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The Effect of 360-Degree Feedback System and
Talent Management towards Employee
Performance with Employee Development as
Mediating Variable - Case Study Sector of
Aviation in Indonesia

*Andi Lukman

ABSTRACT--The current operational record Of PT XYZ from 2014 to 2016 showed that a high number of
complaints occurred which indicates one of the operational employee performances has not been fulfilled. Based on a
pre-study, it has concluded there were three dominant factors affecting employee performance. These are the 360-
degree feedback system, talent management, and employee development. The purpose of this research is to analyze
the effect that the 360-degree feedback system and talent management have towards employee performance with
employee development as a mediating variable. The population used in this research consists of 742 employees. The
sample collecting technique used was the stratifying random technique obtaining 180 respondents at various
positions within the company. The research methodology uses a quantitative method through surveys and collecting
data from questionnaires. The data analysis technique used in this study is the Structural Equation Model (SEM
AMOS version 22.0). The results of the study showed that the 360-degree feedback system had a positive effect
towards employee performance, talent management had a positive and significant effect towards employee
performance, 360-degree feedback system had a positive and significant effect towards employee development, talent
management had a significant and positive effect towards employee development and employee development had a
positive effect towards employee performance.

Keywords--360-degree feedback, talent management, development, performance

I INTRODUCTION

The need for professional, qualified human resources in the aviation industry is an essential requirement to
improve the quality of Indonesian aviation services since the implementation of the Open Sky policy in 2015. The
Open Sky Policy is one of the aviation agreements that comprehensively liberalizes transportation services that will
encourage further business competition amongst Southeast Asian countries by the mutual opening of the airspace
between the member countries, but not limiting this competition to only airlines, airport managers, air traffic
regulators, and ground handling. This policy promotes competition and requires stakeholders to continuously
improve their overall performance to maintain their market share in Indonesia while improving the quality of service,

safety and security standards of all airports in Indonesia.
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Table 1 shows the number of complaints logged on the quality of service provided to its customers (Airlines)
between 2014 to 2016. Agreements signed between the company and the airlines, which is referred to as a Service

Level Agreement, states that the number of complaints regarding non-compliance is expected to be zero.

Table 1: Employee Performance in 2014-2016
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Source: Secondary data (2017)
A Focus Group Discussion (FGD) analyzed the factors responsible for an increased decline of the employee's
performance at various entry and managerial levels. The factors identified were the 360-degree feedback system,
talent management, and employee development. Furthermore, the FGD pre-study result is summarized as shown in

the following table:

Table 2: Pre-study Result

No FACTOR AGREE (%) DOUBT(%) DISGREE (%)
1 360 Degree feedback system 31% 20% 48%
2 Talent management 36% 29% 34%
3 Employee development 13% 21% 66%

Source: Data Processing Result (2017)

Table 2 shows that 48% of the 50 respondents indicated that a comprehensive 360-degree feedback system was
not fully performing when asked, 34% indicated that they were neither informed nor included in the talent
management program while 66% was not aware or involved in the development program at all.

According to these results, the objective of this research is to determine what is listed below:
1. Analyze 360-degree feedback system factors that may affect employee performance.

2. Analyze the factors of talent management that can affect employee performance.

3. Analyze 360-degree feedback factors that may affect employee development.

4. Analyze 360-degree feedback system factors that may affect employee development.
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5. Analyze whether employee development can improve employee performance.

Il THEORETICAL REVIEW

360-Degree Feedback System

According to Aguinis (2013: 206), the 360-degree feedback system is “a preferred tool for helping employees,
particularly those in supervisory roles, improve performance by gathering information on their performance from
different all around the employee specifically, information on what performance dimensions could be improved is
gathered from superiors, peers, customers, and subordinates”. According to Lepsinger & Lucia (2009: 6), the 360-
degree feedback system is “collecting perceptions about a person’s behavior and the impact of that behavior from the
person’s boss or bosses, direct reports, colleagues, fellow members of project teams, internal and external customers,
and suppliers”. According to Fleenor, Taylor & Chappelow (2008: 2), the 360-degree feedback system is “feedback
solicited not only from an individual’s boss and peers but also from the individual himself or herself, direct reports,

superiors (the boss’s peers), and others, such as customers”.

Talent Management

According to Blass (2009: 2), talent management is “the additional management, processes, and opportunities
that are made available to people in the organization who are considered to be ‘talent’”. According to Gay & Sims
(2006) in Riccio (2010: 1), talent management is “A facilitating of the development and career progress of highly
talented and skilled individuals in the organization, using formalized procedures, resources, policies, and processes.
The Talent Management process focuses on developing employees and leaders for the future of the organization”.
Talent management is “identification of key positions which have the potential to differentially impact the
competitive advantage of the firm” (Boudreau and Ramstad, 2007; Huselid et.al., 2005 in Scullion & Collings,
2011).

Employee Development

According to Prabu (2009: 45) employee development is something that refers to matters relating to planning
efforts undertaken to achieve the mastery of skills, knowledge, and attitudes of employees or organizations.
Employee development is more focused on improving skills and making decisions and human relationships.
According to Bruce (2010: 3) that says “employee development is a written strategy that provides the employee with
a step-by-step process that will help the person to achieve his or her career goals to develop the employee’s strengths
to his or her greatest levels of talent and competency, achievement, and greater potential”. According to Aguinis
(2013: 196) that says “employee development plan is joint activity entered into by both the employee and manager to

be taken to improve performance”.

Employee performance

Jeffrey and Mahmud Soleman (2017: 107) in Colquitt, et al (2009: 37) states that “Employee performance is formally
defined as the value of the set of employee behaviors that contribute, either positively or negatively to organizational
goal accomplishment”. Jeffrey and Martha Herdian Dinata (2017: 7302) in Evelyn et.al (2013:
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527) also suggest that “Employee performance is defined as the degree of meeting the demands (activities) at the
current workplace (environment)”. Additionally, Jeffrey and Reisza Vallewey Dantes (2017: 1451) in Xiao and

Proverbs (2003: 400) quotes “Employee performance aspects needing to be measured from subordinates include:
team, work quality; creativity in problem-solving; and work discipline. Together, the five are used as measures of
work performance. In conclusion, the success of a project is usually stated in terms of meeting the three major
objectives: 1) completion on time, 2) completion within budget, and 3) completion at the desired level of quality or
technical specification.”

The results of previous research performed by James Kwame Mensah (2014) and Sunita Panda, Chandan Kumar
Sahoo (2015) stated that used partially or simultaneously, the 360-degree feedback system and talent management
have a positive and significant impact on employee performance. The results of previous research by Nancy L
Rehbine Zentis (2007), Kirk D. Young (2015), Dai et.al (2010), James A Cunningham (2006), Robert Kerin (2010),
Glenys Drew (2009), Stephen D. Shutters (2013) and Amanda Rose Seidler (2007) stated that even partial usage of
the 360-degree feedback system and talent management have affected employee development. The results of
previous research by Annie M. Oehley, Callie C.Theron (2010), Rakesh Sharma and Jyotsna Bhatnagar (2009), Vijit
Chaturverdi (2016), Steven J. Riccio (2010), Anita Singh (2017), Borisova, et. Al (2017) and Dong-Joon Cho (2016)
stated that even used partially, talent management methods and employee development have affected on employee
performance. The results of previous research by Kevin S. Groves (2006) and Linda Lee Nat (2016) stated that used
partially or simultaneously, the 360-degree feedback system and talent management have had a positive and

significant impact on employee development.

2.1. Conceptual Framework, Study Model and Hypothesis
2.2. 1. Conceptual Framework & Study Model

The conceptual framework is presented in Figure 1, which begins with the identification process of dilemma
management, followed by the formulation of the problem, the development of related theories, an instrumental test, a

hypothesis test and discussion leading to a conclusion and suggestion on the employee performance.

Figure 1: Conceptual Framework
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Conclusion and suggestion
The model of a study presented in Figure 2 explains the 360-degree feedback system and talent management are

dependent variables while employee development and performance are independent variables.

H1
360 Degree Feedback System
X :
1. Working Relationship
H2
2.Job & Tasks M.
3. Performance Appraisal
Employee Development (Ys) : Employee Performance (Y2) :
1. Motivation 1. Job Quality
2. Participation 2. Job Quantity

HS

3. Development Method 3. Understading of Work Flow

Talent Management (X) :

1. Individual Development Plan
2. Leaming Plan

3. Succesion Plan

I H4
Figure 27 Model of The Study

2.2.2. Hypothesis
According to the results of previous researches and theoretical above, this research attempts to analyze five
(5) hypothesis as follow:

1. Hajy: there is a positive effect of a 360-degree feedback system towards employee performance.
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I RESEARCH METHODS

Ha,: there is a positive effect of talent management on employee performance.

Has: there is a positive effect of a 360-degree feedback system on employee development.
Ha,: there is a positive effect of talent management toward the development of employees.

Has: there is a positive effect of employee development toward employee performance.

This research uses a quantitative descriptive method. The primary data was collected through observation

activities in the research location, conducting Focus Group Discussion (FGD) and interviewing some structural

positions within the Human Capital Department. The questionnaire was provided to 180 respondents of various

positions: 10 Managers, 2 Duty Managers, 13 Supervisors. 29 Senior officers and 126 Officers.

3.1. Definition of Operational Variables

Table 3: Operational Variable

. = - . ti i
Variable Dimension Indicator Que_s e
Number
1. Working 1. Building intemal working relationships PAl
relationship 2. Building extermnal working relationships PA2
3. Team support. PA3
2. Working 4. Ability to manage jobs effectively PA4
360 Degree Feedback Management 5. Ability to manage in accordance with the expertise posessed PAS
System (X,) 6. Systematic work process PA6
3. Performance 7. Feedback in assessing performance PA7
Assessment 8. Reward system and incentives PAS
2. Motivation and guidance in the improvement of knowledge a: PA9
skills
1. Individual 1. Performance appraisal data TMI1
Development 2. Coaching plan ™2
Plan 3. Special assignments & training TM3
2. Leaming 4. Accelerati £ T4
Talent Management i =5 ,era ik chessA £
X2) Plan 5. Leaming type and location TMS
= 6. Leaming Method TM6
3. Succession 7. Development of talent ™7
Plan 8. Retain talent TMS
2. Succession TMO9
1. Motivation 1. Increased work productivity ED1
2. Increased growth of independence ED2
3. Increasing the soul of the leamer ED3
2. Participation 4. Participation of Human Resource Development Program ED4
Employee Development o ) .
(Y) 3. Traming & Assignment ED3
6. Supervision and teamwork EDé
3. Method of 7. Professional development ED7
development 8. Personal development plan EDS
9. Career opportunities ED?
1. Quality of 1. Quality of service fulfillment EP1
wotk 2 Customer satisfaction EF2
3. Accuracy of service EF3
2. Quantity of 4. Number of services EP4
Employee Performance e ] .
(Ya) wotk 3. Time of completion EP3
6. Number of work equipment EP6
3. Understanding 7. Safety & Security standards EF7
wotk procedures §. Use of work equipment EPS
2 Worldflow and service EP)
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Source: From various literature

3.2. Data Analysis Technique

To analyze the data, this research uses quantitative data analysis with data processing using the SEM AMOS 22.0

method.

IV RESULTS AND DISCUSSION

4.1. Characteristics of Respondents

The respondents consisted of 96 male staff (53.3%) and 84 female staff (46.7%). Total respondents by structural
position consisted of 126 Officers (70%), 29 Senior Officers (16.1%), 13 Supervisors (7.2%) and 2 Duty Managers

(1,1%). Total respondents by salary between 5 to 10 million are 170 staff (94.4%) and more than 10 million are 10

staff (5.6%)

4.2. Validity Test Result on Reliability Measuring Instruments

Validity and reliability test results of each indicator (each item of the question) and variable indicate that the 360-

degree feedback system, talent management, employee development and employee performance variables used in the

research are acceptable and reliable because Cronbach's Alpha of each indicator is > 0.70 as shown in Table 5.

Table 5: Validity and Reliability Result

Scale Mean Scale Corrected Cronbach's Scale Mean Scale Corrected Cronbach's
if Item Variance if | Item-Total Alpha if Item Variance if | Item-Total Alpha
Deleted Item Deleted | Correlation Deleted Item Deleted [ Correlation
PAl 34,2333 11,733 540 848 ED1 32,8000 19,323 640 854
PA2 34,1833 11.860 .548 .847 ED2 32,8722 18,771 640 854
PA3 34,2000 11,535 640 .837 ED3 33,0611 18,147 634 855
PA4 34,1500 11.681 643 837 ED4 32,6889 19,076 673 852
PAS 34,1556 11,618 615 840 ED5 32,7944 18,857 659 852
PA6 34,0000 12,156 539 .847 EDé6 32,6722 19,763 89 859
PA7 34,0722 11,509 628 839 ED7 32,6389 20,254 542 863
PAS 34,1222 12,030 596 842 EDS8 32,9167 19,675 D78 860
PAS 33,9944 12,162 304 851 ED9 33,0222 18,391 355 865
Scale Mean Scale Corrected Cronbach's Scale Mean Scale Corrected Cronbach's
if Item Variance if Item-Total Alpha if Item Variance if Item-Total Alpha
Deleted Item Deleted | Correlation Deleted Item Deleted | Correlation
T™1 344222 9.351 369 .807 EP1 34,5333 11,893 623 849
T™M2 34,2167 9.601 530 7182 EP2 34,6056 11,994 576 854
TM™M3 342611 9.736 483 787 EP3 34,5944 11,717 632 .848
TM4 34,0778 9.603 493 786 EP4 34,7444 12,225 S15 860
TMS 34,0889 9,612 505 784 EP5 34,5389 11,803 .700 843
TM6 33,9778 9452 499 785 EP6 34,6667 11,911 593 852
T™M7 34.2444 9.046 537 79 EP7 34,7444 11,945 630 849
T™S 34,3500 9,089 611 770 EPS 34,7167 12215 557 856
™9 34.3611 8.880 S14 784 EP9 34,7667 12,303 .560 855
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4.3. Hypothesis testing

The model conformity test results presented in Figure 3 below show that all indicators used to form the research

model have met the criteria of goodness of fit. The results of the standardized model analysis test Chi-square values

134,952 (Cut Off Value <646,568), CMIN/DF 2.277, RMSEA 0.08, GFI 0.724, AGFI 0.688, TLI 0.728 and CFI

0.745 are capable of producing the same covariant matrix or population correlation matrix. Hence the estimation

results of model parameters can be relied upon to be applied to the population.

0.637

0.601
0.676
0.686
0.674
0.602
0.660
0.642
0.549

0.285
0.602
0.386
0.382
0.468
0.503
0.670
0.692
0.636

Figure 3: Measurement Model
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The T-value overview and equation coefficient of the structural model can be seen in Table 5. The result of the

significance test of the path coefficient concluded that all of the paths are significant at the error rate of 5% and

CR>1.96.
Table 5: Path
No Path Estimate CR./t-value p-vale/r
1 Employee Performance (Y:) <--- 360 Degree Feedback System (X;) 0.243 1.978 0.048
2  Emplovee Performance (Y:) <--- Talent Management (X;) 0.543 4.655 0.000
3 Employee Development (Y,) <--- 360 Degree Feedback System (X,) 0.817 3.993 0.000
4 Employvee Development (Y,) <--- Talent Management (X;) 0.527 3.426 0.000
5 Employee Performance (Y;) <--- Employee Development (Y,) 0.211 2.568 0.010

The result of the SEM analysis of the obtained model can confirm or deny the five hypotheses in this research

kisted in 2.2.2. The results of hypothesis testing refer to the SEM model used in Figure 3 and Table 5 as below:

1. The Effect of 360 Degrees Feedback System on Employee Performance.

The C.R. (Critical Ratio) for a direct influence that the 360-degree feedback system had towards employee
performance was a CR value of 1.978 (t-count > 1.96) and p-value 0.048. A positive test result is where
the probability value p is greater than 0.0001. So it can be concluded that the 360-degree feedback system
had a positive effect on employee performance in this scenario.

2. The Effect of Talent Management Towards Employee Performance
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- The CR (Critical Ratio) for a direct influence that the talent management had on performance was a CR
value of 4,665 (t-count > 1.96) and probability is 0.000 where the value is smaller than alpha 0.05, so it
can be concluded that talent management had a positive and significant effect towards employee
performance.

3. The Effect of 360 Degree Feedback System Towards Employee Development

- The CR (Critical Ratio) for the direct influence that the 360-degree feedback system had towards
employee development was a CR value of 3.993 (t-count > 1.96) and probability of 0.000 where the value
means that it had significant influence because of the probability value p > 0.0001. It can be concluded
that the 360-degree feedback system had a positive and significant effect on employee development based
on the above.

4. The Effect of Talent Management Towards Employee Development

- The CR (Critical Ratio) for a direct influence that talent management had on employee development had a

CR value of 3,426 (t-count > 1.96) and the probability of 0.000. The value means that it had a significant,

positive influence as the value probability is greater than 0.0001.

5. The Effect of Employee Development Towards Employee Performance
- The CR (Critical Ratio) for the direct influence that talent management had on employee performance had
a CR value of 2,568 (t-count < 1.96 ) and p-value of 0.010, where the value means that it had a significant

positive influence towards the employee’s development as the value probability p is greater than 0.0001.

V CONCLUSIONS AND RECOMMENDATIONS

Conclusions
Testing the five hypotheses, the conclusions are as follows:

1. A 360-degree feedback system has a positive effect on employee performance. Positive effects of the 360-
degree feedback system consisted of building work relationships (internal, external and with work team), work
management (effectively, following with expertise, systematic work) and evaluating employee performance
(feedback in judgment, system rewards, and incentives as well as the motivation and guidance in improving
employee competency). In accordance with the expectations of employees and in line with the policies and work
programs of the company, a positive impact on employee performance will support the achievement of good
organizational performance. The influence of satisfaction on employee performance assessment tends to improve its
performance continuously. For some employees who are not satisfied with the performance assessment that is
considered to not be following with performance assessment of hard work, the likely result of decreased performance
is to be expected.

2. Talent management has a positive and significant effect towards employee performance. Positive effects of
talent management consists of a self-development plan (performance assessment data, coaching plan, special
assignment, and training), lesson plan (acceleration of learning process, type and location of learning, learning
method), and succession plan (talent development, retention of talent, regeneration) that has been well programmed
and following with the expectations of employees and in line with the policies, and work programs. The company, by

having a positive impact on employee performance, will further support the achievement of good organizational
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performance. As for employees whose talents and potentials are not managed and developed, they will have poor
performance.

3. The 360-degree feedback system has a positive and significant effect on employee development. Positive
effects of performance assessment consists of establishing working relationships (internal, external and with work
team), work management (effectively, following with expertise possessed, systematic of work) and evaluating
employee performance (feedback in rate, reward system, incentives, motivation and guidance in (the improvement
of) improving employee competency) objectively following with the expectations of employees and line with the
policies and work programs of the company. A positive impact on employee development programs optimally will
result. Likewise, on the contrary, employees who do not receive a positive objective performance assessment will not
have a positive impact on employee development plans.

4. Talent management has a positive and significant effect on employee development. Positive effects of talent
management consist of self-development plan (performance assessment data, coaching plan, special assignment, and
training), lesson plan (acceleration of learning process, type and location of learning, learning method) and
succession plan (talent development, retention of talent, regeneration) that has been well programmed. Following the
expectations of employees and line with the policies and work programs of the company, this will have a positive
impact on the development program optimally. While the employees who do not feel managed nor develop talent and
will negatively impact the employee development plan program.

5. Employee development has a positive impact on employee performance. The positive effects on employee
development consist of motivation (increasing work productivity, increasing self-reliance, improving the learner's
spirit), participation (participation of human resource development program, training, and assignment, supervision
and teamwork) and development method (professional development, career opportunities). Lack of the above will

negatively affect employee performance and overall organizational performance.

VI SUGGESTION

Suggestions that can be given in response to the research on PT XYZ is as follows:

1. The Company maintains 360-degree feedback system and talent management program that is currently
running well by optimizing the 360-degree feedback system results, through improving the employment
relationship:

a. Internally, through improved communication and coordination between departments or work units.

b. Externally, through increased cooperation with customers (airlines and passengers) and related parties
outside the company's environment.

c. To the team, through the improvement of the coordination function among the work units in the process
of providing services.

2. The Company optimizes the use of talent management programs, to review the current succession plan
through:

a. Development of talent
b. Retention of talent
c.  Active and planned succession plans

3. The Company undertakes efforts to improve its employee development program including:
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a. The dimension of motivation, that is for the company to increase work productivity, increase the
growth of self-reliance and improvement of the learner's soul.

b. The dimension of development methods, that is for the company to improve professional development,
improve personal development plans and improve opportunities or career opportunities.

4. The Company exercises continuous control over employee performance in terms of understanding work
procedures as one of the system factors related to the working system/methods and facilities provided by the
company.

5. This research does not descriptively examine the reasons for the decline in employee performance. In future
research, it can be done by displaying descriptive reasons and thus making it possible to obtain new findings
that cause the most decrease in employee performance.

6. In future research, the researchers can explore aspects beyond which has been studied above and are
expected to explore other variables such as organizational culture, compensation, and benefits, leadership,
coaching and mentoring, career development and other variables that are suspected of affecting on employee
performance in an organization or company.

7. In the future research, the researchers can conduct similar research using a longer data period and with more

respondents yet using different variables.
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