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Abstract. Talent sustainability is a strategic issue in the tourism sector, especially in areas undergoing rapid development such as 

Borobudur as a Super Priority Tourism Destination. Service dynamics, complex competency requirements, and high labour mobility 

make it necessary to conduct research on the factors that influence talent sustainability. This study aims to analyse the influence of 
employer branding, employee agility, and employee well-being on talent sustainability in tourism organisations in the Borobudur region. 

This study uses a quantitative approach with an explanatory research design. The research population includes employees in the tourism 

sector in the Borobudur region, and the sample was determined using purposive sampling based on the criteria of a minimum of six 

months of work experience and involvement in tourism services. A total of 150 respondents participated in this study. Data collection 

was conducted through questionnaires and analysed using Partial Least Square Structural Equation Modelling (PLS-SEM) with the 
assistance of SmartPLS. The results show that employer branding, employee agility, and employee well-being have a positive effect on 

talent sustainability, with employer branding and well-being being the most dominant factors in strengthening talent sustainability in 

the Borobudur tourism sector. These findings emphasise the importance of organisational image, employee adaptability, and employee 

well-being in supporting the stability and quality of tourism human resources. The implications of this study highlight the need for talent 

development strategies that focus on strengthening work experience, increasing adaptive capacity, and providing a work environment 
that supports employee well-being. 
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I. INTRODUCTION 

The transformation of Indonesia 's tourism sector after the 

pandemic highlights the urgency of strengthening talent 

sustainability as a key prerequisite for maintaining destination 

competitiveness amid increasingly complex global dynamics. 

The Borobudur region, designated as a Super Priority Tourism 

Destination (DPSP), faces market changes, demands for service 

digitalisation, and increasing expectations from international 

tourists. These conditions require competent, adaptive, and 

sustainable talent to support service quality and destination 

operational sustainability. Without a focused strategy to retain 

and develop talent, organisations in the tourism sector could 

potentially face high turnover, competency imbalances, and a 

decline in the quality of tourist experiences, as highlighted in 

post-pandemic service industry studies by Deery and Jago 

(2021) and Zhao et al. (2023). 

The selection of the Borobudur area as the object of 

research is based on its unique characteristics and complexity 

not found in similar destinations. Borobudur is not only a 

cultural tourism destination but also a hub for creative 

economic activities, cultural interpretation, hospitality rooted 

in local values, and increasingly internationally standardised 

tourism experience management. This uniqueness makes the 

talent requirements in Borobudur far more layered than 

conventional destinations that do not require interpretive 

competencies, cultural services, or local community integration. 

The pressure of infrastructure development, the growth of 

premium tourism, and the demands of human resource 

professionalisation make Borobudur a highly dynamic work 

environment, giving studies on talent sustainability academic 

and practical significance. Deery and Jago (2021) emphasise 

that destinations with high complexity require a different talent 

management model from general destinations, making 

contextual studies such as this one necessary. 

The interrelationship of variables in this study stems from 

the understanding that talent sustainability is the result of a 

combination of organisational strategies, individual 

competencies, and the psychological conditions of employees. 

Employer branding plays a role in building the image of an 

organisation as a credible and attractive place to work, thereby 

influencing talent interest, retention, and commitment, as 

concluded by Tanwar and Kumar (2021). Employee Agility is 

a strategic ability for employees to respond to rapid changes, 

learn continuously, and work flexibly, which, according to 

Gupta et al. (2022), has a direct impact on the operational 

sustainability of service organisations. Employee Well-Being 
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strengthens the psychological and physical foundations of 

employees, thereby supporting engagement, retention, and 

long-term commitment to the organisation, as explained by 

Montani et al. (2020). The interconnection of these three 

variables provides a conceptual framework that Talent 

Sustainability is not only influenced by organisational policies 

but also by the adaptive abilities and well-being of employees. 

Although a number of studies have examined the topics of 

Employer Branding, Employee Agility, or Employee Well-

Being, empirical findings indicate that there is a relevant gap in 

research on the . Tanwar and Kumar (2021) found that 

employer branding affects retention, but have not tested the 

context of cultural tourism, which has different service 

characteristics. Gupta et al. (2022) stated that agility affects 

performance, but did not link it to talent sustainability as a 

strategic outcome. Montani et al. (2020) emphasised the 

importance of well-being, but did not examine this variable in 

the tourism industry, which has high work pressure and demand 

fluctuations. Furthermore, recent studies by Zhao et al. (2023) 

and Wang et al. (2024) show inconsistencies in the influence of 

employer branding on sustainability in the service sector, 

depending on industry characteristics and work environment 

dynamics. None of these studies integrate all three variables 

simultaneously in the context of priority destinations such as 

Borobudur, leaving a wide theoretical and empirical gap. 

Based on these gaps, this study offers novelty by 

simultaneously integrating Employer Branding, Employee 

Agility, and Employee Well-Being to explain Talent 

Sustainability in the Borobudur tourism sector, which has 

unique characteristics as a super-priority destination. The 

contribution of this study lies in strengthening the empirical 

understanding of the strategic factors that influence talent 

sustainability in the cultural tourism industry. In addition, this 

study provides practical benefits for policy ma kers, destination 

managers, and tourism organisations in designing more 

effective talent development strategies. The purpose of this 

study is to analyse the influence of Employer Branding, 

Employee Agility, and Employee Well-Being on Talent 

Sustainability, as well as to fill the literature gap regarding the 

integration of these three variables in the context of highly 

complex tourism destinations such as the Borobudur Region. 

Employer Branding 

Employer branding is an organisational strategy to build a 

positive image as a competitive, credible, and attractive 

workplace for potential talent. This concept emphasises how 

organisations project their values, culture, and work experience 

to increase employee attraction and retention. According to 

Theurer et al. (2018), employer branding encompasses the 

organisation's efforts to convey a unique value proposition to 

employees through the company's identity and reputation. This 

process not only serves to a ttract new talent, but also to retain 

high-performing employees who are long-term assets to the 

organisation. Research by Baum and Kokkranikal (2021) in the 

tourism sector shows that employer branding is a strategic 

instrument in overcoming the shortage of  competent workers 

and reducing turnover. The attractiveness of an organisation as 

an employer of choice has been proven to increase employee 

satisfaction and engagement, especially in the service sector, 

which requires high-quality interaction with customers. 

Furthermore, Priyadarshi's (2020) study found that employer 

branding has a significant effect on employees' psychological 

perceptions, particularly in building affective commitment and 

support for organisational values. 

Employer branding plays an important role in the tourism 

industry because of the labour-intensive nature of the services, 

which means that the dependence on quality talent is higher 

than in other sectors. Thorgren and Wincent (2020) show that a 

positive organisational image can be a key determinant for 

employees to stay and develop, especially in a context of 

uncertainty and rapid change. This is in line with the findings 

of Dabirian et al. (2019), who emphasise that employer 

branding contributes to the formation of trust and perceptions 

of organisational stability, which in turn enhances talent 

sustainability. Thus, employer branding is understood as a 

strategic foundation that influences employee attractiveness, 

retention, and motivation in the long term. 

Employee Agility 

Employee agility refers to an individual's ability to adapt 

quickly, responsively, and creatively to changes in the work 

environment. Agility is a highly sought-after strategic 

competency, especially in highly dynamic sectors such as 

tourism. According to Joiner (2019), agility encompasses 

cognitive flexibility, continuous learning, and the ability to 

adapt quickly to changes in procedures, technology, and 

customer needs. Employees with high agility are more likely to 

show initiative, innovation, and the ability to solve problems 

effectively. In a study by Park and Jo (2021), employee agility 

was found to have a significant effect on work effectiveness 

through increased adaptation and cross-functional 

collaboration. 

Agility is important to ensure that organisations are able to 

survive in a volatile, uncertain, complex, and ambiguous 

(VUCA) environment. According to Alavi et al. (2014), agile 

employees have an advantage in understanding changing 

situations, managing rapidly changing work demands, and 

demonstrating proactive behaviour. Meanwhile, research by 

Zhuang et al. (2021) confirms that employee agility is an 

important predictor in increasing resilience and performance in 

the service sector, which requires intensive interaction with  

customers. Thus, employee agility is understood as an 

individual capacity that enables organisations to remain 

adaptive and competitive amid change. 

Employee Well-Being 

Employee well-being reflects the overall welfare of 

employees, covering physical, psychological, and social 

aspects. This concept emphasises that employee well-being is a 

key factor in creating a productive and sustainable work 

environment. According to Helliwell et al. (2020), well-being 

affects motivation, job satisfaction, and the sustainability of 

long-term employment relationships. Organisations that pay 

attention to employee well-being tend to have low turnover 

rates, high work morale, and stronger employee loyalty. 

Fisher's (2014) research confirms that employee well-being is 

positively correlated with performance, creativity, and healthy 

social relationships in the workplace. 

Employee well-being serves as a psychological foundation 

that influences an individual's resilience to work pressure. A 

study by Grant et al. (2007) reveals that well-being improves 

cognitive and emotional capacity, enabling employees to work 

optimally under pressure. In the context of the service sector, 
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research by Robertson and Cooper (2010) shows that employee 

well-being has a positive relationship with engagement and 

service quality. Furthermore, research by Cottrill et al. (2020) 

confirms that organisations that invest in well-being 

programmes are able to increase employee commitment and 

loyalty, especially in sectors that require high work intensity 

such as tourism. Thus, employee well-being plays an important 

role in maintaining workforce sustainability while increasing 

organisational effectiveness. 

Talent Sustainability 

Talent sustainability refers to an organisation's ability to 

retain, develop, and utilise talent sustainably in the long term. 

This concept not only includes efforts to retain quality 

employees but also ensures the sustainability of competencies 

through learning, capability enhancement, and a supportive 

work environment. According to Stahl et al. (2012), talent 

sustainability is related to organisational strategies to design  

systems that enable talent to remain productive, engaged, and 

able to contribute to various organisational changes. In the 

tourism sector, where service quality depends on human 

interaction, talent sustainability is an important factor in 

maintaining the reputation and competitiveness of a destination. 

Research by Vaiman et al. (2018) explains that talent 

sustainability is influenced by a combination of factors, such as 

competency development, meaningful work experience, and a 

supportive work environment. Organisational support for 

career development has a significant impact on talent 

sustainability, especially in the service sector. Meanwhile, 

according to Collings et al. (2019), long-term talent 

management strategies will increase the loyalty and retention 

of high-quality talent. In the context of tourism organisations, 

talent sustainability is also influenced by the organisation's 

ability to create a stable, inclusive work environment that meets 

the psychosocial needs of its employees. Thus, talent 

sustainability is a strategic indicator of an organisation's long-

term success. 

 

II. RESEARCH METHODS 

This study uses a quantitative approach with an explanatory 

research type that aims to test the causal relationship between 

variables in a measurable manner based on numerical data. The 

quantitative approach was chosen because it is able to provide 

an objective picture of the phenomenon being studied through 

systematic and structured statistical analysis, as stated by 

Creswell and Creswell (2018) that the quantitative approach is 

effective in testing hypotheses and relationships between 

variables through standardised instruments. Explanatory 

research was used because the focus of the study was on testing 

the influence of Employer Branding, Employee Agility, and 

Employee Well-Being on Talent Sustainability in the tourism 

sector in the Borobudur region. The analysis was conducted 

using Partial Least Square Structural Equation Modelling 

(PLS-SEM) through SmartPLS because this method is capable 

of handling research models with reflexive indicators, moderate 

sample sizes, and data distributions that do not have to  be 

normal, as stated by Hair et al. (2021) that PLS-SEM is a 

predictive analysis technique suitable for social research with  

high complexity. 

 

Research Location and Time 

This research was conducted on organisations and business 

units in the tourism sector operating in the Borobudur area, 

including hotels, homestays, travel agencies, destination 

managers, tourism MSMEs, and other supporting institutions. 

This location was chosen based on Borobudur's function as a 

Super Priority Tourism Destination (DPSP), making talent 

management dynamics in this area far more complex and 

strategic than other tourism destinations in Indonesia. 

According to the Ministry of Tourism and Creative Economy 

(2024), the Borobudur DPSP is one of the destinations that has 

experienced significant acceleration in facility development 

and workforce competency improvement, making it highly  

relevant for analysis. Data collection was conducted from 

January to March 2025, in line with Neuman's (2014) 

recommendation that the timing of research should consider the 

readiness of instruments, respondent access, and the stability of 

operational activities at the research location. 

The population in this study includes all employees working 

in the tourism sector in the Borobudur area, both in formal and 

informal organisations. This population includes workers 

involved in hospitality services, destination operational 

activities, tourist travel, and tourism product and service 

development. The selection of this population is based on 

Sugiyono's (2017) view that the population is the entire subject 

with certain characteristics relevant to the research objectives. 

In this context, all tourism workers in the Borobudur Area are 

directly relevant to variables related to Talent Sustainability. 

The sampling technique used non-probability sampling 

through a purposive sampling approach. This technique was 

used because the tourism sector population is heterogeneous 

and spread across various types of businesses, so the selection 

of respondents needed to consider specific characteristics such 

as work location, a minimum of 6 months' experience, and 

direct involvement in tourism service activities. According to 

Etikan et al. (2016), purposive sampling is an appropriate 

technique when researchers need to select respondents who are 

considered most capable of providing relevant information in 

accordance with the research objectives. Thus, this technique 

can produce a sample that is representative of the phenomenon 

being studied in tourism destinations. 

Sample Size 

The sample size was determined based on the minimum 

requirements of PLS-SEM, which stipulates a minimum sample 

size of 10 times the largest number of indicators in a construct. 

Referring to the guidelines of Hair et al. (2021), the minimum 

sample size for this study was 40 respondents because there 

were four largest indicators in one construct. However, to 

improve the accuracy of structural model estimation, reduce 

potential bias, and strengthen the validity of the results, this 

study used 150 respondents, in line with Kline's (2015) 

recommendation that SEM ideally uses a sample of between 

100 and 200 to obtain stable estimates. 

Types and Sources of Data 

This study uses two types of data sources, namely primary 

data and secondary data. Primary data was obtained by 

distributing questionnaires to respondents who met the sample 

criteria. According to Creswell and Creswell (2018), primary 

data is the main source in quantitative research because it 

allows researchers to obtain information directly from research 
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participants. Secondary data was obtained through official 

documents, destination management reports, academic 

publications, and other relevant references. Yin (2018) states 

that secondary data serves to strengthen the research context 

through documentation that has been previously validated by 

other institutions or researchers. 

Research Instruments 

The research instrument, in the form of a questionnaire with 

a 1–5 Likert scale, was used to measure respondents' 

perceptions of the research variables. The use of the Likert scale 

is supported by Joshi et al. (2015), who state that this scale is 

effective in measuring psychosocial variables because it 

provides a structured gradation of respondents' attitudes. The 

instrument includes indicators of Employer Branding, 

Employee Agility, Employee Well-Being, and Talent 

Sustainability, which were adapted from previous studies and 

have good validity and reliability, then adjusted to the context 

of tourism in the Borobudur area. This is in line with DeVellis' 

(2017) recommendation that instrument adaptation must 

consider contextual appropriateness while maintaining the 

integrity of the original concept. 

Data Collection Techniques 

Data collection was carried out through the process of 

instrument development, instrument feasibility testing, online 

and offline questionnaire distribution, data verification, and 

data processing using SmartPLS. This method follows 

Creswell's (2014) recommendation that data collection must 

involve instrument development procedures, distribution to 

participants, and data quality checks. The online method using 

Google Forms was chosen to facilitate respondent access, while 

the offline method was used to reach tourism stakeholders with 

limited digital access. 

Data Analysis Techniques 

Data analysis techniques using Partial Least Square 

Structural Equation Modelling (PLS-SEM) through SmartPLS. 

This analysis was chosen because it is capable of estimating the 

relationships between latent variables simultaneously, even if 

the data is not normally distributed. Hair et al. (2021) explain 

that PLS-SEM is particularly suitable for predictive research 

and complex models with reflective indicators. The PLS-SEM 

analysis technique includes evaluation of the outer model and 

inner model. The evaluation of the outer model aims to assess 

the validity and reliability of constructs through factor loading 

indicators, AVE, composite reliability, and discriminant 

validity. The evaluation of the inner model is conducted to 

assess the relationship between latent variables through R-

square values, t-statistics, P values, effect sizes, and path 

coefficients, as recommended by Henseler et al. (2016) in the 

structural model analysis framework. 

 

III. RESULTS AND DISCUSSION 

Data Analysis 

Assessing the Outer Model or Measurement Model  

In data analysis using SmartPLS, the outer model is 

assessed through three criteria, namely Convergent Validity, 

Discriminant Validity, and Composite Reliability. Convergent 

Validity ensures that indicators represent constructs 

consistently, Discriminant Validity ensures that constructs are 

distinct from one another, while Composite Reliability  

measures the internal consistency of indicators in forming 

constructs. These three criteria are important to ensure the 

quality and reliability of the measurement model. 

Convergent Validity  

Convergent validity in measurement models with 

reflexive indicators is evaluated through correlations between 

item scores or component scores estimated using PLS software, 

where indicators are deemed to have high validity if their 

correlation values with the construct exceed 0.70. This 

indicates that the higher the indicator correlation, the better its 

ability to represent the construct being measured.  

 

Table 1. Outer Loadings (Measurement Model) 
 

Employee 
Agility (X2) 

Employee 
Well-Being 

(X3) 

Employer 
Branding (X1) 

Talent 
Sustainability 

(Y) 

X1.1     0.879   

X1.2     0.877   

X1.3     0.869   

X1.4     0.871   

X2.1 0.882       

X2.2 0.874       

X2.3 0.859       

X2.4 0.864       

X3.1   0.882     

X3.2   0.873     

X3.3   0.859     

X3.4   0.904     

Y.1       0.849 

Y.2       0.885 

Y.3       0.887 

Y.4       0.879 

 

The results of processing using SmartPLS can be seen in 

Table 1. The outer model values or correlations between 

constructs and variables have met convergent validity because 

all indicators have factor loading values above 0.70. Thus, this 

modified model has met the criteria for good convergent 

validity. 

Discriminant Validity  

Discriminant validity is used to ensure that each latent 

construct is truly different from other constructs in the research 

model. A model can be said to have good discriminant validity 

if the loading value of each indicator on the latent variable it 

measures is higher than the loading value of that indicator on 

other latent variables. Thus, the indicators used are more 

appropriate in representing their respective constructs. The 

results of the discriminant validity test are shown as follows 

Table 2 

Composite Reliability.  

Validity and reliability criteria can also be assessed 

through the construct reliability value and Average Variance 

Extracted (AVE) of each construct. 
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Table 2. Discriminant Validity Values (Fornell-Larcker) 
 

Employee 
Agility (X2) 

Employee 
Well-Being 

(X3) 

Employer 
Branding 

(X1) 

Talent 
Sustainability 

(Y) 

Employee Agility 
(X2) 

0.870       

Employee Well-

Being (X3) 

0.848 0.880     

Employer 

Branding (X1) 

0.846 0.867 0.874   

Talent 

Sustainability (Y) 

0.859 0.889 0.892 0.875 

 

A construct is considered to have good reliability if its 

reliability value reaches a minimum of 0.70, while an AVE 

value greater than 0.50 indicates that most of the indicator 

variance can be explained by the construct being measured.  

 

Table 3. Composite Reliability Values 
 

Cronbach's 

alpha 

Composite 

reliability 
(rho_c) 

Composite 

reliability 
(rho_c) 

Average 

variance 
extracted 

(AVE) 

Employee 

Agility (X2) 

0.893 0.893 0.926 0.757 

Employee 
Well-being 

(X3) 

0.903 0.903 0.932 0.774 

Employer 

Branding (X1) 

0.897 0.897 0.928 0.763 

Talent 
Sustainability 

(Y) 

0.898 0.898 0.929 0.766 

 

Based on Table 3, it can be concluded that all constructs 

have met the reliability criteria. This can be seen from the 

composite reliability value above 0.70 and the AVE value 

exceeding 0.50, in accordance with the standards recommended 

in validity and reliability testing. 

Structural Model Testing (Inner Model)  

Inner model or structural model testing is conducted to 

assess the relationship between constructs, the level of 

significance, and the R-square value in the research model. 

Structural model evaluation is carried out by looking at the R-

square value in the dependent construct, the t-test, and the 

significance of the path coefficient that describes the structural 

relationship between latent variables. 

 

 
Figure 1. Tested structural model 

 

In assessing the model using PLS, the initial step is to look 

at the R-square value for each dependent latent variable. This 

value describes the extent to which the independent variables 

can explain the dependent variables in the model. The results 

of the R-square estimation using SmartPLS are shown in Table 

8. 

Table 4. R-Square Values 
 

R-square Adjusted R-square 

Talent 

Sustainability (Y) 

0.861 0.858 

 

Based on the R-square value table, it can be explained that 

the Talent Sustainability (Y) variable has an R- -square value 

of 0.861 and an Adjusted R-square value of 0.858. This 

indicates that the three independent variables in the study, 

namely Employer Branding (X1), Employee Agility (X2), and 

Employee Well-Being (X3), are able to explain 86.1 per cent of 

the variation in Talent Sustainability (Y), while the remaining 

13.9 per cent is influenced by other factors outside the model. 

The high R-square value indicates that the influence of the three 

variables X1, X2, and X3 on Y is very strong, with a stable 

model indicated by an Adjusted R-square value that is almost 

the same as the R-square value. 

Hypothesis Test Results 

Direct Effect 

 

Table 5. Results of Direct Effect Hypothesis Testing 
 

Origi

nal 

sampl
e (O) 

Samp

le 

mean 
(M) 

Standa

rd 

deviati
on 

(STDE

V) 

T-statistic 

(|O/STDE

V|) 

P-

valu

es 

Alp

ha 

Conclusi

on 

Employee 
Agility 

(X2) → 

Talent 

Sustainabi
lity (Y) 

0.218 0.223 0.065 3.341 0.00
1 

0.05 Influentia
l 

Positive  

Significa

nt 

Employee 

Well-

Being 
(X3) -> 

Talent 

Sustainabi
lity (Y) 

0.364 0.360 0.104 3.502 0.00

0 

0.05 Significa

ntly 

Positive 
Influence 

Employer 

Branding 

(X1) -> 
Talent 

Sustainabi

lity (Y) 

0.392 0.393 0.099 3.949 0.00

0 

0.05 Significa

ntly 

Positive 
Influence 

 

Table 5 shows that the partial test results of the variables 

studied all have P values smaller than 0.05.  

1. The analysis results show that the Employer Branding 

variable (X1) has a positive and significant effect on Talent 

Sustainability (Y), with a path coefficient value of 0.392, a 

t-value of 3.949 (>1.972), and a P-value of 0.000 (<0.05). 

This indicates that the company's image as an attractive and 

trustworthy place to work can increase talent sustainability. 

The stronger the employer branding built by the 

organisation, the higher the attractiveness, retention, and 

commitment of talent that contributes to huma n resource 

sustainability. 

2. The analysis results show that the Employee Agility (X2) 

variable has a positive and significant effect on Talent 

Sustainability (Y), with a path coefficient value of 0.218, a 

t-value of 3.341 (>1.972), and a P-value of 0.001 (<0.05). 
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This finding indicates that employee agility in adapting, 

learning quickly, and responding to change can drive an 

increase in talent sustainability within the organisation. 

Thus, the higher the level of employee agility, the greater 

their contribution to maintaining the continuity of talent 

quality and availability. 

3. The analysis results show that the Employee Well-Being 

(X3) variable has a positive and significant effect on Talent 

Sustainability (Y), with a path coefficient value of 0.364, a 

t-value of 3.502 (>1.972), and a P-value of 0.000 (<0.05). 

This indicates tha t employee well-being—physically , 

mentally, and psychologically—plays an important role in 

maintaining talent sustainability. The better the condition of 

employee well-being, the stronger the organisation's ability 

to maintain retention, loyalty, and long-term talent 

development. 

Effect Size (f square) 

Effect size (f square) is used to evaluate how much 

influence a specific independent variable has on the dependent 

variable in the model. It is measured by comparing the change 

in R Square values when a particular independent variable is 

removed from the model. The interpretation of f² values is as 

follows: f² < 0.02 indicates a very small or insignificant effect, 

0.02 ≤ f² < 0.15 indicates a small effect, 0.15 ≤ f² < 0.35 

indicates a moderate effect, and f² ≥ 0.35 indicates a large effect. 

Thus, the f-square value provides an overview of the strength 

of each independent variable's contribution to the prediction of 

the dependent variable. 

From the analysis results, the effect sizes are as follows:  

 

Table 6. Effect Size (f-square) 
 

f-square 

Employee Agility (X2) -> Talent Sustainability (Y) 0.079 

Employee Well-Being (X3) → Talent Sustainability (Y) 0.192 

Employer Branding (X1) → Talent Sustainability (Y) 0.226 

 

Based on the results of the table, the following can be 

explained:  

The following is a re-explanation without bold text and still 

in order from the largest to the smallest f-square value: 

1) Employer Branding (X1) on Talent Sustainability (Y) has 

an f-square value of 0.226, which falls into the moderate 

effect category (0.15 ≤ f² < 0.35). This indicates that 

Employer Branding contributes significantly to improving 

Talent Sustainability. The image of the company as an 

attractive place to work can improve the positive 

perceptions of employees and prospective employees, 

thereby encouraging loyalty, attachment, and talent 

retention. Thus, the stronger the Employer Branding, the 

greater its influence in maintaining talent sustainability 

within the organisation. 

2) Employee Well-Being (X3) on Talent Sustainability (Y) 

has an f-square value of 0.192, which also falls into the 

moderate effect category. This value indicates that 

employee well-being has a fairly strong contribution to 

improving Talent Sustainability. The physical, mental, and 

social well-being of employees supports the creation of a 

positive work environment, increases satisfaction, and 

strengthens commitment to remain in the organisation. Thus, 

the better the efforts to improve Employee Well-Being, the 

greater its influence on talent sustainability. 

3) Employee Agility (X2) on Talent Sustainability (Y) has an 

f square value of 0.079, which falls into the small effect 

category (0.02 ≤ f² < 0.15). This indicates that the 

contribution of Employee Agility to Talent Sustainability is 

still relatively low. Although the ability of employees to 

adapt and respond to change is important for organisational 

dynamics, its influence on talent sustainability is not yet 

strong enough. Therefore, it is necessary to improve agility  

development programmes so that their role can be more 

optimal in promoting Talent Sustainability. 

The Influence of Employer Branding on Talent 

Sustainability 

The results of the study indicate that employer branding has 

a positive and significant influence on talent sustainability. 

These findings indicate that the image of the organisation as an 

attractive, credible workplace that provides value to employees 

is an important factor in maintaining talent sustainability in the 

Borobudur tourism sector. Organisations that are able to project 

a positive identity and strong value proposition tend to have 

higher employee retention, as employees feel proud and 

emotionally attached to their organisation. 

These findings are in line with the research by Tanwar and 

Kumar (2021), which concluded that employer branding has a 

significant effect on talent retention and commitment through 

the mechanism of positive perceptions of the organisation. 

Another study by Yousaf et al. (2022) also confirms that 

employer branding plays a role in increasing employee 

engagement and loyalty in the service sector, which ultimately 

encourages talent sustainability. The similarity of these 

findings with previous studies can be explained because 

employer branding in the service sector—including tourism—

has characteristics that emphasise work experience, social 

interaction, and organisational culture as factors that greatly 

determine employees' decisions to stay. 

However, there are studies that show different results. Zhao 

et al. (2023) found that employer branding does not always 

have a significant impact on sustainability in organisations with  

high levels of uncertainty, such as the technology and digital 

services industries. This difference in results may occur 

because sector characteristics greatly determine the strength of 

employer branding's influence. In the Borobudur tourism 

industry, direct interaction with tourists and the need for a 

reliable workforce make employer branding a more important 

factor than in other sectors that rely more on automated systems. 

Unlike previous studies, this study presents the context of 

Super Priority Tourism Destinations (DPSP), where talent 

competition is more dynamic and requires stronger 

organisational positioning in order to maintain the quality of its 

human resources. Thus, this study makes a new contribution by 

proving that employer branding plays an important role in 

building talent sustainability in the heritage-based tourism 

sector, which has very specific competency requirements. 

The Influence of Employee Agility on Talent Sustainability  

The results show that employee agility has a positive and 

significant effect on talent sustainability, although its 

contribution is smaller than that of other variables. This 

indicates that employees' ability to adapt, learn quickly, work 

flexibly, and respond to change remains an important factor in 
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maintaining talent sustainability, especially in the tourism 

sector, which is characterised by fluctuating demand and 

dynamic work situations. 

This finding is consistent with the research by Gupta et al. 

(2022), which confirms that employee agility is a key 

determinant in maintaining the continuity of individual and 

organisational performance, especially in service industries that 

demand rapid change. Another study by Joiner (2019) also 

explains that agility provides adaptive advantages for 

employees, thereby promoting talent sustainability through 

increased resilience and the ability to cope with uncertainty. 

However, research by Zhuang et al. (2021) shows that 

agility does not always have a significant impact on talent 

retention in organisations with stable work structures and 

routine tasks. This difference may occur because agility is 

highly dependent on the demands of the work environment. In 

the context of Borobudur tourism, changes in tourist 

preferences, visiting seasons, and service dynamics make 

agility play an important role, although not as strong as other 

variables such as employer branding or well-being. 

This study differs from previous studies in terms of 

organisational context. Many studies on agility have been 

conducted in the technology, manufacturing, or modern service 

sectors, while this study focuses on the cultural tourism sector, 

which is characterised by intensive service and direct 

interaction with customers. Thus, this study provides a unique 

perspective that agility still contributes to talent sustainability, 

but its level of influence depends on the intensity of change and 

the demands for adaptation in the work environment. 

The Influence of Employee Well-being on Talent 

Sustainability 

The study shows that employee well-being has a positive 

and significant influence on talent sustainability, meaning that 

employee well-being—whether physical, mental, social, or 

emotional—is an important factor in maintaining talent 

sustainability within an organisation. When employees feel 

comfortable, secure, and supported by the organisation, they 

are more likely to stay longer and contribute optimally. 

These findings are consistent with the research by Montani 

et al. (2020), which confirms that well-being is closely related 

to work commitment and long-term retention in the service 

sector. Research by Kim and Park (2020) also states that 

employee well-being not only improves performance but also 

strengthens work engagement, thereby reducing the risk of 

turnover. The consistency of these findings shows that well-

being is a universal factor that affects talent sustainability in 

various sectors. 

However, an alternative study by Cottrill et al. (2020) shows 

that well-being can lose its relevance in organisations with  

extreme work pressure or highly competitive environments, 

where financial compensation and career opportunities are the 

main determinants of retention. This difference occurs because 

the level of work pressure and organisational culture greatly 

influence how well-being is accepted and perceived by 

employees. 

This research contributes new insights by presenting the 

context of the Borobudur tourism sector, which is characterised 

by hospitality-based work, public services, and emotional 

interactions with tourists. In this context, well-being not only 

affects work comfort but also the psychological resilience of 

employees in dealing with variations in tourist visits and 

expectations. Therefore, this study reinforces the evidence that 

well-being is an important determinant in building talent 

sustainability in the human interaction-based tourism sector. 

Overall, this study shows that employer branding, employee 

agility, and employee well-being have a positive influence on 

talent sustainability, with employer branding being the most 

dominant factor. These results indicate that in cultural tourism 

sectors such as Borobudur, the image of the organisation as an 

attractive place to work plays a key role in retaining talent, 

more so than the adaptive abilities or well-being of employees. 

Unlike many previous studies conducted in the technology, 

banking, manufacturing, and modern service sectors, this study 

provides a new context that the tourism sector requires a 

combination of factors that emphasise organisational image and 

psychosocial well-being rather than technical aspects of 

adaptation. Furthermore, this study also provides empirical 

evidence on super-priority destinations that have higher job 

complexity and specific talent requirements, such as tourism 

service competencies, cultural interpretation, and intensive 

social interaction. 

Thus, this study provides added value in the form of 

integrating three main variables in the context of cultural 

tourism, which has not been widely done in previous studies. 

This study also emphasises that talent sustainability in the 

tourism sector is not only influenced by internal employee 

factors, but also by organisational strategies and perceptions of 

the broader work ecosystem. 

 

IV. CONCLUSIONS 

This study aims to analyse the influence of Employer 

Branding, Employee Agility, and Employee Well-Being on 

Talent Sustainability in the tourism sector in the Borobudur 

Area, which is a Super Priority Tourism Destination. Based on 

the analysis results, the study concludes that employer branding 

plays an important role in promoting talent sustainability. A 

positive and attractive organisational image can strengthen 

employee loyalty, commitment, and retention. Employee 

agility also contributes to improving ta lent sustainability, where 

the ability of employees to adapt quickly, learn rapidly, and 

respond to change has been proven to help organisations 

maintain the quality of human resources, although its influence 

is not as significant as other variables. In addition, employee 

well-being has been proven to be an important factor in 

maintaining talent sustainability, where the physical, 

psychological, social, and emotional well-being of employees 

plays a major role in increasing their retention, commitment, 

and resilience at work. Overall, this study concludes that these 

three variables contribute positively to strengthening talent 

sustainability, with employer branding and employee well -

being being the most dominant factors in the Borobudur 

tourism sector. Theoretically, this study contributes to 

enriching the conceptual model of talent sustainability, 

particularly in the cultural tourism sector, which has 

characteristics that differ from other service sectors. The 

integration of the three main variables—employer branding, 

employee agility, and employee well-being—proves that talent 

sustainability does not only depend on individual factors or the 
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adaptive abilities of employees, but also on organisational 

strategies that influence perceptions, identity, and work 

experience. The findings of this study can be used as a reference 

for developing talent management theory in the hospitality and 

tourism sectors, which are based on social interaction and direct 

service to tourists. 

In practical terms, this research has implications for 

destination managers, tourism companies, and stakeholders in 

the Borobudur area. Organisations need to strengthen employer 

branding by creating a positive work environment, promoting a 

clear organisational culture, and communicating company 

values to employees and prospective employees. Efforts to 

develop employee agility need to be made through adaptation 

training, improving digital literacy, and continuous learning so 

that employees are able to keep up with rapid changes in the 

tourism industry. In addition, organisations need to pay more 

attention to well-being by ensuring the physical and 

psychological well-being of employees through health 

programmes, emotional support, and reasonable workload 

management. The synergistic implementation of these three 

strategies can strengthen long-term talent sustainability. 

This study has several limitations that need to be considered. 

First, the study only focuses on the tourism sector in the 

Borobudur area, so the findings cannot be generalised to other 

sectors or locations with different characteristics. Second, the 

data was obtained through questionnaires based on respondents' 

perceptions, so there is a possibility of subjective bias that does 

not fully reflect the actual conditions. Third, the study only uses 

a quantitative approach, so it does not explore qualitative 

aspects such as employee work experience or internal 

organisational dynamics in depth. In addition, this study only 

tests three main variables, whereas talent sustainability can also 

be influenced by other factors such as leadership, 

organisational culture, compensation, or career opportunities. 

Based on these limitations, future research is recommended 

to expand the research context to other destinations or tourism 

sectors so that comparisons can be made more comprehensively. 

Future researchers are also encouraged to use mixed methods 

or qualitative approaches to gain a deeper understanding of 

employee experiences and psychosocial factors that influence 

talent sustainability. Future research could add other variables 

such as transformational leadership, organisational culture, 

workload, or compensation to see a broader impact on talent 

sustainability. In addition, future research could consider using 

longitudinal data analysis techniques so that the dynamics of 

changes in talent sustainability can be observed over a longer 

period of time. Subsequent research could also compare talent 

sustainability across different types of tourism organisations, 

such as hotels, travel agencies, and destination managers, to 

obtain a more detailed and applicable picture. 
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