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 This study aims to determine the effect of talent management on 
turnover intention, that mediated by employee engagement. The 
population in this study were employees of the millennial generation 
aged 25-39 years and Z generation aged 19-24 years who worked in 
automotive / automotive spare part companies in the Bekasi Industrial 
Area with a total sample of 132 respondents. The data collection method 
uses an e-questionnaire through the Google form and the results of data 
analysis use Smart PLS. The results of the structural equation model 
analysis show that talent management has a significant positive effect on 
turnover intention, and this effect is mediated by employee engagement. 
These findings indicate that organizations must have an effective talent 
management strategy that can increase employee engagement to reduce 
turnover intention. 
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1. INTRODUCTION 
The development of labor needs in today's digital era requires prospective employees who are not only 
competent in their fields, but are also expected to be successors to old employees who will retire so 
that successful management can run according to the company's vision and mission. The millennial 
generation (Y) and generation Z are the workforce with the largest percentage, but this generation's 
workforce is also known for its low desire to stay in a company. They have a mind set and target to 
only last a maximum of 3 (three) years in a company and then move to improve their career as well as 
income (Núñez-Canal et al., 2022; Saniuk et al., 2023; Thite, 2022).  
  The era of the Industrial Revolution 5.0 is currently a meeting place for at least 3 productive 
generations, namely generation X, millennial generation (Y) and generation Z (Ismail et al., 2023; 
Kuleto et al., 2021; Munir & Nudin, 2021). BPS data in 2020 noted that out of 270.2 million Indonesians, 
the number of productive workforce of millennial generation and generation Z is currently close to 
54%, with details of generation Z or Zillennials (born 1997-2012) reaching 27.94% or 74.93 million 
people. Meanwhile, the millennial generation (born 1981-1996) reached 25.87% or 69.38 million people. 
The presence of these two generations is supported by generation X (born 1965-1980) which reached 
21.87% or 58.65 million people. 
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  Based on the results of the August 2021 National Labor Force Survey (Sakernas), Indonesia is 
entering a demographic bonus where as many as 60 out of 100 Indonesians are productive workers 
(Pratomo & Manning, 2022; Saeno, 2022; Wihardja & Cunningham, 2021). However, unlike previous 
generations, millennials are also known for their low loyalty. The phenomenon of a lack of engagement 
with the company from millennials and Z generations is revealed by the results of a study conducted 
by Gallup (2013) which found that 21% of millennials moved jobs in less than a year. This means that 
this young workforce still has a high ego (Yang et al., 2023; Yuswohady, 2019). 
  In May 2018, Deloitte released a survey conducted on 10,455 full-time millennial generation 
workers working in 36 countries. The result is that 43% of them plan to leave their jobs in the next two 
years. Only 28% plan to stay in their current job for at least the next five years (Juniartika et al., 2023; 
Oscar, 2018; Taufick & Kurniawan, 2023). 
  Due to the low level of employee engagement of millennial generation workers, the turnover 
intention rate is high and makes a threat to talent management in the company (Abdul Latif et al., 
2019; Rumawas, 2021; Sahni, 2021). Talent management in this study is more focused on how employees 
feel about the company where they work in encouraging employees to improve skills through training 
and self-development (Akter et al., 2022; Kamel, 2019). How the company implements a structured 
career path and how the company carries out transparent and fair succession management (Atwood, 
2020; Jindal & Shaikh, 2021). 
  Employee engagement in this study is focused on employees' feelings towards their company 
related to challenges, dedication, compensation, relationships, communication and pride in being part 
of the company (Jiang & Shen, 2023; Moletsane et al., 2019; Raza et al., 2020). Turnover intention in 
this study is focused on employees' feelings towards the company in the event of increased workload, 
compensation dissatisfaction, career uncertainty or a non-conducive work environment (Faturrahman 
et al., 2020; Ramlawati et al., 2021; Sariwulan et al., 2019).  
  Based on the above phenomena, the formulation of problems and objectives in this study is to 
determine how influential Talent Management is on Turnover Intention mediated by Employee 
Engagement, especially Millennial and Zillennial Generation employees, especially employees who 
work in manufacturing in the Bekasi Industrial Estate.  
  This research feasibility study is based on the location of the campus which is surrounded by 
11 Industrial Estates, there are 7,600 companies both local and foreign established in this area, so this 
industrial area is called the largest in the Southeast Asian continent. 

2. RESEARCH METHOD  
The research conducted in this study is of a quantitative nature, utilizing a questionnaire as the data 
collection instrument. In this research, primary data is required, and the population comprises 
millennial and Generation Z employees working in manufacturing companies in the Bekasi Industrial 
Area. The determination of a representative sample size depends on the number of indicators 
multiplied by 5 to 10. Thus, the minimum sample size calculated for this study is 70. The acquisition 
of primary data is done through the distribution of an e-questionnaire to gain insights into talent 
management, employee engagement, and turnover intention among employees in manufacturing 
companies located in the Bekasi Industrial Area. 
  In this study, the collected data will represent the respondents' perceptions; hence, the 
measurement will be conducted using the simplest method, namely the questionnaire or survey 
technique. This instrument will be delivered directly to each respondent and serves as a tool for 
measurement. The questionnaire will be designed using closed-ended questions, providing predefined 
answer alternatives. Respondents can choose the most suitable answer according to their own 
conditions. The measurement scale used in this study adopts a Likert scale with five levels of intervals. 
Respondents will be assigned scores on the chosen scale, with the lowest level given a value of 1 and 
the highest level given a value of 5. The data processing technique employed is statistical analysis using 
the SmartPLS 4.0 program (Tabelessy & Pattiruhu, 2022). 
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Hypothesis Development 
The Relationship between Talent Management and Turnover Intention 
  Whether consciously acknowledged or not, talent management is one of the factors 
influencing employee turnover intention, alongside job satisfaction, compensation, career 
development, work environment, and employee involvement in decision-making. Organizations with 
effective talent management programs can reduce turnover intention levels because employees feel 
valued and supported in developing their potential. The research findings of Purwaningrum (2020) 
indicate that talent management has a positive and significant impact on turnover intention. Based on 
this exposition, the following hypothesis is proposed: 
H1: Talent management influences turnover intention. 
The Relationship between Talent Management and Employee Engagement 
  Fundamentally, effective talent management contributes to increased employee engagement 
within a company. This is because effective talent management ensures that employees have sufficient 
access to training and development tailored to their needs and potentials. Consequently, employees 
feel more engaged and have opportunities for continuous learning and growth within the company, 
enhancing their commitment to their work and the organization. 
  Moreover, effective talent management also helps create a pleasant and supportive work 
environment for employees. This can be achieved by providing employees with adequate access to 
necessary facilities for comfortable work, offering compensation commensurate with their 
contributions, and fostering a friendly and inclusive work environment. Consequently, employees feel 
more engaged and take ownership of their work and the company they work for, thereby increasing 
employee engagement. The research findings of Hariyanto & Ferdian (2019) demonstrate that talent 
management positively and significantly influences employee engagement. Based on this exposition, 
the following hypothesis is proposed: 
H2: Talent management influences employee engagement. 
The Relationship between Employee Engagement and Turnover Intention 
  Generally, there is a negative relationship between employee engagement and turnover 
intention. In other words, the higher someone's level of employee engagement, the lower their desire 
to leave the job. Conversely, the lower someone's level of employee engagement, the higher their 
inclination to leave the job. 
  This phenomenon occurs because individuals with high levels of employee engagement tend 
to feel more involved and satisfied working in a particular place, making them less likely to want to 
leave their jobs. Conversely, individuals with low levels of employee engagement tend to feel 
uninvolved and dissatisfied with their work, making it easier for them to leave their jobs. Research by 
Simbolon (2012) and Cahyono (2022) reveals that employee engagement positively influences turnover 
intention. Based on this exposition, the following hypothesis is proposed: 
H3: Employee engagement influences turnover intention. 
The Relationship between Talent Management and Turnover Intention Mediated by 
Employee Engagement 
  Overall, the relationships among talent management, employee engagement, and turnover 
intention can mutually influence each other, as many studies suggest that effective talent management 
enhances employee engagement, thereby reducing turnover intention. Conversely, a lack of focus on 
talent management by a company may result in low employee engagement, leading to an increase in 
turnover intention. 
  Research by Ekhsan & Taopik (2020) indicates that employee engagement significantly and 
positively mediates the relationship between talent management and turnover intention. Based on this 
exposition, the following hypothesis is proposed: 
H4: Talent management influences turnover intention mediated by employee engagement. 
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Research Design 
 The intervariable relationships in this study are illustrated in the figure below as follows: 

 

 
Figure 1. Research method 

3. RESULTS AND DISCUSSIONS 
This testing involves assessing a structural model by examining the R-square value, which is the result 
of the goodness of fit model. The talent management model on turnover intention has an R-square 
value of 0.581, indicating that 58.1% of the variability in the turnover intention construct can be 
explained by the talent management construct, while the remaining 41.9% is explained by other 
variables not examined in this study. 
  Another influencing factor is the employee engagement variable, indicated by a value of 0.217. 
This is interpreted as 21.7% of the employee engagement construct is influenced by the independent 
variables, namely talent management and turnover intention. Meanwhile, 78.7% is explained by 
variables beyond the scope of this research. This can be seen in the following table: 

Table 1. R-square value 

 R- Square R-Square ( adjusted) 

EE 0.217 0.211 
TI 0.581 0.574 

 
  After conducting the determination test, a path analysis is performed to understand the cause-
and-effect relationships, aiming to explain the direct or indirect influence among exogenous variables 
with endogenous variables. This is achieved through bootstrapping analysis to obtain predictions from 
the path analysis results in this research model. The following is the path analysis diagram with 
bootstrapping analysis: 

 
Figure 2. Bootstraping 
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Next, it is detailed in Table 2 path coefficient, which explains the coefficient values, T values, 

and P values to serve as references for causal relationships in this model. 
 

Table  2. Path Coefficient 

Variabel 
Original sample 

(O) 
Sample mean (M) 

Standard deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P values 

TM ->TI 0.614 0.620 0.068 9.074 0.000 

TM ->EE 0.466 0.474 0.079 5.884 0.000 

EE-> TI 0.249 0.245 0.079 3.166 0.002 

   
Based on Table 2, which explains the direct influence path coefficients, Table 3, specific 

indirect, elaborates on the indirect influence. 
 

Tabel  3.  Specific Indirect Effect 

Variabel 
Original 

sample (O) 
Sample 

mean (M) 

Standard 
deviation 
(STDEV) 

T statistics 
(|O/STDEV|) 

P   values 

TM -> EE -> TI 0.116 0.115 0.039 2.995 0.003 

 
Discussion 
Impact of Talent Management (TM) on Turnover Intention (TI) 
  The research results indicate that Talent Management (TM) has a positive impact on Turnover 
Intention (TI). This finding is consistent with previous research conducted by Purwaningrum (2020) 
and Setiawan and Prasojo (2021), stating that effective talent management through providing 
challenges, trust, training opportunities, and employee career development with a clear path can 
reduce employees' intention to resign or leave the company where they work. 
Impact of Talent Management (TM) on Employee Engagement (EE) 
  The research results show that Talent Management (TM) has a positive impact on Employee 
Engagement (EE). This finding aligns with previous research conducted by Regyta Permata Fujiani 
Hariyanto & Ferdian (2019), suggesting that employee engagement can be enhanced by providing 
support to employees, creating a conducive work environment, offering competitive careers and 
compensation, inspiring experiences, and fostering pride in being part of the company. 
Impact of Employee Engagement (EE) on Turnover Intention (TI) 
  The research results indicate that Employee Engagement (EE) has a positive impact on 
Turnover Intention (TI). This finding is in line with previous research conducted by Simbolon (2012) 
and GP Cahyono (2022), suggesting that the intention to leave the company arises when employees 
perceive increased workload, non-competitive compensation, unclear career paths, an unsupportive 
work environment, and disharmonious work relationships. 
Impact of Talent Management (TM) on Turnover Intention (TI) through the Mediation of 
Employee Engagement (EE) 

  The research results show that Employee Engagement (EE) has a positive impact on 
mediating Talent Management (TM) on Turnover Intention (TI). This finding aligns with previous 
research conducted by Indra Setiawan and Satrio Prasojo (2021) but with the mediation variable of 
Employee Retention, titled "Effect of Talent Management and Employee Engagement on Turnover 
Intention with Employee Retention Mediation." The conclusion is that Talent Management (TM) 
influences Turnover Intention (TI) through the mediation of Employee Retention (ER) in the Journal 
of Business, Management, and Accounting, 3(2) 2021. 
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4. CONCLUSION 
Based on the research findings, the researcher can conclude that talent management contributes to 
turnover intention, and employee engagement can mediate the impact of talent management on 
turnover intention. Currently, to retain high-competency employees, especially millennial and Z-
generation employees, companies need to have an effective talent management program, harmonious 
work relationships, a conducive work environment, including opportunities for training and self-
development that are open and transparent. This way, employees feel supported and engaged in 
contributing to the achievement of the company's vision and mission effectively. Ultimately, the best 
employees will demonstrate dedication and loyalty to the company where they can build a career to 
achieve optimal and satisfying results. This will foster a long-term relationship between employees and 
company management. Suggestions for future research development could focus on further 
understanding the specific factors that influence the effectiveness of talent management programs and 
how they can be tailored to the characteristics of millennial and Z generation employees. Deepening 
the types of training and development that are most effective for meeting the developmental needs of 
this generation of employees, as well as how companies can create talent management programs that 
are more responsive to the preferences and values of these generations. Include aspects of the latest 
technology that can be applied in talent management, such as e-learning platforms or artificial 
intelligence-based approaches, to increase the effectiveness of such programs. The implications of this 
research can provide practical guidance for companies in developing talent management strategies 
that are more targeted and relevant to the needs of millennial and Z generation employees. By better 
understanding the factors that influence the success of talent management programs, companies can 
optimize their efforts to retain highly competent employees. In addition, this study can also make an 
important contribution to the human resource management literature by providing richer insights 
into the dynamics of the relationship between talent management, employee engagement, and 
turnover intention. These implications can help companies to adapt their human resource 
management practices according to the demands of a changing work environment, especially with the 
emergence of a new generation of workers. 
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