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Abstract 
 World contexts have been changed rapidly in all aspects namely: economics, social, environment, and 

management. Such phenomenon caused organizational leaders and HR practitioners thinking of differently HR 

practices. New approach of recruiting is to hire competence employees. Retention strategy is also required after 

hiring of them. One important strategy of managing high potential employees is to utilize their potentiality to gain 

competitive advantages in business operations. The purpose of this paper is to present key contents of managing of 

competence employees since it is very critical situation. It challenges all organizational leaders. Several organizations 

have invested in human resource development to build up their competencies. These talent are employees with high 

competencies can lead organizations to be excellence one. Organizational leaders pay attention to high competence 

employees or talents in all levels, especially in executive level who set strategy, policy, to drive organization to 

achieve the set goals. 
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