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Abstract 

 This study aims to see the partial and simultaneous influence between talent management and  
knowledge management on employee performance. This type of research is descriptive research with  data 
collection using questionnaires. The population in this study amounted to 215 employees with a  sample of 140 
respondents using a proportionate stratified random sampling sample type. The data  analysis used was multiple 
linear regression using the JASP 0.18.2 tool. The results of the research are  that talent management has a 
positive and significant effect on employee performance, knowledge  management has a positive and significant 
effect on employee performance, talent management and  knowledge management have a positive and significant 
effect together on employee performance. The  contribution of talent management and knowledge management to 
employee performance is 58% and  the remaining 42% is influenced by the other.  

Keywords: Talent Management, Knowledge Management, Performance 

 
Introduction 

In a company, human resources play an important role in achieving company goals.  
Reliable and quality human resources, depending on how their performance in carrying out  
their duties and responsibilities and the potential possessed by an individual to be able to  
carry out the assigned duties and responsibilities. There are several factors that affect  
performance in human resource organizations, there are individual factors, leadership 
factors,  team factors, system factors, and situation factors. The first factor that affects 
employee  performance is the individual factor in which there are talents and knowledge as 
abilities  possessed by each individual.  

PT Swakarya Indah Busana is a manufacturing company engaged in garment or  
convection that produces apparel, especially shirts. PT Swakarya Indah Busana produces 
2,400  pcs of clothing. The company has a product demand of 50,000 shirts / month.  

Based on the employee performance data of PT Swakarya Indah Busana from 2021- 
2023, employee performance is one of the most important factors in the company that must 
be maintained by the leadership so that it does not experience a significant decline. 
However,  employee performance in this company has experienced a considerable decline, 
as can be seen  from the following data: 
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Figure 1. Employee Performance Data 
Source: Secondary Data PT Swakarya Indah Busana (2023) 

Based on the picture above, it can be seen that the performance at PT Swakarya Indah  
Busana has decreased from 2021-2023. In 2021 to 2022 the performance of PT Swakarya 
Indah Busana Tanjungpinang “decreased by 2%, then from 2022 to 2023 the performance 
decreased  by 5%.” From the “performance results for the past three years, it can be seen that 
PT Swakarya  Indah Busana has decreased and has not been able to achieve increased 
targets.” A decrease  in employee performance can occur due to several factors, one of which 
is caused by  individual factors contained in each employee, namely talent.  

Furthermore, talent management at PT Swakarya Indah Busana still looks bad where  
most of the employees recruited are not in accordance with the talent, ability and expertise in  
the field of fashion. Then there are employees with only high school / vocational high school  
graduates who usually do not have adequate talent / talent or have not reached company  
standards. In addition, there are also some employees who are placed not in accordance with  
the talents / abilities of the employees so that this can affect the performance of these  
employees.  

Then another factor that influences employee performance is individual factors which  
include knowledge. In this company, the majority of employees who work at PT Swakaya  
Indah Busana are high school graduates where “there is still a lack of knowledge and  
experience about the world of work which makes it difficult for these employees to adapt to  
other coworkers.” Then it can be seen that the transfer of knowledge from employees who  
want to retire or leave is not going well. Then there is still a lack of finding out broader  
knowledge about the job position obtained to be able to complete the task, there is still a lack  
of knowledge in operating the machines contained in the PT which can result in production  
errors in making clothes so that it will affect the achievement of PT Swakarya Indah Busana's  
performance. 

Literature Review 
Talent Management  

Talent management is the effective management of talent in the organization, 
planning and developing succession in the company, maximizing employee self-
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development, and  maximizing talent utilization (Safitri & Sukarno, 2020).  

Dermawan et al., (2022), also argues that talent management is a series of initiatives  
that companies implement by identifying, developing, and retaining talented employees, so  
that the right people are placed in the right jobs at the right time, based on the company's 
strategic goals and operational priorities. The efficiency optimized by talented people to 
create  business excellence and achieve the company's vision.  

According to Sule & Wahyunintyas (2016), talent management has indicators that can  
be divided into three broad groups, namely attracting talent, developing talent, retaining  
talent. Meanwhile, the indicators according to Akuba et al. (2022) are: selection, placement,  
and development.  

Knowledge Management  

According to Subagja et al., (2018), knowledge management is a process of searching,  
discovering, storing, and sharing knowledge (expertise, skills, experience, and networks)  
owned by individuals in an organization to other organizations and individuals in the  
organization. Meanwhile, according to Indrayani et al. (2023), knowledge management is one  
of the management tools that can be used to support the achievement of organizational goals  
and demonstrate competitive advantages so as to create superior organizational performance  
(Indrayani et al., 2023)..  

According to Subagja et al. (2018), there are indicators of knowledge management,  
namely Identification of knowledge, Reflection of knowledge, Knowledge sharing, and Use 
of  knowledge. According to Budihardjo (2017), knowledge management indicators consist of  
technology, work procedures, personal knowledge.  

Performance   

Performance is the result of a process or the level of success of a person or whole 
during  a certain period in carrying out their duties both in quality and quantity (Pratama & 
Sukarno,  2021). According to Irawati & Carollina (2017), employee performance can be 
defined as the  results of employee work in the form of input or output and can also be called 
the results of  work in quantity and quality to achieve the targets set by the company so that 
performance in  the company can achieve success.  

There are five performance indicators according to Mangkunegara (Pratama &  
Sukarno, 2021), namely Quantity, Quality, Responsibility, Cooperation, Initiative. According  
to Silaen et al., (2021), performance indicators are Work Quantity, Work Quality, Timeliness,  
Effectiveness, Commitment.  

Based on these three theories, the study intends to partially and simultaneously test 
the variables of talent management and knowledge management on the performance of  
employees of PT Swakarya Indah Busana. The framework is shown in the following figure: 
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Figure 2. Framework of Thought 

Source: Research Data, 2024 

The provisional hypothesis in this study is as follows: 

H1: It is suspected that talent management affects employee performance.  Talent 
management is a series of comprehensive and integrated processes that create  talent in an 
organization to achieve organizational goals. The talent management process  involves 
identifying, developing, recruiting, retaining and utilizing talented people in an  
organization. Based on research by Irfani & Suryalena (2023), it shows that talent 
management  has a significant and positive impact on employee performance.  

H2: It is suspected that knowledge management affects employee performance.  
Knowledge management is a series of processes for creating, communicating, and  applying 
organizational or corporate knowledge to create business value and improve  employee and 
organizational learning and performance. Based on research by Kandou et al.  (2016), 
explaining that knowledge management has a very significant effect on employee  
performance.  

H3: It is suspected that talent management and knowledge management affect  
employee performance.   

According to Nisa et al. (2018), talent management is a series of processes that  
companies carry out to identify, develop, retain, and place the right people in the right  
positions. According to Winarto (2020), knowledge management is a strategy that can create,  
obtain, transfer, and encourage the use of knowledge to improve organizational 
performance.  Based on research by Harmen (2018), which shows that talent management 
and knowledge  management have a significant influence on employee performance and 
quality. 

Research Method 
The method used in this research is quantitative method. There are two types of data  

used, namely secondary data and primary data. This type of research is descriptive research  
with data collection using a questionnaire. The population in this study amounted to 215  
employees with a sample of 140 respondents using proportionate stratified random 
sampling.  The data analysis used is multiple linear regression using the JASP 0.18.2 tool. 
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Variable Indicators Statement Sources 
Talent  

 
 
 
 

Selection 

I     know     that     the company conducts Akuba et al., 
(2022). Management recruitment/selection based    on employee 

 talent needs.   

 I  know  that  the  company  provides  a  clear 
explanation  of  their   selection  criteria  and 
expectations of potential employees. 

  
 
 
 

Placement 

I got a job position according to my talents. 

 I am always assigned tasks according to my 
abilities and skills. 

  
 
 
 
 

Development 

I was given the opportunity to attend training 
provided by the company. 

 I   feel   that   the   training   provided   by   the 
company helps improve my talents/skills. 

Knowledge  I always seek knowledge about the position I 
am working in. 

Subagja et al., 
(2018). Management  

 Identification of 
 knowledge I gain knowledge not only from myself but also 

from others. 

  I was given the opportunity to develop my 
skills and knowledge by the company. 

  I actively provide feedback to the organization 
based on my knowledge to improve efficiency 
in work processes. 

 knowledge 

  
 
 

Knowledge 

I share information about my work with other 
colleagues. 

 Sharing I believe that knowledge sharing can improve 
employee performance. 

 Use of I can communicate knowledge to coworkers to 
improve collaboration within the team  knowledge 

 

Table 1. Variables, Indicators, Statement 
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I    apply   knowledge   systematically   
when completing work tasks. 

Employee  
 
 
Quantity 

I maximize the achievement of targets set by 
the company. 

Mangkunega 
Performance ra (Pratama 
 & Sukarno, 
 I do my work ahead of the deadline. 2021) 

  
 
 
Quality 

I always try to maintain quality so that 
the quality of the company is maintained. 

 

 I have high consistency in doing every job.  
  

Responsibilit
y 

I always complete my work on time.  

 I am upfront with my superiors when I 
make mistakes. 

 

  
 
 
Cooperation 

I am able to cooperate with other 
coworkers. 

 

 I am always open and receptive to 
opinions 
and feedback from superiors or coworkers. 

 

  
 
 
 
Initiative 

I have the initiative to carry out tasks 
without 
having to be ordered by my superiors. 

 

 I can complete the assigned tasks without 
help 
from other coworkers. 

 

Result and Discussion  
Result  

Validity Test  

The validity test is used to assess whether a questionnaire is valid or valid able to  
measure what it should measure.  

Table 2. Validitity Test Results of Talent Management, Knowledge Management,  
Employee Performance 

Variabel Statment rhitung rtabel 

Description 

rhitung > rtabel 
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Talent   
Managem

ent (X1) 

Item 1  0,862  0,3610  Valid 

Item 2  0,899  0,3610  Valid 

Item 3  0,892  0,3610  Valid 

Item 4  0,782  0,3610  Valid 

Item 5  0,789  0,3610  Valid 

Item 6  0,811  0,3610  Valid 

Knowedge   
Managem

ent (X2) 

Item 1  0,575  0,3610  Valid 

Item 2  0.830  0,3610  Valid 

Item 3  0,798  0,3610  Valid 

Item 4  0,761  0,3610  Valid 

Item 5  0,788  0,3610  Valid 

Item 6  0,768  0,3610  Valid 

Item 7  0,581  0,3610  Valid 

Item 8  0,789  0,3610  Valid 

Employee   
Performa

nce (Y) 

Item 1  0,615  0,3610  Valid 

Item 2  0,795  0,3610  Valid 

Item 3  0,673  0,3610  Valid 

Item 4  0,789  0,3610  Valid 

Item 5  0,874  0,3610  Valid 

Item 6  0,763  0,3610  Valid 

Item 7  0,760  0,3610  Valid 

Item 8  0,565  0,3610  Valid 

Item 9  0,495  0,3610  Valid 

Item 10  0,550  0,3610  Valid 

Source: Processed Data with JASP, 2024 
 

From the validity test results in the table above, it can be concluded that all 
statements  on the talent management variable (X1), knowledge management (X2), and 
employee  performance (Y) are categorized as valid because the rcount> rtable value, it can 
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be concluded  that all statement items of all research variables are declared valid. 

Reliability Test  
Reliability test is a method or tool to measure how reliable a questionnaire that uses  

indicators and variables is. A questionnaire is considered reliable or reliable if the response to  
the statement is consistent or stable over time. The researcher assesses the reliability of the  
variable by referring to Cronbach's Alpha, with the significance used if the variable is> 0.60. 
If  Cronbach's Alpha> 0.60 then the statement item is reliable. Conversely, if the Cronbach's 
Alpha  value <0.60 then the statement item is not reliable. 

Table 3. Reliability Test Results 

NO  Variabel  Cronbach’s   
Alpha 

Std Cronbach’s  Description 

1  Talent Management (X1)  0.918  0.60  Reliabel 

2  Knowledge Management (X2)  0.914  0.60  Reliabel 

3  Employee Performance (Y)  0.868  0.60  Reliabel 

Source: Processed Data with JASP, 2024 

Based on the above, it can be seen that the reliability test results show that Talent  
Management (X1) has a Cronbach's Alpha value of 0.918> 0.60, for Knowledge Management  
(X2) has a Cronbach's Alpha value of 0.914> 0.60, and Employee Performance (Y) has a  
Cronbach's Alpha value of 0.868> 0.60 so that it can be said that all research variables are  
declared reliable.  

Test t (Partial)  
 The t test is conducted to determine whether the independent variable regression  
model (X) partially has a significant effect on the dependent variable (Y). The t distribution  
table or t table can be seen from the statistical data at a significant level of 5% and the degree  
of limitation (df) n-k-1, namely 140-2-1 = 137 so that the t table value is 1.977. 
 

Table 4. t Test Results (Parsial) 

Coefficients 

 

Model Unstandardized Standard 
Error 

Standardized t p 

 
H0 

 
(Intercept) 

 
3.831 

 
0.043  89.290 <.001 

 
H₁ 

 
(Intercept) 

 
0.854 

 
0.218  3.913 <.001 

 
Talent 

Management 
 

0.439 
 

0.047 0.551 9.332 <.001 

 
Knowledge 
Management 

 
0.329 

 
0.053 0.368 6.235 <.001 
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F Test (Simultaneous) 
 The F test is a test used to test the effect of all independent variables, namely talent 
management (X1) and knowledge management (X2) on the dependent variable (Y) 
employee performance. The F test (simultaneous) is used to see at least one of them has an 
influence on the dependent variable. Ftabel is sought at a significance of 0.05 with df1 (k-1) 
or 2-1=1 and df2 (n-k) or 140-2=138 “so that the Ftabel value is 3.91.” 
 

Table 5. F Test Results (Simultan) 

ANOVA 

Model  Sum of 
Square 

df Mean 
Square 

F p 

H₁ Regression 20.981 2 10.491 96.868 <.001 

 Residual 14.837 137 0.108   

 Total 35.818 139    

       

Source: Processed Data with JASP, 2024 

 Based on the table above, the regression results show that the results obtained 
together (simultaneously) the independent variables have a significant influence on the 
dependent variable. This can be strengthened by the Fcount value of 96.686> Ftable 3.91 and 
a sig value of 0.001  <0.05,  it  can  be  concluded  that  the  variables  of  talent  management,  
knowledge management together  (simultaneously) or  at  least one  of  them  has  an  
influence on  the performance of employees of PT Swakarya Indah Busana Tanjungpinang. 
The Fcount value is positive, meaning that it has a  positive effect, that is, if talent 
management, knowledge management together (simultaneously) increases, the performance 
of employees of PT. Swakarya Indah Busana Tanjungpinang. 

Determination Coefficient Test (R2) 

 The coefficient of determination is a description of how much the overall independent 
variables of talent management (X1) and knowledge management (X2), influence the 
performance of employees (Y) PT Swakarya Indah Busana Tanjungpinang. The coefficient of 
determination can be determined by looking at the Adjusted R Square. 

Table 6. Koesfisien Determinasi (R2) Test Results 

Model Summary - K 

Model R R² 
Adjusted 

R² RMSE 

H0 0.000 0.000 0.000 0.580 

H₁ 0.765 0.586 0.580 0.329 

     

Source: Processed Data with JASP, 2024 

 Based on the table above, the results of the coefficient of determination for all 
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variables obtained the Adjusted R Square value obtained is 0.580 which shows that the 
performance of PT Swakarya Indah Busana Tanjungpinang employees is influenced by talent 
management and knowledge management variables by 58% and the remaining 42% is 
influenced by other variables not examined in this study such as work motivation, work 
environment, organizational culture. 

Discussion 

The Effect of Talent Management on Employee Performance 

Based on the results of research on the first independent variable, Talent Management (X1), 
the following is a description of the discussion of data processing results that have been 
tested using the JASP program. From the results of the t test on the Talent Management 
variable (X1) on Employee Performance (Y), namely the tcount of the talent management 
variable is 9.332 and the  ttable is I.977 so that the tcount> ttable (9.332> 1.977) and the 
significance value is smaller than 0.05, namely 0.001 (0.001 <0.05), so it can be concluded that 
H0 is rejected, then the  Talent Management variable has an effect  and is significant on 
Employee Performance. So, the results of the study support the final hypothesis of the test 
that Ha is accepted and H0 is rejected. 

 The results of this study are supported by previous research conducted by Katili et al. 
(2015) and Istikomah et al. (2022) which have research results that there is a positive 
influence between talent management on employee performance. In addition, talent 
management is also related to how to find the right people with the right talents / skills for 
the right position. 

The Effect of Knowledge Management on Employee Performance 

 Based on the results of research on the second independent variable, Knowledge 
Management (X2), the following is a description of the discussion of the results of data 
processing that has been tested using the JASP program. From the results of the t test on the 
Knowledge Management variable (X2) on Employee Performance (Y), namely the tcount of 
the knowledge management variable is 6.235 and the ttable is I.977 so that the tcount> ttable 
(6.235> 1.977) and the significance value is smaller than 0.05, namely 0.001 (0.001 <0.05), so it 
can be concluded that H0 is rejected, then the Knowledge Management variable has an effect 
and is significant on Employee Performance. So, the results of the study support the final 
hypothesis of the test that Ha is accepted and H0 is rejected. 

 The results of this study are supported by previous research conducted by Hanafi & 
Hadiyanti, (2021) and Falah & Parestya, (2017), which have research results that there is a 
positive influence between knowledge management on employee performance. Knowledge 
Management makes a significant contribution to employee performance. This means that 
knowledge management has a significant influence on employee performance. 

The Effect of Talent Management and Knowledge Management on Employee 
Performance 

 Based on the results of research on the effect of Talent Management and Knowledge 
Management on Employee Performance, the following is a description of the discussion of 
data processing results that have been tested using the JASP program. So it can be seen that 
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the Fcount value of 96,868> Ftabel 3.91 and the sig value of 0.001 <0.05, it can be concluded 
that the talent management and knowledge management variables together (simultaneously) 
or at least one of them has an influence on the performance of employees of PT Swakarya 
Indah Busana Tanjungpinang. The Fcount value is positive, meaning that it has a positive 
effect, that is, if talent management and knowledge management together (simultaneously) 
increase, the performance of employees of PT Swakarya Indah Busana Tanjungpinang 
increases. 

 Meanwhile, the  results  of  testing the  coefficient of  detemination for  all variables 
obtained the Adjusted R Square value is obtained at 0.580 so the effect of talent management 
(X1) and knowledge management (X2) on the performance of employees of PT Swakarya 
Indah Busana Tanjungpinang (Y) is obtained by 58% and the remaining 42% is influenced by 
other variables not examined in this study. 

 The results of this study are supported by previous research conducted by (Tamala & 
Fadili, 2021) and (Sapriyanda et al., 2023) where there is a positive influence between talent 
management and knowledge management on employee performance. Talent management 
and knowledge management are two important things in managing the human resources of 
a company. 

Conclusion 
From the research results that have been obtained, the conclusions of this test are: 

1. Talent Management variables have  a  positive and significant effect  on  employee 
performance. This can be seen from the tcount value of 9.332 which is greater than the 
ttable (9.332> 1.977) with a significance of less than 0.05, namely (0.001 <0.05), where 
there is a positive and significant effect  on the  performance of employees of PT 
Swakarya Indah Busana Tanjungpinang. Talent management is also related to how to 
find the right people with the right talent/skills for the right position. 

2. Knowledge Management variables have a positive and significant effect on employee 
performance. This can be seen from the tcount value of 6.235 which is greater than the t 
table (6.235> 1.977) with a significance of less than 0.05, namely (0.001 <0.05), where 
there is a positive and significant influence on the performance of employees of PT 
Swakarya Indah Busana Tanjungpinang. Where knowledge management makes a 
significant contribution to employee performance. 

3. Talent  Management  and  Knowledge  Management  variables have  a  positive  and 
significant effect together on employee performance. This can be seen from the Fcount 
value of 96,868> Ftable 3.91 and a sig value of 0.001 <0.05. The positive Fcount value 
means that it has a  positive effect,  that is, if talent management and knowledge 
management together (simultaneously) increase, the performance of employees of PT 
Swakarya Indah Busana Tanjungpinang increases. Talent management and knowledge 
management are two important things in managing human resources in a company. 
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