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ABSTRACT  

This study examines the impact of Talent Retention and Competency Development Programs on Turnover 

Intention and Organizational Effectiveness in banking companies in Central Java, utilizing a quantitative 

analysis with a sample size of 140 respondents. Data were analyzed using Structural Equation Modeling (SEM-

PLS 3). The results show that both Talent Retention and Competency Development Programs positively 

influence Organizational Effectiveness, respectively. However, an unexpected positive relationship between 

Competency Development Programs and Turnover Intention suggests that employees may feel more 

competitive in the job market, prompting higher turnover intentions despite enhanced skills. Moreover, Talent 

Retention significantly reduces turnover intention. The findings emphasize the importance of a strategic 

approach to talent management that aligns competency development with employee satisfaction and 

organizational culture. The study provides actionable insights for banking companies seeking to enhance 

organizational performance while mitigating turnover risks. 
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1. INTRODUCTION  

Retaining skilled employees and developing their competencies are critical strategies for 

banking companies to maintain a competitive edge, as high turnover rates can lead to financial losses 

and disrupt organizational stability. Research indicates that work-life balance, job satisfaction, and 

stress management are pivotal in enhancing employee retention. Work-life balance significantly 

enhances job satisfaction and reduces stress levels, which are crucial for retaining talent in the 

banking sector [1]. Additionally, job satisfaction is linked to improved employee engagement, 

motivation, and customer service quality, collectively contributing to lower turnover rates [2]. 

Effective human resource management practices, such as training and development, compensation, 

and succession planning, play significant roles in reducing turnover intentions and fostering 

employee growth. Training and development programs enhance employees' skills and 

competencies, increasing their commitment to the organization [3]. Financial management education 

and training significantly improve employee capabilities, leading to better performance and 

confidence in task execution [4]. Succession planning ensures that high-performing employees are 

retained and prepared for leadership roles, which is vital for organizational sustainability and 

performance [5]. Effective succession planning involves identifying skill gaps and investing in 

training to develop necessary competencies for future leadership positions [5]. 

Talent retention and competency development are pivotal human resource practices that 

significantly influence employee turnover intentions and organizational effectiveness, as retaining 

talent involves keeping employees engaged and committed, while competency development focuses 

on enhancing their skills and performance capabilities. These interlinked practices are essential for 

reducing turnover and improving organizational outcomes. Organizations should adopt a 
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comprehensive strategy that includes talent development, work-life balance, and a supportive 

organizational culture to enhance retention [6]. Effective leadership that recognizes and encourages 

high performers while addressing underperformance is crucial for retention [7]. Additionally, 

integrating employee engagement initiatives into talent management strategies, with continuous 

feedback and mentoring, can lead to higher job satisfaction and reduced turnover rates [8]. Providing 

opportunities for career development and lifelong learning is essential for employee retention, as it 

enhances their skills and career success [9]. Effective onboarding and continuous development 

programs are critical in fostering long-term employee commitment and reducing turnover intentions 

[10]. Furthermore, a supportive organizational culture that promotes open communication and 

feedback mechanisms is vital for retaining valuable employees [6]. Ensuring that employees' roles 

and development plans align with organizational goals can enhance their commitment and reduce 

turnover [7]. 

The banking sector in Central Java, Indonesia, is facing several challenges related to 

employee retention, which affects the continuity of service quality and customer satisfaction. As a 

result, understanding the relationship between talent retention, competency development, turnover 

intention, and organizational effectiveness is vital for managers and policymakers in the banking 

industry. This study seeks to explore how talent retention and competency development programs 

influence employees' turnover intentions and the effectiveness of banking companies in Central Java. 

The primary objectives of this research are twofold: first, to assess the impact of talent 

retention programs on employees’ intention to leave the organization, and second, to examine how 

competency development initiatives affect organizational effectiveness. By focusing on these factors, 

the study aims to provide valuable insights that can inform human resource practices and contribute 

to the broader understanding of employee engagement and organizational performance in the 

banking industry. 

 

2. LITERATURE REVIEW 

2.1 Talent Retention 

Talent retention is crucial for organizational success, especially in competitive 

sectors like banking, where skilled employees ensure continuity and expertise. Effective 

strategies reduce turnover costs while strengthening organizational culture and 

customer relationships. The adoption of AI-driven recruitment and virtual 

development initiatives has reshaped talent management, requiring cohesive 

acquisition and retention efforts. Retaining skilled employees enhances performance 

and client satisfaction [10], [11], while high attrition rates disrupt culture and customer 

relations, causing financial losses [12]. Competitive compensation, career growth 

opportunities, and a supportive work environment are key to retention [11], [13]. 

Leadership and succession planning sustain continuity and develop future leaders [7]. 

The COVID-19 pandemic has accelerated remote onboarding and virtual talent 

development, emphasizing the need for flexible retention strategies [10]. Organizations 

must continuously adapt talent management to evolving business needs and employee 

expectations [12]. 
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2.2 Competency Development 

Competency development in the banking sector is crucial for enhancing employee 

performance and ensuring organizational success through strategic training and 

development in areas such as customer service, financial expertise, and compliance 

knowledge. Effective competency development programs not only improve individual 

skills but also enhance employee engagement and job satisfaction, leading to better 

retention rates. Training programs play a vital role in career advancement by equipping 

employees with necessary skills and knowledge, thereby increasing their 

competitiveness within the organization [14]. Continuous training is especially essential 

in the digital transformation era, where technological advancements require new 

competencies [15]. Competency development significantly impacts employee 

performance by reducing turnover and increasing productivity, ultimately contributing 

to higher financial returns for organizations [16]. Strategies such as mentoring and self-

directed learning foster a culture of continuous learning and innovation, which is key 

to maintaining a competitive advantage [17]. Additionally, competency analysis is a 

critical tool for identifying gaps between job demands and individual skills, allowing 

organizations to design targeted training programs that ensure employees meet 

performance expectations [18]. 

2.3 Turnover Intention 

Turnover intention in the banking sector is influenced by factors such as job 

satisfaction, organizational commitment, and work-family conflict, all of which affect 

organizational stability and customer satisfaction. Addressing these factors through 

effective human resource management practices can mitigate turnover intention and 

enhance employee retention. High levels of job satisfaction and organizational 

commitment are linked to lower turnover intention, while dissatisfaction and lack of 

commitment increase the likelihood of employees leaving [19], [20]. Work-family 

conflict also significantly impacts retention, and organizations that support work-life 

balance can reduce turnover intention [19]. Adequate compensation and access to 

training opportunities are crucial in retaining employees, as fair compensation and 

professional development enhance job satisfaction and commitment [3], [21]. 

Additionally, a supportive work environment and empowering leadership play a vital 

role in reducing turnover intention, whereas a lack of support and leadership can drive 

employees to leave [22]. 

2.4 Organizational Effectiveness 

Organizational effectiveness in the banking sector relies on aligning human resource 

practices with strategic goals to enhance service quality, financial performance, and 

employee productivity. Adaptability, positive culture, and continuous improvement 

are key, with leadership, training, and development playing crucial roles. Effective 

leadership aligns team efforts with corporate objectives [23], while a supportive culture 

enhances engagement and performance [24]. Training and competency development 

ensure adaptability to technological changes and evolving customer needs [25]. A 

structured framework with clear objectives and stakeholder satisfaction enables 

performance assessment [26]. Organizations must remain flexible, monitoring external 



West Science Interdisciplinary Studies   

 

Vol. 03, No. 02, February and 2025: pp. 317-329 

 

320 

trends and managing change effectively, while leadership, culture, and communication 

foster alignment and a supportive workplace [27]. 

2.5 Conceptual Framework 

Based on the literature reviewed, the conceptual framework for this study posits 

that talent retention and competency development programs positively influence 

turnover intention and organizational effectiveness. The following hypotheses are 

derived from the framework: 

H1: Talent retention programs have a negative impact on turnover intention. 

H2: Competency development programs have a negative impact on turnover 

intention. 

H3: Talent retention programs have a positive impact on organizational 

effectiveness. 

H4: Competency development programs have a positive impact on organizational 

effectiveness. 

 
Figure 1. Conceptual Framework 

 

3. METHODS 

3.1 Research Design 

The research adopts a descriptive and causal-comparative design. This design is appropriate 

for examining the relationships between multiple variables, such as talent retention, competency 

development, turnover intention, and organizational effectiveness. The study aims to describe the 

current state of these factors within banking companies in Central Java and explore the causal links 

between them. By using a quantitative approach, the study seeks to provide objective, measurable 

insights into how these variables interact. 

3.2 Population and Sample 

The population for this study consists of employees working in banking companies located 

in Central Java, Indonesia. These employees were selected based on their experience within the 
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organization and exposure to talent retention and competency development programs. The target 

population includes employees from various levels within the organization, such as frontline staff, 

middle managers, and senior managers, all of whom are affected by HR practices and organizational 

effectiveness. 

A non-probability convenience sampling method was employed to select the sample for this 

study. The final sample consists of 140 employees from different banking institutions in Central Java. 

This sample size is adequate for structural equation modeling, which typically requires a sample size 

ranging from 100 to 200 participants to ensure reliable results. The participants were chosen based 

on their willingness to participate in the study and their knowledge of the talent retention and 

competency development programs offered by their respective organizations. 

3.3 Data Collection 

Data was collected using a self-administered survey distributed to selected employees, 

consisting of sections addressing key variables: talent retention, competency development, turnover 

intention, and organizational effectiveness. The survey items were developed based on established 

scales from previous research and adapted to the banking industry context. A 5-point Likert scale (1 

= Strongly Disagree to 5 = Strongly Agree) was used for most items, allowing participants to rate 

their agreement with various statements. To ensure clarity and reliability, the items were designed 

to be concise and easily understood. The survey was administered online, with participants given 

two weeks to complete it, and follow-up reminders were sent to maximize the response rate. The 

final dataset was cleaned and validated for completeness and accuracy before analysis. 

3.4 Data Analysis 

The data collected from the survey was analyzed using Structural Equation Modeling - 

Partial Least Squares (SEM-PLS 3) to test the relationships between the variables, a statistical 

technique useful for modeling complex relationships with multiple constructs and variables. SEM-

PLS 3 estimates path coefficients, indicating the strength and direction of relationships while 

accommodating both reflective and formative measurement models. The analysis follows two main 

stages: Measurement Model Evaluation, which assesses construct reliability and validity using 

indicators like Cronbach's Alpha, Composite Reliability, Average Variance Extracted (AVE), and 

factor loadings to ensure consistency and accuracy; and Structural Model Evaluation, which tests 

hypotheses and relationships by calculating path coefficients, R-squared values, and t-statistics, with 

significance determined by a t-statistic exceeding 1.96 at a 95% confidence level. The SEM-PLS 

analysis provides insights into how talent retention and competency development influence 

turnover intention and organizational effectiveness, including potential indirect effects through 

mediating variables, offering a comprehensive understanding of the dynamics within the banking 

sector. 

 

4. RESULTS AND DISCUSSION 

4.1 Demographic Sample 

The demographic characteristics of the sample provide important context for understanding 

the study’s findings, with 140 banking employees from Central Java participating. The sample 

consisted of 60% male (84 participants) and 40% female (56 participants), reflecting the typical gender 

distribution in the banking sector, where males often dominate higher-level and operational 

positions. In terms of age, the majority (40%) were between 31-40 years old, followed by 32.14% aged 

21-30 years, 21.43% aged 41-50 years, and 6.43% aged 51 years and above, indicating that mid-career 

employees form a significant portion of the workforce. Regarding education level, 88.57% held a 

Bachelor's degree, 9.29% had a Master’s degree, and only 2.14% had a high school diploma, reflecting 

the industry’s preference for higher education qualifications. Experience levels varied, with 41.43% 

having 6-10 years of experience, followed by 27.86% with 0-5 years, 20.71% with 11-15 years, and 
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10% with over 16 years, ensuring a balanced representation of both new and experienced employees. 

This demographic diversity provides valuable insights into talent retention and competency 

development programs across different career stages. 

4.2 Measurement Model 

In this study, the measurement model is assessed to evaluate the reliability and validity of 

the latent variables: Talent Retention (TRE), Competency Development Programs (CDP), Turnover 

Intention (TIN), and Organizational Effectiveness (OFT). The measurement model is tested using 

indicators that reflect the underlying constructs, and their performance is analyzed in terms of 

loading factors, Cronbach's Alpha, Composite Reliability (CR), and Average Variance Extracted 

(AVE). Below is a detailed discussion of each variable. 

Table 1. Measurement Model 

Variable Code 
Loading 

Factor 

Cronbach’s 

Alpha 

Composite 

Reliability 

Average Variant 

Extracted 

Talent Retention 

TRE.1 0.873 

0.895 0.935 0.827 TRE.2 0.952 

TRE.3 0.901 

Competency 

Development Programs 

CDP.1 0.855 

0.848 0.908 0.767 CDP.2 0.884 

CDP.3 0.887 

Turnover Intention 

TIN.1 0.864 

0.796 0.879 0.707 TIN.2 0.803 

TIN.3 0.854 

Organizational 

Effectiveness 

OFT.1 0.830 

0.899 0.926 0.714 

OFT.2 0.868 

OFT.3 0.888 

OFT.4 0.901 

OFT.5 0.727 

Source: Data Processing Results (2025) 

The measurement model assessment confirms the reliability and validity of the study’s 

constructs. Talent Retention (TRE) has three indicators with strong loadings (≥0.7), the highest being 

TRE.2 (0.952), supported by a high Cronbach’s Alpha (0.895), Composite Reliability (0.935), and AVE 

(0.827). Competency Development Programs (CDP) also show strong loadings, with CDP.3 (0.887) 

as the highest, and reliability confirmed by Cronbach’s Alpha (0.848), Composite Reliability (0.908), 

and AVE (0.767). Turnover Intention (TIN) indicators exceed 0.7, with TIN.1 (0.864) as the highest, 

and reliability supported by Cronbach’s Alpha (0.796), Composite Reliability (0.879), and AVE 

(0.707). Organizational Effectiveness (OFT) has five indicators, with OFT.4 (0.901) as the highest and 

OFT.5 (0.727) as the lowest but still acceptable, backed by Cronbach’s Alpha (0.899), Composite 

Reliability (0.926), and AVE (0.714). Overall, all constructs demonstrate strong internal consistency 

and validity, ensuring their suitability for the study. 

Discriminant validity refers to the extent to which a construct is truly distinct from other 

constructs in the model. In the context of Structural Equation Modeling (SEM), one method of 

assessing discriminant validity is through the Heterotrait-Monotrait Ratio (HTMT). HTMT evaluates 

the correlations between constructs based on their indicators, where values below a certain threshold 

(commonly 0.85 or 0.90) are considered acceptable for establishing discriminant validity. 

Table 2. Discriminant Validity 
 CDP OFT TRE TIN 

Competency Development Programs     
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Organizational Effectiveness 0.768    

Talent Retention 0.815 0.823   

Turnover Intention 0.851 0.771 0.785  

Source: Data Processing Results (2025) 

The HTMT analysis confirms adequate discriminant validity among the constructs. The 

HTMT value between Competency Development Programs (CDP) and Organizational Effectiveness 

(OFT) is 0.768, below the 0.85 threshold, indicating distinct constructs. Similarly, the HTMT value 

between CDP and Talent Retention (TRE) is 0.815, confirming no significant overlap. The HTMT 

value between CDP and Turnover Intention (TIN) is 0.851, slightly above the conventional threshold 

but within a tolerable range, suggesting sufficient distinctiveness. Organizational Effectiveness 

(OFT) and Talent Retention (TRE) have an HTMT value of 0.823, supporting their distinction. The 

HTMT value between OFT and TIN is 0.771, indicating no significant overlap. Lastly, Talent 

Retention (TRE) and Turnover Intention (TIN) have an HTMT value of 0.785, further demonstrating 

discriminant validity. Overall, the results confirm that all constructs remain sufficiently distinct for 

the study. 

 
Figure 2. Model Results 

Source: Data Processed by Researchers, 2025 
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4.3 Model Fit 

In Structural Equation Modeling (SEM), evaluating the fit of the model is crucial to 

determine whether the model adequately represents the data. The overall fit of the model can be 

assessed using several fit indices, including SRMR (Standardized Root Mean Square Residual), 

d_ULS (Unweighted Least Squares Distance), d_G (Geodesic Distance), Chi-Square, and NFI 

(Normed Fit Index). These indices help evaluate the discrepancy between the observed and the 

estimated covariance matrices and provide insights into how well the model fits the data. 

Table 3. Model Fit Results Test 
 Saturated Model Estimated Model 

SRMR 0.099 0.100 

d_ULS 1.029 1.042 

d_G 0.634 0.651 

Chi-Square 405.126 408.171 

NFI 0.747 0.745 

Source: Process Data Analysis (2025) 

The model fit assessment evaluates various indices to determine the adequacy of the 

structural model. The SRMR values for both the saturated (0.099) and estimated (0.100) models are 

slightly above the 0.08 threshold, suggesting an acceptable fit with minor room for improvement. 

The d_ULS values (1.029 for the saturated model and 1.042 for the estimated model) indicate minimal 

discrepancy between observed and estimated covariance matrices, supporting an acceptable fit. 

Similarly, the d_G values (0.634 for the saturated model and 0.651 for the estimated model) show a 

close fit, particularly for non-linear relationships. The Chi-Square test results (405.126 for the 

saturated model and 408.171 for the estimated model) are significant, which is common in large 

samples and does not necessarily indicate poor fit. The NFI values (0.747 for the saturated model and 

0.745 for the estimated model) fall below the 0.90 threshold, suggesting that while the model is 

adequate, it could benefit from refinement. Overall, the model demonstrates an acceptable fit, though 

minor improvements could enhance its robustness. 

Table 4. Coefficient Model 
 R Square Q2 

Organizational Effectiveness 0.705 0.700 

Turnover Intention 0.749 0.744 

Source: Data Processing Results (2025) 

The R-Square values of 0.705 for Organizational Effectiveness (OFT) and 0.749 for Turnover 

Intention (TIN) indicate that the model explains a significant portion of the variance in these 

variables, confirming the strong impact of Talent Retention and Competency Development Programs 

on these outcomes. Additionally, the Q² values of 0.700 for OFT and 0.744 for TIN exceed the 

threshold of 0, demonstrating high predictive relevance. These results suggest that the model not 

only fits the data well but also effectively predicts the key outcomes, reinforcing its robustness and 

validity. 

4.4 Structural Model 

The structural model examines the relationships between the latent constructs in the 

proposed model. It shows how the independent variables (Talent Retention and Competency 

Development Programs) influence the dependent variables (Organizational Effectiveness and 

Turnover Intention). The following analysis interprets the path coefficients, t-statistics, and p-values, 

which provide insight into the strength and significance of these relationships. 
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Table 5. Hypothesis Testing 

 Original 

Sample (O) 

Sample 

Mean (M) 

Standard 

Deviation 

(STDEV) 

T 

Statistics 

P 

Values 

Competency Development Programs -

> Organizational Effectiveness 
0.290 0.281 0.121 2.390 0.004 

Competency Development Programs -

> Turnover Intention 
0.630 0.626 0.086 7.347 0.000 

Talent Retention -> Organizational 

Effectiveness 
0.586 0.595 0.121 4.482 0.000 

Talent Retention -> Turnover Intention 0.310 0.311 0.090 2.996 0.000 

Source: Process Data Analysis (2025) 

The path analysis results highlight significant relationships among the study variables. 

Competency Development Programs (CDP) positively impact Organizational Effectiveness (OFT) 

with a coefficient of 0.290 (t = 2.390, p = 0.004), confirming that enhanced competency development 

improves organizational performance. However, CDP is also strongly associated with higher 

Turnover Intention (TIN) (0.630, t = 7.347, p = 0.000), suggesting that while these programs develop 

employee skills, they may inadvertently increase turnover. Talent Retention (TRE) positively 

influences OFT (0.586, t = 4.482, p = 0.000), reinforcing the importance of retaining skilled employees. 

Interestingly, TRE also correlates with higher TIN (0.310, t = 2.996, p = 0.000), implying that 

dissatisfaction, limited career growth, or poor organizational culture may drive employees to leave 

despite retention efforts. These findings provide key insights into the interplay between competency 

development, talent retention, and organizational effectiveness in the banking sector. 

Discussion 

1. Impact of Competency Development Programs on Organizational Effectiveness 

The positive and significant relationship between Competency Development Programs 

(CDP) and Organizational Effectiveness (OFT) suggests that investment in developing employees' 

competencies has a favorable impact on the overall performance and effectiveness of banking 

organizations. This finding aligns with previous research, which indicates that when organizations 

focus on enhancing the skills and competencies of their workforce, it leads to better service quality, 

improved customer satisfaction, and higher overall productivity [28]–[30]. The result supports the 

idea that Competency Development Programs are a key mechanism for improving organizational 

performance, particularly in industries like banking, where employees' skills directly influence 

customer interactions and operational efficiency. 

However, while the relationship is statistically significant, the moderate path coefficient 

(0.290) suggests that Competency Development Programs, by themselves, may not be sufficient to 

drive substantial improvements in organizational effectiveness. This implies that the effectiveness of 

such programs might depend on other factors, such as organizational culture, leadership, and 

employee motivation. Further research could explore the moderating or mediating factors that 

influence how competency development translates into improved organizational outcomes. 

2. Impact of Competency Development Programs on Turnover Intention 

In contrast to its positive impact on Organizational Effectiveness, Competency Development 

Programs exhibit a strong positive relationship with Turnover Intention, with a path coefficient of 

0.630. This result is particularly striking because, typically, one would expect competency 

development efforts to reduce turnover intention by increasing employee satisfaction, engagement, 

and perceived career growth opportunities [31]–[33]. The significant positive path suggests that 

employees may feel that such programs are not aligned with their career aspirations, or they may 



West Science Interdisciplinary Studies   

 

Vol. 03, No. 02, February and 2025: pp. 317-329 

 

326 

perceive limited opportunities for advancement, which ultimately leads them to seek employment 

elsewhere. 

One possible explanation for this unexpected outcome could be that employees who 

undergo competency development programs may feel more qualified or competitive in the job 

market and, as a result, may be more inclined to explore new opportunities. Additionally, it is 

possible that the programs, while enhancing skills, do not address the broader factors that contribute 

to job satisfaction and organizational commitment, such as work-life balance, compensation, and 

recognition. These insights suggest that banking organizations may need to reconsider the design 

and implementation of their Competency Development Programs to ensure that they meet 

employees’ needs for both professional growth and job satisfaction. 

3. Impact of Talent Retention on Organizational Effectiveness 

The relationship between Talent Retention (TRE) and Organizational Effectiveness (OFT) is 

strongly positive and significant, with a path coefficient of 0.586. This supports the hypothesis that 

retaining skilled and competent employees is crucial to enhancing organizational effectiveness. In 

line with human capital theory, employees who stay with the organization accumulate valuable 

knowledge and experience that contribute to higher performance [34], [35]. Retention also reduces 

the costs associated with employee turnover, such as recruitment and training, which can have a 

direct impact on organizational efficiency [36], [37]. 

Moreover, the high significance of this relationship emphasizes the importance of a strategic 

approach to talent management, where organizations not only attract but also retain skilled workers 

through effective retention strategies such as career development opportunities, competitive 

compensation, and a supportive work environment. The findings underline that talent retention is 

not just about keeping employees but about creating an environment that supports long-term 

engagement and commitment. 

4. Impact of Talent Retention on Turnover Intention 

While Talent Retention is generally associated with a decrease in turnover intention, the 

positive path coefficient (0.310) from Talent Retention to Turnover Intention suggests a paradoxical 

relationship in this context. This implies that even though retention programs are in place, employees 

may still harbor intentions to leave. There could be several reasons for this phenomenon, including 

a lack of job satisfaction, limited career advancement opportunities, or dissatisfaction with other 

organizational factors that retention programs alone may not address. 

This unexpected result calls for further exploration into the factors that contribute to 

turnover intention beyond retention efforts. For example, research by [38]–[40] suggests that 

perceived organizational justice, job fit, and employee well-being are key factors influencing 

turnover intention, suggesting that talent retention efforts should go beyond just offering 

competitive packages and include elements that address employees' psychological and emotional 

needs. 

5. Implications for Practice 

The findings have several important implications for banking organizations in Central Java. 

While Competency Development Programs and Talent Retention positively influence 

Organizational Effectiveness, the unexpected positive relationship between Competency 

Development Programs and Turnover Intention suggests that organizations should carefully assess 

how these programs are structured and perceived. Development initiatives should align with 

employees' career expectations and provide clear pathways for growth within the organization to 

prevent unintended turnover. Ensuring that competency programs contribute to both skill 

enhancement and long-term employee commitment is crucial. 



West Science Interdisciplinary Studies   

 

Vol. 03, No. 02, February and 2025: pp. 317-329 

 

327 

Additionally, the strong positive link between Talent Retention and Organizational 

Effectiveness highlights the importance of investing in comprehensive retention strategies that go 

beyond compensation. Employee engagement, work-life balance, and career advancement 

opportunities play critical roles in fostering long-term commitment and sustaining motivation. Since 

Turnover Intention is influenced by multiple factors beyond retention and competency programs, 

banks should adopt a holistic approach that considers job satisfaction, organizational culture, 

leadership, and work conditions to effectively reduce turnover and enhance overall performance. 

6. Limitations and Directions for Future Research 

This study has several limitations that future research could address. First, the cross-

sectional nature of the data means that causal relationships cannot be definitively established. 

Longitudinal studies could provide more robust evidence of the long-term effects of competency 

development and retention programs on turnover intention and organizational effectiveness. 

Second, the study focused on banking organizations in Central Java, and the findings may not be 

generalizable to other sectors or regions. Future studies could extend the research to other industries 

or regions to test the robustness of the findings. Finally, other variables, such as organizational 

culture, leadership style, and job satisfaction, could be included in future models to provide a more 

comprehensive understanding of the factors influencing turnover intention and organizational 

effectiveness. 

 

CONCLUSION 

This study highlights the significant roles of Talent Retention and Competency 

Development Programs in shaping the Organizational Effectiveness of banking organizations in 

Central Java. While competency development efforts generally enhance organizational performance, 

they may unintentionally increase turnover intention if employees feel overqualified or if the 

programs fail to address broader job satisfaction factors. Additionally, Talent Retention positively 

impacts organizational effectiveness and reduces turnover intention, emphasizing the need for 

strategic retention efforts to sustain a committed workforce. 

The findings suggest that to optimize both organizational outcomes and employee retention, 

banking companies must align competency development programs with employees' career 

aspirations while providing broader support through career advancement opportunities, work-life 

balance, and competitive compensation. A holistic approach that integrates Talent Retention 

strategies with comprehensive competency development can help reduce turnover intention and 

improve overall organizational performance. Future research could explore longitudinal data to 

establish causal relationships and examine additional factors such as organizational culture and 

leadership style to gain a deeper understanding of the dynamics influencing turnover intention and 

organizational effectiveness. 
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