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A B S T R A C T    
Human capital constitutes the indispensable primary catalyst for 
economic transformation toward Golden Indonesia 2045, yet its 
development remains severely hindered by systemic institutional 
bottlenecks. This study aims to critically analyze the National Talent 
Management (NTM) policy as a macro-strategic instrument for superior 
human capital development. Utilizing a qualitative conceptual approach 
through a rigorous Systematic Literature Review (SLR), this research 
synthesizes high-impact international literature and primary Indonesian 
statutory documents, specifically the NTM Grand Design and RPJPN 
2025–2045. Data were systematically analyzed via theoretical 
triangulation, integrating Human Capital Theory, Strategic Talent 
Management, and Collaborative Governance paradigms. The findings 
fundamentally reveal that while NTM establishes a robust regulatory 
framework, its empirical implementation is critically obstructed by 
profound cross-ministerial governance fragmentation, acute skill 
mismatches between academic outputs and industrial demands, 
unintegrated national talent data architectures, and the escalating 
global brain drain phenomenon. To decisively overcome these 

debilitating bottlenecks, the state must aggressively transition from isolated sectoral administration to a 
highly integrated collaborative governance regime. Establishing strict digital data interoperability, 
embedding industrial partnerships directly within academic curricula, and enforcing meritocratic lifelong 
learning ecosystems are absolute prerequisites.  
A B S T R A K 

Modal manusia merupakan katalis utama yang mutlak diperlukan untuk transformasi ekonomi menuju 
Indonesia Emas 2045, namun pengembangannya masih sangat terhambat oleh masalah-masalah 
kelembagaan yang sistemik. Penelitian ini bertujuan untuk menganalisis secara kritis kebijakan Manajemen 
Talenta Nasional (MTN) sebagai instrumen makro-strategis untuk pengembangan modal manusia yang 
unggul. Menggunakan pendekatan konseptual kualitatif melalui Tinjauan Literatur Sistematis (Systematic 
Literature Review/SLR) yang ketat, penelitian ini mensintesis literatur internasional berdampak tinggi dan 
dokumen perundang-undangan primer Indonesia, khususnya Desain Besar MTN dan RPJPN 2025–2045. 
Data dianalisis secara sistematis melalui triangulasi teoretis, yang mengintegrasikan Teori Modal Manusia, 
Manajemen Talenta Strategis, dan paradigma Tata Kelola Kolaboratif (Collaborative Governance). Temuan 
dari penelitian ini secara mendasar mengungkapkan bahwa meskipun MTN menetapkan kerangka 
peraturan yang kuat, implementasi empirisnya sangat terhambat oleh fragmentasi tata kelola lintas 
kementerian yang mendalam, ketidaksesuaian keterampilan (skill mismatch) yang akut antara luaran 
akademik dan kebutuhan industri, arsitektur data talenta nasional yang tidak terintegrasi, serta eskalasi 
fenomena pelarian intelektual (brain drain) global. Untuk mengatasi hambatan yang melemahkan ini secara 
tegas, negara harus secara agresif bertransisi dari administrasi sektoral yang terisolasi menuju rezim tata 
kelola kolaboratif yang sangat terintegrasi. Membangun interoperabilitas data digital yang ketat, 
menanamkan kemitraan industri secara langsung ke dalam kurikulum akademik, dan menegakkan 
ekosistem pembelajaran sepanjang hayat yang meritokratis merupakan prasyarat mutlak.  

 

INTRODUCTION 

The paradigm of global economic development is currently undergoing a radical disruption 

driven by the shifting parameters of human capital and the persistent volatility of global markets 

(Claus, 2019). In the contemporary era characterized by Industry 4.0 and digital transformation, 
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a nation's competitive advantage is no longer anchored in its natural resource endowments, but 

rather heavily contingent upon the quality of its human capital—specifically, the capacity to 

generate sustained innovation, master technological advancements, and navigate strategic 

environmental shifts (Whysall et al., 2019). Consequently, human capital development must be 

strategically repositioned as a long-term macro-investment that directly dictates a nation's 

survivability and competitive posture in a highly volatile global landscape. 

For Indonesia, this human capital imperative is critically heightened by the imminent peak 

of its demographic dividend, projected to culminate toward 2045. Ideally, this demographic 

momentum offers a profound opportunity for accelerated economic growth, provided that the 

productive-age population is equipped with superior educational frameworks, robust 

competencies, and optimal productivity. However, a stark performance gap and strategic 

misalignment persist; if this momentum is not met with precise and effective talent management 

interventions, the demographic surplus risks mutating into a demographic burden, characterized 

by structural unemployment, socio-economic inequality, and stagnant national productivity. 

Responding to this empirical urgency, the Government of Indonesia has formalized human 

capital development as a national priority through the National Talent Management Grand Design 

(Desain Besar Manajemen Talenta Nasional/DBMTN), legislated under Presidential Regulation No. 

108 of 2022. This policy orchestrates the identification, development, retention, and mobilization 

of talent across strategic sectors, signaling a paradigm shift from a fragmented, sectoral approach 

to an integrated, macro-level human capital strategy (Perpres, 2024). Concurrently, Law No. 59 of 

2024 concerning the National Long-Term Development Plan (RPJPN) 2025–2045 mandates 

human capital superiority as the foundational prerequisite for actualizing "Golden Indonesia 

2045” (NKRI, 2024). Despite this robust regulatory architecture, severe operational bottlenecks 

and theoretical blind spots remain. The empirical reality reveals persistent policy fragmentation 

across ministries, a lack of centralized talent data integration, acute skill mismatches between 

academic outputs and industrial demands, low talent mobility, and the accelerating phenomenon 

of brain drain. Furthermore, artificial intelligence and automation dictate an urgent need for an 

adaptive system that fosters lifelong learning, indicating that regulatory existence alone is 

inherently insufficient without collaborative governance and institutional synergy. 

Academically, the discourse on talent management has predominantly gravitated toward 

the micro and meso levels. Foundational literature by Lewis & Heckman (2006) framed talent 

management strictly as an organizational mechanism to acquire and retain superior 

competencies. This was subsequently elevated by  Collings & Mellahi (2009) through the Strategic 

Talent Management construct, which emphasizes strategic position identification and talent pool 

architectures for organizational competitive advantage. Contemporary scholars have expanded 

this into Global Talent Management, focusing on multinational corporate strategies and cross-

border mobility (Gallardo-Gallardo et al., 2020). However, an integrative synthesis of recent 

primary literature highlights a critical theoretical gap: the conceptualization of Macro Talent 

Management (MTM) as an integrated public policy instrument remains profoundly 

underdeveloped (King & Vaiman, 2018;Kravariti & Johnston, 2020). Previous studies 

systematically overlook the macro-dynamics of talent governance within developing economies, 

often restricting their scope to public sector organizational compliance rather than nationwide 

human capital orchestration (Anlesinya & Amponsah-Tawiah, 2020). 

Unlike previous studies that mostly focused on micro-level organizational talent acquisition 

and corporate retention strategies, this research proposes a unique approach through a Macro 

Talent Management (MTM) and Collaborative Governance lens to bridge the inconsistency of 

findings in national human capital policy implementation. This contextual and theoretical novelty 
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transitions the unit of analysis from the enterprise level to the state level, addressing a critical 

void in current administrative and managerial literature regarding how a developing nation 

orchestrates a decentralized, nationwide talent ecosystem. 

Consequently, this research aims to critically analyze the role of National Talent 

Management as a strategic instrument for building superior human capital toward Golden 

Indonesia 2045. By integrating Human Capital Theory, Strategic Talent Management, and 

Collaborative Governance, this article provides a comprehensive road map for identifying the root 

causes of policy fragmentation and formulating precise strategic interventions. Ultimately, this 

paper argues that the operational success of the National Talent Management framework dictates 

the trajectory of Indonesia's economic transformation; failure to institutionalize cross-sectoral 

collaborative governance and real-time talent analytics will neutralize the demographic dividend. 

The resulting synthesis offers robust managerial and public policy solutions—specifically, the 

establishment of an interoperable national talent database and a synchronized state-industry 

competence matrix—that are indispensable for academia, institutional governance, and industry 

practitioners navigating the complexities of macro-level human capital architectures. 

LITERATURE REVIEW 

Human Capital Theory 

Human Capital Theory (HCT) constitutes a foundational paradigm articulating that human 

resources are the principal assets in socio-economic development processes. Schultz (1961) posited 

that investments in education, healthcare, vocational training, and experiential learning 

fundamentally amplify individual productivity, thereby catalyzing national economic growth. This 

premise was subsequently advanced by Becker (1993), who elucidated that the qualitative 

enhancement of human capital yields substantial economic dividends through augmented 

efficiency, robust innovation capacities, and profound adaptability to environmental perturbations. 

From a macroeconomic development perspective, HCT conceptualizes humans as 

"development capital" holding a strategic imperative for sustained socio-economic viability. Nations 

that successfully cultivate their human capital possess a formidable capacity to escalate national 

productivity, accelerate technological innovation, and solidify international competitiveness, 

ultimately elevating societal welfare (Marginson, 2019). Consequently, fiscal allocations toward 

education, empirical research, and competency development must transcend the traditional 

classification of governmental expenditures; rather, they represent long-term strategic investments 

generating sustainable national dividends. 

In the Indonesian context, the salience of HCT is profoundly magnified by the implementation 

of the National Long-Term Development Plan (RPJPN) 2025–2045, which establishes human capital 

as the quintessential pillar of national transformation. The demographic dividend, projected to 

persist until 2045, will exclusively yield economic premiums if counterbalanced by a commensurate 

elevation in human capital quality—facilitated by superior educational architectures, optimal 

healthcare access, technological mastery, and advanced workforce competencies. Consequently, 

National Talent Management operates as the requisite policy instrument to systematically 

operationalize this human capital investment through the rigorous identification, development, 

utilization, and retention of talent across strategic developmental sectors. 

Nevertheless, contemporary scholarly discourse critiques the traditional HCT framework for 

its reductionist tendency to evaluate human worth exclusively through the lens of economic 

productivity. This utilitarian perspective ostensibly marginalizes critical socio-economic 

dimensions, including equitable opportunity distribution, holistic well-being, and the intrinsic 

freedom of individuals to self-actualize (Robeyns, 2016). Therefore, this research supplements the 
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classical HCT paradigm with the Capability Approach, repositioning human development as an 

emancipatory process that expands the substantive freedoms and opportunities for every individual 

to flourish according to their inherent potential. 

Strategic Talent Management Theory  

The concept of Talent Management emerged as a strategic countermeasure to the intensifying 

organizational competition for high-caliber human resources. Lewis and Heckman (2006) 

delineated talent management as an integrated organizational architecture designed to acquire, 

develop, and retain individuals possessing the potential to substantially drive organizational 

objectives. Historically, this concept has traversed from a conventional administrative human 

resource function toward a sustainability-oriented organizational strategy. 

Collings and Mellahi (2009) subsequently conceptualized Strategic Talent Management 

(STM), accentuating the critical imperative of identifying strategic positions, engineering robust 

talent pools, and architecting developmental systems capable of sustaining organizational 

competitive advantage. They posited that organizational efficacy is not merely contingent upon 

individual brilliance, but rather on the institutional capacity to systematically govern these 

individuals through sustained and deliberate frameworks. 

Subsequent empirical advancements expanded this trajectory into the realm of Global Talent 

Management (GTM). Tarique and Tarique & Schuler (2010) articulated that globalization has 

irrevocably altered workforce demographics, necessitating cross-border talent orchestration 

strategies. This perspective is reinforced by contemporary scholarship highlighting the 

indispensability of international mobility, workforce diversity, global leadership acumen, and digital 

competency architectures in navigating highly volatile business ecosystems (King & Vaiman, 2018). 

Collaborative Governance Theory  

The successful operationalization of public policy is unequivocally contingent not only upon 

regulatory robusticity but also on the state's capacity to orchestrate synergistic collaborations with 

diverse stakeholders. In this context, Collaborative Governance theory posits that resolving complex 

public imperatives demands the active inclusion of non-governmental actors, encompassing the 

private sector, academic institutions, civil society organizations, professional associations, and local 

communities. 

Ansell & Gash (2008) formally defined collaborative governance as a public decision-making 

architecture wherein diverse non-state actors are organically integrated into policy formulation and 

implementation through institutionalized mechanisms of dialogue, consensus-building, and shared 

responsibility. This framework underscores that mutual trust, collective commitment, facilitative 

leadership, and transparent communication act as the fundamental prerequisites for collaborative 

efficacy. 

Building upon this foundation, Emerson et al. (2012) introduced the Collaborative 

Governance Regime, elucidating that collaborative success is inherently dictated by the dynamics of 

principled engagement, shared motivation, and the capacity for joint action within a broader system 

context. This conceptual evolution dictates that implementing multifaceted public policies 

necessitates sustainable, cross-sectoral coordination (Ulibarri et al., 2020). 

Within the paradigm of National Talent Management, Collaborative Governance exhibits 

profound relevance, as macro-level talent development cannot be monopolized by state 

apparatuses. The government requires the academic rigor of universities to cultivate human capital, 

the industrial ecosystems of the private sector to supply employment and practical competencies, 

research institutions to propel innovation, professional organizations to standardize qualifications, 

and decentralized local governments to execute localized policy translation. This collaborative 

paradigm becomes increasingly existential in the face of rapid digital transformations, shifting 
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occupational taxonomies, and the proliferation of nascent competency requirements. Consequently, 

the triumphant execution of the National Talent Management Grand Design hinges upon the 

establishment of a collaborative governance architecture capable of integrating all human capital 

stakeholders into a singular, effective policy ecosystem. 

The Concept of National Talent Management  

National Talent Management (NTM) is formulated as a macro-level public policy strategically 

engineered to guarantee that individuals demonstrating exceptional potential are systematically 

identified, cultivated, utilized, and retained to accelerate national developmental trajectories. 

Diverging from the micro-level constraints of corporate talent management, NTM encompasses a 

significantly broader domain, orchestrating human capital across critical strategic sectors including 

education, healthcare, applied research, technology, sports, arts and culture, entrepreneurship, and 

public governance. 

In the Indonesian landscape, the National Talent Management Grand Design positions the 

cyclical phases of talent identification, development, actualization, retention, and mobility as a 

synchronized policy loop dedicated to fortifying human capital quality toward Golden Indonesia 

2045. Thus, NTM transcends traditional administrative boundaries, serving as a strategic conduit 

that harmonizes educational frameworks, labor market dynamics, research and innovation 

ecosystems, and public service architectures within a cohesive national development blueprint. 

The Concept of Superior Human Capital Development  

Superior human capital development constitutes a systematic, longitudinal process aimed at 

escalating individual capacities to optimize their direct contributions to nation-building. This 

conceptualization explicitly rejects the limitation of human capital solely to formal educational 

attainment; rather, it encompasses the holistic maturation of technical proficiencies, leadership 

acumen, ethical character, creative agility, innovation capacity, digital literacy, and profound 

adaptability to structural disruptions. 

In Indonesia, this pursuit is formalized as a central strategic agenda within the RPJPN 2025–

2045. The metrics of developmental success are no longer confined to incremental advancements 

in the Human Development Index (HDI), but are rigorously evaluated through augmented labor 

productivity, heightened innovation capacities, global competitive posturing, superior public 

service delivery, and the nation's overarching capability to orchestrate value creation driven by 

advanced science and technology. 

 

METHOD 

Research Strategy and Approach  

This study constructs a qualitative architecture structured as a conceptual paper, 

operationalizing a Systematic Literature Review (SLR) methodology (Snyder, 2019). Rather than 

relying on a normative-descriptive mapping of existing practices, this approach was strategically 

selected as the most valid and reliable theoretical instrument to systematically dissect and 

synthesize the complexities of National Talent Management (NTM). Unlike empirical studies that 

exclusively test inter-variable relationships using localized field data, this conceptual framework 

orchestrates a dialectical integration of theoretical perspectives, empirical precedents, and 

contemporary public policy trajectories. This strategy is critical to bridging the macro-managerial 

gap, yielding a comprehensive paradigm regarding NTM's efficacy as a macro-instrument for 

superior human capital development in Indonesia. 

Data Architecture  

The empirical foundation of this study is anchored in a robust secondary data architecture 

comprising high-impact international scientific literature, academic monographs, institutional 
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reports, and binding statutory documents. The academic corpus was systematically extracted from 

premium databases, including Scopus, Web of Science, ScienceDirect, SpringerLink, Emerald Insight, 

and Taylor & Francis Online, supplemented by Google Scholar for peripheral mapping. Furthermore, 

to ground the theoretical discourse within the Indonesian regulatory reality, primary macro-policy 

documents were integrated. These specifically include Presidential Regulation No. 108 of 2022 

concerning the National Talent Management Grand Design, Law No. 59 of 2024 concerning the 

National Long-Term Development Plan (RPJPN) 2025–2045, and strategic blueprints issued by the 

Ministry of National Development Planning (Bappenas). This dual data architecture ensures 

absolute structural alignment between global theoretical advancements in human capital and 

localized national policy imperatives. 

Data Collection Protocol  

To guarantee analytical objectivity and systematically mitigate selection bias, data collection 

was executed through a rigorous purposive sampling protocol (Page et al., 2021). The inclusion 

criteria were meticulously defined: (1) thematic congruence with Talent Management, Strategic 

Talent Management, Global Talent Management, Human Capital Development, and Collaborative 

Governance; (2) linguistic parameters restricted to English and Indonesian publications; (3) 

temporal relevance prioritizing contemporary literature published between 2020 and 2026, while 

strategically retaining seminal theoretical foundations (e.g., Schultz, 1961; Becker, 1993; Lewis & 

Heckman, 2006; Collings & Mellahi, 2009) to trace the epistemological evolution of the concepts; 

and (4) the inclusion of definitive Indonesian state documents dictating NTM and RPJPN 2025–2045 

trajectories. 

Analytical Framework (Data Analysis Tool)  

The analytical instrumentation adopted a rigorous three-stage sequential process to 

transition from raw literature to strategic intervention, functioning as the primary analytical blade 

(pisau analisis) for this study (Torraco, 2016). Phase one, data reduction, executed a critical filtration 

of the literature, eliminating peripherally related manuscripts to maintain absolute focus on the core 

managerial problematic. Phase two, conceptual categorization, clustered the distilled literature into 

overarching thematic domains, notably Human Capital Theory, Strategic Talent Management, and 

Collaborative Governance regimes. Phase three, conceptual synthesis, operationalized these theories 

as active analytical instruments to dissect the structural relationships between NTM policies and 

human capital optimization. 

To maximize internal validity, theoretical triangulation was deployed, continuously 

confronting international theoretical paradigms with Indonesian policy realities. The finalized 

synthesis was subsequently subjected to a descriptive-analytical evaluation to perform a root-cause 

analysis of current implementation bottlenecks. This methodological rigor ensures that the 

resulting strategic implications are not merely descriptive, but offer precise, evidence-based policy 

interventions essential for realizing the vision of Golden Indonesia 2045. 

 

RESULTS AND DISCUSSION 

National Talent Management as a Novel Paradigm for Superior Human Capital 

Development  

The trajectory of the global economic landscape—characterized by the hyper-

intensification of market competition, the relentless acceleration of digital transformation, and 

the pervasive consolidation of the knowledge-based economy—has fundamentally disrupted the 

traditional paradigms of national development across the globe. A nation's competitive advantage 

is no longer tethered to the mere availability of natural resource endowments; rather, it is 

unequivocally dictated by the state's institutional capacity to cultivate a high-caliber, innovative, 
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and deeply adaptive human capital base capable of orchestrating sustained value creation through 

advanced scientific and technological mastery. This seismic paradigm shift necessitates that 

human capital development be repositioned not as an administrative function, but as a macro-

strategic investment that ultimately dictates the long-term viability of both socio-economic 

development and national survivability. 

Within the theoretical contours of modern development, human capital is positioned as the 

primary catalyst determining the success of economic transformation. Foundational scholars such 

as Schultz (1961) and Becker (1993) elucidated that targeted investments in education, 

vocational training, healthcare, and competency ecosystems exponentially amplify individual 

productivity, thereby propelling national economic growth. Engaging in an academic dialectic 

with these classical postulates, our analysis reveals that while the traditional Human Capital 

Theory accurately captures the economic utility of the individual, it remains insufficient when 

applied to modern statecraft without a structured orchestration mechanism. The theory must 

evolve through a knowledge economy approach, which elevates continuous innovation, creative 

agility, and lifelong learning capacities as the paramount determinants of global competitiveness 

(Thunnissen & Gallardo-Gallardo, 2019). 

Currently, Indonesia confronts a highly complex matrix of challenges in navigating the 

momentum of its demographic dividend en route to the "Golden Indonesia 2045" vision. On one 

end of the spectrum, an unprecedented surge in the productive-age demographic offers a 

profound window for accelerated economic capitalization. Conversely, the intrinsic quality of 

Indonesia’s human resources is heavily compromised by systemic anomalies, encompassing 

severe competency mismatches, highly disproportionate educational quality across regions, 

stagnant labor productivity in key industrial sectors, and an egregious misalignment between 

academic outputs and aggressive market demands. This empirical reality decisively proves that 

national human development demands a meticulously systematized approach that transcends the 

simplistic metric of merely expanding access to formal education. 

In this context, National Talent Management (NTM) emerges as a radical, novel paradigm 

for human resource development, integrating talent governance as an indivisible component of 

the overarching national development strategy. Diverging sharply from the traditional, micro-

level approaches that prioritize administrative compliance within organizational silos (Collings & 

Mellahi, 2009), the NTM framework conceptualizes every individual as a strategic state asset that 

must be rigorously identified, systematically developed, optimally utilized, and sustainably 

retained in strict alignment with the nation’s developmental imperatives. This approach strongly 

corroborates recent macro-talent management discourses (King & Vaiman, 2018), emphasizing 

that the continuity between educational architectures, training frameworks, empirical research, 

innovation hubs, and the industrial sphere is the bedrock of sustainable human development. 

The institutionalization of the National Talent Management Grand Design (DBMTN) 

provides an unambiguous directive that talent orchestration is no longer the exclusive jurisdiction 

of the central government. Instead, it mandates the active, synchronized involvement of regional 

governments, higher education institutions, the private industrial sector, research consortiums, 

professional associations, and civil society. This approach signals a definitive paradigm shift—

moving away from a deeply fragmented, sectoral administration of human resources toward a 

truly collaborative governance regime. Consequently, the operational efficacy of NTM is 

fundamentally contingent upon the capacity of all cross-sectoral stakeholders to architect robust 

synergies, harmonize conflicting policies, and cultivate a sustainable ecosystem conducive to 

continuous talent maturation. 

This paradigm shift simultaneously dictates that the barometers for human development 
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success can no longer be restricted to rudimentary metrics such as school participation rates or 

basic educational attainment. Instead, evaluation must pivot toward the tangible capacity to 

generate high-impact innovation, escalate industrial productivity, fortify national 

competitiveness, and engineer substantive socio-economic value. Therefore, NTM occupies a 

highly strategic locus as an integrative public policy instrument, effectively bridging human 

capital initiatives with the broader transformational agenda necessary to actualize Golden 

Indonesia 2045. 

Operational Bottlenecks and Implementation Challenges in Indonesia’s NTM  

National Talent Management constitutes one of the Indonesian government's most critical 

strategic policies designed to fortify human capital as the foundational architecture for the 2045 

national transformation. This policy was engineered as a direct tactical response to global 

environmental volatility—marked by the hyper-acceleration of technological advancements, the 

ubiquity of digital transformations, the aggressive escalation of international labor mobility, and 

intensifying state-level warfare for superior talent acquisition. However, while the regulatory 

architecture has been firmly established via the DBMTN, its empirical execution encounters a 

myriad of structural and operational bottlenecks that require immediate strategic intervention. 

Policy Governance Fragmentation  

The primary systemic challenge resides in the profound fragmentation of human capital 

governance. Historically, talent development has been executed in aggressive isolation by 

disparate ministries and state agencies, strictly confined within their respective sectoral 

jurisdictions. The Ministry of Education, the Ministry of Manpower, the Ministry of Administrative 

and Bureaucratic Reform (PANRB), the National Research and Innovation Agency (BRIN), the 

State Civil Service Agency (BKN), regional governments, universities, and independent training 

institutions autonomously operate their own fragmented human capital programs. Engaging with 

Collaborative Governance Theory (Ansell & Gash, 2008), this empirical reality contradicts the 

idealized collaborative regime; it exposes a landscape dominated by sectoral egos where inter-

agency coordination is virtually non-existent, leading to a critical failure in macro-policy 

execution. 

This bureaucratic fragmentation inevitably triggers severe programmatic duplication, acute 

goal misalignment, and a highly inefficient dissipation of state fiscal resources allocated for human 

capital. For instance, multiple ministries frequently conduct overlapping competency training 

programs targeting identical demographics, yet utilize fundamentally divergent competency 

standards, evaluation metrics, and reporting mechanisms. Consequently, the fragmented outputs 

of these training initiatives cannot be assimilated into a comprehensive, interoperable National 

Talent Management ecosystem. 

Competency Asymmetry (Skill Mismatch)  

A secondary, equally critical bottleneck is the pervasive competency asymmetry—the 

notorious skill mismatch between the academic outputs of the educational system and the 

aggressive, real-time demands of the industrial sector. This phenomenon is arguably the most 

debilitating variable in Indonesia's human development trajectory. Dialoguing with recent 

findings on HR disruption (Claus, 2019;Cooke et al., 2023), it is evident that a significant 

proportion of higher education graduates lack the precise competencies required by Industry 4.0, 

particularly in specialized domains such as advanced digital analytics, artificial intelligence, 

cybersecurity, the green economy, and technology-driven manufacturing. 

This mismatch is primarily driven by the sluggish, highly bureaucratic mechanisms of 

formal curriculum adaptation, which chronically fail to keep pace with the hyper-speed of 

industrial evolution. As a result, educational institutions consistently produce graduates equipped 
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with robust theoretical academics but severely deficient in the practical employability skills 

demanded by contemporary corporate and industrial landscapes. Beyond technical proficiency 

(hard skills), the modern global market ruthlessly demands advanced non-technical competencies 

(soft skills), including strategic leadership, complex communication, critical problem-solving, 

creative agility, cross-disciplinary collaboration, and high-level digital literacy. Addressing this 

requires NTM to forcibly institutionalize a rigid link and match architecture that intimately binds 

educational systems, vocational training, and professional certification directly to industrial 

imperatives. 

The Demographic Dividend and National Productivity Contradiction  

Indonesia is statistically projected to harness a massive demographic dividend peaking 

toward 2045, marking an era where the proportion of the productive-age population vastly 

outnumbers the non-productive demographic. Theoretically, this presents an unprecedented 

macroeconomic catalyst. However, confronting this optimism with empirical reality, this dividend 

functions as a double-edged sword. If not meticulously managed, this demographic surge 

threatens to violently backfire—precipitating catastrophic structural unemployment, deepening 

socio-economic inequality, and drastically suppressing national productivity. Within this context, 

NTM serves as the vital sorting mechanism to aggressively identify demographic potential, 

engineer bespoke competencies, and precisely allocate talent into prioritized national sectors. 

The Brain Drain Phenomenon  

An ensuing challenge is the escalating international mobility of highly specialized 

Indonesian professionals—a phenomenon historically termed brain drain. This occurs when apex 

talent, including scientists, academicians, healthcare specialists, and advanced technicians, elect 

to migrate to foreign nations offering vastly superior career trajectories, advanced research 

ecosystems, and higher socio-economic welfare. When juxtaposed with Global Talent 

Management discourses (Vaiman et al., 2021), which often celebrate boundaryless mobility, the 

perspective for developing nations is starkly different: without a robust domestic retention 

ecosystem, international mobility translates to a catastrophic bleeding of state investment, 

subsidizing the innovation capacities of rival nations. To mitigate this critical leakage, NTM must 

deploy aggressive retention architectures, including meritocratic career acceleration, competitive 

research incentivization, and the cultivation of world-class domestic working environments, 

effectively converting brain drain into brain circulation via global diaspora networks. 

Digital Transformation in Talent Orchestration  

The advent of digital technologies has irrevocably altered the methodological frameworks 

of talent management. The deployment of big data, artificial intelligence, cloud architectures, the 

Internet of Things (IoT), and predictive analytics provides an unprecedented capability to 

construct highly transparent, strictly data-driven talent ecosystems. For Indonesia, utilizing these 

technologies to construct an interoperable National Talent Information System is non-negotiable. 

However, this ambition is severely hampered by massive disparities in regional digital 

infrastructure, crippling interoperability failures between ministerial databases, critical data 

security vulnerabilities, and a profound lack of digital fluency among state apparatuses. Thus, 

digital transformation within NTM must be aggressively coupled with data governance reform 

and strict national interoperability standardization. 

Strategic Interventions for NTM Optimization Toward Golden Indonesia 2045  

The triumphant execution of National Talent Management is absolutely contingent upon the 

state's capacity to engineer an integrated governance architecture capable of cross-sectoral 

harmonization. From a public policy perspective, while regulatory frameworks are foundational, 

they remain inert without institutional coordination, robust organizational capacity, fiscal 
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sustainability, and active stakeholder engagement. Addressing the root causes of the 

aforementioned bottlenecks, this study proposes a cohesive narrative of strategic interventions, 

transitioning away from fragmented checklists toward an integrated reform mechanism. 

Firstly, the most urgent strategic intervention dictates the absolute consolidation of inter-

ministerial and inter-agency coordination through a legally binding, integrated governance 

mechanism. Moving beyond the fragmented, sectoral ego-driven paradigms, the state must 

operationalize a strict whole-of-government approach. This does not necessarily require the 

bureaucratic bloat of establishing new institutions; rather, it demands the enforcement of a 

unified coordination mechanism that synchronizes Key Performance Indicators (KPIs), integrates 

programmatic fiscal planning, and mandates a universal evaluation system, forcing disparate 

ministries to operate under a singular national human capital framework (Ulibarri et al., 2020). 

Secondly, the state must relentlessly pursue the integration of a unified national human 

resources information system. The current landscape—where critical data points regarding 

education, certification, experiential learning, and innovation outputs are scattered across 

isolated institutional silos—paralyzes the government's ability to conduct macro-level talent 

mapping or formulate evidence-based policy. By enforcing rigid data interoperability standards, 

the state can instantly interconnect ministerial, academic, and industrial databases, enabling real-

time predictive analytics to identify sectoral competency deficits and optimize talent distribution. 

Thirdly, addressing the critical skill mismatch requires the aggressive institutionalization 

of the Triple Helix model, physically and structurally binding the educational sphere with the 

industrial sector. The government must mandate robust partnerships among universities, 

vocational institutes, and corporations. This integration must transcend superficial 

memorandums of understanding, embedding industry practitioners directly into curriculum 

design, enforcing mandatory high-credit industrial internships, integrating project-based 

learning, and aligning academic outputs strictly with globally recognized professional 

certifications. 

Fourthly, the architecture of human development must structurally pivot to enforce a 

culture of lifelong learning. In an era where technological half-lives render technical competencies 

obsolete within mere years, formal education is merely a baseline. The state must rapidly expand 

access to democratized digital training infrastructures, micro-credentialing, and flexible, modular 

learning pathways. Concurrently, this forces a radical redefinition of higher education 

institutions: universities can no longer function merely as degree-factories for young adults, but 

must transform into dynamic hubs for continuous, mid-career competency upgrading for the 

established workforce. 

Fifthly, the efficacy of NTM relies on the amplification of collaborative ecosystems bridging 

the state, academia, industry, research institutions, and civil society. Because talent development 

requires distinct functional inputs, collaboration must be formalized through shared resource 

pooling, the co-development of national innovation centers, and jointly funded empirical research 

consortiums. The density and quality of this collaborative matrix directly dictate the probability 

of cultivating an ecosystem capable of sustaining national productivity. 

Furthermore, to combat intellectual capital flight, the implementation of NTM must be 

aggressively anchored in an uncompromising, merit-based reward and career development 

system. The retention of apex talent is heavily reliant on the absolute certainty of objective 

promotional trajectories and the rigorous rewarding of genuine innovation. By eradicating 

nepotistic and seniority-based advancement in favor of strict meritocracy across both public and 

private sectors, the state can organically incentivize continuous competency enhancement and 

drastically curtail the exodus of critical talent to foreign markets. 

https://issn.brin.go.id/terbit/detail/20230904461231000
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Finally, the entire NTM apparatus requires a profound overhaul of its evaluation metrics, 

pivoting completely from archaic output-based measurements (e.g., the mere number of 

certificates issued or training attendees) to rigorous outcome and impact-based analytics. The true 

efficacy of NTM must be evaluated solely on its tangible contribution to escalating national 

industrial productivity, elevating the quality of public service delivery, increasing patent and 

innovation generation, and measurably accelerating macroeconomic growth. 

Strategic Implications of NTM on the Trajectory of Superior Human Capital  

The dialectical synthesis of this research confirms that NTM occupies a hyper-strategic 

position in accelerating the transformation of Indonesia’s human capital. The volatility of the 

global environment dictates that the government must permanently abandon viewing human 

resources as isolated, sectoral administrative projects, and instead weaponize it as the ultimate 

integrated national strategy. NTM functions as the central nervous system connecting education, 

labor markets, R&D, bureaucratic reform, and macroeconomic policy to forge a globally 

competitive and agile workforce. 

Building superior human capital transcends merely inflating national literacy or graduation 

rates; it is fundamentally about the state's capability to construct an emancipatory ecosystem that 

allows every individual to maximize their inherent potential. In alignment with expanded Human 

Capital Theory, this massive socio-economic investment must be fiercely guarded by robust policy 

governance to ensure that enhanced competencies directly translate into tangible economic value, 

superior public administration, and equitable societal welfare. 

Furthermore, NTM holds profound implications for the radical reform of the state 

bureaucracy. Moving beyond superficial structural simplifications, true bureaucratic reform 

demands the injection of superior talent through strict competency and merit-based NTM 

frameworks. A civil service populated by highly competent, integrally sound, and adaptively 

innovative state apparatuses is the non-negotiable prerequisite for accelerating complex national 

development agendas and delivering world-class public services. 

In the educational and industrial sectors, NTM forces a symbiotic integration that 

permanently bridges the theoretical-practical divide, actively dismantling the persistent skill 

mismatch. Concurrently, within the R&D domain, NTM acts as the primary catalyst for synergistic 

innovation, pooling the intellectual capital of researchers, academicians, and corporate innovators 

to generate proprietary technologies that secure Indonesia's sovereign industrial 

competitiveness. 

Lastly, integrating NTM addresses the chronic geographical disparities in Indonesian 

development. By mapping precise competency requirements based on unique regional 

characteristics, the government can decentralize high-caliber talent, ensuring that the periphery 

receives the intellectual capital necessary for equitable regional economic expansion. 

Ultimately, this study determines that the operational success of the National Talent 

Management framework relies on five non-negotiable pillars: (1) an unwavering, sustained 

political commitment that aggressively prioritizes human capital above infrastructural populism; 

(2) the execution of a genuine collaborative governance regime across all societal sectors; (3) the 

deployment of an integrated, highly interoperable talent analytics database for real-time, 

evidence-based policymaking; (4) the structural enforcement of lifelong learning ecosystems 

adapted to digital disruptions; and (5) the strict application of impact-driven policy evaluation 

metrics. By fulfilling these imperatives, NTM evolves beyond a mere competency development 

tool into the primary engine of national transformation, securing Indonesia's global 

competitiveness and firmly establishing the foundation for Golden Indonesia 2045. 
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CONCLUSION 

The transition toward a knowledge-based economy necessitates the operationalization of 

National Talent Management (NTM) as a macro-strategic public policy instrument, legally 

anchored in the DBMTN and RPJPN 2025–2045, to seamlessly integrate education, labor, and 

innovation toward actualizing Golden Indonesia 2045. Despite this robust regulatory foundation, 

the realization of superior human capital is currently impeded by chronic governance 

fragmentation across ministries, critical skill mismatches, unintegrated talent data architectures, 

and the escalating brain drain phenomenon. To overcome these systemic bottlenecks, this study 

concludes that the state must aggressively institutionalize a collaborative governance regime that 

structurally binds government agencies, academic institutions, and the industrial sector into a 

unified ecosystem. Ultimately, this cross-sectoral synergy, coupled with the enforcement of 

adaptive lifelong learning and integrated competency certifications, acts as the absolute 

prerequisite for cultivating an innovative, globally competitive workforce capable of driving 

Indonesia's long-term macroeconomic transformation. 

 

REFERENCES 

Anlesinya, A., & Amponsah-Tawiah, K. (2020). Towards a responsible talent management model. 

European Journal of Training and Development, 44(2/3), 279–303. 

https://doi.org/10.1108/EJTD-07-2019-0114 

Ansell, C., & Gash, A. (2008). Collaborative Governance in Theory and Practice. Journal of Public 

Administration Research and Theory, 18(4), 543–571. 

https://doi.org/10.1093/jopart/mum032 

Becker, G. S. (1993). Human Capital: A Theoretical and Empirical Analysis, with Special Reference 

to Education. University of Chicago Press. 

https://doi.org/10.7208/chicago/9780226041223.001.0001 

Claus, L. (2019). HR disruption—Time already to reinvent talent management. BRQ Business 

Research Quarterly, 22(3), 207–215. https://doi.org/10.1016/j.brq.2019.04.002 

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 

Cooke, F. L., Dickmann, M., & Parry, E. (2023). Building a sustainable ecosystem of human resource 

management research: reflections and suggestions. The International Journal of Human 

Resource Management, 34(3), 459–477. https://doi.org/10.1080/09585192.2023.2165011 

Emerson, K., Nabatchi, T., & Balogh, S. (2012). An Integrative Framework for Collaborative 

Governance. Journal of Public Administration Research and Theory, 22(1), 1–29. 

https://doi.org/10.1093/jopart/mur011 

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 

King, K., & Vaiman, V. (2018). Macro Talent Management (MTM): What it is and why it is important 

to Global Talent Management. In Global Talent Management (pp. 16–29). Routledge. 

https://doi.org/10.4324/9781315200170-2 

Kravariti, F., & Johnston, K. (2020). Talent management: a critical literature review and research 

agenda for public sector human resource management. Public Management Review, 22(1), 

75–95. https://doi.org/10.1080/14719037.2019.1638439 

Lewis, R. E., & Heckman, R. J. (2006). Talent management: A critical review. Human Resource 

Management Review, 16(2), 139–154. https://doi.org/10.1016/j.hrmr.2006.03.001 

https://issn.brin.go.id/terbit/detail/20230904461231000


Socius: Jurnal Penelitian Ilmu-ilmu Sosial Vol. 4, No. 1  Tahun 2026,   P. 782-791 

Setiawan, et., al / National Talent Management for Superior 

Marginson, S. (2019). Limitations of human capital theory. Studies in Higher Education, 44(2), 

287–301. https://doi.org/10.1080/03075079.2017.1359823 

NKRI. (2024). Undang-undang (UU) Nomor 59 Tahun 2024 tentang Rencana Pembangunan Jangka 

Panjang Nasional Tahun 2025-2045. 

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, I., Hoffmann, T. C., Mulrow, C. D., Shamseer, L., 

Tetzlaff, J. M., Akl, E. A., Brennan, S. E., Chou, R., Glanville, J., Grimshaw, J. M., Hróbjartsson, A., 

Lalu, M. M., Li, T., Loder, E. W., Mayo-Wilson, E., McDonald, S., … Moher, D. (2021). The PRISMA 

2020 statement: an updated guideline for reporting systematic reviews. BMJ, n71. 

https://doi.org/10.1136/bmj.n71 

Perpres. (2024). Peraturan Presiden (Perpres) Nomor 108 Tahun 2024 tentang Desain Besar 

Manajemen Talenta Nasional. 

Robeyns, I. (2016). Capabilitarianism. Journal of Human Development and Capabilities, 17(3), 397–

414. https://doi.org/10.1080/19452829.2016.1145631 

Schultz, T. W. (1961). Education and Economic Growth. Teachers College Record: The Voice of 

Scholarship in Education, 62(10), 46–88. https://doi.org/10.1177/016146816106201003 

Snyder, H. (2019). Literature review as a research methodology: An overview and guidelines. 

Journal of Business Research, 104, 333–339. https://doi.org/10.1016/j.jbusres.2019.07.039 

Tarique, I., & Schuler, R. S. (2010). Global talent management: Literature review, integrative 

framework, and suggestions for further research. Journal of World Business, 45(2), 122–133. 

https://doi.org/10.1016/j.jwb.2009.09.019 

Thunnissen, M., & Gallardo-Gallardo, E. (2019). Rigor and relevance in empirical TM research: Key 

issues and challenges. BRQ Business Research Quarterly, 22(3), 171–180. 

https://doi.org/10.1016/j.brq.2019.04.003 

Torraco, R. J. (2016). Writing Integrative Literature Reviews: Using the Past and Present to 

Explore the Future. Human Resource Development Review, 15(4), 404–428. 

https://doi.org/10.1177/1534484316671606 

Ulibarri, N., Emerson, K., Imperial, M. T., Jager, N. W., Newig, J., & Weber, E. (2020). How does 

collaborative governance evolve? Insights from a medium-n case comparison. Policy and 

Society, 39(4), 617–637. https://doi.org/10.1080/14494035.2020.1769288 

Vaiman, V., Cascio, W. F., Collings, D. G., & Swider, B. W. (2021). The shifting boundaries of talent 

management. Human Resource Management, 60(2), 253–257. 

https://doi.org/10.1002/hrm.22050 

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 

 

 


