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 Talent management and Employee Engagement have been studied extensively in management lit-
erature in the last ten years, both concepts have become a field of interest. Therefore, this study 
explores the impact of employee engagement as a mediator on the relationship between talent man-
agement and organizational performance. The reason for doing this research is that most of the 
studies have studied the relationship between talent management directly on organizational perfor-
mance and have not included employee engagement as a mediator. Midwives were selected as 
samples since their talents can further enhance the professional ability of midwives in carrying out 
their duties: to save mothers and children during childbirth. 
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1. Introduction 
 
In today's business, human resource management is a team that promotes a positive environment for employees, continues to 
grow and develop, while providing the right services to the right people to achieve the desired goals. The hospital sector is 
categorized as a service industry and faces many challenges such as human resource management and risk management. 
Effective management of future challenges has a major impact on the survival and success of the hospital department. How-
ever, risk management will not be successful without qualified people. This is achieved through talent management practices 
that help achieve the organization's overall strategy by attracting, encouraging, developing and retaining the most qualified 
and talented staff (Aina & Atan, 2020). Organizations face the challenge of being limited by talented employees. Talented 
employees are only 3-5% of all employees in an organization (Kehinde, 2012). Talent is a key success factor for improving 
and maintaining organizational performance, where talent consists of abilities, experience, knowledge, intelligence, and indi-
vidual qualifications, as well as their ability to learn and develop (Berger, 2004). Having talented employees can achieve 
organizational goals efficiently and effectively with outstanding performance, and they have more engagement with the or-
ganization because they are highly motivated, which in turn provides a significant competitive advantage while increasing 
productivity and profitability (Nafei, 2015). Studying the impact of talent management on organizational performance is based 
on the assumption that talent management improves organizational performance by attracting and retaining the talented people 
it needs (Armstrong & Taylor, 2014). The goal is to create a positive and comfortable environment for employees, strived to 
get employees who are satisfied and then engaging. Employee engagement is defined as a state of wanting, fulfilling, and 
affective motivation for well-being and not job fatigue (Maslach & Leiter, 2008). Talent management has attracted a lot of 
attention from academics and practitioners since a group of McKinsey consultants coined the phrase “The War for Talent” in 
1997 (Moayedi & Vaseghi, 2016). Organizations around the world realize that the knowledge, skills, and abilities of employ-
ees as sources of competitive advantage (Jamnagar, 2014). Indeed, even in times of financial crisis, talent remains an important 
agenda to focus on highest achievers and the majority of companies still intend to focus on the best talents, with nearly half 
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of companies planning to maintain or enhance learning (Lockwood, 2006). Without a doubt, talent management will continue 
to grow important in the knowledge economy era. Research to advance the theoretical and empirical developments of talent 
management as part of being human resource management (Moayedi & Vaseghi, 2016), remains interesting to do. Midwives, 
whose job is to assist with childbirth, is a big challenge. The midwife profession is the largest group of health workers in the 
world (Dahshan, Keshk, & Dorgham, 2018). In their work activities, midwives have a big responsibility for the safety of 
mothers and their babies (Hajy & Alsadat, 2013), so that midwives must have good qualifications (Hajy & Alsadat, 2013). So 
that the condition of a comfortable work environment greatly affects performance, as well as having good talent (Aina & 
Atan, 2020). The sample of this study is midwives who work in private hospitals in East Java, Indonesia.  
 

2. Literature review  
 

2.1 Talent management on organizational performance 
 

Talent in the twenty-first century, being characterized by high speed and competitiveness, has become one of the most vital 
pillars which companies and organizations rely on in achieving their strategic vision, not to mention that the demand for it 
has increased (Almaaitah et al., 2020). Talent may be defined as the inherent ability of an individual to do a particular task in 
a particular way. Talent is seen as the sum of an individual’s abilities, which includes his or her intrinsic gifts, skills, 
knowledge, experience, intelligence, judgment, attitude, character, and drive. It also incorporates the individual’s ability to 
learn and grow (Nafei, 2015). Talent refers to unique characteristics, qualities, traits or abilities of people who utilize this to 
reach the objectives of organizations (Sheehan, Grant, & Garavan, 2018). On the other hand, (Yllner & Brunila, 2013) noted 
that talent represents greater mastery of developed abilities and knowledge systematically in the field of human endeavor. 
Talent management has been perceived as part of human resource management strategies, where it consists of the implemen-
tation of integrated strategies that are executed to improve and sustain the organizational performance by improving proce-
dures for attracting, retaining, developing, and profiting from individuals with the necessary qualifications and skills to 
achieve present and future business requirements (Cheese, Thomas, & Craig, 2007). Talent management sustains organiza-
tional performance by providing essential knowledge and strategies for improvement and change; it helps organizations to 
recognize the most talented employees to become the potential future leaders, whenever there is a vacant position (Aina & 
Atan, 2020). Talent management is not only related to employee talent, in its development it is linked to the mission and 
vision of the organization, resulting in sustainability and a competitive advantage for the organization. Most researchers who 
have investigated the effect of talent management have confirmed that talent management has a significant impact on the 
sustainability of organizational performance (Aina & Atan, 2020; Valverde, Scullion, & Ryan, 2013; Dahshan et al., 2018; 
(Almaaitah et al., 2020). These researchers reinforced the assumption of a positive significant relationship between talent 
management and organizational performance. 

H1: Talent management has a positive influence on organizational performance. 

2.2 Talent management on employee engagement 

Employee engagement is how effective the employees are committed to the organization's activities. They are dependent on 
talent management, and they are based on the emotions and intellects of an individual employee (Ayub, 2017). In various 
organization, employees’ engagement starts with talent management (Chou, 2012). If the organization focuses on employee 
welfare and talent management, it will generate satisfaction and commitment (Lockwood, 2006). Employee engagement con-
sists of ways that keep employees concerned with the operations of the organization. Talent management for organizations is 
considered as the most efficient and effective variable that can capture, adopt, develop and utilize based on employee engage-
ment to achieve organizational performance. Strategically, it aims to achieve market value and increase competitive ad-
vantage (Ayub, 2017). Schaufeli et al. (2002) define employee engagement as the positive fulfilling, work related state of 
mind that is characterized by vigor, dedication and absorption. They moreover stated that engagement is not a momentary and 
specific state, but is a more persistent and pervasive affective and cognitive state that is not focused on any particular object, 
event, individual, or behavior. Talent management can function as a framework within which to define, communicate and 
engender the development of qualities considered important for the achievement of present and future organizational goals 
(Hoglun, 2012). Talent management is basically related to employee engagement (Onday, 2016). Talent management is 
processes that provide the capabilities the organization needs, determine potential competence, ensure team capabilities, gen-
erate innovation, strive for people's creativity and communicate actively. Several indicators of successful talent management 
to achieve employee engagement and the most relevant examples are employees who are talented, more capable the organi-
zation needs, when and where it is needed. 

H2: Talent management has a positive influence on employee engagement.  

 2.3 Employee engagement as mediator on the relationship between talent management and organizational performance  

Talent management must apply to all human resource management functions in the organization (Ali, Bashir, & Mehreen, 
2019). Having the right talent is the biggest benefit for any company (Ali, Bashir, & Mehreen, 2019). Organizations must be 
able to ensure that employees with the right skills and talents must remain with the organization for a longer period of time 
(Ifeoma, Purity, & Okoye-Nebo, 2015). Talent management is increasingly popular as a tool for employee and organizational 
performance (Kimani & Waithaka, 2013). The talent management process reinforces that talented employees have good work 
results for the prosperity of the company (Lyria et al., 2017). In the current era of competition, it is quite difficult to retain 
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talented employees due to the high mobilization of employees from one organization to another (Kehinde, 2012). This can be 
minimized if the company tries hard to engage employees by involving employees in every activity of the company and paying 
attention to their career development (Lockwood, 2006). 

H3: Employee engagement positively mediates the relationship between talent management and employee engagement. 

3. Methodology  

The data were obtained from questionnaires distributed to midwives who work in private hospitals in East Java, Indonesia. 
The reason for selecting the sample was that the midwife was not a specialist. they work with limited authority and a code of 
conduct. for example: to see the health of the fetus in the womb, the tools used are not three or four-dimensional which can 
show a clear picture of the fetus's condition, but with a device that can only be heard and needs a separate analysis to find out 
that the fetus is fine. At the time of the birth process, it is also limited to normal delivery, and section is the domain of doctors. 
That was the background of the sample selection because the midwife's profession was unique and required talent management 
to carry out her duties. As many as 200 questionnaires were distributed, and those who returned and were declared eligible 
were 172 questionnaires and the rest were deemed not eligible to be used as research data. Using the Likert scale, talent 
management adopts from Almaitaah (2019), uses six question items, employee engagement adopts from Schaufeli & Bakker 
(2004) with 17 questions and organizational performance adopts from Dahshan (2019) using eleven questions. The operational 
definitions of these variables are presented: 
 
Table 1 
Description of Variables 

Talent management (Almaitaah, 2019) 
The hospital has attractive salaries and incentives for talented people to work for the hospital (TM1) 
Directly, the hospital searches for those with expertise and, competence to fill important senior positions (TM2) 
The hospital adopts a culture of employing talented employees and those with expertise and competencies (TM3) 
The hospital depends on highlighting the role of the gifted and facilitating their mission inside and outside the hospital (TM4) 
The management of the hospital seeks to increase the knowledge and expertise of talented employees by participating in scientific seminars and courses 
inside and outside the hospital (TM5) 
The hospital provides a lot of modern technology to talents for more creativity and innovation (TM6) 
Employee engagement (Schaufeli& Bakker, 2004) 
At my work, I feel bursting with energy (EE1) 
At my job, I feel strong and vigorous (EE2) 
When I get up in the morning, I feel like going to work (EE3) 
I can continue working for very long periods at a time (EE4) 
At my job, I am very resilient, mentally (EE5) 
At my work I always persevere, even when things do not go well (EE6) 
I find the work that I do full of meaning and purpose (EE7)  
I am enthusiastic about my job (EE8)  
My job inspires me (EE9) 
I am proud on the work that I do (EE10) 
To me, my job is challenging (EE11) 
Time flies when I'm working (EE12) 
When I am working, I forget everything else around me (EE13) 
I feel happy when I am working intensely (EE14) 
I am immersed in my work (EE15) 
I get carried away when I’m working (EE16) 
It is difficult to detach myself from my job (EE17) 
Organizational performance (Dahshan, 2019) 
My organization practice effective twoway communication (OP1) 
My organization have a clear sense of direction and focus (OP2) 
My organization rapidly adapt to needed operational changes (OP3) 
My organization Practice effective planning at all levels (OP4) 
Place a high priority on workforce training and development (OP5) 
My organization conduct formal performance appraisals on a regular basis (OP6) 
At my department my performance on the job is evaluated fairly (OP7) 
My organization has policies that encourage career growth and developmental opportunities (OP8) 
My organization builds a deep reservoir of successors at every level (OP9) 
If you left your job tomorrow, someone in your unit could immediately take over (0P10) 
My organization has policies that encourage career growth and developmental opportunities (OP11) 

 
Data were analyzed by SEM-PLS, and previously tested the validity and reliability of the questions, shown in the table be-
low: 
 

Table 2 
The Results of Validity and Reliability Test 

 Loading Factor Validity Variant Extract Reliability 
Talent management .882 Valid .843 Reliable 
Employee engagement .912 Valid .929 Reliable 
Organizational performance .960 Valid .852 Reliable 

Source: Data Processed (2021) 
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4. Results 

SEM PLS is used to analyze the data, and the following results are shown as the output of SEM-PLS: 
 

   
Age Qualification Work experience 

 
Fig. 1. Respondents’ profile 

 
Furthermore, before testing the hypothesis to predict the relationship between variables in the structural model, the first step 
is to evaluate the measurement model, with the following results: 
 
Table 3 
The summary of measured factors 

  Loading Factor Composite Reliability AVE T-Statistic P-Value 
Talent management  

0.964 0.871 

  
TM1 0.912 32.416 0.000 
TM2 0.946 83.974 0.000 
TM3 0.961 84.124 0.000 
TM4 0.956 105.09 0.000 
TM5 0.917 45.63 0.000 
TM6 0.912 32.416 0.000 
Employee engagement  

0.984 0.968 

  

EE1 0.984 232.455 0.000 
EE2 0.917 228.934 0.000 
EE3 0.912 18.329 0.000 
EE4 0.984 48.64 0.000 
EE5 0.902 73.847 0.000 
EE6 0.762 15.873 0.000 
EE7 0.869 19.293 0.000 
EE8 0.906 22.671 0.000 
EE9 0.697 31.745 0.000 
EE10 0.772 34.372 0.000 
EE11 0.772 21.816 0.000 
EE12 0.856 3.797 0.000 
EE13 0.848 3.844 0.000 
EE14 0.794 42.724 0.000 
EE15 0.816 42.572 0.000 
EE16 0.85 40.128 0.000 
EE17 0.872 18.561 0.000 
Organizational Performance   

0.897 0.748 

  

OP1 0.96 137.977 0.000 
OP2 0.649 7.163 0.000 
OP3 0.949 113.326 0.000 
OP4 0.853 18.329 0.000 
OP5 0.853 48.64 0.000 
OP6 0.937 73.847 0.000 
OP7 0.906 15.873 0.000 
OP8 0.893 19.293 0.000 
OP9 0.908 22.671 0.000 
OP10 0.919 31.745 0.000 
OP11 0.852 34.372 0.000 

Source: Data Processed (2021) 
 
The loading factor test in table 4 shows that the value of the estimate (loading factor) obtained is significant, with the value 
of t-test> t-table (1.97). In accordance with the rule of thumb, all composite reliability values are greater than 0.7, with an 
AVE score more than 0.5, and the p-value shows a significant value. To determine the relationship between variables, either 
directly or indirectly, then the hypothesis testing is carried out as follows: 

21, 
12%

151, 
88%

<22 22--56

16, 9%

56, 33%
100, 58%

Masters degree Bachelor Diplloma

94, 
55%

78, 
45%

<10 10--25
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Table 4 
The summary of testing the hypotheses 

X Mediator Y Coefficient 
Direct Indirect Total 

Talent management → Organizational performance 0.758   0.758 
Talent management → Employee engagement 0.819   0.819 
Talent management  → Employee engagement    → Organizational performance 0.150 0.544 0.816 

 
Table 4 shows the results that the indirect effect of talent management on organizational performance through employee 
engagement is stronger than the direct effect, namely 0.816> 0.758. 
 
5. Discussion, implication and limitations  
 
Talent management has a significant impact on patient safety, access to timely care, and control of costs which is considered 
to be the most serious operational problem in health care organizations (Taha, 2015). Ogden (2010) claims that talent man-
agement is in crisis in many hospitals and that midwife involvement is now needed more than ever. The biggest problem is: 
a shortage of midwives, high turnover rate, the number of midwives who have entered retirement age, and the difficulty of 
finding talented midwives. Based on the problems found, the following results are presented: 
  
There is a positive and significant relationship on the direct influence between talent management and organizational perfor-
mance (Almaaitah et al., 2020; Aina & Atan, 2020; Nafei, 2015; Sheehan, Grant, & Garavan, 2018; Yllner & Brunila, 2013). 
Organizations that have talented employees are easier to achieve organizational performance (Cheese, Thomas, Craig, 2007). 
Currently talent management is known as a systematic approach to attracting, screening, selecting the right talent, engaging, 
developing, deploying, leading and retaining high potential and performing employees to ensure continued talent delivery 
within organizations that aim to increase labor productivity (Davies & Davies, 2010; Behera, 2016; Thunnissen & Buttiens, 
2017). The goal of talent management is to create high performance, sustainability organizations that meet their strategic and 
operational goals and objectives (Behera, 2016). Interesting, selecting, engaging, developing, and retaining employees are the 
top five focuses of talent management. So that companies gain a competitive advantage, the demand for human resources will 
continue to encourage talent management (Oladapo, 2014). Talent development is the process of changing an organization, 
its employees, its stakeholders, and groups of people within it, using planned and unplanned learning, in order to achieve and 
maintain a competitive advantage for the organization. Talent development is process of upgrading the skills and attitude of 
the employees (Dahshan, Keshk, & Dorgham, 2018). 
  
Talent management and employee engagement have a positive and significant relationship (Ayub, 2017; Chou, 2012; Hoglun, 
2012).  It is very important to understand the skills and knowledge possessed by employees (Lyon, 2010), and it is very 
important for organizations to identify, develop, deploy and retain key talent. Talent management is a systematic way of trying 
recruiting, developing and retaining highly productive and promotable people (Davies & Davies, 2010). Attracting high po-
tentials is not enough; there must be an overall strategy for managing their talents. Organizations must also focus on the future 
and predict the skills, attitudes, and behaviors of talented employees to be managed properly so that these employees engage. 
Organizations must be able to create the right environment or culture so that their talents are honed. Talent management and 
employee engagement are capable of describing organizational performance. There is a positive relationship between talent 
management, employee engagement with organizational performance (Kimani & Waithaka, 2013; Lockwood, 2006). In this 
study it was proven that an indirect relationship, the role of employee engagement as a mediator in the relationship between 
talent management and organizational performance, shows a greater value than the direct relationship between talent man-
agement and organizational performance. Talented employees have an initiative to involved in organizational decision mak-
ing, so leads to positive employee attitudes which can be interpreted as engagement. Organizations that have employees like 
this feel lucky, because the organization will find it easier to achieve goals and produce maximum organizational performance. 
This research has implications for several previous studies, that there is indeed a positive and significant relationship between 
talent management and organizational performance, directly or indirectly with mediation: career development (Ali, Bashir, & 
Mehreen, 2019); organizational commitment (Almaaitah et al., 2020). Then as a result of the findings in this study, employee 
engagement has also succeeded in playing a role as a mediator. Unfortunately, this study is still limited to a sample, geograph-
ically only in the East Java region. Meanwhile, the midwife profession is spread throughout Indonesia. It is hoped that this 
type of research will further expand the reach of the respondents so that more novelties can be found in accordance with the 
changes and needs of the community. 
 
References 
 
Al Aina, R., & Atan, T. (2020). The Impact of Implementing Talent Management Practices on Sustainable Organizational 

Performance. Sustainability, 12(20), 8372. 
Ali, Z., Bashir, M., & Mehreen, A. (2019). Managing organizational effectiveness through talent management and career 

development: The mediating role of employee engagement. Journal of Management Sciences, 6(1), 62-78. 
Almaaitah, M., Alsafadi, Y., Altahat, S., & Yousfi, A. (2020). The effect of talent management on organizational performance 

improvement: The mediating role of organizational commitment. Management Science Letters, 10(12), 2937-2944. 



 

 2346

Armstrong, M., & Taylor, S. (2014). Armstrong’s Handbook of Human Resource. United Kingdom: Kogan Page. 
Ayub, S. Z. (2017). The impact of talent management on employee engagement and retention in achieving organizational 

performance. Science International, 29(6), 1277-1281. 
Behera, M. K. (2016). Talent Management: still a Clandestine. The international journal of Business and Management, 4(7), 

271-276. 
Berger, L. A. (2004). The Talent Management Handbook: Creating Organisational Excellence by Identifying, Developing 

and Promoting Your Best People. New York: McGraw-Hill. 
Boyar, S. L., Carr, J. C., Mosley Jr, D. C., & Carson, C. M. (2007). The development and validation of scores on perceived 

work and family demand scales. Educational and Psychological Measurement, 67(1), 100-115. 
Cheese, P., Thomas, R., & Craig, E. (2007). The Talent Powered Organization: Strategies for Globalization, Talent Manage-

ment and High Performance. New York: Kogan Page. 
Chou, S. Y. (2012). Managing human resources. 4th ed. USA: Prentice Hall. 
Dahshan, M., Keshk, L., & Dorgham, L. S. (2018). Talent management and its effect on organization performance among 

nurses at shebin el-kom hospitals. International Journal of Nursing, 5(2), 108-123. 
Davies, B., & Davies, B. (2010). Talent Management in Academies. The International Journal of Educational Management, 

24(5), 418-426. 
Grau, R., Salanova, M., & Peiro, J. M. (2001). Moderator effects of self-efficacy on occupational stress. Psychology in Spain, 

5(1), 63-74. 
Hajy, N. C., & Alsadat, N. (2013). Talent Management Relationship with the Nursing Staff in Hospitals in the City of Karaj. 

Health Information Management, 469-472. 
Hobfoll, S. E. (1989). Conservation of resources: a new attempt at conceptualizing stress. American Psychologist, 44(3), 513. 
Hoglun, M. (2012). Quid pro quo? Examining talent management through the lens of psychological contracts. Personnel 

Review, 41(2), 126-142. 
Ifeoma, O. R., Purity, N. O., & Okoye-Nebo, C. (2015). Effective talent management: Key to organisational success. Journal 

of Policy and Development Studies, 289(1850), 1-12. 
Jamnagar, P. (2014). Talent Management: A Strategy for Competitive Advantage. Indian Journal of Research, 55-57. 
James Sunday Kehinde PhD, A. C. A. (2012). Talent management: Effect on organizational performance. Journal of Man-

agement Research, 4(2), 178. 
Kimani, S. M., & Waithaka, S. M. (2013). Factors affecting implimentation of talent management in state corporations: A 

case study of Kenya broadcasting corporation. International Journal of Business and Social Research, 3(4), 42-49. 
Lockwood, N. R. (2006). Talent management: Driver for organizational success. HR magazine, 51(6), 1-11. 
Lyon, J. (2010). Talent management in 2010. London: Foundation for Growth. 
Maslach, C., & Leiter, M. P. (2008). Early predictors of job burnout and engagement. Journal of Applied Psychology, 93(3), 

498. 
Moayedi, & Vaseghi, M. (2016). The Effect of Talent Management on Organizational Success. Scinzer Journal of Accounting 

and Management, 16-20. 
Nafei, W. A. (2015). Talent management and health service quality from the employee perspective: A study on teaching 

hospitals in Egypt. American International Journal of Social Science, 4(1), 91-110. 
Ogden, G. (2010). Talent management in a time of cost management: leadership skills can help hospitals survive--and thrive-

-in a difficult economy. Healthcare Financial Management, 64(3), 80-84. 
Oladapo, V. (2014). Impact of Talent Management on Retention. Journal of Business Studies Quarterly, 19-36. 
Önday, Ö. Creating Employee Engagement Through Talent Management: 4 Links Between Talent Management And Em-

ployee Engagement. International Journal of Academic Value Studies, 90-103. 
Schaufeli, W. B., Salanova, M., González-Romá, V., & Bakker, A. B. (2002). The measurement of engagement and burnout: 

A two sample confirmatory factor analytic approach. Journal of Happiness Studies, 3(1), 71-92. 
Sheehan, M., Grant, K., & Garavan, T. (2018). Strategic talent management. Worldwide Hospitality and Tourism Themes, 

10(1), 28-41. 
Taha, V. A. (2015). Talent Management in Healthcare Sector: Insight Into the Current Implementation in Slovak Organization. 

European Scientific Journal, 1, 89-99. 
Thunnissen, M., & Buttiens, D. (2017). Talent management in public sector organizations: A study on the impact of contextual 

factors on the TM approach in Flemish and Dutch public sector organizations. Public Personnel Management, 46(4), 391-
418. 

Valverde, M., Scullion, H., & Ryan, G. (2013). Talent management in Spanish medium-sized organisations. The International 
Journal of Human Resource Management, 24(9), 1832-1852. 

Yllner, E. B., & Brunila, A. (2013). Talent Management: Retaining and managing technical specialists in a technical career. 
Stockholm, Sweden: KTH Industrial Engineering and Management. 

          

 

 
© 2021 by the authors; licensee Growing Science, Canada. This is an open access article distrib-
uted under the terms and conditions of the Creative Commons Attribution (CC-BY) license 
(http://creativecommons.org/licenses/by/4.0/). 

 


