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Abstract 

The purpose of this study is to determine the effect of talent management and employee 

engagement on employee retention with job satisfaction as mediation. The research sample was 

taken from electronic companies in the EJIP Cikarang Industrial Estate as many as 90 employees 
by saturated sample. An online survey with Google Forms was used as a data collection tool. Data 

measurement uses a Likert scale. With the help of Smart PLS 3 as an analysis tool. The results 

show that talent management has a contribution to employee retention, while employee 

engagement has no contribution. Talent management and employee engagement contribute to job 
satisfaction. Job satisfaction contributes to employee retention and can contribute to mediating 

the influence of talent management and employee engagement on employee retention. 

Keywords: Talent Management, Employee Engagement, Employee Retention, Job Satisfaction. 

 

INTRODUCTION 

Human resources are a very important factor for companies to face the 

competition that occurs in the industrial world today. Human resource management is 

done well to maintain highly competent human resources to achieve company goals. 

Employee retention is an effort or method taken by the company to retain its employees 

who have the potential to achieve company goals. (Sukmadewi & Dewi, 2020). Employee 

retention is an effort made by the company to retain its employees. Employee retention 

directs employees to stay with the company to stay longer (Wirayudha, 2020).  

According to the results of the Colleagues and University Professional 

Association for Human Resources (CUPA-HR) survey that occurred in 2022 until the 

next 12 months the problem regarding employee retention seems to be getting worse, not 

better. This is supported by data on the percentage of the likelihood of employees looking 

for another job in the next 12 months. 
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Source: (www.cupahr.org, 2022) 

Figure 1: Percentage likely to look for another job in the next 12 months 

Based on figure 1, it shows that about 35% of employees are likely to look for 

new job opportunities and another 22% are somewhat likely. Then, 43% of employees 

stated that in the next 12 months they would stay with their company. Based on the results 

of this data, Figure 2 below shows the reasons why employees want to look for new job 

opportunities in other companies. 

Source: (www.cupahr.org, 2022) 

Figure 2: Reasons Employees Seek New Job Opportunities 

Based on Figure 2, it shows that around 75.9% of employees want to find other 

job opportunities, namely because of salary or wages, this reason is the biggest reason for 
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worsening employee retention. While only about 8.7% of employees reasoned that they 

wanted to get better work benefits. 

Managing talent owned by employees is an important thing that companies must 

do in retaining their employees. Managing employee talent is a challenge for all 

companies. (Hafez et al., 2017). Companies in any sector need to have the right talent so 

that the company continues to grow and be innovative (Baharin & Hanafi, 2018). (Baharin 

& Hanafi, 2018). According to Srimulyani, (2020) talent management is an activity of 

managing human resources in the success of business strategies in the company. 

According to Ekhsan & Taopik, (2020) talent management is a series of dynamic and 

systematic activities to find and develop employee talent. In Ekhsan & Taopik's research, 

(2020) also stated that there was no influence between talent management on employee 

retention. Meanwhile, according to Hassan's research, (2022) states that there is an 

influence between talent management on employee retention. Azan's research (2022) also 

states that talent management influences employee retention. 

Managing employee talent is important for every company, but employees must 

also be involved with the company. According to Alkasim, (2019) defines a positive 

attitude towards work as a form of employee engagement. Meanwhile, according to 

Sucahyowati, (2020) Employee engagement is an emotional feeling such as the attitude 

of employees' concern for their work and company. Salary or promotion is not only the 

hope of employees but the achievement of company goals is also very important for 

employees. This is also stated in Masrifan's research, (2022) that Employee Engagement 

has a significant effect on Employee Retention, besides that, according to research by 

Ashraf & Siddiqui (2020) Employee Engagement has a significant effect on Employee 

Retention. Meanwhile, in Hido's research, (2021) stated that there is an effect of 

Employee Engagement on Employee Retention but it is not significant. 

Based on the inconsistent research results, the researchers added a mediating 

variable, namely job satisfaction. Job satisfaction is related to the things employees feel 

about whether they like or dislike their jobs. That is why any work situation can give rise 

to a sense of job satisfaction and job dissatisfaction. (Biason, 2020). Job satisfaction is 

defined as an emotional reaction that comes from the employee's desire for work and is 

connected to the truth that occurs and is felt by the employee, thus causing an emotional 

reaction in the form of feelings of satisfaction or dissatisfaction. (Indah Lestari & Triani, 
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2020).  If job satisfaction increases, employee retention will also increase. In the research 

of Pradipta & Suwandana, (2019) also states that job satisfaction affects employee 

retention. Based on this background, this study aims to determine the effect of talent 

management and employee engagement on employee retention, and the effect of job 

satisfaction in mediating the relationship between talent management and employee 

engagement on employee retention in electronic company employees in the EJIP 

Cikarang industrial area. 

 

LITERATURE REVIEW 

Employee Retention 

Employee retention is an effort made to retain employees in the company, the goal 

is for employees to stay longer in the company. (Srimulyani, 2020). According to Urbani 

(2023) employee retention is an effort made by the company in maintaining competent 

employees, this effort can be in the form of providing motivation and comfort in the work 

environment for employees. According to Dorothy (2023) employee retention can be 

defined as employee employment in the form of actions taken by the company in retaining 

its employees. According to Ali Chitsaz-Isfahani, HamidReza Bpustani (2014) there are 

five ways to measure employee retention, the most important of which is interesting 

work/challenges, employees will be determined to stay with the company if the 

employees feel the work they do is by what they want and the challenges faced are not 

boring. Furthermore, career growth/learning, career growth, and learning are important 

for employees to determine whether or not to stay with the company.  

Employees will think about whether the company can develop their careers or not 

because careers are important for employee job advancement. Furthermore, relationships 

/ working with great staff and employees, and good relationships with superiors and 

fellow employees are important in a job at the company. If employees relate well, it will 

make employees happy in doing their work and make employees stay in the company. 

Furthermore, a fair salary, salary or wage is very important for most employees to 

determine whether to stay or leave the company, providing a fair salary and according to 

the job, must be given by the company as a responsibility in retaining its employees. The 

last way is, supportive management / great managers and supervisors. Support from 

managers or supervisors is also something that employees need. In doing a job, problems 
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or challenges will be faced by employees. Therefore, the importance of support from 

management determines whether the employee stays or leave the company. 

 

Talent Management 

Talent management is defined as a series of activities to manage human resources 

that have high potential and ensure the availability of talented human resources to get the 

right employees with the right jobs by the company's strategy which is the company's 

goal. (Tri Saputra et al., 2020). According to Srimulyani, (2020) talent management is a 

series of activities to manage and develop human resources in the success of the business 

strategy used by the company. According to Yuli Angliawati (2020) talent management 

is a series of processes for managing and developing talents owned by human resources 

to achieve company success and be able to compete with other companies. According to 

Ali Chitsaz-Isfahani, Hamid Reza Bpustani (2014) measuring talent management in six 

ways, the first is clear succession planning can help retain talented employees, because 

employees feel valued and there are opportunities to grow in the company.  

Furthermore, work experience and previous work experience helps employees to 

be better prepared for new tasks and responsibilities, it can accelerate skill development. 

Next, training, training needs to be done to develop employee talent, training employee 

talent is an important investment for companies to increase company productivity and 

prepare the workforce to face the competition at hand. Furthermore, coaching can help 

employees in developing skills. By providing fair access to coaching, the company creates 

a learning culture where all employees are encouraged to continuously develop their 

skills. Furthermore, mentoring, by conducting high-quality mentoring, companies can 

maximize employee talent, performance and leadership readiness for future managerial 

roles. The last way is career management, career management is a way to attract, develop 

and retain the best talent of employees in the company to achieve sustainable company 

success. 

 

Employee Engagement 

Employee engagement is the emotional feeling of employees who care deeply 

about their work and company. Salary or promotion is not the main goal of employees 

but the importance of organizational goals that are very important to employees. 
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(Sucahyowati & Hendrawan, 2020). According to Alkasim (2019) employee engagement 

is a positive thought and view of employees towards their work. According to Pulungan 

& Rivai (2021) Employee engagement is a sense of employee attachment to work and the 

company in achieving the company provides a sense of freedom to employees. According 

to Schaufeli, W.B  (2013) there are three ways to measure employee engagement, the first 

is enthusiasm, enthusiasm can create a positive work environment. A work atmosphere 

full of energy and enthusiasm makes employees feel comfortable and happy to work at 

the company.  

This makes employees more attached to the company. Next is dedication, 

dedication creates a sense of belonging for employees. Employees who are highly 

dedicated to their work and the company tend to feel that they are part of the company. 

This makes them feel ownership, pride and more attached to the company. The last way 

is absorption, absorption indicates that employees enjoy their work, and employees who 

are absorbed in their work indicate that the employee enjoys the work done. This makes 

employees bond with the company. 

Job Satisfaction 

Job satisfaction is the attitude shown by employees towards their work and 

company. For example, if employees are satisfied, they tend to be absent less often, on 

the other hand, if employees are dissatisfied, they are often absent or skip work. 

(Simanjuntan & Sitio, 2021). According to Millena (2022) job satisfaction is an 

employee's emotional commitment to his job. According to Setiawan (2018) job 

satisfaction is a sense of satisfaction or dissatisfaction that employees feel towards their 

work, and employees will give a loyal attitude to their work which will have a positive 

impact on the success of the company, therefore employee productivity and positive 

employee results can increase opportunities for company success.  

According to Zahayu Md Yusof (2014) there are four indicators of job 

satisfaction, the most important of which is salary, salary can encourage employee 

motivation and productivity. Providing salaries or wages by the results and performance 

performed will encourage employees to work harder and be more productive. This leads 

to greater job satisfaction. Furthermore, a safe and comfortable physical and non-physical 

work environment will create a sense of employee satisfaction with the job. As well as 

making employees work better to increase company productivity. Furthermore, stress, 
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work stress felt by employees can reduce their sense of satisfaction with their work and 

can affect employee performance. Therefore, companies need to actively manage 

reasonable stress levels by providing sufficient resources and support to their employees.  

The last way is leadership, a good leader can empower employees by giving them the 

responsibility to make decisions. This can increase employee confidence and satisfaction. 

Based on the background and literature review, the research design can be built in Figure 

3. 

 

HYPOTHESIS 

The relationship between talent management and employee retention 

According to Srimulyani (2020) talent management has an important role in 

increasing employee retention, which means that the implementation of good talent 

management practices will keep employees in the company. Ratnawati's research (2018) 

also shows that talent management has a contribution to employee retention. The same 

thing was also proven in Wirati Adriati's research (2023) states that talent management 

contributes to employee retention. This means that the better the company implements a 

talent management strategy to manage and maintain its best talent, the higher the level of 

employee retention because employees feel valued and supported to develop in the 

company. Therefore, the following hypothesis can be proposed: 

H1: Talent management contributes to employee retention. 
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The relationship between employee engagement and employee retention 

Ekhsan & Taopik (2020) shows that employee engagement has an influence on 

employee retention, which means that employees' sense of attachment to work and the 

company makes employees stay longer in the company. Ashraf & Siddiqui's research 

(2020) also proves the contribution between employee engagement and employee 

retention. The same thing was also proven in Prasetyo's research (2023) that employee 

engagement has a contribution to employee retention. This means that the higher the level 

of employee attachment to their work and company, the higher the level of employee 

retention. Therefore, the following hypothesis can be proposed: 

H2: Employee engagement contributes to employee retention. 

The relationship between talent management and job satisfaction 

Rafliani's research (2023) proves that talent management has a contribution to job 

satisfaction, which means that implementing good talent management practices will 

increase employees' sense of satisfaction with work and the company. Alparslan's 

research (2020) also proves that talent management contributes to job satisfaction. The 

same thing is proven in Ismawarni's research (2019) that there is a contribution between 

talent management to job satisfaction. This means that the better the talent management 

strategy is implemented by the company in managing and retaining competent employees, 

the higher the level of employee job satisfaction, because employees feel cared for, 

supported, and empowered by the company to develop their full potential. Therefore, the 

following hypothesis can be proposed: 

H3: Talent Management contributes to job satisfaction. 

The relationship between employee engagement and job satisfaction 

Anton Vorina (2017) proved that employee engagement has a contribution to job 

satisfaction, which means that increasing employees' sense of attachment to the company 

makes employees' job satisfaction with work and the company will also increase. 

Noercahyo's research (2021) also proves the contribution between employee engagement 

and job satisfaction. The same thing was also proven in Sulistiono's research (2019) that 

employee engagement contributes to job satisfaction. This means that the higher the level 

of employee engagement with work and the company, the higher the level of job 

satisfaction felt by employees because they feel inspired, valued, and motivated to make 

the best contribution at work. Therefore, the following hypothesis can be proposed: 
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H4: Employee engagement contributes to job satisfaction. 

The relationship between job satisfaction and employee retention 

Sinaga & Sijabat Research (2022) proves that job satisfaction contributes to the 

employee retention variable. Urbani's research (2023) also proves that there is a 

contribution to employee retention job satisfaction. The same thing was also proven in 

Dorothy's research (2023) that job satisfaction contributes to employee retention. Job 

satisfaction felt by employees makes employees comfortable to continue working at the 

company. This means that if the sense of job satisfaction felt by employees towards work 

and the company is high, the level of employee retention will also be high. Because 

employees feel comfortable, valued, and motivated to stay in the company. Therefore, the 

following hypothesis can be proposed: 

H5: Job satisfaction contributes to employee retention. 

The relationship of talent management to employee retention mediated by job 

satisfaction 

Shahid's research (2013) proves that the contribution of job satisfaction as a 

mediating variable is able to mediate the relationship between talent management 

variables and employee retention. In Satria's research (2019) also proves the same thing 

that job satisfaction as a mediating variable is able to mediate the relationship between 

talent management and employee retention. Employees will stay in the company if 

employees feel job satisfaction from well-implemented talent management practices. This 

means that the better the talent management strategy implemented by the company in 

recruiting, developing and retaining high-performing employees, the more job 

satisfaction employees will have. This high job satisfaction will then encourage employee 

retention because employees feel inspired to stay in the company. Therefore, the 

following hypothesis can be proposed: 

H6: Job satisfaction contributes to mediating the relationship between talent management 

and employee retention. 

The relationship of employee engagement to employee retention mediated by job 

satisfaction 

Ashraf & Siddiqui Research (2020) proves that job satisfaction as a mediating 

variable is able to contribute to mediating the relationship between employee engagement 

variables and employee retention. Ibrahim's research (2023) also proves the same thing 
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that job satisfaction as a mediating variable has a contribution in mediating the 

relationship between employee engagement and employee retention. Employees will stay 

in the company if employees feel attached to the company through feelings of satisfaction 

with their work to always give their best in achieving company goals. This means that the 

higher the employee engagement, which is characterized by employees' dedication to 

their work, the more job satisfaction the employee will have. High job satisfaction will 

then retain employees in the long term because they feel inspired to continue to be 

dedicated to the company. Therefore, the following hypothesis can be proposed: 

H7: Job satisfaction contributes to mediating the relationship between employee 

engagement and employee retention.  

RESEARCH METHODS  

The sample of this study was taken from electronic companies in the EJIP 

Cikarang Industrial Estate as many as 90 employees by saturated sample. An online 

survey with google form was used as a data collection tool. Data measurement uses a 

Likert scale. This research method is quantitative, with the help of Smart PLS 3 as an 

analysis tool. The purpose is to determine the effect of talent management on employee 

retention, the effect of employee engagement on employee retention, the effect of talent 

management on job satisfaction, the effect of employee engagement on job satisfaction, 

the effect of job satisfaction on employee retention, the mediating role of job satisfaction 

on the relationship between talent management and employee retention, and the 

mediating role of job satisfaction on the relationship between employee engagement and 

employee retention. 

 

 

 

RESEARCH RESULTS AND DISCUSSION 

Research Results  

Table 1. R Square Test Results 

  R Square Adjusted R Square 

ER 0.783 0.776 

KK 0.693 0.686 

Source: processed research data (2024) 
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The R square test results show that the talent management and employee 

engagement variables are able to explain 78.3% of employee retention and the remaining 

21.7% is explained by other factors outside the model. The adjusted R square value is 

close to R square, which means that the regression model is correct. The R square test 

results also show that the talent management and employee engagement variables are able 

to explain 69.3% of the variation in job satisfaction. The remaining 30.7% is explained 

by other factors. The adjusted R square value is close to R square, so the regression model 

is feasible and appropriate.  

 

 

Source: processed research data (2024) 

Figure 4. Bootstrapping Output 

The bootstrapping test shows the results of the T Statistic value which is above 

1.96 and the P Values value is below 0.05. This means that talent management and 

employee engagement contribute to job satisfaction. The mediating variable of job 

satisfaction is also proven to have a contribution to the dependent variable employee 

retention as shown in the T Statistic value which is above 1.96 and P Values below 0.05. 

Table 2. Path Coefficient Original test results 

 Original Sample 

(O) 

Sample 

Average 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistic 

(|O/STDEV |) 

P 

Values 



 
Jurnal Al Iqtishad, Vol 20 No 1 (2024)       Alrianti, Ekhsan 

 

43 
 

EE -> ER 0.013 0.028 0.134 0.097 0.923 

EE -> 

KK 
0.462 0.464 0.092 5.021 0.000 

KK -> 

ER 
0.530 0.520 0.111 4.761 0.000 

TM -> 

ER 
0.394 0.394 0.111 3.561 0.000 

TM -> 

KK 
0.417 0.421 0.093 4.482 0.000 

Source: processed research data (2024) 

The path coefficient test shows the results that only the talent management variable 

has a contribution to employee retention. Evidenced by the T Statistic value of 3.561 

above 1.96 and P Values of 0.000 below 0.05. Meanwhile, employee engagement does 

not contribute to employee retention because the T Statistic value is 0.097 below 1.96 and 

the P Values are 0.923 above 0.05. 

Table 3. Specific Indirect Effects 

 Original 

Sample (O) 

Sample 

Average (M) 

Standard 

Deviation 

(STDEV) 

T Statistic 

(|O/STDEV |) 

P 

Values 

EE -> KK -> 

ER 
0.245 0.242 0.074 3.322 0.001 

TM -> KK -> 

ER 
0.221 0.218 0.067 3.284 0.001 

Source: processed research data (2024) 

The mediation test shows that job satisfaction is proven to mediate the effect of 

talent management and employee engagement on employee retention. Evidenced by the 

T Statistic value which is above 1.96 and the P Values value which is below 0.05. This 

means that although employee engagement does not directly affect employee retention, 

through the mediating variable of job satisfaction employee engagement is able to 

increase employee retention. 

Discussion 

The talent management variable is able to contribute to employee retention. This 

means that if the company can improve talent management, employee retention will 

increase. Based on the results of the research conducted, improving talent management 

in employees of electronic companies in the EJIP Cikarang Industry can increase 

employee retention. Hassan's research (2022) in line with this research, which states that 

there is a contribution of talent management to employee retention. Likewise with Azan's 

research (2022) shows that talent management is able to contribute to employee retention. 
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However, the statement in Ekhsan & Taopik's research (2020) is not in line with this 

study, which states that talent management has no contribution to employee retention. 

The employee engagement variable is not able to contribute to the employee 

retention variable. This means that increasing employee engagement is not able to 

contribute to increasing employee retention. Based on the results of the research 

conducted, increasing employee engagement in employees of electronic companies in the 

EJIP Cikarang Industry cannot increase employee retention. Hido's research (2021) also 

states the same thing, namely that there is no contribution between employee engagement 

and employee retention. However, in Prasetyo's research (2023) does not state the same 

thing, his research states that there is a contribution of employee engagement to employee 

retention. Likewise, Ashraf & Siddiqui's research (2020) states that employee 

engagement has a contribution to employee retention. 

The talent management variable is able to contribute to job satisfaction. This means 

that increased job satisfaction can be caused by the contribution of increased talent 

management. Based on the results of the research conducted, increasing talent 

management in employees of electronic companies in the EJIP Cikarang Industry can 

increase job satisfaction. Research conducted by Alparslan (2020) in line with this 

research, which shows the contribution of talent management to job satisfaction. 

Likewise, Rafliani's research (2023) said that talent management contributes to job 

satisfaction. However, in research conducted by Yulian (2023) shows that talent 

management has no contribution to job satisfaction, this is not in line with this study.  

The employee engagement variable is able to provide a contribution to job 

satisfaction. This means that if employee engagement is increased, job satisfaction will 

also increase. Based on the results obtained, increasing employee engagement in 

employees of electronic companies in the EJIP Cikarang Industry can increase job 

satisfaction. Research conducted by Setiawan (2018) also stated the same thing as this 

study, namely, the contribution of employee engagement to job satisfaction. In 

Simanjuntan's research (2021) also states that employee engagement contributes to job 

satisfaction. However, in Wahyu Arista's research (2019) does not show that employee 

engagement does not contribute to job satisfaction, which means it is not in line with this 

research. 
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Job satisfaction variables are able to contribute to employee retention. This means 

that if the level of employee job satisfaction is increased, employee retention will also 

increase. Based on the results obtained, increasing job satisfaction in employees of 

electronic companies in the EJIP Cikarang Industry can increase employee retention. In 

Biason's research (2020) also stated the same thing as this study, which shows the 

contribution of job satisfaction to employee retention. Likewise with Nadila Damayanti's 

research (2021) said that job satisfaction is able to contribute to employee retention. 

However, this research is not in line with Millena's research (2022) which shows that job 

satisfaction has no contribution to employee retention. 

The mediation test results show that job satisfaction contributes to mediating talent 

management on employee retention. This means that the relationship between talent 

management and employee retention can be mediated by job satisfaction. This research 

is in line with research conducted by Satria (2019) shows that job satisfaction as a 

mediating variable is able to contribute to the relationship between talent management 

and employee retention. Likewise with Shahed's research (2013) which shows that the 

mediating variable of job satisfaction has a contribution to the relationship between talent 

management and employee retention. However, this study is not in line with Thunnissen's 

research (2013) which shows that job satisfaction mediation is unable to contribute to the 

relationship between talent management and employee retention.  

The mediating variable of job satisfaction can also contribute to mediating 

employee engagement on employee retention. This means that the relationship between 

employee engagement and employee retention can be mediated by job satisfaction. This 

research is in line with research conducted by Ashraf & Siddiqui (2020) which shows that 

job satisfaction as a mediating variable can contribute to the relationship between 

employee engagement and employee retention. Likewise Ibrahim's research (2023) which 

shows that the mediating variable of job satisfaction has a contribution to the relationship 

between employee engagement and employee retention. However, in Linda Mora's 

research (2022) does not show the same results as this study, which shows that job 

satisfaction as a mediating variable is unable to contribute to the relationship between 

employee engagement and employee retention.  
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CONCLUSION 

Based on the research results, it is concluded that talent management contributes 

to employee retention. The better the implementation of talent management practices in 

electronic companies in the EJIP Cikarang Industrial Estate, the more able to retain 

employees to continue working in the company. Employee engagement does not 

contribute to employee retention. Although the level of employee engagement is high in 

electronic companies in the EJIP Cikarang Industrial Estate, this is not able to make 

employees stay longer in the company. Talent management contributes to job satisfaction. 

The better the implementation of talent management practices in electronics companies 

in the EJIP Cikarang Industrial Estate, the more job satisfaction of employees towards 

work and the company as a whole increases.  

Employee engagement contributes to job satisfaction. The higher the level of 

employee engagement in electronics companies in the EJIP Cikarang Industrial Estate, 

the more employee job satisfaction increases. Job satisfaction contributes to employee 

retention. The higher the level of employee job satisfaction in electronic companies in the 

EJIP Cikarang Industrial Estate, the more employees tend to stay longer in their 

workplace. Job satisfaction as a mediating variable can contribute to mediating the 

relationship between talent management and employee retention, the implementation of 

good talent management makes employees of electronic companies in the EJIP Cikarang 

Industrial Estate tend to stay longer in their workplace by increasing their job satisfaction.  

Job satisfaction can also contribute to mediating the relationship between 

employee engagement and employee retention. Although the level of employee 

engagement in electronic companies in the EJIP Cikarang Industrial Estate is not able to 

increase employee retention, a high sense of employee engagement can make employees 

tend to stay longer in the company by increasing employee job satisfaction. For future 

researchers, it is hoped that they can expand the research to include long-term aspects of 

employee retention and examine more about the effects of talent management, employee 

engagement, and job satisfaction will have a consistent effect or change over time. 
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