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Abstract: This research is intended to analyze the influence of talent management, professional
competence, and transformational leadership on employee performance mediated by employee
engagement in BPK RI employees. The research method used is an explanatory survey which is a
type of causality research that aims to obtain an explanation of the causal relationship between
several concepts or variables. The objects of this research are aspects of talent management,
professional competence, transformational leadership, employee engagement, and employee
performance. The research subjects were 360 BPK RI employees. This research uses PLS-SEM
because it aims to test the predictive relationship between constructs by seeing whether there is a
relationship or influence between constructs. The research results show that talent management has
a positive effect on employee performance, professional competence has a positive effect on
employee performance, transformational leadership has a positive effect on employee performance,
talent management has a positive effect on employee engagement, professional competence has a
positive effect on employee engagement, transformational leadership has a positive effect on
employees engagement, talent management influences employee performance through employee
engagement, professional competence influences employee performance through employee
engagement and transformational leadership influences employee performance through employee
engagement.
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Introduction

The performance of ASN (State Civil Apparatus) is quite an interesting and important issue because it will
be very useful for law enforcement which is also beneficial for the interests of individuals, society, nation,
and state. For individuals, good ASN performance will guarantee the protection of civil services and law
enforcement will run well. For the community, research on ASN performance will provide community
enthusiasm to encourage the creation of laws and regulations that are implemented well. Apart from creating
a clean and authoritative government, the influence of good ASN performance will create a safe and
comfortable atmosphere because the law is truly made the commander in chief. After all, ASN is one of the
State apparatuses. The performance of human resources (HR) has a dominant role in achieving production
targets as well as innovation and product development as well as organizational goals. The development of
the agency can be seen from the results of employee performance assessments. The results of the
performance assessment show whether employees have met the targets set by the agency both in terms of
guality and quantity (Rivai & Sagala, 2016). Many factors influence employee performance, including talent
management, competency, and transformational leadership.

The concept of talent management emerged based on the results of the analysis that within the company
there are several groups of employees, namely employees who have the potential to provide superior
performance, employees who have the potential to provide performance that meets expectations, and
employees who have the potential to provide performance below the company's expectations. Companies
must be able to identify employees who are considered to have high potential and performance and manage
them differently from other groups through talent management. Talent management is an integrated strategy
designed to manage the abilities, competencies, and strengths of employees in an organization. Talent
Management helps organizations utilize their human resources as best as possible for organizational goals
and to ensure the maximum potential for talented employees (Lance Berger, Dorothy Berger, 2017: 8).
several studies show that talent management has an influence on employee performance, such as research
from Sopiah (2020) which states that talent management has a positive effect on work engagement and
employee performance. In line with this research, Mangusho (2015), Unachukwu (2018), Mohana (2021),
and Yuwono (2021) stated the same thing that talent management has a positive effect on employee
performance. Meanwhile, research conducted by Wang (2021) states that talent management does not affect
employee performance.

The performance of ASN at the Financial Audit Agency is also influenced by competency. Competency is
a combination of knowledge and skills that are relevant to the job. Competence is the capacity to handle a
job or task based on a predetermined standard (Ainsworth et.al. in Cohen, 1999). Employees who have good
competence will have good performance, whereas employees who have poor competence will certainly have
bad performance too. Competency is a collection of knowledge, skills, and attitudes that exist in a person to
carry out activities effectively in a job or job function which is the standard expected by employees. The
increasing demand for BPK millennial ASNs to have the professional competence to support their duties
and work as ASNs. According to Spencer (2003), competence is a fundamental characteristic possessed by
a person that directly influences or predicts excellent performance.

Competency here relates to aspects of employee knowledge, skills, attitudes, and behavior that must be
improved. Increasing the competence of BPK ASNs in carrying out bureaucratic duties or positions through
training is oriented towards job competency standards by the challenges of reform and globalization which
of course is adjusted to the needs of its stakeholder's research on the relationship between competence and
employee performance was carried out by Kolibacova (2014) which stated that competence has a positive
influence on employee performance. In line with this research, Nurahaju (2020), Linda Taha (2020),
Mangkunegara (2015), Rama (2022), Ida Ayu Oka Martini (2020), and Syahrir (2021) stated that
competence influences employee performance. The results of Hidayat's (2021) research are different from
the results of his research which proves that competency has no significant effect on employee performance.
In line with the results of this research, Oktaviani (2022) concluded the results of his research which stated
that competence does not affect employee performance. Transformational leadership is one of the
determining factors for employee performance (Baskarada et al., 2017). If the leader applies a leadership
style that can create a conducive atmosphere, employee performance will also be boosted.
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The research results of Jiang et al. (2017) show that transformational leadership has a positive effect on
employee sustainable performance. Research from Andriani et al. (2018) also shows that transformational
leadership has a positive and significant effect on employee performance. The influence of transformational
leadership is also supported by research from Strukan et al. (2017), which explains that transformational
leadership has a positive effect on achieving high levels of company financial performance and new product
development. On this side, it is clear that transformational leadership affects the extent of the performance
of millennial ASNs at BPK RI. On the other hand, as an ASN, of course, you need to have employee
engagement, where employee engagement is the extent to which employees are motivated to contribute to
the success of the organization and are willing to exercise freedom in making decisions independently to
complete important tasks for achieving organizational goals (Albrecht, 2010). Employees who work in
private organizations or private companies have higher employee engagement and organizational
commitment than employees who work in public organizations or state-owned companies (Anindita and
Cahyadi, 2020).

Literature Review

1. Talent Management

According to Colling and Mellahi (2009), talent management is an effort to search for, develop,
plan, and maintain the talent possessed by someone in an organization that is needed to develop the
company's business and assets for the company that must be maintained. Talent management is a series of
integrated human resource processes in identifying, managing, and developing a person's abilities based on
their performance to get employees who remain in line with the work expected by the company. Talent
management is a combination of initiatives carried out by companies to create business advantages by
optimizing talented employees. The key is the process of identifying, developing, and retaining talented
employees to continue creating business advantages for the company. Talent management is defined as "the
planned recruitment, assessment, development, engagement, retention, and deployment of highly skilled
employees who create significant value for the organization” (Tansley et al., 2006).

The dimensions of talent management consist of searching for talent, retaining talent, motivating
talent, and developing talent (Armstrong and Taylor, 2014). According to Lance Berger, Dorothy Berger
(2017: 8) argues: "Talent management is an integrated strategy designed to manage the capabilities,
competencies and strengths of employees in an organization. This Talent Management assists organizations
in making the best use of their human resources for the goals of the organization and to ensure the maximum
out of these talented employees." Meanwhile, according to Carolina Machado (2018), "Talent management
is a planned and structured corporate approach to recruiting, retaining, and developing talented people in an
organization." This means that talent management is a planned and structured corporate approach to
recruiting, retaining, and developing talented people in an organization.

Likewise, according to Canon and Mcgee (2016), "Talent management is a set of integrated
organizational HR processes designed to develop, motivate and retain productive, engaged employees”. This
means that talent management is a series of integrated organizational HR processes designed to develop,
motivate, and maintain the productivity of the employees involved. Talent management is defined as a
systematic and dynamic process for finding, developing, and retaining talent (Isfahani and Boustani, 2020).
Based on this understanding, researchers understand that talent management is an effort to find, develop,
plan, and maintain the talent possessed by someone in an organization which is needed to develop the
company's business and assets for the company that must be maintained.

The concept of talent management from Colling and Mellahi (2009) means that the dimensions of
talent management are identification of key positions, talent acquisition, talent development, and talent
retention.

a. Identify key positions. Identifying key positions is the first step in developing talent management.
Determining key positions is seen from the potential output of the position or the potential role of the
position to contribute to achieving company goals. Furthermore, employees placed in these positions
are identified as talented employees (Colling and Mellahi, 2011; Vijayvargi, 2014; Goldsmith and
Carter, 2014).

b. Talent Acquisition. Talent acquisition aims to attract and select the talents needed to achieve company
goals. There are two processes carried out, namely recruitment and selection. Strategically directed
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recruitment and selection has the potential to make a significant contribution to organizational
performance and enhance competitive advantage.

c. Talent Development. According to Caplan (2013), talent development is a process or effort to adapt and
anticipate changes in the business environment and technological developments through the learning
process. Through this process, talented employees are prepared to quickly acquire, and modify, the
knowledge, skills, and values needed for the company to win the competition through the talents of the
employees.

d. Talent Retention. One aspect that has received attention in the talent retention dimension is career
management. A career is a series of positions or positions held in a job. Each employee's career usually
consists of several different positions, positions, and experiences.

2. Competence

Coopersmith (2001) says that competence is a person's ability to successfully fulfill achievement
demands, which is characterized by the individual's success in carrying out various tasks well. An important
requirement for the effectiveness or success of leaders (leadership) and managers (management) in carrying
out their respective roles, tasks, functions, or responsibilities is competence. The concept of competence was
first popularized by Boyatzis (2001) who defined competence as "the ability possessed by a person which is
visible in his attitude which is following work needs within the parameters of the organizational environment
and provides the desired results".

Armstrong and Baron (2001) differentiate the meaning between competence and competency.
Competence describes what a person needs to be able to carry out work well. This understanding of
competence pays more attention to the consequences rather than efforts and to outputs rather than inputs.
Meanwhile, competency refers to behavioral dimensions, so it is often also called behavioral competency.
The definition of competency is intended to describe how people behave when they perform their roles well.

According to Rotwell (2007), competency is an area of knowledge or skill that is critical for the
production of outputs. Rotwell further wrote that competency area internal capabilities that people bring to
their job; capabilities which may be expressed in a broad, even infinite array of on-the-job behavior. Spencer
(2003) argues that competence is "... an underlying characteristic of an individual that is causally related to
criterion referenced effectiveness and/or superior performance in a job or situation”. In line with this, Zwell
(2000) argues "Competencies can be defined as the enduring traits and characteristics that determine
performance. Examples of competencies are initiative, influence, teamwork, innovation, and strategic
thinking”. Some of the views above indicate that competence is a permanent individual characteristic or
personality (traits) that can influence a person's performance. Apart from the traits of Spencer and Zwell,
there are other competency characteristics, namely motives, self-concept, knowledge, and skills (Spencer,
2003)

About professional competence, professional comes from the word profession. The profession itself
has the meaning of a job that requires skills obtained through special education or training. So the definition
of professionalism is "a view that certain skills are needed in certain jobs where those skills can only be
obtained through special education or special training". Another opinion states that professionalism is "an
understanding that teaches that every job must be done by someone who teaches that every job must be done
by a professional person. Based on the opinions above, the researcher can conclude that professionalism is
an attitude of action that a person has in supporting his/her work realized by the understanding that teaches
that carrying out a profession must be based on professional abilities which include knowledge, expertise,
and skills that support the profession one is engaged in. Spencer and Spencer (2003) also provide five basic
characteristics of competence, namely:

a. A motive is something that someone continuously thinks about or wants that causes an action. This
motive moves, directs, and determines behavior toward certain actions or goals.

Traits, namely, physical characteristics and consistent responses to situations and information.
Personal concept (self-concept), namely a person's behavior, values, and personal impressions.
Knowledge, namely information about someone who has a certain substantive area.

Skills are the ability to carry out certain physical and mental tasks.

Q00 o

3. Transformational leadership
Transformational leadership is an extension of transactional leadership which includes broader
elements than transactional leadership (Bass, 2003). Robbins and Judge (2019) state that transformational
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leaders are "Leaders who inspire followers to transcend their self-interests and who are capable of having a
profound and extraordinary effect on followers." From the statement above, a transformational leader is a
leader who inspires his followers to put aside their interests and can influence extraordinary ways. Baek
(2012) suggests that "Transformational leaders can typically transform the organization by identifying the
need for change, initiating vision, and mobilizing commitment to these visions". Transformational leaders
can usually change an organization by identifying the need for change, initiating a vision, and mobilizing
commitment to this vision.

Glinow (2015) suggests that transformational leadership is "A leadership perspective that explains
how leaders change teams or organizations by creating, communicating and modeling a vision for the
organization or work unit, and inspiring employees to strive for the vision." From the statement above,
transformational leadership is a leadership perspective that explains how leaders change teams or
organizations by creating, communicating, and modeling a vision of an organization or work unit and
inspiring employees to fight for that vision. Transformational leadership is leadership characterized by
leaders who use their charisma to change and strengthen their organization.

According to Luthan (2019), "transformational leadership is based more on leaders shifting the
values, beliefs, and needs of their followers". In this transformational leadership, the leader shifts the value
system, beliefs, and needs of his followers. Meanwhile, Ivancevich et al., (2017) stated that a
transformational leader "Motivates followers to work for goals instead of short-term self-interest and for
achievement and self-actualization instead of security; can express a clear vision and inspire others to strive
to accomplish the vision™. From the statement above, a transformational leader is a leader who motivates
followers to work not only for their interests in the short term but for achievement and self-actualization,
not security; able to express a clear vision and inspire others to strive to achieve that vision.

According to O'Leary (2001), transformational leadership is a leadership style used by a manager if
he wants a group to expand boundaries and have performance beyond the status quo or achieve a completely
new set of organizational goals. Transformational leadership in principle motivates subordinates to do better
than what they can do, in other words, it can increase subordinates' trust or self-confidence which will affect
improving performance. Regarding the dimensions of transformational leadership, Robbins and Judge
(2019) state that the characteristics of transformational leaders are as follows:

a. ldealized Influence (Charisma): provides a vision and mission, instills pride, and gains respect and trust.
b. Inspirational Motivation: communicates high expectations, uses symbols to focus efforts, and states
important goals simply.

Intellectual Stimulation: increases intelligence, rationality, and careful problem-solving.
Individualized Consideration: providing personal attention, treating each employee individually, and
training and providing advice.

oo

4. Employee Engagement

Employee engagement is a condition that shows the high level of employees' involving themselves
in the work that must be completed. Someone who is engaged will show involvement, satisfaction,
commitment, enthusiasm, and motivation to gain meaning when doing their work (Dubrin, 2019). According
to Kinicki and Fugate (2016), engaged employees will surrender what they have to their work and be
involved in four conditions, namely urgency, focus, intensity, and enthusiasm. According to Dessler (2019),
employee engagement means being psychologically involved in, connected to, and committed to completing
work. Meanwhile, Robbin and Judge stated that employee engagement is the involvement, satisfaction, and
enthusiasm of employees for the work they are doing.

Employee engagement is an idea in organizational behavior that has gained traction in recent years.
This attraction arises because employee engagement influences the company's overall performance. Most
employee engagement is defined as an emotional and intellectual commitment to the organization (Baumruk,
2004; Richman, 2006; Shaw, 2005) or the amount of effort beyond job requirements that employees show
in their work (Frank, et, al, 2004) as quoted by Saks ( 2006).

Employees who are attached to the company will be emotionally and intellectually committed to the
company and will give their best effort beyond what is set as a target for a job. Employee engagement is
"Positive personal character is a feeling of energy which is expressed through sustainable efforts in the
workplace that are oriented towards achieving organizational goals" (Byrne, 2015). "The character of
engagement is shown by a balance of character in the cognitive, emotional and body language sectors which
focuses on achieving organizational goals" (Byrne, 2015) "Employees who have been engaged have the
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character of always wanting to be involved, have high enthusiasm, and are highly committed to their work
and who contribute to the organization where they work in positive behavior” (Gallup, 2013).

The newest and most widely used concept in research and business practice related to employee
engagement is a positive state of mind and attitude regarding work which is characterized by vigor,
dedication, and absorption (Ongel, 2014; Otieno, 2015; Schaufeli, 2013). Furthermore, employee
engagement is described as organizational commitment, especially affective commitment (emotional
attachment to the organization) and sustainability commitment (willingness to remain in the organization).
Schaufeli & Bakker (2003) explain that employee involvement is a form of positive thinking, namely
thoughts that arise related to completing the workload they have, and can be characterized by vigor
(enthusiasm, energy at work), dedication (playing an active role in advancing the organization or company),
absorption (preoccupation and enjoyment one has in doing one's work). The aspects used for employee work
involvement variables, namely from Schaufeli & Bakker (2003), have three characteristics of employee
work involvement, including:

a. Vigor (Strength) is characterized by the level of enthusiasm, energy, and toughness or mental strength
in work. And the desire to give the best effort at work and when facing difficulties.

b. Dedication: Characterized by feelings of enthusiasm, wanting to be fully involved, and having pride in
the work one has.

c. Absorption (Preoccupation) is characterized by the ability to concentrate fully and the ability to enjoy
the work one has. So it feels like time at work passes so quickly.

5. Employee Performance

Employee performance is the value provided to the organization resulting from several employee
behaviors that both directly and indirectly contribute to achieving company goals (Julia, et. Al, 2008;
Samnani, 2013; Steffen, 2014). Employee performance is certain behavior that can be observed and
measured related to the skills and abilities possessed by employees (Shaheen, 2013; Vosloban, 2012; Zhang,
2016). Borman, W.C & Motowidlo, (2014); and Pulakos, et. al (2000) revealed that employee performance
is the total value expected for the organization as a result of a series of behaviors carried out by individuals
in a certain period. Work performance includes (task performance, contextual performance, and adaptive
performance (Cunningham, 2011; Kahn, 2015; Risher, 2002). Then Motowidlo and Kell (2013) define
employee performance, namely the total value of behavior displayed by an employee as determined by the
organization during a certain period. Employee performance is behavior, not results, only involving behavior
that is by organizational goals and is multidimensional (Koopmans, et.al. 2011).

Stoner, Freeman, and Gilbert Jr. (2016:4) Performance "Management performance is the measure
of how efficient and effective a manager is and how well he or she determines and achieves appropriate
objectives". That is, management performance is a measure of how efficient and effective a manager is,
namely how well he determines and achieves appropriate goals. According to Edison et al, (2016),
"Performance is the result of a process that is referenced and measured over a certain period based on the
terms and agreements that have been predetermined". This means that performance is the result of a process
that is referred to and measured over a certain period based on predetermined conditions and agreements.
Dessler (2015) states that performance is as follows: "The willingness of a person or group of people to
carry out activities and refine them completely with their responsibilities with the expected results”. This
means the willingness of a person or group of people to carry out activities and complete them completely
by their responsibilities with the expected results. Borman, W.C & Motowidlo, (2014); Pulakos, et. al (2000)
employee performance measurement can be done through three dimensions, namely as follows:

a. Task Performance relates to employee skills in carrying out work that is their duty and responsibility.

b. Contextual performance relates to employee behavior that supports the organizational, social, and
psychological environment in which the work is carried out

c. Adaptive Performance relates to employee skills to adapt to changes that occur in work or the work
environment (Javad, 2015; Seung Hoon, 2013)

Methods

The research method used is the descriptive verification method. Descriptive methods are used to
describe the main variables and characteristics of respondents. Meanwhile, the verification method is used
to test the hypotheses proposed in the research. The sample used was 360 lecturers obtained from a purposive
sampling technique. The data analysis technique used for data processing is SEM PLS analysis.
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Results
1. Validity and Reliability

Based on the PLS method, a Full Model Structural path diagram is obtained as seen in Figure 1. In
Figure 1, it can be seen that the yellow boxes indicate each indicator and the blue circles indicate the latent
variables. An indicator is said to be valid if it has a factor weight greater than 0.50.
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Figure 1 Full Structural Model (PLS Algorithm)

From the picture above, the loading factor value of the variable dimensions of talent management,
professional competence, transformational leadership, and employee performance is > 0.5 so all dimensions
of the variables of talent management, professional competence, transformational leadership, and employee
performance are declared valid.

Table 1: Loading Factor, Composite Reliability, and Average Variance Extracted

tent Variable mension ading Factor CR AVE
lent Management(X1) X11 5
X12 )0 0,955 0,846
X13 9
X14 13
ofessional Competency (X2) X21 )7
X22 ’3
X23 A 0,954 0,786
X24 32
X25 0,900
ansformational Leadership X31 M4
(Y)
X32 )0
X33 24 162 0,858
X34 16
1ployee Engagement (YY) Y1 )6
Y2 9 165 0,904
Y3 )7
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1ployee Performance (Z) Z1 )8
Z2 )5 166 0,913
Z3 )2

From the data above, the loading factor value of the variable dimensions of talent management, professional
competence, transformational leadership, and employee performance is > 0.5 so all dimensions of the
variables of talent management, professional competence, transformational leadership, and employee
performance are declared valid. Then the AVE value of the five latent variable constructs has good validity
because the AVE value is > 0.5, which means that the information contained in each latent variable can be
reflected in the manifest variable. Meanwhile, the Composite Reliability value is declared reliable where all
variables have a value of > 0.7. Thus, the measurement model has good reliability.

2. Hypothesis test

The hypothesis is tested using the findings of the inner model test (structural model), which consists
of R-square output, parameter coefficients, and t-statistics. To find out whether a hypothesis is accepted or
rejected by testing the significance value between constructs, t-statistics, and p-value. The rule of thumb
applied in this research is that a t-statistic of more than 1.96 with a p-value of less than 0.05 is acceptable.

Table 2: Results of Path Coefficients and Specific Indirect Effects

Original T Statistics
Sampgle () (IO/STDEV)) P Values Result
X1->7 0.458 10,628 0.000 Accepted
X2->7 0,100 40,931 0.000 Accepted
X3->Z7 0,168 3,243 0.000 Accepted
X1->Y 0,172 4,464 0.000 Accepted
X2->Y 0,277 8,021 0.000 Accepted
X3->Y 0,556 18,397 0.000 Accepted
X1->Y->Z 0,062 40,931 0.000 Accepted
X2->Y->7 0,100 93,880 0.000 Accepted
X3->Y->7Z 0,201 3.388 0.000 Accepted

The results of hypothesis testing, especially on direct effects, show that talent management has a
positive influence on employee performance (t-stat = 10.628 p < 0.05 (0.000) and also has a positive
influence on employee engagement (t-stat = 4.464, p > 0.05 (0.00). Professional competence has a positive
influence on employee performance (t-stat = 40.931, p < 0.05 (0.000) and employee engagement (t-stat =
8.021, p < 0.05 (0.000). Transformational leadership has an influence positive influence on employee
performance (t-stat = 3.243 p < 0.05 (0.000) and also has a positive influence on employee engagement (t-
stat = 18.397, p > 0.05 (0.00). Employee engagement has a positive influence on employee performance (t-
stat = 5.130, p < 0.05 (0.000). Employee engagement mediates the influence of talent management on
employee performance (t-stat = 40.931, p < 0.05 (0.000), and also employee engagement mediates the
influence of professional competence on employee performance (t-stat = 93.880, p < 0.05 (0.000).
Furthermore, employee engagement mediates the influence of transformational leadership on employee
performance (t-stat = 3.388, p < 0.05 (0.000).

Discussion

The results of hypothesis testing regarding the influence of talent management on employee
performance are positive. Thus, the better talent management, the more employee performance will increase.
The results of hypothesis testing show that the t-value of 10.628 is greater than 1.96. This value shows that
at a confidence level of 95%, it can be concluded that the hypothesis is accepted, meaning that talent
management has a positive and significant influence on the performance of BPK RI employees. In other
words, talent management can now significantly improve employee performance. Talent management is one
of the factors that can influence employee performance (Dixit & Arrawatia, 2018). This statement is
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strengthened by research by Tash, et al. (2017) which shows that there is a significant positive relationship
between talent management and employee performance. Meanwhile, research conducted by Prasetya, et al
(2016) showed the opposite results. The results of this research are research conducted by Maya and
Thamilselvan (2013) showing a significant positive relationship between talent management and employee
performance and organizational efficiency.

Employee performance is influenced by talent management, reinforced by the findings of Mkamburi
(2017) showing that there is a positive relationship between talent management variables on employee
performance, namely that talent management has a partially insignificant effect on employee performance.
Several studies show that talent management has an influence on employee performance, such as research
from Sopiah (2020) which states that talent management has a positive effect on work engagement and
employee performance. In line with this research, Mangusho (2015), Unachukwu (2018), Mohana (2021),
and Yuwono (2021) stated the same thing that talent management has a positive effect on employee
performance. Thus, talent management influences employee performance.

Professional competence influences employee performance. Thus, the better the professional
competence, the more employee performance will increase. The results of hypothesis testing show that the
t-value of 40.931 is greater than 1.96. This value shows that at a confidence level of 95%, it can be concluded
that the hypothesis is accepted, meaning that professional competence has a positive and significant
influence on the performance of BPK RI employees. Several research results support that professional
competence influences employee performance. Research from Basalamah (2017) states that motivation,
competence, and individual characteristics influence organizational performance. This is in line with what
was stated by Abdullah (2017) who stated that leadership competency influences improving organizational
performance. Research from John Osei (2015) states the same thing that employee competence influences
improving organizational performance. Then Jabouri (2014) stated that employee competency has an impact
and influence on improving organizational performance. The competencies possessed by employees are very
determining in improving employee performance. With the competencies possessed by employees in their
field, employees will have the performance expected by the organization. The relationship between
competency and employee performance was revealed by Kolibacova (2014) who stated that competency has
a positive influence on employee performance. In line with this research, Nurahaju (2020), Linda Taha
(2020), Mangkunegara (2015), Rama (2022), lda Ayu Oka Martini (2020), and Syahrir (2021) stated that
competence influences employee performance.

Transformational leadership has a positive effect on employee performance. Thus, the better the
transformational leadership, the more employee performance will increase. The results of hypothesis testing
show that the t-value of 3.243 is greater than 1.96. This value shows that at a confidence level of 95%, it can
be concluded that the hypothesis is accepted, meaning that transformational leadership has a positive and
significant influence on the performance of BPK RI employees.

Several research results show that transformational leadership has a positive and significant
influence on employee performance, such as research results from Mondiani (2012) concluding the results
of his research, that transformational leadership and compensation influence employee performance. The
relationship between transformational leadership and employee performance is shown by the results of
research from Hira Khan (2020) which states that transformational leadership has a positive influence on
employee performance. Similar results were also stated from the research results of Hariadi (2022), Magasi
(2021), Hasib (2020), Rafia (2020), and Cemil Top (2020) which stated that transformational leadership has
a positive influence on employee performance.

Furthermore, the results of hypothesis testing regarding the influence of talent management on
employee engagement are positive. Thus, the better talent management, the more employee engagement will
increase. The results of hypothesis testing show that the t-value of 4.464 is greater than 1.96. This value
shows that at a confidence level of 95%, it can be concluded that the hypothesis is accepted, meaning that
talent management has a positive and significant influence on employee engagement. Maintaining
competitive resources requires support from loyal employees. One effort to get loyal employees suggested
by Pandita and Ray (2018) is to implement talent management to create engaged employees, which is called
employee engagement.

The research results of Nurul et al. (2014) show that talent management has a positive correlation
with employee engagement. The results of hierarchical regression analysis indicate a positive relationship
between talent management practices (developing employee potential) and employee engagement. Alert al.'s
research results. (2014) shows that talent management practices have become an important part of modern
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organizations due to the emergence of modern economic actors, new generations of competitive employee
candidates, and the need for companies to become more strategic and competitive, which means using new
ways of managing resources and capital. The research results of Irmawaty & Mailani (2016) show that there
is a significant relationship between talent management and employee engagement. Mohamed (2014) proves
that talent management has a positive correlation and has a significant effect on employee engagement.
Thakur (2015) proves in his research that talent management has a positive and significant impact on
employee engagement.

Research by Ratnawati & Subudi (2018) states that companies should practice talent management
by paying more attention to talented people in the company and providing appreciation to produce engaged
employees because talent management has a positive and significant effect on employee engagement.
Supported by research results from Hariyanto & Ferdian (2019) that talent management has a significant
effect on employee engagement. The need for talent management practices in Generation Y to be engaged
or engaged is increasing along with changes in the way employees work due to the global pandemic, namely
working from home. Then Octavia, et al (2018) stated that talent management has a positive and significant
influence on employee performance.

Professional competence in employee engagement is positive. Thus, the better professional
competence, the more employee engagement will increase. The results of hypothesis testing show that the
t-value of 8.021 is greater than 1.96. This value shows that at a confidence level of 95%, it can be concluded
that the hypothesis is accepted, meaning that professional competence has a positive and significant
influence on employee engagement. The results of this research prove that there is a positive influence
between the Employee Competency variable on Employee Engagement. This means that good competence,
which is indicated by achievement, initiative, self-control, self-confidence, commitment to the organization,
organizational awareness, and teamwork, will increase employee engagement because of the high level of
responsibility for the work they are assigned. The results of this research are in line with research by
Unnikrishnan, and Seema, Effective organizations anticipate leadership and talent needs to succeed in the
future.

Based on research conducted by Herawaty and Cahyadi (2020), competency has a positive effect on
employee engagement. Another factor that can influence employee engagement is providing rewards or
awards to employees as a form of appreciation for employees for achieving work targets. Urtasun & Nunez
(2012) say that competence is a collection of work dimensions including individual knowledge, attitudes
and behavior, skills, team collectiveness, as well as the processes and abilities of an organization related to
achieving optimal performance to provide competitive and sustainable advantages for the organization.

The results of further hypothesis testing regarding the influence of transformational leadership on
employee engagement are positive. Thus, the better the transformational leadership, the more employee
engagement will increase. The results of hypothesis testing show that the t-count value of 18.397 is greater
than 1.96. This value shows that at a confidence level of 95%, it can be concluded that the hypothesis is
accepted, meaning that transformational leadership has a positive and significant influence on employee
engagement. Leadership with a transformational style can be the key to achieving good employee
performance amidst the heat of the COVID-19 pandemic phenomenon which is currently a problem for the
continuity of the company.

Transformational leadership can also influence work engagement among members of the
organization. Transformational leadership is a leadership style that can increase the level of employee
engagement in the workplace. According to Hockey and Ley (2008), leadership is one of the factors that
forms employee engagement apart from other factors such as organizational culture and climate, training
and education, job factors, and feelings of being appreciated and involved. Employees will respond
positively and produce better performance when they have an emotional attachment to their leader. To create
employee engagement, both emotional and cognitive, a leader, apart from paying attention to the work
environment, the effectiveness of managerial activities will encourage the creation of employee engagement
(Luthan & Peterson, Mc Bain, 2007). Asmaluddin & Ketut (2021) also explained that change leadership has
a significant influence on work engagement. The better the change leadership felt by AirNav Indonesia
Denpasar branch employees, the higher the employee's work engagement.

Then the influence of talent management on employee performance through employee engagement
is positive. Thus, the better talent management, the more employee performance will increase, which is
strengthened by good employee engagement. The results of hypothesis testing show that the t-value of
22.779 is greater than 1.96. This value shows that at a confidence level of 95%, it can be concluded that the
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hypothesis is accepted, meaning that talent management has a positive and significant influence on employee
performance through employee engagement. Having talented employees will increase employee
engagement within the organization and will then have an impact on increasing employee performance.
Alias (2017) stated that talent management practices (managerial support, employee career development,
organizational awards, and recognition) have a positive influence on employee engagement.

According to Mangusho (2015) through talent management practices such as job rotation,
organizations can increase employee competency which influences the achievement of high employee
performance. Research conducted by Payambapour & Hooi (2015), Irtamieh et. al (2016), Alias et. al (2017),
Al-Hussaini (2019), Abdullahi (2020), stated that employee engagement can influence talent management
variables on employee performance variables when employees have high employee engagement, they will
tend to be more productive, creative and diligent. in work. The relationship between employees and their
work will also be related to the concept of employee engagement. Bakker, et al (2013) define employee
engagement as a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication,
and absorption. Companies can increase employee engagement through talent management. Employees who
have higher engagement in work will bring out their best potential to produce high performance (Sehgal,
2013; Hughes & Rog, 2008). Sehgal (2013) further stated that when employees can carry out work and
assess that the work has value for the company, motivation, self-confidence and a desire to put in more effort
will emerge so that they become engaged employees.

The results of hypothesis testing regarding the influence of professional competence on employee
performance through employee engagement are positive. Thus, the better the professional competence, the
more employee performance will increase, which is strengthened by good employee engagement. The
results of hypothesis testing show that the t-value of 40.931 is greater than 1.96. This value shows that at a
confidence level of 95%, it can be concluded that the hypothesis is accepted, meaning that professional
competence has a positive and significant influence on employee performance through employee
engagement. Several research results show that competence has a significant effect on performance
(Abraham, 2004; Karami et al., 2017; McEvoy et al., 2005; Moon et al., 2014; Renyut et al., 2017; Segon &
Booth, 2015). Furnham (1990) in Sedarmayanti, (2010) states that competence is the basic ability and quality
of performance needed to do a job well. Basic abilities that do not match the abilities needed to complete
the job will not produce good performance.

Meanwhile, employee engagement is a state of employees who are psychologically involved with
their work. Employees are involved physically, cognitively, and emotionally while showing their
performance at work (Albrecht, 2010). The results of research conducted by Aktar, (2016) show that
Employee Engagement has a positive and significant effect on employee performance. Organizations can
improve employee performance on an ongoing basis by ensuring employee engagement levels are at a high
level. Likewise the results of research conducted by (Aktar, 2016; Dajani, 2015; He et al., 2014; Kutcher,
and Roof, 2015; Wingerden & Stoep, 2018).

Finally, the influence of transformational leadership on employee performance through employee
engagement is positive. Thus, the better the transformational leadership, the more employee performance
will increase, which will be strengthened by good employee engagement. The results of hypothesis testing
show that the t-value of 40.931 is greater than 1.96. This value shows that at a confidence level of 95%, it
can be concluded that the hypothesis is accepted, meaning that transformational leadership has a positive
and significant influence on employee performance through employee engagement. The results of this
research follow the suggestion put forward by Lomanjaya (2014) to add outcomes to mediate the relationship
between transformational leadership and employee performance. Employee engagement can influence the
relationship between transformational leadership and employee performance. Employee performance will
increase when the employee is proud to be part of the company. Several studies use this model, research by
Hee et.al (2018), using objects on employees of organizations or companies in Malaysia. The research results
show that work engagement fully mediates the relationship between transformational leadership and
employee performance. Salu (2018), provides empirical evidence that work engagement can mediate the
influence of transformational leadership on employee performance. In other words, transformational
leadership will influence employee performance through work engagement.

Conclusion
Based on the results of data analysis and the discussions that have been carried out, the author
provides several conclusions as follows;
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Talent management has a positive effect on employee performance, where the results show that the
better talent management, the better employee performance

Professional competence has a positive effect on employee performance where the results show that
the better the professional competence, the better the employee’s performance

Transformational leadership has a positive effect on employee performance where the results show
that the better the transformational leadership, the greater the employee performance
Talent management has a positive effect on employee engagement where the results show that better
talent management will increase employee engagement
Professional competence has a positive effect on employee engagement where the results show that
the better the professional competence, the greater the employee engagement
Transformational leadership has a positive effect on employee engagement where the results show
that the better the transformational leadership, the more employee engagement will increase
Talent management influences employee performance through employee engagement where the
results show that the influence of talent management on employee performance will increase if it is
mediated by employee engagement.

Professional competence influences employee performance through employee engagement, where
the results show that the influence of professional competence on employee performance will
increase if mediated by employee engagement.

Transformational leadership influences employee performance through employee engagement,
where the results show that the influence of transformational leadership on employee performance
will increase if mediated by employee engagement.

Some research recommendations are as follows;

1.

In the talent management variable, the aspect that still needs to be improved is the dimension of talent
development, especially the indicators for agencies implementing talent development programs to
meet current and future agency needs, where BPK RI needs to be more effective in organizing talent
development programs and also Talent development needs to be further improved.

In the professional competency variable, the aspect that needs to be improved is the personal concept
dimension, especially the indicator of being able to think well analytically, where BPK RI needs to
provide education and training to BPK RI employees on an ongoing basis and provide follow-up
after carrying out education and training.

3. In the transformational leadership variable, the aspect that needs to be improved is the
Individualized Consideration dimension where leaders are required to further assist employees in
developing themselves to have better work performance to improve company performance. Through
employee self-development, company performance will be in line with expectations. Apart from that,
leaders must have a wise attitude and not differentiate between one employee and another by
considering the individuality of each employee.

In the employee engagement variable, the aspect that needs to be improved is the Absorption
dimension, especially the indicator of time at work, where the BPK RI needs to provide rewards and
punishments for employees who work on time and for employees who cannot complete work on
time. the time. Apart from that, agencies can hold activities with all employees to get to know each
other outside their departments, such as adding gathering/outing activities that can be done inside or
outside the agency environment.

In the employee performance variable, the aspect that needs to be improved is the task performance
dimension, especially the indicator of being able to do the job well with little time and effort, where
the BPK RI can provide guidance and direction or training to employees on an ongoing basis,
providing guidance and supervision. to employees to complete work according to the target amount,
giving employees rewards in the form of rewards according to the results of their work. Apart from
that, leaders must provide stricter work supervision to employees, so that employees work well and
do not delay work time and leaders must also provide warnings and sanctions to employees who do
not complete tasks and work on time.
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