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This study examines and compares the implementation of talent management in academic human resource 
development between public and private higher education institutions in Gorontalo Province, Indonesia. 
Using a descriptive qualitative approach, data were gathered from 20 informants at five institutions through 
semi-structured interviews, observations, and document analysis, and analyzed thematically across four 
talent management dimensions: talent identification, competency development, performance appraisal, and 
retention. Findings reveal consistent structural disparities between institutional types: public universities 
benefit from digital HR systems, dedicated funding, and structured incentives, while private institutions 
remain constrained by limited budgets, fragmented data management, and conservative organizational 
cultures. These disparities directly impede faculty motivation, retention, and research productivity. By 
analyzing these four dimensions concurrently within a single regional setting, the study extends context-
sensitive talent management theory by showing how institutional governance arrangements and 
organizational culture interact with, and partly explain, resource-based disparities in talent management 
outcomes a relationship that has received limited empirical attention in Eastern Indonesia's higher education 
sector. The study recommends integrated digital HR systems, transformational leadership, and inter-
institutional collaboration as priority interventions for regional academic quality improvement. 
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INTRODUCTION 
In an era of accelerating global competition, higher education 

institutions are increasingly recognized as knowledge intensive 

organizations whose competitive advantage depends 

fundamentally on the quality and commitment of their academic 

human resources. Talent management defined as the systematic 

process of identifying, developing, and retaining high-performing 

personnel aligned with organizational goals has emerged as a 

central governance agenda for universities worldwide (Collings 

& Mellahi, (2009); Kaliannan dkk., (2023); Thunnissen dkk., 

(2013). Globally, universities in the United Kingdom, Australia, 

and the Netherlands have documented significant correlations 

between structured talent development programs and 

improvements in research output, accreditation outcomes, and 

institutional resilience (Van Woerkom dkk., 2023; Becker dkk., 

(2001); Wahda dkk., (2019). In Southeast Asian contexts 

including Malaysia, Thailand, and the Philippines the adoption of 

competency-based development frameworks has similarly 

produced measurable gains in faculty performance and 

institutional reputation (Przytuła dkk., 2024). These 

international findings establish a compelling foundation for 

examining talent management in the Indonesian higher 

education system. 

In Indonesia, talent management in higher education has 

attracted growing policy attention. National programs including 

lecturer certification (sertifikasi dosen), the LPDP scholarship 

scheme, research grant competitions, and accreditation reform 

collectively underscore the government's recognition that 

academic talent is the primary driver of institutional quality 

Andriani dkk., (2024); Yuliani dkk., (2025). Nevertheless, 

implementation remains markedly uneven across regions. 

Institutions in Eastern Indonesia including those in Gorontalo 

Province face disproportionate resource constraints, 

infrastructure deficits, and restricted access to professional 

development networks, creating a persistent quality gap relative 

to universities in Java and western Indonesia (Ariani, 2024; Blass 

& Hayward, 2014; Hidayat, 2022; Ahmad, 2007). This disparity 

underscores the urgency of examining how talent management is 

operationalized within resource-constrained regional contexts. 

The central research problem of this study concerns the 

tension between escalating institutional demands and limited 

organizational capacity. Higher education institutions in 

Gorontalo Province are expected to produce competent 

graduates, strengthen research performance, and meet national 

accreditation standards yet many lack systematic mechanisms for 

talent identification, structured competency development, 

objective performance appraisal, and evidence-based retention. 

This structural gap risks a widening misalignment between 

institutional mandate and actual human resource capability 

(Cheng dkk., 2024; Sunarsi dkk., 2026; Bej dkk., 2025; Saleh & 

Atan, 2021; Boney & Sarchahani, 2019). The problem is 

compounded by significant disparities between public and 

private universities in terms of budget allocation, technological 

infrastructure, and organizational readiness for reform disparities 

that have not been adequately examined in the existing literature. 

The literature proposes several broad strategies to address 

these challenges. Integrated Human Resource Management 

Information Systems (HRMIS) have been shown to enhance the 

accuracy and efficiency of talent identification across diverse 

institutional contexts Przytuła dkk., (2024); Tahir dkk., (2025); 

Rohayati, (2024); Rachida, (2020); Telukdarie & Munsamy, 

(2019). Continuous competency development programs 

encompassing technical training, postgraduate study support, 

and research facilitation are consistently associated with 

improved academic productivity and motivation (Al Ariss dkk., 

2014; Sullivan & Al Ariss, 2021; Hilmy dkk., (2022). Furthermore, 

transparent and technology-enabled performance appraisal 

systems linked to reward mechanisms are identified as critical for 
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talent retention (Collings & Mellahi, (2009); Kaliannan dkk., 

(2023). These solutions, however, have predominantly been 

validated in well-resourced institutional settings, leaving their 

applicability in constrained regional contexts insufficiently 

tested. 

Within this broader picture, talent mapping and 

competency-based development stand out as the most 

foundational levers for academic human resource management. 

Thunnissen dkk., (2013); Guerra & Valle, (2024), emphasize that 

talent mapping must be embedded within an integrated and 

sustainable data management system to produce actionable 

insights. Van Woerkom dkk., (2023) further argue that HR 

development programs that combine pedagogical training with 

research capacity building yield the greatest impact on individual 

performance and institutional competitiveness. In the Indonesian 

context, Tahir dkk., (2025)  demonstrate that digitalization of 

HR processes even at modest scales substantially improves the 

responsiveness of talent development to institutional needs. 

These studies collectively point toward a model of talent 

management that is data-driven, contextually adaptive, and 

aligned with the professional aspirations of academic staff. 

On performance appraisal and retention, the literature 

converges on the importance of continuous, feedback-rich 

evaluation systems supported by clear career pathways and 

equitable incentive structures. Collings & Mellahi, (2009) 

contend that effective appraisal must be adaptive and linked to 

real-time development needs rather than confined to periodic 

administrative review. Becker dkk., (2001); Wahda dkk., (2019) 

similarly argue that data-driven HR decision-making is a 

hallmark of high-performing institutions. In Gorontalo's private 

universities, the absence of structured incentive mechanisms and 

unclear career trajectories contribute to higher academic staff 

turnover, as documented by Thalib dkk., (2024); Thalib & Asna 

Aneta, (2025), who found that institutional governance quality 

and leadership inclusivity are integral to sustaining academic 

talent pipelines in resource-constrained settings. 

To systematically map the intellectual landscape and confirm 

the research gap, a bibliometric analysis was conducted on the 

Scopus and Google Scholar databases for the period 2014–2024, 

using the Boolean search string ("talent management" AND 

("higher education" OR university)) applied to article title, 

abstract, and keyword fields. Records were limited to peer-

reviewed journal articles and conference papers written in 

English or Indonesian; duplicates, non-academic sources, and 

items unrelated to academic human resource management were 

excluded following title-abstract screening. This procedure 

yielded a final corpus of 187 publications, which was imported 

into VOSviewer (version 1.6.20) for co-occurrence and overlay 

visualization using full-counting, a minimum keyword 

occurrence threshold of three, and default association-strength 

normalization. The resulting visualizations, summarized in 

Figures 1–3, are interpreted below to identify thematic clusters 

and temporal trends, and are subsequently supplemented with a 

narrative synthesis of the most directly relevant studies to 

substantiate the research gap with qualitative interpretation 

rather than visualization alone. 

 
Figure 1. VOSviewer Density Visualization of Keyword Clusters in 

Talent Management Research (2014–2024) 

Figure 1 reveals that the cluster anchored by 'talent 

management implementation' constitutes the most densely 

studied thematic area, while nodes such as 'AI integration' and 

'industrial revolution' represent emerging frontiers. Critically, 

the density map exposes a gap: implementation practice in 

specific regional and developing-country contexts remains 

underexplored despite its theoretical significance. 

 
Figure 2. VOSviewer Overlay Visualization Showing Research Trends in 

Talent Management Literature (2014-2024) 

 

Figure 2 traces a temporal shift: publications from 2014-2018 

focused on foundational management processes and system 

design, while those from 2022-2024 foreground artificial 

intelligence, global talent management, and context-sensitive 

approaches. This trajectory signals an urgent need for studies 

bridging foundational frameworks with contemporary 

institutional realities in underrepresented geographic settings. 

 
Figure 3. VOSviewer Co-occurrence Network: Strategic Talent Management 

and Related Constructs (2014–2024) 

 

Figure 3 confirms that strategic talent management is 

consistently examined in relation to leadership development and 

implementation outcomes. However, no established cluster 

addresses talent management implementation in regional higher 

education institutions in developing countries confirming the 

gap this study seeks to fill (Wijaya & Harahap, 2021; Thalib dkk., 

2024). 
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Taken together, the literature reviewed above establishes 

three points clearly: first, what is already known is that talent 

management instruments HRMIS, structured competency 

development, adaptive appraisal, and incentive-linked retention 

improve institutional and individual performance, predominantly 

evidenced in well-resourced, urban, or Western institutional 

settings; second, what remains unknown is how these same 

instruments are actually operationalized, and with what 

comparative consequences, inside resource-constrained public 

and private universities operating side by side within a single 

regional system in Eastern Indonesia, where prior Gorontalo-

focused studies have examined isolated aspects such as women’s 

leadership (Thalib dkk., 2024) or governance inclusivity (Thalib 

& Asna Aneta, 2025) but not the full talent management cycle 

comparatively; and third, this study addresses that gap by 

empirically tracing all four talent management dimensions 

concurrently across both institutional types within the same 

provincial system, thereby linking resource-based explanations 

of disparity to the governance and leadership mechanisms that 

sustain them. 

The study analyzes talent management through four 

dimensions talent identification, competency development, 

performance appraisal, and retention rather than alternative 

frameworks such as the resource-based view or the AMO 

(Ability-Motivation-Opportunity) model, for two reasons. First, 

these four dimensions correspond directly to the sequential talent 

management cycle articulated by Collings and Mellahi (2009) 

and operationalized in subsequent higher-education-specific 

work (Thunnissen dkk., 2013; Gallardo-Gallardo dkk., 2020), 

making them the most established and comparable analytical lens 

for cross-institutional benchmarking. Second, unlike resource-

based or motivational frameworks, which treat antecedents 

(resources, ability, motivation) as the primary unit of analysis, the 

four-dimensional cycle foregrounds institutional practice and 

process, which is the empirical focus of this qualitative study. 

Within this cycle, institutional capacity, governance 

arrangements, leadership style, and organizational culture are 

treated not as separate, free-standing constructs but as 

contextual moderators that shape how each of the four 

dimensions is practiced: institutional capacity and governance 

determine the resources and authority available for talent 

identification and competency development, while leadership 

style and organizational culture determine how appraisal and 

retention mechanisms are experienced and accepted by academic 

staff. This conceptual positioning is revisited in the Discussion, 

where these moderating factors are shown to explain why 

nominally similar policies produce divergent outcomes across 

public and private institutions. 

This study therefore aims to analyze the implementation of 

talent management in academic human resource development 

across higher education institutions in Gorontalo Province, with 

three specific objectives: (1) to examine talent identification, 

competency development, performance appraisal, and retention 

mechanisms; (2) to identify supporting and inhibiting factors 

shaping implementation effectiveness; and (3) to generate 

evidence-based recommendations for regional higher education 

contexts. While prior Gorontalo-based research has examined 

individual aspects of academic human resource governance, this 

study is, to the authors’ knowledge, among the first to analyze all 

four talent management dimensions concurrently and 

comparatively across public and private institutions within a 

single provincial system, integrated with bibliometric evidence 

situating local findings within global scholarly trends. 

Theoretically, the study extends context-sensitive talent 

management theory (Thunnissen dkk., 2013; Gallardo-Gallardo 

dkk., 2020) by demonstrating empirically how governance 

arrangements and organizational culture moderate the 

relationship between institutional resources and talent 

management outcomes a mechanism that the existing literature 

has theorized but rarely traced within a single comparative 

regional case. By addressing a geographically and institutionally 

underrepresented context, this study contributes both 

theoretical refinement and practical guidance for policymakers, 

university leaders, and HR practitioners committed to advancing 

academic quality in Eastern Indonesia. 

 

METHOD 
This study adopts a qualitative approach with a multiple case 

study design to explain the mechanisms through which 

interactions between formal and informal institutions shape 

BUM Desa governance and produce governance failure. This 

approach was selected because it enables an in-depth and 

contextual understanding of complex governance processes that 

cannot be adequately captured through quantitative 

measurement, particularly when institutional practices, power 

relations, and actor behavior are central to the analysis (Creswell 

& Poth, 2013). The use of multiple case studies also strengthens 

analytical rigor through logical replication and cross-case 

comparison across research sites (Yin, 2016). 

This study adopted a descriptive qualitative research design 

to generate an in-depth understanding of how talent 

management is implemented in the development of academic 

human resources across higher education institutions in 

Gorontalo Province. A qualitative approach was selected because 

the phenomenon under investigation is embedded in complex 

institutional, cultural, and organizational contexts that cannot be 

adequately captured through quantitative measurement alone 

Creswell & Guetterman, (2025); Tisdell dkk., (2025). This design 

enables the researcher to explore contextual variations, uncover 

underlying mechanisms, and interpret meaning as constructed by 

participants within their natural institutional settings an 

epistemological stance consistent with the interpretive tradition 

in organizational and educational research (Haq & Yasin, 2025). 

The five institutions were selected from the population of 

accredited higher education institutions operating in Gorontalo 

Province using four inclusion criteria: (1) formal BAN-PT 

institutional accreditation at the time of data collection, ensuring 

a functioning quality-assurance and HR governance structure; 

(2) operation for at least ten years, ensuring an established human 

resource management track record rather than a newly founded 

unit; (3) willingness of institutional leadership to grant research 

access to personnel records and staff; and (4) collectively 

representing the variation in institutional type, size, and 

disciplinary profile that characterizes the province’s higher 

education landscape. Applying these criteria identified two 

public universities and three private universities, a ratio that 

mirrors the actual public–private composition of higher 

education institutions in Gorontalo Province and supports the 

analytic generalizability, though not statistical generalizability, 

of the comparison. 

Participants were selected through purposive sampling, a 

strategy that maximizes informational richness by targeting 

individuals with direct and substantive involvement in the 

phenomenon being studied (Tisdell dkk., 2025). The final sample 
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comprised 20 informants drawn from five higher education 

institutions in Gorontalo Province, encompassing both public 

and private universities. Informant categories included university 

leaders (rectors and vice-rectors), heads of human resource units, 

faculty leaders (deans and heads of study programs), and 

lecturers actively participating in competency development 

programs. Table 1 summarizes the composition of the sample by 

institution type, role, gender, and years of professional 

experience. This multi-level sampling strategy ensured that 

perspectives from both policy-formulating and program-

implementing actors were systematically represented 

(Thunnissen dkk., 2013; Gallardo-Gallardo dkk., 2020). 

 

Table 1. Composition of Research Informants by Institution 

Type, Role, Gender, and Years of Experience (N = 20) 
Institution 

Type 

Participant 

Role 

n Gend

er 

(M/F) 

Years of 

Experienc

e (range) 

Public (n = 2 

institutions) 

Rector / Vice-

Rector 

2 1/1 12-20 years 

Head of HR 

Unit 

2 1/1 8-15 years 

Dean / Head of 

Study Program 

2 1/1 10-18 years 

Lecturer (HR 

development 

participant) 

4 2/2 4-14 years 

Private (n = 3 

institutions) 

Rector / Vice-

Rector 

3 2/1 9-22 years 

Head of HR 

Unit 

3 1/2 5-12 years 

Dean / Head of 

Study Program 

2 1/1 7-16 years 

Lecturer (HR 

development 

participant) 

2 1/1 3-11 years 

Total 20 10/10 3-22 years 

 

Data were collected through three complementary methods, 

combining primary and secondary sources. Primary data were 

gathered via semi-structured interviews and field observations. 

Semi-structured interviews were the principal instrument, 

allowing in-depth exploration of talent identification practices, 

development strategies, appraisal mechanisms, and retention 

challenges while preserving flexibility for informants to elaborate 

on contextually relevant issues Kvale & Brinkmann (dalam, 

Skjott Linneberg & Korsgaard, 2019). Field observations were 

conducted at selected institutions to corroborate interview 

accounts with direct evidence of practice. Secondary data were 

obtained through systematic document analysis of personnel 

files, career development guidelines, internal quality assurance 

reports, and institutional HR policy documents materials that 

provided an institutional baseline against which interview data 

could be triangulated (Bowen, 2009). 

Data analysis followed the six-phase thematic analysis 

framework proposed by Braun & Clarke, (2006), proceeding 

from familiarization with the data, through systematic code 

generation and theme identification, to pattern interpretation 

and report writing. This inductive approach allowed emergent 

themes related to talent management implementation including 

supporting and inhibiting factors to be identified directly from 

the data rather than imposed through a predetermined 

framework. Coding was conducted manually using a structured 

coding matrix in Microsoft Excel: interview transcripts were first 

read line-by-line to generate open codes (e.g., “manual recap 

reporting,” “real-time HR dashboard,” “no protected research 

time”); related open codes were then grouped into axial 

categories through constant comparison, and axial categories 

were finally mapped onto the four a priori talent management 

dimensions identification, competency development, appraisal, 

and retention while codes that did not fit this structure (for 

example, leadership style and organizational culture) were 

retained as a separate emergent category rather than discarded. 

Two members of the research team coded the first five transcripts 

independently and compared results to calibrate the coding 

matrix before one researcher completed coding of the remaining 

transcripts; disagreements during calibration were resolved 

through discussion and used to refine code definitions, 

supporting coding consistency across the dataset. To ensure 

trustworthiness, data validity was established through source 

triangulation (cross-checking evidence across informant 

categories), technique triangulation (comparing interview, 

observation, and document data), and member checking, 

whereby key interpretations were returned to selected 

informants for verification and feedback (Braun & Clarke, 2006); 

(Creswell & Poth, 2016). Member checking was conducted with 

8 of the 20 informants (two per institution, prioritizing HR unit 

heads and faculty leaders), who received a two-page summary of 

preliminary themes for their institution roughly four weeks after 

their interview; six confirmed the interpretations without 

changes, while two requested clarification one noting that a 

described incentive scheme had since been revised and one 

requesting that an anonymized quotation be reworded to avoid 

identifying their unit, both of which were incorporated into the 

final analysis. The overall research process, summarized in Figure 

4, is presented primarily to document the sequencing and 

trustworthiness procedures (sampling, triangulation, and 

member checking) described in this section for readers assessing 

the study’s methodological rigor, rather than to introduce new 

analytical content. 

 
Figure 4. Research Methodology Framework 
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RESULTS AND DISCUSSION  
This section presents and interprets findings from the 

thematic analysis of interview data, field observations, and 

documentary sources collected across five higher education 

institutions in Gorontalo Province. The findings are organized 

around four interconnected dimensions of talent management: 

talent identification and mapping, competency development, 

performance appraisal, and retention. Before presenting the 

comparative findings, it is necessary to clarify the basis of the 

numerical scores reported in Table 2 and Figure 5, since the study 

is qualitative rather than psychometric in design. For each of the 

four dimensions, the two coders independently rated each 

institution on a five-point ordinal scale (1 = largely absent/ad hoc, 

5 = fully institutionalized and technology-supported) using a 

coding rubric derived inductively from the thematic categories 

(for example, for talent identification: presence of a digital 

HRMIS, frequency of data updating, and existence of a 

centralized competency database); institution-level scores were 

then averaged within each institutional type to produce the 

public and private means reported below, and discrepancies 

between the two coders’ ratings (none exceeding one scale point) 

were resolved through discussion and cross-checked against 

documentary evidence during member checking. These scores are 

therefore best read as a structured, transparent summary of the 

qualitative evidence presented narratively in this section, 

intended to aid comparison across institutions, rather than as an 

independently validated quantitative instrument. Table 2 and 

Figure 5 provide this comparative overview of implementation 

quality across public and private institutions, illustrating the 

structural disparities that constitute the central analytical 

concern of this study. 

 

Table 2. Comparative Overview of Talent Management 

Implementation in Public and Private Higher Education 

Institutions, Gorontalo Province 
Talent Management 

Dimension 
Public 

Universities 
Private 

Universities 
Key Supporting 

Reference 
Talent 
Identification & 
Mapping 

Digital 
HRMIS; 
real-time 
monitoring; 
centralized 
database 

Manual 
periodic 
reports; 
fragmented 
data; no 
integration 

Przytuła dkk., 
(2024); Thunnissen 
dkk., (2013) 

Competency 
Development 

Internal 
funding; 
postgraduate 
scholarships; 
structured 
research 
support 

Individual 
initiatives; 
external 
training; 
limited 
research 
funding 

Al Ariss dkk., (2014); 
Van Woerkom dkk., 
(2023) 

Performance 
Appraisal 

Technology-
based; 
continuous 
monitoring; 
constructive 
feedback 
loops 

Annual 
administrative 
reviews; 
limited 
feedback; 
non-
standardized 

Collings & Mellahi, 
(2009); Prowse & 
Prowse, (2009) 

Retention & 
Incentives 

Promotions, 
allowances, 
academic 
awards; clear 
career 
pathways 

Absent 
incentive 
structures; 
unclear career 
paths; high 
turnover 

Al-Qarshoubi, 
(2020); (2020); 
Becker dkk., (2001) 

Source. Summary derived from thematic coding of semi-structured interview 

data and document analysis (N = 20 informants, 5 institutions, 2024). 

 

 
Figure 5. Comparative Talent Management Implementation 

Scores: Public vs. Private Higher Education Institutions in 

Gorontalo Province 

Source.  

 

Talent Identification and Mapping Systems 

All five institutions in this study have established talent 

identification mechanisms grounded in the performance 

assessment framework of the tri dharma of higher education 

teaching, research, and community service reflecting alignment 

with the national policy architecture governing Indonesian 

academic HR management Andriani dkk., (2024). However, as 

illustrated in Table 2 and Figure 5, the scope, systematicity, and 

technological underpinning of these mechanisms differ 

substantially between institutional types, with public 

universities recording a mean implementation score of 4.2 

compared to 2.4 for private institutions on a five-point scale. 

Public universities in Gorontalo have adopted digital Human 

Resource Management Information Systems (HRMIS) that 

enable real-time data monitoring and centralized competency 

profiling of academic staff. This technological infrastructure 

affords these institutions significant advantages in the speed and 

precision of talent-related decision making, consistent with the 

argument advanced by Przytuła dkk., (2024) that information 

technology integration in HR management fundamentally 

enhances an organization's capacity to identify and leverage 

talent strategically. By contrast, private universities continue to 

rely on manual data collection through periodic evaluation forms 

and disaggregated reports, a practice that introduces latency and 

inconsistency into the talent identification process. The present 

findings thus extend those of (Tahir dkk., 2025), who 

documented analogous digitalization disparities across 

Indonesian higher education institutions, by demonstrating that 

these gaps are particularly acute in the resource-constrained 

eastern regional context. 

Competency mapping the systematic aggregation of 

academic achievements, professional certifications, and 

disciplinary expertise was implemented comprehensively in only 

two of the five institutions studied, both of which are public 

universities that have constructed centralized relational 

databases for HR data management. The remaining three 

institutions, all private, manage competency data in a 

fragmented, department level fashion that impedes cross-

institutional analysis and strategic workforce planning (Cheng 

dkk., 2024). This finding resonates with the theoretical position 

advanced by Thunnissen dkk., (2013); Harsch & Festing, (2020) 

who contend that effective talent mapping is contingent not 

merely on data availability but on the organizational capacity to 

govern data within an integrated and longitudinally sustainable 

system. The absence of such capacity in Gorontalo's private 

universities represents a foundational constraint on their ability 

to implement evidence-based HR development strategies. 
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These patterns were directly evident in informants’ own 

accounts. A head of the HR unit at a public university described 

the centralized system as follows: “Every semester we update the 

dashboard ourselves; the rector can see who is due for a degree 

program and who is overdue for publication, in real time” (HR 

Unit Head, Public University A). By contrast, a dean at a private 

university described a markedly different process: “We still recap 

everything manually at the end of the year… by the time the report 

is finished, the data is already a year old” (Dean, Private 

University C). This contrast illustrates the underlying 

mechanism connecting institutional resources to talent 

management performance: it is not the absence of policy intent 

both institution types formally commit to systematic talent 

mapping but the absence of delegated budget authority and 

dedicated technical staff at private institutions that prevents 

intent from being translated into a functioning system, consistent 

with the institutional-capacity moderation proposed in the 

Introduction. 

 

Strategies for Developing Academic Human Resource 

Competencies 

Competency development constitutes the second dimension 

of the talent management framework examined in this study. All 

five institutions expressed a normative commitment to 

professional development; however, Figure 5 reveals a 

pronounced implementation gap, with public universities 

scoring 4.0 compared to 2.1 for private institutions. Public 

universities benefit from dedicated internal budget allocations 

that sustain structured training programs, postgraduate 

scholarships (both domestic and international), and protected time for 

research and publication activities (Ariani, 2024; Berg, 2019; 

Kardoyo dkk., 2020; Stensaker dkk., 2017). These conditions are 

consistent with the institutional prerequisites for successful 

talent development identified by Al Ariss dkk., (2014); Whysall 

dkk., (2019), who argue that resource availability and 

organizational time investment are non-negotiable enablers of 

meaningful competency enhancement. 

Private universities in the study, by contrast, are constrained 

to rely predominantly on lecturers' individual initiatives and 

opportunistic engagement with externally organized, often non-

sequential training programs. This pattern of fragmented, non-

institutionalized development has been associated in the broader 

literature with limited durability of competency gains and 

reduced organizational learning capacity (Al-Qarshoubi, 2020). 

The finding that private universities struggle to provide 

structured research facilitation in terms of internal funding, 

journal access, and conference participation is particularly 

consequential given that scientific publication is an 

internationally recognized indicator of higher education quality 

and institutional competitiveness (Nijs dkk., 2024). Institutions 

that fail to invest systematically in research capacity therefore 

risk perpetuating cycles of low research output, diminished 

accreditation performance, and weakened capacity to attract and 

retain talent, a dynamic this study traces in detail within the 

Gorontalo context. 
A lecturer at a public university captured the 

institutionalized nature of this support: “The campus pays the 

conference registration and gives me a month of reduced teaching 

load before submission deadlines” (Lecturer, Public University 

B). A lecturer at a private institution described the opposite 

reality: “If I want training, I pay for it myself and use my own 

annual leave” (Lecturer, Private University D). Rather than 

simply confirming that funding and training matter—a point well 

established in the existing literature—the Gorontalo case 

extends this knowledge by showing that the disparity is 

mediated specifically by budgetary autonomy: public universities 

benefit from protected, line-item HR development budgets 

embedded in national funding mechanisms, whereas private 

universities depend on discretionary foundation (yayasan) 

allocations that compete directly with operational costs, making 

competency development the first item curtailed during financial 

shortfalls. 

 

Performance Appraisal Systems and Their Impact on 

Motivation and Retention 

Performance appraisal across all five institutions is formally 

grounded in the tri dharma framework, incorporating evaluations 

of teaching quality, research outputs, and community service 

contributions. However, the depth, frequency, and operational 

use of evaluation results differ substantially between 

institutional types (Hilmy dkk., 2022; Masruri dkk., 2024; 

Sugiarti, 2022; Bungai & Perdana, (2018). Public universities have 

progressively integrated technology mediated appraisal tools that 

support continuous monitoring and enable constructive feedback 

to be delivered in near-real time, reflecting the international best 

practice model described by Collings & Mellahi, (2009); 

Caligiuri dkk., (2024); Rožman dkk., (2023) who argue that 

appraisal systems must be adaptive and ongoing rather than 

periodic and administrative to meaningfully support talent 

development. Private universities, in contrast, retain annual 

administrative evaluations that are structurally disconnected 

from the day-to-day professional development needs of academic 

staff (Al-Qarshoubi, 2020), a gap that contributes to lower 

motivation and diminished sense of institutional investment in 

individual growth. 

The motivational consequences of these appraisal system 

differences are directly reflected in retention outcomes. Public 

universities in Gorontalo report higher retention rates among 

high-performing faculty, attributable to structured incentive 

mechanisms including promotions, functional allowances, and 

formal academic recognition awards that provide clear career 

advancement trajectories (Rachida, 2020). This finding aligns 

with Becker dkk., (2001) argument that data-driven reward 

systems are a hallmark of high-performing HR management and 

a critical lever for institutional talent retention. Conversely, 

private universities exhibit higher academic staff turnover, driven 

by the absence of structured incentives and ambiguous career 

pathways conditions identified by Thunnissen dkk., (2013) as 

characteristic of talent management failure in resource-

constrained organizations. Thalib dkk., (2024), studying 

governance in Gorontalo's private universities specifically, 

similarly found that leadership quality and inclusivity are key 

mediators of talent retention, reinforcing the conclusion that 

retention cannot be addressed through incentive structures alone 

but requires holistic institutional reform. 

Informants’ accounts also point to power relations and 

leadership practice as underlying mechanisms rather than 

incidental detail. A vice-rector at a public university explained 

that appraisal results carry institutional weight because “the 

rectorate links the score directly to whether your promotion file 

moves forward” (Vice-Rector, Public University A), illustrating 

how centralized governance authority allows appraisal outcomes 

to be enforced through formal incentive channels. At private 

institutions, several informants instead described appraisal as a 
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largely symbolic exercise disconnected from actual decision-

making: a head of a study program noted that “the form gets filed, 

but I have never seen it change anyone’s teaching load or salary” 

(Head of Study Program, Private University C), reflecting a 

governance structure in which foundation owners, not academic 

leadership, retain ultimate authority over HR decisions, 

weakening the organizational learning loop between appraisal 

and practice. It is in this context that transformational leadership 

emerged as a salient theme: although it was not established as an 

a priori analytical category in the study design, it surfaced 

inductively during axial coding as informants repeatedly 

attributed functioning HR practices at both public and private 

institutions to specific leaders who modeled participatory 

decision-making and protected staff development time, rather 

than to formal policy alone. This emergent status is 

acknowledged here explicitly so that its prominence in the 

Discussion and Conclusion is read as a grounded, if exploratory, 

finding rather than a confirmed a priori construct. 

 

Challenges, Barriers, and Opportunities in Talent 

Management Implementation 

Across both institutional types, this study identifies a 

convergent set of structural and cultural barriers that constrain 

talent management effectiveness, albeit with differing severities. 

Budget limitations represent the most pervasive constraint, 

particularly acute in private universities where they directly 

curtail the continuity of training programs, research funding, and 

career development initiatives (Hidayat, 2022; Ratnasari dkk., 

2024; Lateef dkk., 2025). The scarcity of administrative personnel 

with specialized expertise in talent management systems 

compounds this problem, leaving institutions without the 

technical capacity to design, monitor, or evaluate HR 

development programs at the level of sophistication required by 

contemporary accreditation and quality assurance standards 

(Sunarsi dkk., 2026; Achmadi dkk., 2024; Liang & Abd Rani, 

2025). 

Organizational culture emerged as a significant and often 

underestimated barrier. Several institutions exhibited 

conservative cultures resistant to transparency-demanding 

reforms, with faculty and administrative staff perceiving 

performance management initiatives as instruments of 

surveillance rather than professional empowerment. This 

resistance is consistent with the broader organizational change 

literature: Nijs dkk., (2024) demonstrate that talent management 

adoption is significantly impeded in institutions where 

innovation and learning are not embedded in organizational 

norms, and where top down policy mandates are not 

accompanied by participatory implementation processes. 

Complex internal bureaucracies further decelerate decision-

making, generating implementation lags that erode the relevance 

and responsiveness of HR development programs to fast-

changing academic environments. Rather than treating budget 

constraints, organizational culture, and bureaucratic complexity 

as independent obstacles, the findings indicate they are mutually 

reinforcing within a single governance logic: limited budget 

authority at private institutions restricts technological 

investment (constraining identification and competency 

development), which in turn keeps appraisal administratively 

oriented rather than developmental, which removes the data and 

trust needed to justify reform to a conservative culture, which 

then sustains the very bureaucratic caution that limits budget 

reallocation in the first place—a self-reinforcing cycle that 

technological investment alone cannot break without parallel 

leadership and governance change. 

Viewed together, the four dimensions are therefore best 

understood not as parallel, independent processes but as a single 

institutional capability that succeeds or fails as a whole: 

identification systems generate the data that competency 

development programs act upon, competency gains are only 

sustained when appraisal systems recognize and reward them, 

and appraisal is only credible when linked to genuine retention 

incentives. Public universities in this study perform consistently 

better across all four dimensions not because each policy area 

happens to be separately well managed, but because centralized 

governance authority and dedicated budget lines allow the whole 

cycle to function as an integrated system; private universities 

perform consistently worse across all four dimensions because 

the same structural constraint limited delegated authority and 

discretionary funding breaks the cycle at its first link. This 

systemic interdependence, rather than any single dimension in 

isolation, constitutes the central mechanism through which 

institutional capacity and governance shape talent management 

effectiveness in resource-constrained regional contexts, and it is 

this mechanism, not the four dimensions individually, that 

represents the study’s primary contribution to context-sensitive 

talent management theory. 

Despite these challenges, the study identifies substantial 

opportunities for systemic improvement. The rapid advancement 

of information technologies including cloud-based HR platforms 

and AI-assisted analytics presents an accessible pathway toward 

integrated, data-driven talent management systems for 

institutions currently operating with fragmented infrastructure 

Al-Qarshoubi, (2020); Becker dkk., (2001). Critically, however, 

technological solutions must be accompanied by cultural and 

leadership transformation. Transformational leadership 

characterized by vision, intellectual stimulation, and 

individualized consideration of staff development needs has been 

empirically demonstrated to mediate the relationship between 

HR system quality and institutional talent outcomes in higher 

education Al Ariss dkk., (2014); Thalib dkk., (2024). Institutions 

in Gorontalo that succeed in combining digital HR infrastructure 

with transformational leadership and participatory reform 

processes are thus better positioned to close the current 

implementation gap, improve academic HR quality, and sustain 

competitive institutional performance within the increasingly 

demanding national and regional accreditation landscape. 

 

CONCLUSION 
The findings demonstrate that governance failure in BUM 

Desa is structurally produced through persistent institutional 

misalignment rather than arising from isolated technical or 

managerial deficiencies. Although formal governance frameworks 

are formally established, their effectiveness is consistently 

undermined by dominant informal institutions, including 

patronage networks, elite control, kinship relations, and norms 

discouraging criticism. These informal practices distort decision-

making, weaken accountability, and limit transparency, resulting 

in poor business planning and persistent stagnation of BUM Desa 

operations. 

This study examined the implementation of talent 

management in academic human resource development across 

five higher education institutions in Gorontalo Province, 

revealing a consistent pattern of structural disparity between 

public and private universities. Public universities demonstrated 
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markedly stronger performance across all four talent 

management dimensions talent identification, competency 

development, performance appraisal, and retention driven by 

digital HRMIS infrastructure, dedicated funding mechanisms, 

continuous appraisal systems, and structured incentive 

frameworks. Private universities, constrained by budget 

limitations, fragmented data systems, conservative 

organizational cultures, and the absence of clear career pathways, 

continue to operate talent management in a largely reactive and 

non-systematic manner, with direct consequences for faculty 

motivation, retention, and research productivity. 

These findings carry meaningful theoretical and practical 

implications, though their scope should be stated carefully. 

Theoretically, the central contribution of this study is not the 

descriptive observation that public universities outperform 

private ones a pattern that confirms, rather than challenges, 

existing resource-based accounts of talent management but the 

empirical demonstration that the four talent management 

dimensions function as an interdependent cycle whose 

performance is governed by a single upstream factor: delegated 

budgetary and decision-making authority. This refines context-

sensitive talent management theory (Thunnissen dkk., 2013) by 

specifying governance authority, rather than resource availability 

per se, as the moderating mechanism linking institutional 

context to talent management outcomes. Practically, the findings 

most directly support two interventions for which this study 

provides direct evidence: targeted investment in digital HR 

infrastructure at private institutions, and the cultivation of 

leadership practices observed inductively among effective leaders 

in this sample that open appraisal and resource decisions to 

participatory input. Recommendations concerning broader 

collaborative governance reform between universities, local 

government, and national funding bodies are offered more 

tentatively, as a plausible extension of these findings rather than 

a conclusion fully tested by the present data and are proposed 

here as a direction for future research and policy dialogue. 

This study is subject to several limitations that warrant 

acknowledgment. First, the qualitative design, while appropriate 

for contextual depth, limits the generalizability of findings 

beyond the five institutions studied. Second, the purposive 

sampling approach, though optimized for informational richness, 

may not fully capture the perspectives of all relevant stakeholder 

groups. Third, as a cross-sectional study, it cannot account for 

longitudinal changes in talent management practices. Future 

research should employ mixed-methods or longitudinal designs 

across a broader sample of institutions in Eastern Indonesia. 

Quantitative investigations measuring the relationship between 

specific talent management practices and institutional 

performance indicators such as accreditation scores, research 

output, and faculty retention rates would substantially advance 

the field. Comparative studies extending the analytical 

framework to other underserved regional higher education 

systems in developing countries are also encouraged. 

 

Acknowledgment 

The authors would like to express their sincere gratitude to 

the leadership and academic staff of the higher education 

institutions in Gorontalo Province who participated in this study 

and provided valuable information during the data collection 

process. The authors also appreciate the support provided by 

Universitas Bina Taruna Gorontalo in facilitating this research 

activity. 

CRediT Authorship Contribution Statement 

Tety Thalib: Conceptualization, Methodology, Investigation, 

Data Curation, Formal Analysis, Writing – Original Draft, 

Writing – Review & Editing. 

Ellys Rachman: Investigation, Validation, Supervision, Writing 

– Review & Editing. 

Co-authors: Data Collection, Validation, and Review of the Final 

Manuscript. 

Conflict of Interest Statement 

The authors declare that there are no conflicts of interest 

regarding the publication of this article. 

Ethical Statement 

This study was conducted in accordance with the ethical 

principles of social research. Participation was voluntary, 

informed consent was obtained from all informants, and all data 

were anonymized to protect participant confidentiality. 

Data Availability Statement 

The qualitative data supporting the findings of this study are 

available from the corresponding author upon reasonable request. 

Due to confidentiality agreements with participating 

institutions, the data are not publicly available. 

Declaration of Generative AI 

Generative AI tools were used only for language editing and 

readability improvement of the manuscript. All conceptual 

development, data collection, analysis, interpretation of findings, 

and final approval of the manuscript were performed by the 

authors 

 

REFERENCES 
Achmadi, A., Sumail, L. O., & Heslina, H. (2024). Peran Budaya 

Organisasi Dan Efikasi Diri Dalam Kinerja Karyawan 
Melalui Kepuasan Kerja Sebagai Variabel Mediasi. 
Jurnal Manajemen dan Bisnis Indonesia, 10(1), 53–70. 
https://doi.org/10.32528/jmbi.v10i1.1295 

Ahmad, S. (2007). Human Resource Development In Universities. APH 
Publishing. 

Al Ariss, A., Cascio, W. F., & Paauwe, J. (2014). Talent 
management: Current theories and future research 
directions. Journal of World Business, 49(2), 173–179. 
https://doi.org/10.1016/j.jwb.2013.11.001 

Al-Qarshoubi, A. (2020). Academic staff retention at Higher Education 
Institutions in the Sultanate of Oman: The impact of incentives. 
https://doi.org/10.5525/GLA.THESIS.81626 

Andriani, I., Gafar Alamsyah, Eka Apriani, Jumira Warlizasusi, & 
Asri Karolina. (2024). Model Dukungan Institusional 
Dalam Dinamika Motivasi Intrinsik, Bimbingan Dosen, 
Dan Kualitas Publikasi Penelitian. Leadership: Jurnal 
Mahasiswa Manajemen Pendidikan Islam, 5(2), 123–146. 
https://doi.org/10.32478/5abnpv88 

Ariani, B. (2024). Peran Dosen Dalam Memperkuat Inovasi Dan 
Penelitian Untuk Menghadapi Tantangan Masa Depan (S. 
Purwanigara, Ed.; hlm. 98–109). UHS Press. 
https://repository.um-surabaya.ac.id/id/eprint/10217/ 

Becker, M. Huselid, & D. Ulrich,. (2001). The HR scorecard Linking 
people, strategy, and performance. Boston Harvard Business 
School Press. 
https://www.scirp.org/reference/referencespapers?refe
renceid=2249 

Bej, T., Dash, A. K., & Jena, D. K. (2025). Organizational Culture 
as a Mediator Between Talent Management and Job 
Satisfaction in Higher Education. Cureus Journal of 



JURNAL PUBLIC POLICY - VOL. 12 NO. 4 (2026) OCTOBER 

 

https://doi.org/10.35308/jpp.v12i4.14645  Tety Thalib et al 291 

Business and Economics. https://doi.org/10.7759/s44404-
025-04466-w 

Berg, C. van den. (2019). Teaching Innovation to Strengthen 
Knowledge Creation in a Digital World. Electronic 
Journal of Knowledge Management, 17(2), pp144‑157-
pp144‑157. 

Blass, E., & Hayward, P. (2014). Innovation in higher education; 
will there be a role for “the academe/university” in 
2025? European Journal of Futures Research, 2(1), 41. 
https://doi.org/10.1007/s40309-014-0041-x 

Boney, F. N. V., & Sarchahani, Z. (2019). Explaining the 
mediating role of talent management in the relationship 
between organizational culture and attitudes to 
organizational change. Journal of Education Experiences, 
1(2), 13–28. 

Bowen, G. A. (2009). Supporting a grounded theory with an audit 
trail: An illustration. International Journal of Social Research 
Methodology, 12(4), 305–316. 
https://doi.org/10.1080/13645570802156196 

Braun, V., & Clarke, V. (2006). Using thematic analysis in 
psychology. Qualitative Research in Psychology, 3(2), 77–
101. https://doi.org/10.1191/1478088706qp063oa 

Bungai, J., & Perdana, I. (2018). Evaluation Of Performance 
Lecturer On Implementing Tridharma College. IJER - 
INDONESIAN JOURNAL OF EDUCATIONAL REVIEW, 
5(1), 174–182. https://doi.org/10.21009/IJER.05.01.19 

Caligiuri, P. M., Collings, D. G., De Cieri, H., & Lazarova, M. B. 
(2024). Global Talent Management: A Critical Review 
and Research Agenda for the New Organizational 
Reality. Annual Review of Organizational Psychology and 
Organizational Behavior, 11(1), 393–421. 
https://doi.org/10.1146/annurev-orgpsych-111821-033121 

Cheng, J., Han, W., Zhou, Q., & Wang, S. (2024). Handbook of 
teaching competency development in higher education. Springer. 

Collings, D. G., & Mellahi, K. (2009). Strategic talent 
management: A review and research agenda. Human 
Resource Management Review, 19(4), 304–313. 
https://doi.org/10.1016/j.hrmr.2009.04.001 

Creswell, J. W., & Guetterman, T. C. (2025). Educational research: 
Planning, conducting, and evaluating quantitative and 
qualitative research (Seveth edition). Pearson Education. 

Creswell, J. W., & Poth, C. N. (2016). Qualitative Inquiry and 
Research Design: Choosing Among Five Approaches. SAGE 
Publications. 

Gallardo-Gallardo, E., Thunnissen, M., & Scullion, H. (2020). 
Talent management: Context matters. The International 
Journal of Human Resource Management, 31(4), 457–473. 
https://doi.org/10.1080/09585192.2019.1642645 

Haq, M., & Yasin, N. (2025). Qualitative, Quantitative, and 
Mixed Methodology Paradigms. Journal of Practical 
Studies in Education, 6(6), 15–29. 
https://doi.org/10.46809/jpse.v6i6.144 

Harsch, K., & Festing, M. (2020). Dynamic talent management 
capabilities and organizational agility—A qualitative 
exploration. Human Resource Management, 59(1), 43–61. 
https://doi.org/10.1002/hrm.21972 

Hidayat, D. A. T. (2022). Implementasi Manajemen Sumber Daya 
Manusia Dalam Meningkatkan Mutu Pendidikan Di MTs AL-
Amiriyyah Blokagung Banyuwangi Tahun Pembelajaran 
2021/2022. 

Hilmy, M., Huriyah, L., Fitriah, F., & Inayah, N. (2022). 
Implementasi Good University Governance (GUG) dalam 
Meningkatkan Kinerja Perguruan Tinggi Keagamaan Islam. 

Kaliannan, M., Darmalinggam, D., Dorasamy, M., & Abraham, M. 
(2023). Inclusive talent development as a key talent 
management approach: A systematic literature review. 
Human Resource Management Review, 33(1), 100926. 
https://doi.org/10.1016/j.hrmr.2022.100926 

Kardoyo, Zulaeha, I., Nurkhin, A., & Muhsin. (2020). 
Strengthening Lecturer Resources Model; the Efforts to 
Improve the Reputation of Universities in the 

Disruptive Era. International Conference on Education, 
Science and Technology, 1–8. 
https://doi.org/10.32698/tech3227 

Lateef, A., Riaz, M. A., Irfan, Y., Raza, A., & Sajid, F. (2025). 
Financial Constraints and Access to Quality Education: 
Analyzing the Role of Public and Private Funding in 
Human Capital Development. Journal of Social Signs 
Review, 3(03), 211–227. 

Liang, L., & Abd Rani, N. S. (2025). The influence of Talent 
Management and Organizational Culture on 
Educational Employee Performance in Xi’an Private 
Colleges and Universities. Uniglobal Journal of Social 
Sciences and Humanities, (4), 29–37. 
https://doi.org/10.53797/ujssh.v4i1.4.2025 

Masruri, M., Syukri, H. A., & Anwar, H. K. (2024). Sistem 
Penjaminan Mutu Internal dalam Pencapaian Tridarma 
Perguruan Tinggi. Penerbit Adab. 

Montero Guerra, J. M., & Danvila-Del Valle, I. (2024). Exploring 
organizational change in the age of digital 
transformation and its impact on talent management: 
Trends and challenges. Journal of Organizational Change 
Management, 37(6), 1273–1294. 
https://doi.org/10.1108/JOCM-10-2023-0419 

Nijs, S., Meyers, C., & Van Woerkom, M. (2024). Talent 
Development in the Context of Higher Education. 
Dalam M. Thunnissen & P. Boselie (Ed.), Talent 
Management in Higher Education (hlm. 119–135). Emerald 
Publishing Limited. https://doi.org/10.1108/978-1-
80262-685-820241007 

Prowse, P., & Prowse, J. (2009). The dilemma of performance 
appraisal. Measuring Business Excellence, 13(4), 69–77. 
https://doi.org/10.1108/13683040911006800 

Przytuła, S., Sułkowski, Ł., & Kulikowski, K. (2024). Human 
Resource Management in Higher Education Institutions: An 
International Perspective (1 ed.). Routledge. 
https://doi.org/10.4324/9781003458425 

Rachida, A. (2020). Digitalization for Human Resource 
Management. Marketing and Management of Innovations, 
(1), 245–255. https://doi.org/10.21272/mmi.2020.1-20 

Ratnasari, W., Handayani, L., Putri, A. P., & Nurlaili, N. (2024). 
Analisis Pembiayaan dan Manajemen Finansial di 
Perguruan Tinggi Swasta. Jurnal Ilmu Manajemen Dan 
Pendidikan, 4(2), 249–258. 
https://doi.org/10.30872/jimpian.v4i2.4475 

Rohayati, T. (2024). Integrating Human Resources Management 
and Digital Competencies: A Strategic Approach in 
Higher Education. AL-ISHLAH: Jurnal Pendidikan, 16(2), 
1118–1127. https://doi.org/10.35445/alishlah.v16i2.5286 

Rožman, M., Tominc, P., & Štrukelj, T. (2023). Competitiveness 
Through Development of Strategic Talent Management 
and Agile Management Ecosystems. Global Journal of 
Flexible Systems Management, 24(3), 373–393. 
https://doi.org/10.1007/s40171-023-00344-1 

Saleh, R., & Atan, T. (2021). The Involvement of Sustainable 
Talent Management Practices on Employee’s Job 
Satisfaction: Mediating Effect of Organizational 
Culture. Sustainability, 13(23), 13320. 
https://doi.org/10.3390/su132313320 

Skjott Linneberg, M., & Korsgaard, S. (2019). Coding qualitative 
data: A synthesis guiding the novice. Qualitative Research 
Journal, 19(3), 259–270. https://doi.org/10.1108/QRJ-12-
2018-0012 

Stensaker, B., Bilbow, G. T., Breslow, L., & Vaart, R. van der. 
(2017). Strengthening Teaching and Learning in Research 
Universities: Strategies and Initiatives for Institutional Change. 
Springer. 

Sugiarti, E. (2022). The Impact of Tri Dharma Performance on 
Higher Education Performance Based on Monitoring 
Results. AKADEMIK: Jurnal Mahasiswa Humanis, 2(3), 
120–126. https://doi.org/10.37481/jmh.v2i3.476 



JURNAL PUBLIC POLICY - VOL. 12 NO. 4 (2026) OCTOBER 

Tety Thalib et al  https://doi.org/10.35308/jpp.v12i3.14645 292 

Sullivan, S. E., & Al Ariss, A. (2021). Making sense of different 
perspectives on career transitions: A review and agenda 
for future research. Human Resource Management Review, 
31(1), 100727. https://doi.org/10.1016/j.hrmr.2019.100727 

Sunarsi, D., Alirejo, M. S., Judijanto, L., Hermawan, R. A., & 
Rukmana, A. Y. (2026). Human Capital: Konsep, Strategi, 
dan Peran dalam Pembangunan Organisasi. PT. Sonpedia 
Publishing Indonesia. 

Tahir, A., Rachman, A., Hulukati, F., Igirisa, A., Wange, A., Yunus, 
F. U., Limonu, F., Kopiti, I., Bioto, J. A., & Djojonikrat, 
J. (2025). Kepemimpinan Transformasional “Membangun 
Masa Depan Perguruan Tinggi di Indonesia.” Tohar Media. 

Telukdarie, A., & Munsamy, M. (2019). Digitization of Higher 
Education Institutions. 2019 IEEE International Conference 
on Industrial Engineering and Engineering Management 
(IEEM), 716–721. 
https://doi.org/10.1109/IEEM44572.2019.8978701 

Thalib, T., Aneta, A., & Abdussamad, J. (2024). The Women’s 
Leadership in Private University Governance in 
Gorontalo Province. Iapa Proceedings Conference, 134–151. 
https://doi.org/10.30589/proceedings.2024.1175 

Thalib, T., & Asna Aneta, Z. N. (2025). Gender Leadership: 
Inclusivity And A Holistic Approach In Private 
Universities Gorontalo. International Journal Of Economic 
Literature, 2(7), 606–614. 

Thunnissen, M., Boselie, P., & Fruytier, B. (2013). Talent 
management and the relevance of context: Towards a 
pluralistic approach. Human Resource Management Review, 
23(4), 326–336. 
https://doi.org/10.1016/j.hrmr.2013.05.004 

Tisdell, E. J., Merriam, S. B., & Stuckey-Peyrot, H. L. (2025). 
Qualitative research: A guide to design and implementation. 
John Wiley & Sons. 

Van Woerkom, M., Kooij, D., & Kanfer, R. (2023). Growth 
Motives and Learning Behaviors Among Older 
Workers: Toward a More Comprehensive Assessment. 
Human Resource Development Review, 22(4), 524–553. 
https://doi.org/10.1177/15344843231199129 

Wahda, W., Nurqamar, I., Mustafa, F., Hakim, W., & Reni, A. 
(2019). The Role of Competence and Leadership Style 
in Improving Employee Performance: Characteristics of 
Personality as Moderation Variables. Proceedings of the 
Proceedings of the 1st International Conference on Economics, 
Management, Accounting and Business, ICEMAB 2018, 8-9 
October 2018, Medan, North Sumatra, Indonesia. Proceedings 
of the 1st International Conference on Economics, 
Management, Accounting and Business, ICEMAB 2018, 
8-9 October 2018, Medan, North Sumatra, Indonesia. 
https://doi.org/10.4108/eai.8-10-2018.2289251 

Whysall, Z., Owtram, M., & Brittain, S. (2019). The new talent 
management challenges of Industry 4.0. Journal of 
Management Development, 38(2), 118–129. 
https://doi.org/10.1108/JMD-06-2018-0181 

Yuliani, R., Sari, N., & Hidayani, S. (2025). Transformasi Digital 
Dalam Manajemen Sekolah di MAN 1 Langkat. 
MUDABBIR Journal Research and Education Studies, 5(2), 
4951–4971. 
https://doi.org/10.56832/mudabbir.v5i2.2741 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


	INTRODUCTION
	METHOD
	RESULTS AND DISCUSSION
	CONCLUSION
	REFERENCES

