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Abstract

Public sector services is a very relevant issue today. All countries compete to provide the best service for their people.
Services have shifted from conventional-based services to digital-based services. This research is an exploratory
qualitative research with a secondary data approach where the researcher wants to see a problem with nine maps of
talent development management. The results of the study found that the public sector service strategy in Indonesia in
the Perspective of Talent Development Management (TDM) has been running but still has a tendency to be limited
according to organizational needs based on the roadmap for the concept of talent development management. The
leadership commitment has the same vision so that improving the quality of public services is an obligation for public
officials which is a challenge for Indonesia. Factors supporting employee talent development are consistency,
cooperation, willingness, partnership, motivation and support from the community. While the inhibiting factors for
employee talent development program activities are regulations, budget, supporting facilities/infrastructure and
geographical location.
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1. Introduction

In this decade, the issue of employee talent development has become a new trend in the
public sector industry. Through bureaucratic reform, the government is asked to carry out reforms
in service aspects such as infrastructure and human resources. Organizations are expected to be
able to produce highly talented employees to optimize service (Martin, 2015) . In the public sector
getting highly talented employees is not easy, because there are many limitations (Aksakal et al.,
2013) . get highly talented employees (Mahfoozi et al., 2018) , (Downs & Swailes, 2013) .

In Indonesia, public sector services vary depending on each region. This is because each
region has different autonomy so that regional heads must be able to innovate in public sector
services (Brown, 2009) . Innovation bias can only arise from several activities such as research on
several policies taken (Arundel et al., 2019) , (Méhaut & Perez, 2004) ,. To facilitate service,
information technology is needed as a means of service effectiveness (Gorry, 2008) , (Suebvises,
2018) . This research is expected to be able to explore public sector services using the talent
development management (TDM) approach. (Rothwell, 2010) . This TDM approach is carried out
so that studies regarding public sector services become a new paradigm for the government,
especially in providing services to all people.

Public sector management (PSM) is carried out in order to optimize employee performance
in providing services. PSM is a new issue that has become the focus of local governments in several
districts/cities in Indonesia. In implementing PSM, it is necessary to innovate through research on
the policies taken (Arundel et al., 2019) . Local governments are tasked by the central government
to expand access to public sector services in order to avoid classical constraints (Cordeiro Guerra
& Lastra-Anadon, 2019) . At PSM the community wants excellent service. Therefore local
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governments must be able to make proactive policies to respond to these challenges (Méhaut &
Perez, 2004) .

In PSM, the thing that needs attention is innovation (Brown, 2009) . One of the innovations
in public services is the connection between public access and the government through the use of
technology and information (IT). Currently, IT is people's favorite, so PSM must be able to respond
to this phenomenon (Gorry, 2008) . A number of cases were found in areas where public services
were low due to budget constraints. However, it should be understood that the budget is not the
main obstacle in PSM (Demircioglu & Audretsch, 2017) . In the process of introducing PSM we
can use old conceptuals but adapted to current conditions (Butler et al., 2010) . PSM will be
implemented with full support from the government through policies set forth in regional
regulations. Regulations are made to create service architectures based on different geographies
(Kuula et al., 2016) . The policy outlines the content that PSM can run quickly using social media
(Suebvises, 2018).

2. Literature Review

In the phenomenon that occurs, many problems are found in the management of human
resources. In addition, getting the best talent also has limitations that are common in many
organizations (Aksakal et al., 2013) . TDM is a strategy to improve service and employee
performance. In the public sector, TDM is expected to be able to provide a stimulus to improve
services to the public. TDM is the process of recruiting employees, developing and retaining the
best talent. Organizations are expected to be able to employ employees who have high potential
(Martin, 2015) . TDM does not only choose the right talent, but manages talent effectively and
efficiently which is done with high motivation, commitment and maximizing performance which
is an added value for the organization (Vural et al., 2012) . Organizations are expected to invest in
improving human resources (Mahfoozi et al., 2018) . In optimizing TDM it is necessary to have a
common vision and mission between employees and the organization (Knies et al., 2017) . Our
focus is how the organization provides opportunities for employee career development by setting
limits on employee skills and competencies (Downs & Swailes, 2013).

Commitment is a mutual agreement on agreed goals. Commitment can also be interpreted as
a theological entity that is believed to be able to make people want the truth more and more towards
the desired goal. (Greiman, 2009) . Commitment also means the extent to which a person views an
obligation by acting in various ways that are normative instructions. (Tornberg, 2012) . In carrying
out commitments, one does not always see direct financial incentives and rewards (Peccei &
Rosenthal, 2011) . Commitment will have an impact on improving service performance (Efendi,
2017) .

Job analysis in the labor industry refers to systems, procedures, job functions, tasks, best
practices and problem solving. With an IT system approach that has been automated so there is less
direct supervision (Niskanen, 2018) . Job analysis can also be done by taking a sample of
individuals with very detailed data with rigorous effort. The use of sample data in the future will
be reduced by the use of highly sophisticated technology (Brandl et al., 2017) . Job analysis
considers aspects of competence, completeness and suitability of facilities, as well as educational
suitability. In addition, job analysis can also be carried out (Sugiantoro, 2010) . In conducting job
analysis, it is better to pay attention to internal and external aspects (de Bruyn & Cameron, 2017)
Talent selection and recruitment
Talent management is an integral part of performance management whose assessment must be
made as transparent as possible so that it can be accepted by all employees. (Poocharoen & Lee,
2013) . In an effort to get the best talent, public leaders must be able to attract stronger personalities
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and be willing to work together so that the bureaucracy is more representative (Woo, 2018) . In
terms of talent management vacancies, it is also able to provide opportunities for other employees
(Mandelbaum & Zehavi, 2014) . In terms of recruiting talent, leaders must consider what aspects
are the benchmarks for the talent needed. Talented employees must have their own characteristics
according to the needs of the organization. Talent recruitment must also consider aspects of
individual competence, especially technical skills and personal characteristics (Shen & Edwards,
2004) .

In public sector performance measurement must be carried out based on the goals and
strategic plans of the organization. Evaluation is also carried out systematically so that the
evaluation process describes employee performance. Performance evaluation can also be done by
collecting information that is able to describe the current situation and predict what has not been
done (Balabonien¢ & Vecerskiené, 2015) . Performance evaluation must consider the gender and
age of the employee as well as the general attitude of the person being assessed (Amygdalos et al.,
2014) . Opportunity to communicate goals more clearly, to evaluate the suitability of policy
objectives and assumptions, and to revise policies (Speklé & Verbeeten, 2014) . In several public
sector organizations the evaluation criteria are different, for example the military does not
recognize evaluation standards so there are weaknesses in several parts such as knowledge, practice
and awareness (Ramos et al., 2009) .

Job analysis of HR needs needs to be carried out in a comprehensive and thorough manner.
The application of job analysis must also consider the skills and knowledge of the tasks to be
carried out later. All of these must be properly identified (Thatcher & Yeow, 2016) . In the work
analysis process it is necessary to look at the strengths of individuals and groups, especially in
principles, processes and practices as well as values that are able to demonstrate a sustainable
organizational environment (Macke & Genari, 2019) . A qualified job analysis is able to produce
creative and competitive employees so that they are able to answer all challenges and changes
going forward (Crichton & Shrivastava, 2017) . Job analysis can be collaborated in the field of
research so as to be able to describe the needs and paradigms of employees (Chams & Garcia-
Blandon, 2019) . In job analysis, it is necessary to have an employee mental revolution where in
the era of the industrial revolution 4.0 employees must be able to innovate so as to produce
employees who think critically, creatively and are able to collaborate (Suwardana, 2017) .
Potential evaluation.

Talent management is carried out in order to be able to produce the best talent in the
organization. In the process there needs to be an evaluation of potential talent. To assess potential,
there must be a standard that is made in such a way that the assessment of potential is not biased
and tends to be subjective. In evaluating the potential of the substance, it is hoped that it can become
a new lesson for organizations in managing talent. Evaluation of potential must be made in the
program so that it is able to detect the strengths and barriers to assessment (Hortigtiela Arroyo &
Ubillos Landa, 2019) . Program evaluation can also be carried out to improve understanding,
implementation and systematic development (Martens, 2018) . Evaluation is carried out to align
competence and job content in public services (Thomas, 2018) . Program evaluation is carried out
by considering the organization and its human resources. Program evaluation can involve other
institutions to support partnerships such as local universities (Jeane Marie Tulung, 2014) . Finally,
program evaluation becomes a reference for improving qualifications so that new directions can be
determined (Altinoz et al., 2013) .

Employee development is carried out in an effort to improve service quality. Employee
development in the public sector is carried out by obtaining competent trainers so that they can
provide a stimulus for the organization. Development also focuses on short and long term effects
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(Knight & White, 2017) . Employee development can be done for various purposes including
improving technical and management skills. Employee development is the most important factor
in improving individual employee personnel (MY Kim et al., 2017) . Employee development is
carried out to increase employee satisfaction (S. Kim, 2009) . Employee development is expected
to strengthen individual promotions (Csiernik et al., 2012) . In the process, employee development
should be carried out partially by looking at individual aspects such as competence and
organizational formation (Efendi, 2017) . Employee development will be more effective with this
system. The system here is intended to create employee career advancement so that it has an impact
on employee performance, retention and growth of new talent (Tornberg, 2012) .

Organizations that grow, develop and compete are those that nurture the best talent.
Employees are expected to have qualifications which are not only commitment, satisfaction and
involvement, but more than that where employees are able to have a positive psychology
characterized by enthusiasm, enthusiasm and energy in supporting organizational achievements.
Retaining employees also contributes to employee retention (Endah Mujiasih; lka Zenita
Ratnaningsih, 2011) . In retaining talent there needs to be consideration of antecedents such as
innovation and creativity (Kremer et al., 2019) . The best talents are identified based on the
willingness of employees to carry out their duties by looking at social responsibility strategies
(Cycyota et al., 2016) . To retain the best talent, it is important to pay attention to aspects such as
employee satisfaction, working conditions and risks to the organization (Unsal, 2019) .

Program evaluation is a series of policies such as updating policies and programs. Program
evaluation is intended for decision making. It is hoped that program evaluation can be carried out
to improve service processes (Nel et al., 2005) . Program evaluation is a simplification strategy in
public services. (Ann Feldheim, 2007) . Program evaluation is carried out to see the potential and
synergy between results and organizational goals (O'Sullivan et al., 2009) . in the program
evaluation process can use a standard system so that it is more objective in determining
achievement decisions (Tanti, 2015) . Program evaluation in the public sector can be carried out
using an empirical approach with regional security considerations (Collings et al., 2015) . in the
political field program evaluation is intended to see quality standards and their implementation
(Younis, 1997) . It is understandable that program evaluation in the public sector is misunderstood
because it tends to be non-standard and does not have a complete narrative analysis (Nicolopoulou
etal., 2015).

3. Methodology

This type of research is library research where research analyzes data from various sources
(George, 2008) . The design of this study uses an exploratory qualitative approach. The exploratory
qualitative approach is expected to be able to gather as much information as possible from several
sources about the strategy for implementing the quality of public services using the talent
development management (TDM) approach. The data used is secondary data sourced from trusted
references such as reputable journals, national journals and also documentation in the form of
magazines, books and others (Sari, 2020)
Data analysis techniques in this study consisted of data reduction, data presentation and drawing
conclusions (Matthew. B. Miles, 2016) . Data validation in this study was carried out using a data
triangulation approach where researchers confronted documentation. After the data is reduced, the
data will be presented in the form of graphs, tables and transcripts in accordance with the interests
of the research, and in the end the data that has been presented will be concluded.
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4. Result and Discussion

It is realized that in this area all leaders want approval and support so that the TDM program
can be implemented so that it can have an impact on excellent service to the community, especially
in the fields of education and culture (Efendi, 2017) . Then determining the steps or actions of the
leader as the person in charge of a program must be able to formulate steps and actions so as to
provide an overview of a program (Rothwell, 2010) . Here the leadership holds a leadership
meeting in formulating steps and actions. The leader makes a mapping of what actions will be taken
which will later be included in the draft which will be included in the policy. Leaders also clarify
the roles and behavior of regional work units in the job descriptions of each department. To get full
commitment, commitment must be included in planning (Tornberg, 2012) .

Job analysis in talent development management such as establishing job descriptions,
establishing competency models, unit completion strategies, and establishing and promoting high-
potential, high-performing, and high-professional individuals (Rothwell, 2010 ) . Determination of
job descriptions in TDM s carried out after obtaining a joint commitment from all leaders, then
what needs to be formulated is a job analysis including making a job description. In this context
the leader must know exactly how the characteristics of working on a program are (Brandl et al.,
2017) . In this field job descriptions are seen from two elements, namely the main job descriptions
and additional job descriptions. There are two types of employees in government so that local
governments already understand how to make job descriptions. Structural staff are employees
whose function is to carry out program implementation administratively. Meanwhile, functional
employees have the duty to carry out policy outcomes by providing direct services to the
community (Sugiantoro, 2010) . Job descriptions basically exist for each function so that in this
field it is already running and in accordance with work such as making action plans, work
indicators, applications, supervision and evaluation. Then, establish a competency model. In this
field, the competency model is determined based on two aspects, namely education and years of
service. Education is the basis for setting the model because education is the main indicator in
carrying out tasks (de Bruyn & Cameron, 2017) .

The average education of employees in this area is one bachelor's degree with a diploma from
various universities in Indonesia. Then competence in service is seen from the period of work so
that people who have a long service period have competence in carrying out their duties. It can be
understood, for example, that teachers with more than 20 years of service have superior competence
than those below them. They also gain competency from formal training such as teacher
certification, education and training, teacher seminars/jamborees and periodic mentoring from the
Education Quality Assurance Agency. Finally, the unit breakdown strategy. To optimize education
services in this area, technical implementation units have been established in each district. The aim
of this unit is to facilitate education administration services so that they can reach every point that
may be difficult to reach directly. The paradigm for solving this unit is as an extension of the local
government in providing excellent service to the wider community. In this field regional heads and
leaders in promoting high-potential, high-performing and high-professional individuals still
promote high-potential employees by providing positions according to their respective fields and
expertise (Mandelbaum & Zehavi, 2014).

Talent selection and recruitment to determine high talent resources from within the
organization, leadership efforts to obtain skilled talents and the process of involving IT personnel
for skilled talent selection have not been carried out because they have not been included in the
planning according to organizational needs so that the third point of talent development
management has not been fulfilled. limited to one agency. Talent selection and recruitment must
be well planned and involve IT personnel to make the selection more transparent (Poocharoen &
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Lee, 2013) . Performance evaluation in talent development management is the way leaders measure
employee performance in general, the way leaders measure employee performance based on
competence and performance measurement based on aspects of employee behavior is determined
by just looking (Ramos et al., 2009) .

Job analysis and future HR needs such as forecasting future competency needs, aligning
competencies with organizational goals and determining key indicators of future competency
characteristics (Rothwell, 2010) . It is known that this field has not been able to be implemented
by the leadership because there are no standard concepts and instruments in making job analysis.
In addition, job analysis is only based on experience and expressions from the staffing field. Then
evaluate the potential of talent development management such as determining whether individuals
can be promoted to jobs with greater responsibility, how leaders assess potential including
supervisor nominations, 360 degree assessors based on competence, assessment centers,
psychological tests, assignments, job rotation and so on and potential assessment based on past
performance as evidence in meeting the minimum requirements is still not done because there is
no policy basis (Rothwell, 2010) . Therefore, in the public sector, it is necessary to plan and ratify
people's representatives. In addition, there are no special assessment centers and psychologists. In
evaluating the potential that can be done at this time only the assignment and rotation of positions
(Speklé & Verbeeten, 2014) .

Employee development is done by determining the performance gap by looking at planning
and realization (Rothwell, 2010) . If realization equals planning, then there is no work gap.
However, the fact is that there are some employees whose performance is not as expected. This
means that the actual performance is less than planned. Then the current and future competencies
in this agency have understood that competency gaps still occur such as minimal use of technology
in the service process (Efendi, 2017) . Then for teaching services it is still conventional, not yet
towards online learning. This means that there are still many employees who still do not know the
competencies they have at this time with what is expected in the future. So, employee development
is like determining the performance gap between actual performance and desired results,
determining the development gap between current individual competencies and competencies that
will be needed at a higher level (Berk et al., 2019) .

Determine career planning. Good career planning will have an impact on increasing
employee competency (Efendi, 2017) . This is realized by the leadership in this area. In retaining
high-performing employees, flexible and conducive working conditions are provided. This is done
so that employees are able to improve performance continuously. In addition, there are various
regional allowances (depending on area coverage) by creating compensation zones so that
employees feel comfortable in the area. Under these conditions good career planning in talent
management (Kremer et al., 2019) . We can understand that the determination of solid career
planning in an effort to retain talented employees is able to condition flexible and conducive work
to retain talented employees, as well as planning innovative compensation to retain highly talented
employees has become a shared expectation in accordance with TDM (Kremer et al., 2019) .

Evaluation of talent management implementation programs largely determines the level of
success of talent management programs (Rothwell, 2010) . In the program evaluation, it was found
that the number and quality of talented employees were not found because there was no TDM
procedure in this agency. This means that program evaluation is only done by looking at
performance reports without any standard instruments included in the information system. The
program is evaluated in meetings starting from school meetings, service and leadership elements
every year(Misra et al., 2022)
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Conclusion

The analysis above provides a summary of the conclusions that the implementation of public sector
services with the TDM approach still has limitations (trends). Even so, there is something that is
quite encouraging that the leadership's commitment and efforts to retain talent in TDM are very
high with the authority they have. It is quite understood that the application of TDM is mostly done
in the private sector where TDM is so mature and feasible. The characteristics of public services
in Indonesia, always refer to normative and centralized regulations. The government must consider
local aspects as the basis for developing employee talents. The supporting factor for the employee
talent development program in this study is the desire to provide excellent service through talented
employees. the form of policies and appreciation for employees so that they become strengths in
developing employee talents (TDM). Meanwhile, the inhibiting factors for employee talent
development programs in Indonesia, such as budget constraints, supporting facilities/infrastructure
and the geographical location of the 17 thousand islands from Sabang to Merauke, are a particular
challenge for implementing TDM.

5. Acknowledgement

Itis optional. Acknowledgments of people, grants, funds, etc. should be placed in a separate section
before the reference list. The names of funding organizations should be written in full (optional).
Do not include author biographies

REFERENCES

Aksakal, E. et al. (2013) ‘Personel Selection based on Talent Management’, Procedia - Social and
Behavioral Sciences, 73, pp. 68-72. doi: 10.1016/j.sbspro.2013.02.021.

Altindz, M., Cakiroglu, D. and Cop, S. (2013) “Effects of Talent Management on Organizational
Trust: A Field Study’, Procedia - Social and Behavioral Sciences, 99, pp. 843-851. doi:
10.1016/j.sbspro.2013.10.556.

Amygdalos, C., Bara, N. and Moisiadis, G. (2014) ‘Performance Appraisal in Greek Public Sector’,
Procedia - Social and Behavioral Sciences, 148, pp. 501-506. doi:
10.1016/j.sbspro.2014.07.072.

Ann Feldheim, M. (2007) ‘Public Sector Downsizing and Employee Trust’, International Journal
of Public Administration, 30(3), pp. 249-270. doi: 10.1080/01900690601117739.

Arundel, A., Bloch, C. and Ferguson, B. (2019) ‘Advancing innovation in the public sector:
Aligning innovation measurement with policy goals’, Research Policy, 48(3), pp. 789-798.
doi: 10.1016/j.respol.2018.12.001.

Balaboniené, 1. and Vecerskiené, G. (2015) ‘The Aspects of Performance Measurement in Public
Sector Organization’, Procedia - Social and Behavioral Sciences, 213, pp. 314-320. doi:
10.1016/j.sbspro.2015.11.544.

Berk, L. et al. (2019) ‘Prescriptive analytics for human resource planning in the professional
services industry’, European Journal of Operational Research, 272(2), pp. 636—641. doi:
10.1016/j.ejor.2018.06.035.

Brandl, C., Mertens, A. and Schlick, C. M. (2017) ‘Ergonomic analysis of working postures using

https://ijbtob.org



International Journal of Business, Technology, and Organizational Behavior (IJBTOB) ISSN: 2775-4936
Vol. 4 No.1, April 2024

OWAS in semi-trailer assembly, applying an individual sampling strategy’, International
Journal of Occupational Safety and Ergonomics, 23(1), pp. 110-117. doi:
10.1080/10803548.2016.1191224.

Brown, L. (2009) ‘Innovation in Public Sector Services: Entrepreneurship, Creativity and
Management’,  Public  Management Review, 11(3), pp. 393-394. doi:
10.1080/14719030902860345.

de Bruyn, M. and Cameron, J. (2017) ‘The occupation of looking for work: An interpretative
phenomenological analysis of an individual job-seeking experience’, Journal of
Occupational Science, 24(3), pp. 365-376. doi: 10.1080/14427591.2017.1341330.

Butler, P. et al. (2010) ‘Marketing public sector services : Concepts and characteristics Marketing
Public Sector Services : Concepts and Characteristics’, Journal of Marketing Management,
(May 2013), pp. 37-41.

Chams, N. and Garcia-Blandon, J. (2019) ‘On the importance of sustainable human resource
management for the adoption of sustainable development goals’, Resources, Conservation
and Recycling, 141(November 2017), pp. 109-122. doi: 10.1016/j.resconrec.2018.10.006.

Collings, D. G., Scullion, H. and Vaiman, V. (2015) ‘Talent management: Progress and prospects’,
Human  Resource  Management  Review, 25(3), pp. 233-235. doi:
10.1016/j.hrmr.2015.04.005.

Cordeiro Guerra, S. and Lastra-Anadon, C. X. (2019) ‘The quality-access tradeoff in decentralizing
public services: Evidence from education in the OECD and Spain’, Journal of Comparative
Economics, (December 2018), pp. 1-22. doi: 10.1016/j.jce.2018.12.004.

Crichton, R. and Shrivastava, P. (2017) ‘Sustaining human resource via aesthetic practices’,
Journal of Cleaner Production, 153, pp. 718-726. doi: 10.1016/j.jclepro.2017.02.144.

Csiernik, R., Chaulk, P. and McQuaid, S. (2012) ‘A Process Evaluation of a Canadian Public Sector
Employee Assistance Program’, Journal of Workplace Behavioral Health, 27(3), pp. 160—
180. doi: 10.1080/15555240.2012.701169.

Cycyota, C. S., Ferrante, C. J. and Schroeder, J. M. (2016) ‘Corporate social responsibility and
employee volunteerism: What do the best companies do?’, Business Horizons, 59(3), pp.
321-329. doi: 10.1016/j.bushor.2016.01.004.

Demircioglu, M. A. and Audretsch, D. B. (2017) ‘Conditions for innovation in public sector
organizations’, Research Policy, 46(9), pp. 1681-1691. doi: 10.1016/j.respol.2017.08.004.

Downs, Y. and Swaliles, S. (2013) ‘A capability approach to organizational talent management’,
Human Resource Development International, 16(3), pp. 267-281. doi:
10.1080/13678868.2013.782992.

Efendi, N. (2017) ‘Pengembangan Sumberdaya Manusia Berbasis Kompetensi di Kantor
Pemerintah Kota Bandar Lampung’, MIMBAR, Jurnal Sosial dan Pembangunan, 31(1), p.
1. doi: 10.29313/mimbar.v31i1.839.

‘Endah Mujiasih; Ika Zenita Ratnaningsih’ (2011) Proceeding, semarang, 23-24(C), p. 14.

George, M. W. (2008) The elements of library research: What every student needs to know, The
Elements of Library Research: What Every Student Needs to Know. doi: 10.5860/choice.46-
4758.

Gorry, G. A. (2008) ‘Sharing knowledge in the public sector: Two case studies’, Knowledge
Management Research and Practice, 6(2), pp. 105-111. doi:
10.1057/palgrave.kmrp.8500172.

Greimann, D. (2009) ‘Contextual definition and ontological commitment’, Australasian Journal
of Philosophy, 87(3), pp. 357—-373. doi: 10.1080/00048400802587333.

Hortigiiela Arroyo, M. and Ubillos Landa, S. (2019) ‘Evaluability assessment of a community

https://ijbtob.org



International Journal of Business, Technology, and Organizational Behavior (IJBTOB) ISSN: 2775-4936
Vol. 4 No.1, April 2024

development leisure program in Spain’, Evaluation and Program Planning, 72(September
2018), pp. 219-226. doi: 10.1016/j.evalprogplan.2018.10.014.

JEANE MARIE TULUNG (2014) ‘Evaluasi Program Pendidikan Dan Pelatihan Kepimpinan
Tingkat Iv Di Balai Diklat Keagamaam Manado’, Journal “Acta Diurna”, 111(3), pp. 1-14.

Kim, M. Y., Yu, H. J. and Park, S. M. (2017) ‘Examining and testing the roles of human resource
development (HRD) in the public sector: evidence from US federal agencies’, International
Review of Public Administration, 22(1), pp. 60-86. doi: 10.1080/12294659.2017.1304631.

Kim, S. (2009) ‘IT employee job satisfaction in the public sector’, International Journal of Public
Administration, 32(12), pp. 1070-1097. doi: 10.1080/01900690903170303.

Knies, E. et al. (2017) ‘Strategic human resource management and public sector performance:
context matters’, International Journal of Human Resource Management, 5192, pp. 1-13.
doi: 10.1080/09585192.2017.1407088.

Knight, G. and White, M. (2017) ‘Training and employee mobility in the British private and public
sectors’, Applied Economics, 49(29), pp. 2861-2874. doi:
10.1080/00036846.2016.1248359.

Kremer, H., Villamor, I. and Aguinis, H. (2019) ‘Innovation leadership: Best-practice
recommendations for promoting employee creativity, voice, and knowledge sharing’,
Business Horizons, 62(1), pp. 65-74. doi: 10.1016/j.bushor.2018.08.010.

Kuula, M., Putkiranta, A. and Tulokas, P. (2016) ‘Opportunities in Role Specialization Through
Location in Public Sector Services’, International Journal of Public Administration, 39(7),
pp. 505-514. doi: 10.1080/01900692.2015.1028635.

Macke, J. and Genari, D. (2019) ‘Systematic literature review on sustainable human resource
management’, Journal of Cleaner Production, 208, pp. 806-815. doi:
10.1016/j.jclepro.2018.10.091.

Mahfoozi, A. et al. (2018) ‘Developing a talent management model using government evidence
from a large-sized city, Iran’, Cogent Business and Management, 5(1), pp. 1-15. doi:
10.1080/23311975.2018.1449290.

Mandelbaum, R. and Zehavi, A. (2014) ‘Recession as a window of opportunity for public sector
recruitment’, Policy Studies, 35(2), pp. 115-130. doi: 10.1080/01442872.2013.875142.

Martens, K. S. R. (2018) ‘How program evaluators use and learn to use rubrics to make evaluative
reasoning explicit’, Evaluation and Program Planning, 69, pp. 25-32. doi:
10.1016/j.evalprogplan.2018.03.006.

Martin, A. (2015) ‘Talent Management: Preparing a “Ready” agile workforce’, International
Journal of Pediatrics and Adolescent Medicine, 2(3-4), pp. 112-116. doi:
10.1016/j.ijpam.2015.10.002.

Matthew. B. Miles, A. M. H. and J. S. (2016) ‘Mental health nursing is stretched to breaking point’,
Nursing standard (Royal College of Nursing (Great Britain) : 1987), 30(25), p. 33. doi:
10.7748/ns.30.25.33.540.

Misra, 1., Sadikin, A., & Adlina, F. (2022). Evaluation of Bidikmisi scholarship program at state

Islamic universities in Indonesia. Jurnal Penelitian Dan Evaluasi Pendidikan, 26(1), 26—36.
https://doi.org/10.21831/pep.v26i1.45727

Méhaut, P. and Perez, C. (2004) ‘Further education and training in the french public sector’, Public
Management Review, 6(3), pp. 333-352. doi: 10.1080/1471903042000256529.

Nel, D. et al. (2005) ‘Customer Evaluations of Service Complaint Experiences in the Public
Sector’, Journal of Nonprofit & Public Sector Marketing, 7(3), pp. 3-30. doi:
10.1300/j054v07n03_02.

https://ijbtob.org



International Journal of Business, Technology, and Organizational Behavior (IJBTOB) ISSN: 2775-4936
Vol. 4 No.1, April 2024

Nicolopoulou, K. et al. (2015) ‘Early Organizational Diffusion of Contemporary Policies:
Narratives of Sustainability and Talent Management’, Procedia - Social and Behavioral
Sciences, 213(0), pp. 807-811. doi: 10.1016/j.sbspro.2015.11.480.

Niskanen, T. (2018) ‘Implementation of a novel taxonomy based on cognitive work analysis in the
assessment of safety performance’, International Journal of Occupational Safety and
Ergonomics, 24(4), pp. 624-637. doi: 10.1080/10803548.2017.1340544.

O’Sullivan, D., Pickernell, D. and Senyard, J. (2009) ‘Public sector evaluation of festivals and
special events’, Journal of Policy Research in Tourism, Leisure and Events, 1(1), pp. 19—
36. doi: 10.1080/19407960802703482.

Peccei, R. and Rosenthal, P. (2011) ‘The antecedents of employee commitment to customer
service: evidence from a UK’, The International Journal of Human Resource Management,
8(1), pp. 66-86. doi: 10.1080/09585199700000041.

Poocharoen, O. orn and Lee, C. (2013) ‘Talent Management in the Public Sector: A comparative
study of Singapore, Malaysia, and Thailand’, Public Management Review, 15(8), pp. 1185—
1207. doi: 10.1080/14719037.2013.816525.

Ramos, T. B. et al. (2009) ‘The state of environmental performance evaluation in the public sector:
the case of the Portuguese defence sector’, Journal of Cleaner Production, 17(1), pp. 36—
52. doi: 10.1016/j.jclepro.2008.02.0009.

Rothwell, W. J. (2010) Effective Successive Planning.

Sari, L. P. (2020) ‘Peningkatan Peran Perbankan Syariah Dalam Pengembangan Industri Makanan
Halal di Indonesia’, Al-Intaj : Jurnal Ekonomi dan Perbankan Syariah, 6(2), p. 68. doi:
10.29300/aij.v6i2.3180.

Shen, J. and Edwards, V. (2004) ‘Recruitment and selection in Chinese MNEs’, International
Journal of Human Resource Management, 15(4-5), pp. 814-835. doi:
10.1080/0958519042000192960.

Speklé, R. F. and Verbeeten, F. H. M. (2014) ‘The use of performance measurement systems in the
public sector: Effects on performance’, Management Accounting Research, 25(2), pp. 131-
146. doi: 10.1016/j.mar.2013.07.004.

Suebvises, P. (2018) “Social capital, citizen participation in public administration, and public sector
performance in Thailand’, World Development, 109, pp. 236-248. doi:
10.1016/j.worlddev.2018.05.007.

Sugiantoro, B. (2010) ‘Persepsi Karyawan tentang Penerapan Analisis Jabatan’, [Imu Administrasi
dan Organisasi, 17(1), pp. 61-69.

Suwardana, H. (2017) °117-265-1-Sm’, 1(2), pp. 102-110. doi: http://ojs.unik-
kediri.ac.id/index.php/jatiunik/article/view/117/0.

Tanti, L. (2015) ‘Monitoring dan Evaluasi Kinerja Pegawai Dalam Pengambilan Keputusan
Pemilihan Pegawai Berprestasi’, 2 no 3, pp. 244-255.

Thatcher, A. and Yeow, P. H. P. (2016) ‘Human factors for a sustainable future’, Applied
Ergonomics, 57, pp. 1-7. doi: 10.1016/j.apergo.2016.05.007.

Thomas, N. (2018) ‘An analysis of program evaluation course content in CSHSE-accredited
human services baccalaureate programs’, Studies in Educational Evaluation, 59(January),
pp. 187-194. doi: 10.1016/j.stueduc.2018.08.001.

Tornberg, P. (2012) ‘Committed to coordination? how different forms of commitment complicate
the coordination of national and urban planning’, Planning Theory and Practice, 13(1), pp.
27-45. doi: 10.1080/14649357.2012.649906.

Unsal, O. (2019) ‘Employee relations and firm risk: Evidence from court rooms’, Research in
International Business and Finance, 48(October 2018), pp. 1-16. doi:

https://ijbtob.org
10



International Journal of Business, Technology, and Organizational Behavior (IJBTOB) ISSN: 2775-4936
Vol. 4 No.1, April 2024

10.1016/j.ribaf.2018.11.003.

Vural, Y., Vardarlier, P. and Aykir, A. (2012) ‘The Effects of Using Talent Management With
Performance Evaluation System Over Employee Commitment’, Procedia - Social and
Behavioral Sciences, 58, pp. 340-349. doi: 10.1016/j.sbspro.2012.09.1009.

Woo, K. H. (2018) ‘Recruitment Practices in the Malaysian Public Sector: Innovations or Political
Responses?’, Journal of Public Affairs Education, 21(2), pp. 229-246. doi:
10.1080/15236803.2015.12001830.

Younis, T. (1997) ‘Customers’ expectations of public sector services: Does quality have its
limits?’, Total Quality Management, 8(4), pp. 115-129. doi: 10.1080/0954412979569.

https://ijbtob.org
11



