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Abstract: Human resource is a major factor in organization, human is a major encouraging factor for an
organization, the organization must strive to improve the capability of human resources in performing their
duties and functions with high efficiency, effectiveness and productivity so that organmizational goals can be
achieved. The purpose of writing this research 1s to discuss the empirical facts about the effects of the
implementation of human resource development policy on employee’s performance in banking business sector.
The methodology used is explanatory approach with survey technique of path analysis that took 92 people as
respondents and 10 rural banks (Bank Perkreditan Rakyat-BPR) in Garut, Indonesia as the object of research.
The results showed that the mnplementation of human resources development policy has sigmificant and
positive effect toward employee’s performance. The study recommends the human resource development
pattern to improve the performance and quality of public services through education and training and the

umplementation of knowledge management.
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INTRODUCTION

Humean resource development 1s an investment for
organization, due to the developing and increasing human
resources quality the employee’s performance will be
getting better. Performance 1s research achievement that
someone gained i performing jobs assigned to him based
on skills, experience, seriousness and time (Hasibuarn,
2003).

For organizations that provide public serve sector
such as banking, good human resources will have a good
performance too and will provide good service quality as
well. Public service is an activity or series of activities
aimed to meet the service needs according to the laws of
every citizen and resident regarding goods, services and/
or administrative services provided by public service
administrator (Amin and Ramdhani, 201 7). Public services
must have good quality so that they can meet community
needs properly.

In the logical framework context, the development of
human resource, performance and service is important and
related and mnfluential to each other. To test the empirical
facts of tlus framework it is necessary to do survey
research to prove the relationship between these
variables. This study aims to discuss the empirical facts

about the effects of the implementation of human resource
development policy on employee’s performance in
banking business sector.

MATERIALS AND METHODS

The method used in this study is explanatory
approach with survey techmque. Explanation research
method is a method of searching information or
explanation which aims at explaming causality or existing
causal relationships and trying to look for observation
variable. Explanation method is a research technique to
test the result and impact of an activity or action toward
an object or environment. To strengthen the research
finding, it was performed the verification of the research
finding to the literature review as recommended by
Ramdhani et al. (2014) and Ramdhani and Ramdhani,
(2014).

There are research objects to see the objective
condition. Researchers determined the operationalization
of research variables, structured to facilitate the steps in
selecting and collecting obtained data from respondents
based on the theories, concepts, propositiors and
of the study wvariables defined. The
operationalization of research variables are as follows:

assumptions
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Tabel 1: Operationalization of research variables

Table 2: Result of hypothesis testing

Variables Dimension Indicator Hypothesis Lol [ Determinant Result
Implementation of the Communication Transmission X-Y 19.74 1.66 0.04 Significant
Human Resource Development Congistency
Policy (Winamo, 2007) Clarity
Resources Human resources
Information
Authority Py,
Facility
Implemfmtfng t(?ndency CO]:]SIEI]SLIS Human resource Py, Employee
(Executive’s attitude) Ability development policy > performance
Bureaucratic structure  Wark procedure Y)
Organization

Fragmentation
Work quality
Professionalism
Creativity

Work motivation
Work ethics
Waork achievernent
Participation
Activity
Trnovation

Emplayee performance
(Urnar, 2002)

Ability

Work effort

Organizational support

(Table 1). The respondents of this study are the
employees banks (Regional Owned
Enterprises) in Garut, Indonesia with the total number of

of 10 rural

respondents 92 people. The discussion 1s made on the
relevant pattemn of human resource development as
efforts to improve employee’s performance.

RESULTS AND DISCUSSION

This study examined the empirical facts on the effect
of the implementation of human resource development
policy toward employee’s performance. The analyzed
research paradigm 1s presented in Fig. 1. The analysis
result of t-test analysis is presented in Table 2.

Empirically, the result of hypothesis testing
llustraltes that the implementation of the human resource
development policy provides a positive and significant
mfluence on employee’s performance. The result of this
study is supported by similar research conducted by
Setiamy (2016) which stated that the human resources
development provided a positive and significant influence
on the performance.

In addition, the result of this study has implications
on the stronger conceptual relationship of the theory
underlying the research variables relationshuip. The
relationship between the concepts of the implementation
of human resource development policy and employee’s
performance has been proven that the both of them are
significant
relationshup. Conceptual and empirical relationships of
this study strengthen the concept that improving
performance can be done through the implementation

mterrelated one another and have a

of human resource development policy. For further

Fig. 1: Model of research paradigm

discussion, this study will elaborate the model of human
resource development.

In practice, human resource development policy
should be implemented in a series of human resource
development activities. In terms of the consumer, it is
important to make service standard which tell the
consumers what service they are entitled to who can get
1t what requirenments and how the service looks like. This
will Bind Rurel Bank (BPR) as service providers in its
human resource development pattern. Good service will
result in consumer’s high loyalty in using bank services
(Ramdham et al, 2011; Setiawardi ef al., 2013). The
following discussion 18 an analysis of implementation of
human resource development pattern that should be
applied by BPR.

Human resource development is a process applied to
develop employee’s knowledge, skills and abilities, in
addition to competencies developed through training and
development, orgamzational learming, leadership
management and knowledge management for performance
improvement (Harahap, 2016) Human resource
development 1s related to the organization’s competitive
advantage. Tt is recognized that service organization is
currently experiencing a lot of paradigm shifts. One
strategy to overcome this problem is developmg and
enhancing human resource potential. In this case human
resources management and utilization is a strategic
approach to the improvement of organizational
performance. Tn consequence, each organization really
needs effecive management of human resource
development system which does not differentiate humans,
facilities/infrastructure and management system as a
whole in order to achieve organizational goals. The
successful system of human resource development has
two objectives, namely:

»  Creating an awareness of the environmental changes
power that organization 1s facing

s Providing a systematic approach to the development
necessary knowledge and skills to improve public
services
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The purpose of human resource development is
mnproving people’s productive contribution to the
organization in many responsible ways from strategic,
ethical perspectives.
development has goals that not only reflect the
organization’s will of achieving its objectives but also
balance the orgamzational challenges, human resource
functions, society and affected people. Failure in that
those aspects can corrupt performance and the survival
of organization. The orientation of human resources
development at least has four purposes:

and social Human resource

Society: This objective means that organization should be
socially and ethically responsible to the society needs
and challenges to mimimize the negative mmpact for the
orgamization. Business organizations are expected to
mnprove the quality of society and help solve social
problems because company s a part of society. The
company’s contribution to society showed that factors
outside the organization will affect the company’s
operation and product. Society expects that company
follow laws and norms/moral. In this aspect, one important
factor is improving communication capability of human
resources, so that they can communicate with each other
and find a point of agreement/consensus mutually
beneficial. The created consensus can improve personal
performance i research through finding a win-win
solution m any problem (Ramdham and Suryadi, 2005).

Organizational objectives: Orgamzational objectives are
the formal goals/targets of orgamzation created to achieve
the goals of company by the following way:

Increasing company productivity by providing
trained and well motivated employee

Capitalizing worlforce efficiently and effectively by
the ability of controlling labor costs

Developing and mamtaining the quality of research
life by providing opportumties for job satisfaction
and employee self-actualization

Ensuring that orgamzational behavior 1s in line with
the laws and regulation to provide equal employment
opportunity, a safe environment and protection of
the employes’s rights

Assisting the organization in achieving goals
Communicating human resource policies to all
employees

Helping to maintain an ethical policy and socially
responsible behavior

Managing change that 1s mutually beneficial for
individuals, groups, comparmes and communities
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Functional objective: Tt is the objective to maintain human
resources contribution at the appropriate level to the
organization needs. Humean resources are required in order
to provide traimng programs and mnovative development
and to find a management approach that will maintain and
motivate the best people.

Personal objective: It 1s a personal goal of every member
of the organization to be achieved through their activities.
Employees must obtain benefits and they should be
treated humanely m satisfying their needs. In order that
every objective of company has a positive impact on
employee’s performance, the objectives must be accepted
by the employees. The objectives acceptance is an
essential precondition for positive impact on the
COImpary.

Human resource development leads to forming
trained and loyal employees who often become the key for
companies to compete. Furthermore, 1t is important to
design the activity of human resource development as a
process to aftract, retain and improve the quality and
quantity of employees required to solve problems and to
achieve the objective determined by the orgamization.
Development program through activites related to
problem solving dealing with practical requirements and
need orientations (Ainissyifa, 2013)

The purpose of human resource development training
15 determiend based on the need assessment and
references in developing the criteria of success
assessment. Through the needs assessment it is possible
to conduct the present and future problems and
challenges diagnoses to define and color the program
content and learning principles to be used in development
activities. Moreover, the purpose of needs-based traming
and development is formulated considering skills,
knowledge and abilities of people attending training and
development program.

Human resource development is basically a building
of an individual capacity meanmgful to realize the
excellence of organmization competition. Here are some
directions and orientations of human resources
development:

Preparing capable person ready to be assigned
appropriate job at any time

Improving one’s condition who feel weaknesses in
himself and 1t 1s expected he can perform job properly
Preparing person to be assigned specific job more
difficult than the current job

Completing person with possibly appearing matters
around his job which has either direct or indirect
effect on his job performance
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Adjusting someone to job changes

Instilling a person’s confidence and trust that he is
the appropriate one to the job bemng assigned
Increasmg one’s prestige in the sight of s
subordinate or someone from colleagues and relation

In arranging traimng and development programs, the
first step 18 conducting needs assessment. The
techniques used in assessment implementation can be
done by considering their levels: organizational level,
group/employment level, mdividual level Needs analysis
at orgamization level 1s the orgamization’s strategy,
considering a number of factors that can affect training
requirements including changes related staff,
technology, employment and regulations economic
development new pattem of research employee’s
aspirations and variety of research equality in
opportunity.

At the group or employment level, needs analysis is

to

determined by job analysis and performance and
productivity analysis. Meanwhile, at the individual level,
needs can be assessed through a process of broad
minded management. The training and development of
educational employee as part of staff development 1s one
important way to help individuals to meet and satisfy their
needs in terms of status, self introduction, personal and
professional growth. Therefore, training and development
management for employees include planmng,
implementation and control should be done in conceptual,
systematic and continuous ways.

In this study, the concept of human resource
development 1s directed to form good performance.
Performance can be viewed in two dimensions, namely
and orgamization dimension.
Individual dimension sees performance in relation to the
mndividuals personality characteristics that appear in
mental attitude form and implies the desire and efforts of
individuals who alwasy try to improve the quality of life.
On the other hand, orgamzation dimension views
productivity within the framework of the technical
relationship between inputs and output. Therefore, in this
point of view, the increase in productivity is not only seen
from the quantity aspect but also can be seen from the
quality aspect. Both defintions of performance contain
certain difficult way or method of measurement to be
practiced. First of all, the difficulties are caused by
complex individual personality characteristics, secondly

mndividual dimensions

the difficulties are due to a variety of resources input and
in different proportions (Setiamy, 2016).

To increase the capacity of employee’s personality,
character education is an mmportant thing to do for the
creation of high commitment, discipline and honest human
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resowrces (Aimissyifa, 2014). Character education is the
development of leamer’s ability to behave properly
marked with several capabilities enhancement that will
make human beings religious creature (Ramdham, 2014).
Character education can be done through a variety of
curriculum  modification and using facilities and
infrastructure  comresponding to the scope of work
(Ramdham and Muhammadiyah, 2015). Here, are some
factors allegedly can affect the performance with respect
to the employee’s job in the research object that can be
enhanced through human resource
programs that include:

development

Ability, it is the capability possessed based on
knowledge and skills

Technology application, technology advance is
strongly affected by productivity, so that technology
application should be oriented towards performance
unprovement

The application of human resource development
should measuring, analyzing, evaluating,
reporting and taking action and remeasuring. Human
resource development process consists of four stages,
namely assesing training needs (needs analysis),
designing, training programs (program design), delivering
traimng (program implications), traimng evaluation
{(evaluation) (Anona and Prasetya, 2016)

There is another pattern for human resources
development through knowledge
management implementation that mecludes collection,
arrangement, storage and information access to build
knowledge of human resources in the organization
(Ramdham et @l., 2011). Knowledge management concept
is a pattern that has showed successful development of
human resources in many orgamzations (Ainissyifa,
201 2a-c; Ainissyifa et al., 2012). Even, human resource
development can be facilitated through knowledge
exchange with fellow employees through the development
of knowledge portal. Knowledge portal 1s an mmportant
aspect to disseminate knowledge of organization
(Pamoragung et al, 2006). In the contemporary context
human resource development needs to be directed to
information technology mastery. Information teclnology
was built to ease the complex human worlk to be simpler,
faster and more accurate (Thabit et al., 2012).

Human resource development activities
supported by several factors such as the selection of
good human resources to seriously create qualified
employees, design the harmony between the
organmization’s needs and the employee’s ability, provide
facilities, mfrastructure and technology appropriate to

include

can be done

arc
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employee development and high commitment of every
organization element to continuously perform employee
development. When the orgamzation support has been
able to run simultaneously, the competency-based human
resource development will be able to give a good impact
to the improvement of organizational performance. This
occurs because developing competent human resources
15 a condition in which all elements of intemnal
organization are ready to research based on self quality
and good ability.

Another important thing 1s policy evaluation process.
Policy evaluation can be seen as an activity regarding
estimation or policy evaluation that include substance,
implementation and impact. In this case, evaluation
should be viewed as a functional activity. This means that
policy evaluation is not only done at the final phase but
it is done in the whole processes of policy. Thus, policy
evaluation may include the formulation stage of policy
proposed programs policy,
umnplementation, the stage of policy impact.

1ssues, to solve the

CONCLUSION

Conceptual study and empirical research showed that
the implementation of human resource development
policy gave effect toward the employee’s performance, so
that service quality attainment can be realized. Through
the implementation of good human resource development
policy a good performance can be achieived which in turn
will create competitive advantages for the orgamzation.

REFERENCES

Ainissyifa, H., 2012a. The vital pillar of the implementation
of knowledge management on high schools. Intl. T.
Technol. Enhancements Emerging Eng. Res., 1:
132-138.

Aimissyifa, H., 2012b. The influence of organizational

knowledge management
implementation on secondary education institution.
Intl. J. Res. Manage., 2: 134-139.

Ammssyifa, H., 2012¢. The influence of human resources
toward knowledge management implementation on
secondary education mstitution. Adv. Natural Appl.
Scl., 6: 789-793,

Aimssyifa, H., 2013. Effect of Human Resources,
Organizational Culture, and the use of technology on
the Application of Knowledge Management in the
Context of Environmental Formal Education Quality
Improvement Pesantren. Sunan Gunung Djati Tslamic
State University, Bandung, Tndonesia,.

culture toward

970

Ainissyifa, H., 2014, Character education in the
perspective of islamic education. T. Educ. Univ. Garut,
8:1-26.

Aimssyifa, H, M. Engin, D. Engin, T. Laosuwan and
N. Laosuwan et al., 2012. The influence of knowledge
management implementation toward the quality of
high schools. Intl. I. Dev. Sustamnability, 2: 79-84.

Amin, A.S. and M. A. Ramdham, 2017. General concept of
public policy implementation. Public J., 11: 1-12.

Anona, D.T. and A. Prasetya, 2016. Analysis of
unplementation of human resources development:
Studies in the department of human capital PT Surya
Artha Nusantara Finance. J. Bus. Admimstration, 36:
10-19.

Harahap, SR,
development strategy to performance improvement
and quality services at PT. Bank Muamalat Indonesia
P.T. Branch Medan. Anal. Islamica, 5. 149-168.

Hasibuan, M.3., 2003. Human Resource Management.
Bummi Aksara PT, JTakarta, Indonesia,.

Pamoragung, A., K. Suryadi and M.A. Ramdhani, 2006.
Enhancing the implementation of e-government in
Indonesia through the Mgh-quality of virtual
community and knowledge portal. Proceedings of the
6th Furopean Conference on E-Government, April
27-28, 2006, University of Marburg, Marburg,
Germany,-pp: 341-347.

Ramdham, A., M.A. Ramdham and A.S. Amin, 2014.
Writing a literature review research paper: A
step-by-step approach. Int. J. Basic Appl. Sci, 1:
47-56.

Ramdham, M.A. and A. Ramdham, 2014. Verification of
research logical framework based on literature review.
Int. T. Basic Appl. Se1., 2: 1-9.

Ramdhani, M.A. and H. Muhammadiyah, 2015. The
criteria of learning media selection for character
education n higher education. Proceedings of the
International Conference on Tslamic Education in
Southeast Asia, December 2-3, 2015, UIN Maulana
Malik Thrahim Malang, Malang, Indonesia, pp: 1-9.

Ramdham, M.A. and K. Suryadi, 2005. Consensus method
development on analytic hierarchy process.
International Conference on Quantitative Sciences
and its Applications, December 6-8, 2003, Universiti
Utara Malaysia, Chang lun, Malaysia, pp: 1-10.

Ramdhani, ML.A., 201 4. Tmplementation of environmental
education in character education. J. Educ. Umnv.
Garut., 8: 27-36.

Ramdham, M.A., A. Ramdham and D. Kurmati, 2011. The
influence of service quality toward customer
satisfaction of islamic sharia bank. Aust. J. Basic
Appl. Sei., 5:1099-1104.

2016. Effect of human resource



Int. Business Manage., 11 (4): 966-971, 2017

Setiamy, A.A., 2016. Role of training and human resources Thabit, A., M.A. Ramdhani and R. Cahyana, 2012.

development i efforts to improve work productivity Development of Ganesha Digital Library to make trip

employees at unit NRM Kualuh Barumun PSDA journal. J. Algorithms, 9: 1-10.

North Sumatra province. 1. Inf. AMIKLB., 4: 8-15. Umar, H., 2002. Evaluate the Performance of the
Settawardi, A., M.A. Ramdhani and A. Ikhwana, 2013. Company. PT  Gramedia Pustaka Utama,

Influence of marketing mix on customer loyalty Takarta,.

services at Taman Air Panas Darajat Pass. Calibration  Winarno, B., 2007. Public Policy: Theory and Process.
I, 11:1-10. Media Pressindo Group, Depok, Indonesia,.

971



	966-971_Page_1
	966-971_Page_2
	966-971_Page_3
	966-971_Page_4
	966-971_Page_5
	966-971_Page_6

