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Talent management is considered a new organizational priority in managing

people that both academicians and practitioners discuss. The purpose

of this research was to examine the role of talent management (TM),

knowledge management (KM), university transformation (UT), and academic

climate (AC) in increasing the performance of private higher education

institutions (PHEIs). This research applied a quantitative approach by collecting

data from 382 lecturers who worked at various private universities in

Indonesia. Online questionnaires were used to collect the data using

a stratified random sampling method. Then these data were analyzed

using Structural Equation Modeling–Partial Least Square. The findings

indicated that systematic application of talent management and knowledge

management, university transformation, and academic climate in PHEIs

improves organizational performance. Developing a plan to transform their

talent and the business process is the key to emphasizing its importance

in shaping the character and quality of PHEIs. The practical implication,

PHEIs must offer a conducive academic climate for talented lecturers. The

study offers a value-add to the resource-based view theory, managing talent

and knowledge as essential resources for organizational transformation to

maximize organizational performance.

KEYWORDS

academic climate, human resource management, higher education performance,
knowledge management, talent management, university transformation, strategic
management

Introduction

Nobody would have expected that era of change could have created such a global
change and uncertainty. According to Deschamps et al. (2020), the success of any
organization depends on its ability to adapt to the changing business environment. For
instance, era of change at places of work alters everything leading to the emergence of
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a new team with unprecedented new talent (Diezmann, 2018).
The challenge of this era of change has had a tremendous
impact, especially on private higher education (PHEIs) because
the funding for its activities comes from self-financing (Santoso,
2022). There is a decrease in the number of private universities
in Indonesia which decreased from 2018 to 2020 due to
several factors such as bankruptcy and mergers and acquisitions
(Hidayat, 2020). The education sector is mainly concerned
about technological developments and demands for the quality
of graduates. However, higher education management faces
challenges in planning and implementing the best strategy to
sustain talents (Veiga et al., 2019). This shows the need for
universities to transform by redesigning structures, systems,
shared values, strategies, skills, and styles (Ravanfar, 2015).

The key to molding higher education performance involves
managing two primary sources of organizational competitive
advantage: knowledge and talent (Abdullah et al., 2020). Talent
and knowledge management help improve rankings and profits
(Hazelkorn, 2017). By utilizing organizational strategies with
highly skilled employees, the talent management process is
crucial to higher education institutions’ long-term growth
and success as an industry (Ming et al., 2016). Knowledge
management is viewed as an integrated approach allowing
organizations to meet the demands to increase competitiveness
(Oktavia et al., 2017), which further results in high-quality
educational outputs (Rambe and Mbeo, 2017). Therefore,
a combination of talent and knowledge management helps
transform and achieve improved academic performance and
competitiveness (Kim et al., 2014).

Indonesia has been a G20 member and was seen as a
rising nation in Asia with huge economic size and promise.
Indonesia thus attends the G20 to represent a collection of
emerging nations, Southeast Asia, and the Islamic world. In
addition to having the potential to be a gift, the demographic
benefit may also provide challenges. It all depends on whether
people who are of working age (between the age of 28–
45 years) will be productive when given access to proper training
and education. Changes in higher education performance
standards are required to meet workforce demand (Voet, 2014).
Indonesia’s higher education needs to create a transformation
plan to adapt to the radical calls and attribute them to
their operating environment by maximizing available resources
(Abad-Segura et al., 2020). Also, higher education must
recruit high-quality lecturers to help with the teaching and
learning process, and innovation and provide solutions to the
turbulent changes in the education environment (Farooq et al.,
2017). Studies indicate that private universities strive for their
financial resources, talented employees, high-quality lecturers,
innovative research, good reputation, and status in national
and international rankings (Sułkowski et al., 2019). As a result,
these institutions must reconsider their governance and evaluate
how they adapt to a quickly changing market (Vlachopoulos,
2021).

Previous studies have documented various findings on
talent management in organizations (King and Vaiman, 2019;
Narayanan et al., 2019; Whysall et al., 2019; Harsch and
Festing, 2020). Although it is believed to have consequences on
competitiveness (Kim et al., 2014; Harsch and Festing, 2020)
and performance in general (Collings et al., 2019), this study
covered some issues that have received less attention in the past.
For instance, previous studies on talent management did not
collect enough information on higher education performance
(Farooq et al., 2017; Maghdomi and Keikha, 2017; Mohammed
et al., 2020). Therefore, this study adds to the contribution
of talent management in universities to prepare for higher
performance and educational rankings. Besides, it elaborates on
applying systematic talent management in an organization to
support policies and strategies for change in higher education
(Erasmus et al., 2017).

Some studies claim a solid link between talent and
knowledge management (Sparrow and Makram, 2015;
Osigwelem, 2017; Miiro and Otham, 2018; Mohammed,
2018; Paisey and Paisey, 2018; Abdullah et al., 2020). However,
there is a lack of studies examining the relationship between
talent management, knowledge management, university
transformation, and academic climate. Thus, this study
uncovers talent management as a unique organizational strategy
mechanism that affects knowledge management, university
transformation, and the intellectual environment of higher
performance education. The application of talent management
and other components can predict faculty members’ research
performance, leadership, teaching, and educational atmosphere
for university performance (Maghdomi and Keikha, 2017). This
study was conducted in Southeast Asia, where most higher
learning institutions cannot perform well in the QS World
University Ranking due to a lack of talent. The governments
provide funding programs that have been carried out as
initiatives to strengthen competence and insight or industrial
experience for lecturers to improve the quality of the learning
process and create quality human resources. But the results
have not been seen because there is no comprehensive talent
management practice in place. This article aims at giving
insight into how private higher education institutions can
survive by improving their performance. And also offers a
value addition to the resource-based view theory, managing
talent, and knowledge as essential resources for organizational
transformation to maximize organizational performance.
Figure 1 shows the conceptual model of the study.

Theoretical background and
hypothesis development

The resource-based view theory (RBV) used in this study
emphasizes the importance of resources and capabilities in
creating a competitive advantage. The approach provides a new
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FIGURE 1

Conceptual model of the study.

explanation of talent management practice in organizations. In
the 1990s, strategic organizational management shifted from an
external focus to an internal focus (Wright et al., 1994). The
external focus is based on the industry’s strengths, weaknesses,
opportunities, and threats. In contrast, the internal focus
directs managerial attention to identifying assets, competencies,
and capabilities to create a competitive advantage (Wright
et al., 1994). Today, most of knowledge talent management
methods are based on the resource-based model. Identifying
and developing talent in human resource roles in organizations
with several complicated positions in the global labor market
provides a significant competitive advantage and increased
performance (Muntean, 2014). The theory of resource-based
view (RBV) is linked with talent management to create
a sustainable competitive advantage, increasing customer
satisfaction by showing their commitment to the organization
(Al-Azzam and Al-Quraan, 2018).

Universities are knowledge-based organizations whose
performance is mainly dependent on the teaching staff ’s
expertise, competence, and excellence (Priyadarshini et al.,
2016). According to the company’s resource-based view,
organizations must have valuable, rare, and non-replaceable
resources to gain a competitive edge (Barney, 1991). Moreover,
competition is growing in the higher education sector, and
universities must attract and retain their valuable human
resources to effectively adapt to the status of the job market
(Anastasia et al., 2018). The RBV theory is essential for
understanding knowledge management because it emphasizes
that knowledge can represent capabilities, know-how, and
organizational information. Creating and transferring this
knowledge can lead to a competitive advantage (Hassan and
Raziq, 2019). RBV theory enables knowledge transfer by
promoting sustainable success at the individual level and across
organizational units (Harzing et al., 2016). Strategy for dealing
with human capital focuses on a more comprehensive approach
to assist the organizations in maintaining a competitive
advantage, not just on the necessity of employing, developing,

and motivating employees (Suseno and Pinnington, 2017).
Talented human resource is an essential factor in ensuring the
success of any quality management efforts in the organization
(Pantouvakis and Karakasnaki, 2017).

Talent management

Talent management is an integrated planning process,
recruiting, developing, managing, and compensating employees
(Sparrow and Makram, 2015). It is also defined as the process
of recruiting, training, managing, developing, appraising, and
maintaining the organization’s most valuable talent (Polinia,
2017). Subsequently, knowledge management also contributes
to organizational strategy formulation because of its vital role in
decision making (Holsapple and Singh, 2001). There are three
phases of decision making in complex situations; intelligence,
conception, and selection processes.

The talent management process plays an important role
in supporting knowledge creation strategies such as fostering
knowledge creation and sharing knowledge (Whelan and
Carcary, 2011). When the popularity of knowledge management
in higher education increases, organizational knowledge in
a higher education environment which allows it to become
a learning organization can realize a competitive advantage
in providing sustainable organizational performance (Karim
and Majid, 2019). Successful employee knowledge needs
to be transferred to improve talent management programs
(Urbancová and Vnoucková, 2015).

Previous research describes the relationship between
talent management practices in terms of talent identification.
Therefore, talent development and talent culture seem to
play an important role toward organizational knowledge
transformation (Annakis et al., 2014). A study conducted
on talent attraction and retention is strongly related to the
degree to which organizations are accepted as having a change,
quality, and technology-based culture, and is characterized
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by support for creativity, open communication, effective
knowledge management, and core values of respect and integrity
(Kontoghiorghes, 2015). According to Mohammed (2018), the
organizational strategy had a positive and significant impact on
the talent and knowledge management processes in Australia’s
higher education sector. Talent management practices such as
training and development, rewards and recognition have an
effective influence on organizational performance (Kaliannan
et al., 2016). Therefore, the talent management process is
essential in supporting knowledge creation strategies and
improved management (Whelan and Carcary, 2011; Kok and
Lin, 2018). Based on the above, this leads to the following
hypothesis:

Hypothesis 1: Talent management is positively related to
knowledge management.

Universities need to continually develop their talent to
prepare effective knowledge management mechanisms, such as
building networks to interact between individual talents to win
the competition socially. Therefore, universities are interested in
concentrating on talent-based knowledge management practices
to gain a competitive transformation (Keat and Lin, 2017).
Higher education transformation comes from the meaning
of organizational transformation or change. This concept
has existed since the 1970s until today. Higher education
institutions must change to match the demands of technology
to facilitate communication within the system itself and with the
outside world (Farooq et al., 2017).

Higher education institutions need to rebrand, redesign,
and restructure to suit the competitive changes in structures,
systems, processes, staff, and norms (Voet, 2014). The
relationship between talent management practices in talent
development, talent retention, and non-financial reward plays
an essential role in university transformation (Farooq et al.,
2017). Therefore, we hypothesize as follows:

Hypothesis 2: Talent management is positively related to
university transformation.

Knowledge management

Knowledge management is a topic that is often in
demand for research in the last 10 years (Quarchioni
et al., 2020). Knowledge is a core competency, the primary
source of competitive advantage and value creation for
every organization worldwide (Liu et al., 2018). Knowledge
management involves represented capabilities, know-how, and
organizational information, creating and transferring expertise
that results in competitive advantage (Hassan and Raziq, 2019).

In higher education, knowledge is generated from various
activities such as teaching and learning processes, examinations,
evaluations, counseling, training, research, consulting, and

activity management (Dhamdhere, 2015). Organizational
knowledge creates a competitive performance advantage (Karim
and Majid, 2019). Many studies describe that knowledge is vital
as a sustainable competitive advantage in higher education
(Kanwal et al., 2019; Martins et al., 2019; Wu et al., 2019).
Knowledge management involves represented capabilities,
know-how, and organizational information, creating, and
transferring expertise that results in competitive advantage
(Hassan and Raziq, 2019). Organizational knowledge creates
a competitive transformation (Karim and Majid, 2019). As a
result, we come up with the following hypothesis:

Hypothesis 3: Knowledge management is positively related
to university transformation.

Academic climate

Academic climate includes atmosphere, culture, values,
resources, social networks, and organizational, instructional,
and interpersonal dimensions (Loukas and Murphy, 2007).
Talent management aims to create sustainable organizational
performance and outstanding performance following its
operational and strategic objectives (Al Aina et al., 2020). Talent
management has been expressed in the systematic perception of
attracting, screening, and selecting suitable talent and engaging,
developing, leading, and retaining talent. High-performing
employees ensure a continuous flow of talent that can maintain
their productivity (Thunnissen and Buttiens, 2017).

Talent management is possible in a conducive environment,
and its provision is the responsibility of institutional leadership
(Baporikar and Smith, 2019). On the other hand, institutional
leadership refers to the top and middle management in
universities who carry out management functions and inspire
to realize the vision and mission of the university (Filho et al.,
2020). In addition to being academics in their own right, they
can inspire others by creating, supporting, and sustaining an
environment for talent to thrive (Mohamed Jais et al., 2021).
Consequently, we propose the following hypothesis:

Hypothesis 4: Talent management is positively related to
academic climate.

Higher education performance

The talent management strategy impacts an organization’s
performance (Powell et al., 2013; Miiro et al., 2016). The
teaching and educational climate components have the most
predictive function for university research performance
(Maghdomi and Keikha, 2017). A study on talent attraction
and retention presents the degree to which organizations are
accepted as having support for climate, open communication,
and core values (Kontoghiorghes, 2015).
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Through practical knowledge management, universities can
improve their processes and services such as teaching, learning,
research, curriculum development, administration, and strategic
planning (Ahmad et al., 2017), which in turn can improve the
performance of these universities (Masa’deh et al., 2017). Several
previous studies have proved the positive impact of knowledge
management and organizational performance (Kianto et al.,
2014; Dhamdhere, 2015; Fullwood et al., 2013; Ngah and Bontis,
2016; Shahzad et al., 2016; Rehman and Iqbal, 2020). Taking the
above into account, we hypothesize:

Hypothesis 5: Knowledge management is positively related
to higher education performance.

Transformation in Universities requires organizational
values, culture, structure, and routines (Spee, 2020). The
results of previous studies show a positive relationship
between talent management and university transformation
in enhancing performance (Miiro and Otham, 2018).
University transformation is the actual changing performance
for higher education. Transformation is a strategy that
requires a mindset, with many decisions and actions of a
consistent nature directed at changing the business model and
strategy of the organization’s performance. The concept of
university transformation mutually reinforces organizational
achievement that increases performance (Azman et al.,
2016). With the above review, we develop the following
hypothesis:

Hypothesis 6: University transformation is positively related
to higher education performance.

A supportive environment indicates the overall support
employees perceive as helping them successfully perform
their job (Suifan, 2015). The relationship between the
academic climate is believed to support organizational
performance (Ingram, 2016; Musah et al., 2016). This
study intends to contribute to the literature on student
well-being and performance concerning the academic
climate. Differences were observed in climate perception
and academic performance in different classroom contexts.
There were classes with a good climate associated with
good university performance, and, conversely, students who
scored low for perceived climate were associated with poor
academic performance. However, strong correlations were
observed between performance, well-being, and climate
(Rania et al., 2014). Accordingly, we develop the following
hypothesis:

Hypothesis 7: Academic climate is positively related to
higher education performance.

Talent management focusing on social capital-building
practices is positively related to performance (Tatoglu et al.,
2016). As proposed by prior studies, talent management has a
significant association with higher education performance and
is a critical source of high indicator for knowledge creation
and information sharing (Whelan and Carcary, 2011; Kok
and Lin, 2018). However, the impact of knowledge and talent
management practices on organizational performance has not
been thoroughly investigated (Kok and Lin, 2018). Previous
research has also stated a positive relationship between talent
management and higher education performance (Bradley, 2016;
Hilman and Abubakar, 2017; Hongal and Kinange, 2020). As a
consequence, we propose the following hypothesis:

Hypothesis 8: Talent management is positively related to
higher education performance.

Materials and methods

The design of this study was quantitative with descriptive
and correlational explanations. Notably, Indonesia has many
islands, making it impossible to collect data from the entire
population due to resource and time constraints. According to
Hair et al. (2010), the "10-times rule" method, which is based
on the idea that the sample size should be greater than 10 times
the maximum number of inner or outer model links pointing at
any latent variable in the model, is a commonly used minimum
sample size estimation method in PLS-SEM.

The higher education in Jakarta and its environmental area
was chosen because the capital area is often a reference for
the progress of higher education in Indonesia. In particular,
the capital city was chosen because a lot of quality private
universities are centralized in the area such as Binus University,
Tarumanegara University, and Atma Jaya University that
already entered QS Ranking. This research collected data from
382 lecturers who worked at various private universities. Online
questionnaires were used to collect the data using a stratified
random sampling method (proportional), with respondents
divided into groupings of tertiary institutions in the form of
universities with top tier to low accreditation as shown in
Table 1. With a proportional or proportional distribution, the
sample size for each level depends on the number of units
in that level. Respondents are lecturers at the university who
already have functional positions. Primary data were obtained
directly from the lecturers as many as 376 respondents using
the Slovin formula with a total population of 16,360, 95%
confidence level, and 5% margin of error. The advantage of
comparable allocation is the practicality of processing and
tabulating survey results.
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TABLE 1 Number of private higher education lecturers.

Institution Accreditation Lecture no Calculation Number of strata

University A 2.613 (2.613/16.360)*376 60

University B 12.600 (12.600/16/360)*376 289

University C 1.147 (1.147/16.360)*376 27

Total 16.360 376

Number of respondents 376 376

Source: Human Resource Data Higher Education Service in Indonesia Capital City, 2021.

The respondents comprised 46.3% male and 53.7% female
private university lecturers aged between 28 and 55 years. In
addition, their level of education was Masters and Ph.D. holders
with average occupation tenure of 5–10 years. Considering
the time limitations, the study further used a cross-sectional
design. The data were collected using a five-point Likert
scale, one representing "strongly disagree" and five representing
"strongly agree." A pilot study was undertaken to ensure
that the questionnaire was valid for larger-scale research; we
used Cronbach’s alpha to establish the reliability, which is
acceptable above the threshold of 0.7 (Hair, 1998; Gliem and
Gliem, 2003). The questionnaire had been psychometrically
validated and specifically designed for use within organizations.
To ensure that the data are free from common method
bias, we carry out a series of procedures to remedy it.
First, we ensure that the questionnaire is anonymous to
increase the objectivity of respondents’ answers. Furthermore,
a comprehensive collinearity test using PLS-SEM was used to
investigate the common method variance (CMV) (Kock, 2017).
No item has a variance inflation factor (VIF) > 3.3, according to
the findings of the entire collinearity test, which demonstrates
that CMV is not a severe danger to the data (Kock, 2017).

Measurement

Regarding the independent variable, a three-item scale
developed by Mohammed (2018) was used to measure Talent
Management (TM). In this regard, talent management was
represented by several indicators, including talent development,
talent retention, and non-financial rewards (Mohammed, 2018).
Talent development is based on various sub-constructs such
as social dominance, organizational excellence, performance
management, identifying talent, and leadership development
(Burnes and Cooke, 2012). Talent retention is measured
through performance satisfaction, employee empowerment, and
employee motivation (Mohammed, 2018).

The two constructs of knowledge transfer and knowledge
sharing include knowledge management (KM) as a second
dependent variable based on qualitative study (Mohammed,
2018). The university transformation questionnaire and its
sub-dimensions were taken from Mehdi Ravanfar (2015)
and Singh and Jain (2013). The four sub-constructs created

from the above study include structure, strategy, shared
values, and systems. The academic climate (AC) was adopted
from Abdelmotaleb et al. (2013), representing lecture quality,
curriculum, physical facilities, and managerial environment.
The higher education performance (HEP) variable is a
synchronized vital performance indicator by the ministry
of education that has two subconstructs, namely, internal
performance (input, process) and external performance (output,
outcome) (Directorate General of Higher Education, 2020).

The test findings showed that all item values had a
loading factor > 50, providing preliminary evidence for the
measurement model’s convergent validity. Composite reliability,
which ranges from 0.76 to 0.96, indicates how construct
indicators are expressed as part of latent variables. The results
were higher than the suggested value of 0.7 (Hair et al., 2010).
Subsequently, the average variance extracted (AVE) reflects
the total number of variants in the indicator reflecting latent
constructs; it met the recommended threshold of 0.5 in the
study, indicating convergent validity (Fornell and Larcker, 1981;
Hair et al., 2010). Following that, we looked at discriminant
validity as proof of distinguishing between measures of distinct
constructs (Hubley, 2014). Table 2 indicates that the resulting
correlation can test discriminant validity using the Fornell–
Larcker criterion, which compares the AVE root value to the
correlation between variables. Because the roots of AVE were
all greater than the correlation between variables in the model,
discriminant validity was acceptable (Hair et al., 2010).

Results

Outer model evaluation

Cronbach’s alpha test results are given in Table 1 for
TM = 0.826; AC = 0.845; KM = 0.867; UT = 0.92; AC = 0.850.
The tests incorporated in the multivariate factual examination
include factor loadings, convergent validity, discriminant
validity checks, and assessment of the structural equations
model through evaluation of the explained variance (R2),
predictive relevance (Q2), t-test (5,000 bootstrapping), and
effect size (f2) (Cohen, 1988; Hair et al., 2014). The examination
was established using structural equation model–partial least
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TABLE 2 Measurement variables.

Measurement

Variable indicator Source

Talent management Talent attraction, talent development, and talent retention Lyria et al., 2015; AlKerdawy, 2016; Nakhate, 2016; Mohammed et al.,
2019

Talent development

Talent retention

Knowledge management Knowledge transfer Rhodes et al., 2008

Knowledge creation Li et al., 2009

University transformation Structure, system, process, strategy, and foundation support Ravanfar, 2015

Academic climate Lecture, physical, subjects, and managerial environment Abdelmotaleb et al., 2013

Higher education environment Input, process, output, and outcome BANPT, 2019

TABLE 3 Measurement model.

Construct Item Factor CR AVE CA Source

TM TM1 0.935 0.923 0.801 0.874 Lyria et al., 2015; AlKerdawy, 2016; Nakhate, 2016; Mohammed et al., 2019

TM2 0.803

TM3 0.940

KM KM1 0.935 0.937 0.882 0.867 Rhodes et al., 2008; Li et al., 2009

KM2 0.943

UT UT1 0.959 0.962 0.927 0.921 Ravanfar, 2015

UT2 0.966

AC AC1 0.762 0.905 0.762 0.845 Abdelmotaleb et al., 2013

AC2 0.925

AC3 0.921

HEP HEP1 0.936 0.930 0.870 0.850 BANPT, 2019

HEP2 0.929

squares (Smart PLS v.3.2.8) IBM and SPSS v.21 software (Hair
et al., 2017).

The convergent validity of the construct is still acceptable if
the average variance retrieved is greater than 0.4 and composite
reliability is higher than 0.6 (Fornell and Larcker, 1981;
Lam, 2012; Hair et al., 2017). As shown in Table 1, all-composite
reliability values are more than 0.80, indicating that all
the five constructs (TM, KM, AC, UT, and HEP) are valid
measurements. Table 3 shows that when the value of T is within
the range of 1.96, the link between factors is insignificant at 95%.
When T > 1.96, the relationship between factors is substantial
at the 95% confidence level. As a result, Table 3 reveals that the
relationships between all variables are significant.

Inner model evaluation and hypothesis
testing

After the measurement model of PLS analysis, the structural
equations model was calculated (Hair et al., 2017). As indicated
in Table 3, the direct effect model was measured. Four criteria
were used to examine both direct and indirect effects of
structural equation models. (R2) for endogenous latent variables
are evaluated to determine the amount of variance in each
construct, and impact size (f2), estimate significance (Q2), and

path coefficient assessments (Hair et al., 2014). In a direct
effect structural equations model, analysis was conducted to
determine the impact of the 5,000 bootstrapped samples from
the first 382 examples to offer point measurements of the change
and estimate their significance (Hair et al., 2017).

The R2 value describes the percentage of variation
in endogenous variables that external factors may clarify
(Hair et al., 2014). Although a satisfactory value of R2 depends
on the study setting (Cohen, 1988), values of 0.702, 0.744, and
0.490 express high, high, and moderate education performance,
respectively. The R2 value for an endogenous variable for the
direct effect model is 0.762, implying that TM, KM, UT, and
AC predict a 76.2% change in higher education performance.
Moreover, in Table 5 the R2 for university transformation
is 0.744, indicating that TM and KM explained 74.4% of
the difference in university transformation. Also, a cross-
validated redundancy measure (Q2) was used to assess the
research model’s estimated relevance (Stone, 1974; Hair et al.,
2017).

There was support for sufficient estimates significance of the
direct effect model. Figure 2 and Table 4 show the values of Q2

greater than zero (Q2 = 0.652) for the endogenous latent variable
the direct TM, KM, UT, and AC, recommending satisfactory
predictive relevance of the model (Hair et al., 2017). From
the Table 6 results also support the H1, H2, H3, H4, H5,
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FIGURE 2

Structural equation model.

TABLE 4 Discriminant validity Fornell-Larcker criterion.

Discriminant validity Fornell-Larcker criterion

Construct 1 2 3 4 5

AC 0.873

HEP 0.787 0.933

KM 0.714 0.777 0.939

TM 0.700 0.790 0.838 0.895

UT 0.796 0.831 0.825 0.829 0.963

N = 382; items displayed in boldface represents the square root of the average variance
extracted (AVE).

H6, H7, H8, and H9 the direct effect of TM to knowledge
management (b = 0.838, t = 34.378, p < 0.000), TM to university
transformation (b = 0.462, t = 8.544, p < 0.000), KM to
university transformation (b = 0.462, t = 8.544, p < 0.000), TM
to academic climate (b = 0.700, t = 19.995, p < 0.000), KM to
higher education performance (b = 0.140, t = 1.963, p < 0.050),
UT to higher education performance (b = 0.306, t = 3.925,
p < 0.000), AC to higher education performance (b = 0.265,
t = 5.438, p < 0.000), and TM to higher education performance
(b = 0.206, t = 5.438, p < 0.000) all were positive and significant.

The effect size (F2) is the direct influence of the independent
(exogenous) variable on the dependent (endogenous) variable
to determine how large the impact of the exogenous variable is
on the endogenous variable (Cohen, 1988). Hair et al. (2017)
describe (f2) estimations with small, medium, and significant

TABLE 5 Coefficient of determination in the partial
least square method.

Construct R2 R2 adjusted Q2

Knowledge management 0.702 0.701 0.613

University transformation 0.744 0.743 0.677

Academic climate 0,490 0,489 0.357

Higher education performance 0.762 0.760 0.652

effects as 0.016, 0.050, and 0.077, respectively. Table 3 reveals
that the impact size of TM on higher education performance
is 0.223, 0.127 for KM, and 0.303 for university transformation
to higher education performance. As a result, the exogenous
constructs’ impact on endogenous constructs is modest and
high, respectively (Cohen, 1988).

Discussion

The primary purpose of this study was to examine
the relationship between talent management, knowledge
management, university transformation, and academic climate
with higher education performance in the context of the
private education sector in Indonesia. The results revealed
through structural equation modeling that the components
of development, retention by giving a non-financial reward,
creating, transferring knowledge, structure, strategy, shared
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TABLE 6 Results of the structural equations model.

Relationship between variables of research SD T-value Direct effect p-values F2

TM → KM 0,024 34,378 0.838 0,000 2,352

TM → UT 0,056 8,544 0,462 0,000 0,248

KM → UT 0,057 8,018 0,438 0,000 0,224

TM → AC 0,035 19,995 0.700 0,000 0.961

KM → HEP 0,065 1,963 0,140 0,050 0,016

UT → HEP 0,080 3,925 0,306 0,000 0,077

AC → HEP 0,058 5,438 0,265 0,000 0,134

TM → HEP 0,063 3,565 0,206 0,000 0,050

value, lecture quality, curriculum, facilities, and managerial
environment helps in achieving high performance in education.
It also clarifies the role of talent management in enhancing
knowledge management, university transformation, and
academic climate in private universities, which lead to increased
higher education performance. The results also successfully
justified the gap in the previous study (Bolander et al., 2017;
Erasmus et al., 2017; Farooq et al., 2017; Maghdomi and
Keikha, 2017; Miiro and Otham, 2018; Mohammed, 2018;
Mohammed et al., 2020) by showing the significant relationship
between talent management, knowledge management,
university transformation, academic climate, and higher
performance in education.

Hazelkorn (2017), Masa’deh et al. (2017), Rambe and Mbeo
(2017), Paisey and Paisey (2018), and Karim and Majid (2019)
observed the importance of managing talent and knowledge
in enhancing higher education performance in the modern
globalization era. The study indicated that skills and knowledge
management are significant factors in achieving higher
education performance. Moreover, Ravanfar (2015) and Ingram
(2016) demonstrated that transforming a private university by
redesigning structures, systems, shared values, and strategies,
and creating academic climate styles impacting organizational
performance. This study also supports previous investigations
that the educational climate in higher education improves
overall students’ performance and satisfaction (Mcmurray
et al., 2004; Musah et al., 2016). Additionally, academic climate
determines the study and research environment where lecturers
and students feel satisfied or dissatisfied. Since satisfaction
affects employee efficiency, it is assumed that academic climate
is directly related to organizational performance (Shahin
et al., 2014). Thus, academic climate influences human
behavior in organizations by impacting their performance,
satisfaction, and attitudes.

This study has provided a theoretical implication by
giving further empirical evidence on resource-based view
theory, where talent and knowledge management have been
hypothesized as a resource for university transformation.
Similarly, the results showed that university transformation
involves ongoing direction reviews, structure, systems,
strategies, values, personnel competencies, and skills to adapt to
the changing organizational environment to promote growth

and new knowledge (Burnes and Cooke, 2012; Canterino
et al., 2018). Previous studies also emphasize three main
managerial drivers related to the transformation process:
communication, mobilizing process strategy, and evaluating
structure (Battilana et al., 2010).

Since talent and knowledge management studies, university
transformation, and academic climate are limited in the RBV
literature, the outcomes of this study may contribute to the
literature and provide a basis for future studies. Besides, most
higher education institutions in Indonesia are privately owned.
Therefore, investing in employee resources for talent and
knowledge management and creating university transformation
is highly challenging. As indicated by the outcomes, it is
proposed that private university leaders provide mechanisms in
which students and lecturers receive all essential information
(Acosta et al., 2018). Subsequently, private universities are
recommended to support the procedure of creating and
transforming information to achieve a competitive advantage
and build robust structures.

Private universities must create strategies to boost
significant performance growth by offering a conducive
academic climate with talented lecturers. This is because
talent development is a crucial strategic approach to
promoting transformation and performance. The suggested
private universities’ development plan involves hosting
recognitions and rewards, providing feedback, mentorship,
and acknowledging the contribution of lecturers. Private
universities also need to build innovative standards and
structures to align learning to the changing students’ needs.
Furthermore, these universities should create a system that
promotes interdepartmental collaboration to determine the best
strategies for retaining lecturer talents (Narayanan et al., 2019;
Mohammed et al., 2020).

Talent management requires a supportive higher education
academic climate. To achieve high performance, universities
should create an environment that supports their lecturers’
creativity (Ingram, 2016). The superiority of universities in
attracting talent depends on the climate and reputation
(Abdullah et al., 2020). Hence, the academic climate can support
intrinsic motivation by developing skills (Van den Broek et al.,
2018). Developing a plan to transform their talent and the
business process is a priority for the sustainable performance
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in higher education. The role of talent management, knowledge
management, and the academic climate of higher education is
the key to emphasizing its importance in shaping the character
and quality of higher education.

Leaders in private higher education are responsible for
talent management in universities (not just the HR management
department). When talent management is seen only as a HR
function, then the leadership abdicates responsibility. Leaders in
private universities should feel a responsibility to develop their
talents, not just look at the result. One way to get started is
to form a committee chaired by the chief executive who also
includes the head of the human resource division. In addition,
spread the urgency of talent management implementation in
higher education. Because not all department heads believe that
developing talent is an important part of their job.

Higher education in Indonesia needs to stop hiding
potential talent. Hoarding lecturers who have great potential
is an ongoing problem because leaders or heads of relevant
sections are very protective of their own best talents or are not
given the opportunity and also create a plan to develop future
leadership skills. Smart leaders create systems for developing
norms that treat high-potential talent as a potential higher
education resource.

Managerial implications

This study explores the strategies including academic
climate, talent management, knowledge management, and
university transformation. This can be used to improve success
in higher education. In talent management, it is expected
that private universities can carry out talent development with
programs to improve career development policies, maintain
work balance, pay attention to working conditions, conduct
training, improve lecturers’ skills and competencies, and create
development programs that utilize the skills of lecturers.
Furthermore, talent retention programs need to be developed to
keep qualified lecturers from leaving the organization. Several
things that need to be done by private universities are to
have a competitive compensation system, strive to maintain
talented lecturers, and always maintain employee motivation
by providing challenges to maintain the rhythm of working at
the university. In addition, the role of non-financial award for
talents is also needed.

Conclusion

Implementing talent management, knowledge management,
university transformation, and academic climate significantly
improves higher education performance. Universities can
follow the strategic design in this study to achieve superior
performance in higher education.

This study provides a new strategic perspective to
comprehending performance, emphasizing that university
leaders are in charge of managing talent and having the
mindset (mindset) of the talent management implementation
team in universities, mapping and developing the high
potential lecturers, developing future leadership skills, and
performance management of higher education talent needed
to be implemented. This study also provides recommendations
for maximizing the role of human resource management to
increase potential and achieve higher education performance.

Limitations and future directions

The study was faced with various limitations, showing the
need for further investigations. First, the sample size was limited
to private universities based in Indonesia. Therefore, future
studies should use a broader representation of higher education
institutions in other geographic locations. Second, this study
used a single data source and a cross-sectional design, leading
to a common bias, and generalization between variables. Future
studies, then, should use a longitudinal design to obtain data
from various sources. Also, a longitudinal approach with a larger
sample should be considered to improve generalizability. Future
research could include interviews with a representative sample
of different stakeholders (i.e., owners, customers, government,
and associations) to obtain more information. Second, it focuses
on a single country context, which may limit its generalizability.
Exploring the same problem in a multi-country context will be
interesting and important.
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