmiah Manajemen, 4(2), 182–192. 

Baxi, B., & Atre, D. (2024). Job Satisfaction: Understanding the Meaning, Importance, and 

Dimensions Dipalee Atre. Journal of Management & Entrepreneurship, 18(2), 34–

40. 

Bibi, M. (2019). Impact of Talent Management Practices on Employee Performance: An 

Empirical Study among Healthcare Employees. 2(1), 22–32. 

https://doi.org/10.1016/j.jwb.2013.11.001
https://doi.org/10.33788/rcis.69.6
https://doi.org/10.31538/mjifm.v4i1.55
https://doi.org/10.20473/ajim.v4i1.44981
https://doi.org/10.52403/ijrr.20210926
https://doi.org/10.4102/sajhrm.v19i0.1396


Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)                  Vol. 8. No. 2 (2025) 

e-ISSN: 2621-606X               Page: 3180-3199 

The Role of Job Satisfaction ….. 3196 

 

Claussen, J., Grohsjean, T., Luger, J., & Probst, G. (2014). Talent management and career 

development: What it takes to get promoted. Journal of World Business, 49(2), 236–

244. https://doi.org/10.1016/j.jwb.2013.11.007  

DeVaro, J. (2020). Strategic Compensation and Talent Management. In Strategic 

Compensation and Talent Management. https://doi.org/10.1017/9781108861458  

Dewi, V. N., Isa, M., & Wajdi, F. (2020). Peran Motivasi Sebagai Mediasi Dalam Hubungan 

Antara Gaya Kepemimpinan, Budaya Organisasi Dengan Pengembangan Karier 

Pegawai Negeri Sipil Di Lingkungan Pemerintah Kota Surakarta. Jurnal Manajemen 

Dayasaing, 22(1), 38–59. https://doi.org/10.23917/dayasaing.v22i1.10849  

Dwigita, E., & Muslikh, M. (2023). The Influence of Training and Work Motivation on 

Employee Performance Through Work Discipline as an Intervening Variable. Human 

Capital and Organizations, 1(1), 12–22. https://doi.org/10.58777/hco.v1i1.97  

Fahma Diena Achmada, Budi Eko Soetjipto, & Sopiah. (2022). the Effect of Talent 

Management on Employee Engagement and Employee Retention in Improving 

Employee Performance. LITERACY: International Scientific Journals of Social, 

Education, Humanities, 1(3), 80–94. https://doi.org/10.56910/literacy.v1i3.320  

Fajriyani, D., Fauzi, A., Devi Kurniawati, M., Yudo Prakoso Dewo, A., Fahri Baihaqi, A., & 

Nasution, Z. (2023). Tantangan Kompetensi SDM dalam Menghadapi Era Digital 

(Literatur Review). Jurnal Ekonomi Manajemen Sistem Informasi, 4(6), 1004–1013. 

https://doi.org/10.31933/jemsi.v4i6.1631  

Febrianti, N. T., Suharto, S., & Wachyudi, W. (2020). The Effect of Career Development 

and Motivation on Employee Performance Through Job Satisfaction in Pt Jabar Jaya 

Perkasa. International Journal of Business and Social Science Research, 25–35. 

https://doi.org/10.47742/ijbssr.v1n2p3  

Firman, A. (2021). The Effect of Career Development on Employee Performance at Aswin 

Hotel and Spa Makassar. Jurnal Manajemen Bisnis, 8(1), 133–146. 

https://doi.org/10.33096/jmb.v8i1.721  

Gallardo-Gallardo, E., Thunnissen, M., & Scullion, H. (2020). Talent management: context 

matters. International Journal of Human Resource Management, 31(4), 457–473. 

https://doi.org/10.1080/09585192.2019.1642645  

George, Molefi, A., Psychology, I., Resource, H., & Busro, M. (2021). The-impact-of-talent-

management-on-job-satisfaction-of-registered-nurses-in-malawian-public-

hospitalsSA-Journal-of-Human-Resource-Management.pdf. Prenadamedia Group, 

66(December), 1–9. 

Ghani, B., Zada, M., Memon, K. R., Ullah, R., Khattak, A., Han, H., Ariza-Montes, A., & 

Araya-Castillo, L. (2022). Challenges and Strategies for Employee Retention in the 

Hospitality Industry: A Review. Sustainability (Switzerland), 14(5), 1–26. 

https://doi.org/10.3390/su14052885  

Ghozali, I. (2021). Partial Least Square Konsep, Teknik dan Aplikasi Menggunakan 

Program SmartPLS 3.2.9 Untuk Penelitian empiris. 

https://doi.org/10.1016/j.jwb.2013.11.007
https://doi.org/10.1017/9781108861458
https://doi.org/10.23917/dayasaing.v22i1.10849
https://doi.org/10.58777/hco.v1i1.97
https://doi.org/10.56910/literacy.v1i3.320
https://doi.org/10.31933/jemsi.v4i6.1631
https://doi.org/10.47742/ijbssr.v1n2p3
https://doi.org/10.33096/jmb.v8i1.721
https://doi.org/10.1080/09585192.2019.1642645
https://doi.org/10.3390/su14052885


Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)                  Vol. 8. No. 2 (2025) 

e-ISSN: 2621-606X               Page: 3180-3199 

The Role of Job Satisfaction ….. 3197 

 

Goestjahjanti, F. S., Novitasari, D., Hutagalung, D., Asbari, M., & Supono, J. (2020). Impact 

Of Talent Management, Authentic Leadership and Employee Engagement On Job 

Satisfaction: Evidence From South East Asian Industries Pendidikan Pancasila View 

project Islamic Studies View project Dewiana Novitasari JOURNAL OF CRITICAL 

REVIEWS IMPACT O. Journal of Critical Reviews, 7(19), 67–88. 

Hamidiana, L., Suryatni, M., & Wahyulina, S. (2024). International Journal of Multicultural 

and Multireligious Understanding Analysis of the Influence of Competence, Career 

Development, and Job Characteristics on Employee Loyalty with Job Satisfaction as 

an Intervening Variable in the Employees of the Reg. 813–826. 

Hapsari, W. (2019). Adaptasi Alat Ukur Kepuasan Kerja Untuk Tenaga K esehatan di 

Indonesia. Praxis, 2(1), 107. https://doi.org/10.24167/praxis.v2i1.2303  

Hatmanti. (2019). Faktor-Faktor Yang Mempengaruhi Stres Akademik Mahasiswa 

Keperawatan: Factors that Influence the Academic Stress of Nursing Students. 

Faktor-Faktor Yang Mempengaruhi Stres Akademik Mahasiswa Keperawatan, 5(1), 

40–46. 

Hussain Hakro, T., Begum Siddiqui, M., & Ali Banbhan, A. (2022). RJSSER Investigating 

the Relationship of Talent Management on Employee Performance, Employee 

Engagement and Job Satisfaction. Research Journal of Social Sciences & Economics 

Review, 3(3), 2707–9015. 

Järvi, K., & Khoreva, V. (2020). The role of talent management in strategic renewal. 

Employee Relations, 42(1), 75–89. https://doi.org/10.1108/ER-02-2018-0064  

Kaleem, M. (2019). The Influence of Talent Management on Performance of Employee in 

Public Sector Institutions of the UAE. Public Administration Research, 8(2), 8. 

https://doi.org/10.5539/par.v8n2p8  

Khansha, L., & Indiyati, D. (2022). The effect of career development and physical work 

environment on job satisfaction of millennial generation employees (a case study of 

BPJS Ketenagakerjaan Sumbagut Regional Office): A research framework. 

Sustainable Future: Trends, Strategies and Development, 2035(2019), 186–189. 

https://doi.org/10.1201/9781003335832-47  

Li, K. (2014). The Impact of Career Development on Employee Commitment of Part-Time 

Faculty (PTF) in Hong Kong’s Continuing Professional Development (CPD) Sector. 

British Journal of Education, Society & Behavioural Science, 4(1), 52–73. 

https://doi.org/10.9734/bjesbs/2014/4810  

M, A., Farid Wajdi, M., Waskito, J., & Agus Setyawan, A. (2023). The Effect of Job 

Satisfaction, Organizational Commitment on Turnover Intention and Employee 

Performance At PT JJ Gloves Indo Company. International Journal of Management 

Science and Information Technology, 3(2), 280–292. 

https://doi.org/10.35870/ijmsit.v3i2.1848  

Milliana, Andry Stepahnie Titing, & Hendrik, H. (2023). the Influence of Work Discipline 

and Compensation on Employee Performance. Multifinance, 1(2), 81–94. 

https://doi.org/10.61397/mfc.v1i2.48  

https://doi.org/10.24167/praxis.v2i1.2303
https://doi.org/10.1108/ER-02-2018-0064
https://doi.org/10.5539/par.v8n2p8
https://doi.org/10.1201/9781003335832-47
https://doi.org/10.9734/bjesbs/2014/4810
https://doi.org/10.35870/ijmsit.v3i2.1848
https://doi.org/10.61397/mfc.v1i2.48


Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)                  Vol. 8. No. 2 (2025) 

e-ISSN: 2621-606X               Page: 3180-3199 

The Role of Job Satisfaction ….. 3198 

 

Nurrohmat, A., & Lestari, R. (2021). Pengaruh Kepuasan Kerja terhadap Kinerja Karyawan. 

Jurnal Riset Akuntansi, 1(2), 82–85. https://doi.org/10.29313/jra.v1i2.419  

Paais, M., & Pattiruhu, J. R. (2020). Effect of Motivation, Leadership, and Organizational 

Culture on Satisfaction and Employee Performance. Journal of Asian Finance, 

Economics and Business, 7(8), 577–588. 

https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577  

Ph.D. Ummul Aiman, S. Pd. Dr. K. A. S. HI. M. A. Ciq. M. J. M. Pd., Suryadin Hasda, M. 

Pd. Z. F., M.Kes. Masita, M. Pd. I. Ns. T. S. Kep., & M.Pd. Meilida Eka Sari, M. Pd. 

M. K. N. A. (2022). Metodologi Penelitian Kuantitatif. In Yayasan Penerbit 

Muhammad Zaini. 

Prasetyo, A. Y., & Waskito, J. (2023). Pengaruh Leader-Member Exchanges, Kepuasan 

Kerja, Persepsi Dukungan Organisasi Terhadap Kinerja Karyawan Dengan Peran 

Komitmen Organisasi Sebagai Variabel Pemediasi. Jurnal Lentera Bisnis, 12(2), 461. 

https://doi.org/10.34127/jrlab.v12i2.773  

Prasetyo, E. T., & Marlina, P. (2019). Pengaruh Disiplin Kerja dan Kepuasan Kerja Terhadap 

Kinerja Karyawan. Jurnal Inspirasi Bisnis Dan Manajemen, 3(1), 21. 

https://doi.org/10.33603/jibm.v3i1.2080  

Prof. Dr. Sugiono. (2023). Metode Penelitian Kuantitatif kualitatif dan R&D (edisi 5). 

Rahadytya, M. F., & Tridayanti, H. (2020). Influence of Leadership Style, Career 

Development, and Work Satisfaction on Employee Performance In Tropical Disease 

Institutions of Airlangga University Surabaya. Quantitative Economics and 

Management Studies, 1(1), 51–57. https://doi.org/10.35877/454ri.qems78  

Robbins, S. P., & Judge, T. A. (2008). Perilaku Organisasi. 7. 

Robertson, Peter J., Tristram Hooley, and Phil McCash (eds), The Oxford Handbook of 

Career Development (2021; online edn, Oxford Academic, 9 July 

2020), https://doi.org/10.1093/oxfordhb/9780190069704.001.0001, accessed 15 Jan. 

2025. 

Sari, R. N. I., & Hadijah, H. S. (2016). Peningkatan Kinerja Pegawai Melalui Kepuasan Kerja 

Dan Disiplin Kerja. Jurnal Pendidikan Manajemen Perkantoran, 1(1), 204. 

https://doi.org/10.17509/jpm.v1i1.3389  

Schweyer, A. (2018). Macro Talent Management. In Macro Talent Management. 

https://doi.org/10.4324/9781315200200  

Seno, S., Magito, M., & Perkasa, D. H. (2023). The Influence of Career Development, 

Competence and Work Conflict on Job Satisfaction. Talent: Journal of Economics 

and Business, 1(01), 14–22. https://doi.org/10.59422/jeb.v1i01.189  

Sitohang, N. (2019). Relationship of Career Development with Employee Performance in Pt 

Hondamotor Indonesia. International Journal of Research -GRANTHAALAYAH, 

7(9), 268–280. https://doi.org/10.29121/granthaalayah.v7.i9.2019.610  

https://doi.org/10.29313/jra.v1i2.419
https://doi.org/10.13106/JAFEB.2020.VOL7.NO8.577
https://doi.org/10.34127/jrlab.v12i2.773
https://doi.org/10.33603/jibm.v3i1.2080
https://doi.org/10.35877/454ri.qems78
https://doi.org/10.1093/oxfordhb/9780190069704.001.0001
https://doi.org/10.17509/jpm.v1i1.3389
https://doi.org/10.4324/9781315200200
https://doi.org/10.59422/jeb.v1i01.189
https://doi.org/10.29121/granthaalayah.v7.i9.2019.610


Indonesian Interdisciplinary Journal of Sharia Economics (IIJSE)                  Vol. 8. No. 2 (2025) 

e-ISSN: 2621-606X               Page: 3180-3199 

The Role of Job Satisfaction ….. 3199 

 

Sparrow, P., Hird, M., & Cooper, C. L. (2015). Strategic Talent Management. Do We Need 

HR? 177–212. https://doi.org/10.1057/9781137313775_7  

Stride, C., Wall, T. D., & Catley, N. (2008). Measures of Job Satisfaction, Organisational 

Commitment, Mental Health and Job Related Well-being: A Benchmarking Manual. 

Suryawan, I. N., & Salsabilla, A. (2022). Pengaruh Kepuasan Kerja, Disiplin Kerja Dan 

Motivasi Kerja Terhadap Kinerja Karyawan. Aksara: Jurnal Ilmu Pendidikan 

Nonformal, 8(1), 137. https://doi.org/10.37905/aksara.8.1.137-146.2022  

Syed Hussain al-Hussaini. (2019). Impact of Talent Management Strategies on Employee 

Performance Behaviour with the Mediating Role of Talent Management Outputs. 

Archives of Business Research, 7(3). https://doi.org/10.14738/abr.73.6309  

Tampubolon, M. (2023). Metode Penelitian Metode Penelitian. Metode Penelitian Kualitatif, 

3(17), 43. 

Toha, M. (2014). Pengaruh Kualitas Layanan dan Kepuasan Anggota Koperasi Terhadap 

Loyalitas Anggota Koperasi Syariah Baitut Tamwil Muhhammadiyah Surya Dana 

Tulungagung. Universitas Islam Negeri Sunan Ampel, Surabaya. 

Wau, J., & Purwanto, P. (2021). the Effect of Career Development, Work Motivation, and 

Job Satisfaction on Employee Performance. Jurnal Aplikasi Bisnis Dan Manajemen, 

7(2), 262–271. https://doi.org/10.17358/jabm.7.2.262  

Wickramaaratchi, D. R., & Perera, G. D. N. (2020). The Impact of Talent Management on 

Employee Performance: The Mediating Role of Job Satisfaction of Generation Y 

Management Trainees in the Selected Public Banks in Sri Lanka. Sri Lankan Journal 

of Human Resource Management, 10(1), 21. 

https://doi.org/10.4038/sljhrm.v10i1.5648  

Yusuf Iis, E., Wahyuddin, W., Thoyib, A., Nur Ilham, R., & Sinta, I. (2022). the Effect of 

Career Development and Work Environment on Employee Performance With Work 

Motivation As Intervening Variable At the Office of Agriculture and Livestock in 

Aceh. International Journal of Economic, Business, Accounting, Agriculture 

Management and Sharia Administration (IJEBAS), 2(2), 227–236. 

https://doi.org/10.54443/ijebas.v2i2.191  

 

https://doi.org/10.1057/9781137313775_7
https://doi.org/10.37905/aksara.8.1.137-146.2022
https://doi.org/10.14738/abr.73.6309
https://doi.org/10.17358/jabm.7.2.262
https://doi.org/10.4038/sljhrm.v10i1.5648
https://doi.org/10.54443/ijebas.v2i2.191

