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ABSTRACT  

  

Human Resource Planning (HR) has an important role in improving the recruitment 
process at heavy equipment companies in Tangerang. An effective and efficient recruitment 
process plays a vital role in attracting, hiring and retaining competent and high-performing 
employees. This article reviews the definition of HR Planning by several experts as well as 
facts related to the importance of HR Planning in human resource management. The 
problem statement identifies how HR Planning can help improve the recruitment process, 
the key factors that need to be considered, as well as the challenges and benefits of 
implementing HR Planning for the recruitment process. This research aims to analyze the 
role of HR Planning in improving the recruitment process by aligning the recruitment 
process with the organization's strategic goals, estimating future workforce needs, 
developing effective recruitment strategies, streamlining the recruitment process, and 
evaluating recruitment results. The conceptual framework used discusses the relationship 
between HR planning and the employee recruitment process and the research methods used 
include literature studies, case studies, data analysis, model development and model testing. 
This article discusses planning in the recruitment process, including analyzing HR needs, 
determining candidate sources, developing recruitment strategies, and evaluation and 
measurement. Key factors to consider in developing an HR planning strategy as well as the 
challenges and benefits of recruitment planning are also discussed in this article. The 
conclusion confirms that careful planning in the recruitment process is the key to getting 
the best talent the organization needs, increasing the efficiency and effectiveness of the 
recruitment process, and improving the quality of employees recruited.  
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Perencanaan Sumber Daya Manusia (SDM) mempunyai peran penting dalam 

meningkatkan proses rekrutmen pada perusahaan alat berat di Tangerang. Proses 

rekrutmen yang efektif dan efisien memainkan peran penting dalam menarik, 

merekrut, dan mempertahankan karyawan yang kompeten dan berkinerja tinggi. 

Artikel ini mengulas tentang pengertian HR Planning menurut beberapa ahli serta 

fakta terkait pentingnya HR Planning dalam pengelolaan sumber daya manusia. 

Rumusan masalah mengidentifikasi bagaimana Perencanaan SDM dapat 

membantu meningkatkan proses rekrutmen, faktor-faktor utama yang perlu 

dipertimbangkan, serta tantangan dan manfaat penerapan Perencanaan SDM 

untuk proses rekrutmen. Penelitian ini bertujuan untuk menganalisis peran 

Perencanaan SDM dalam meningkatkan proses rekrutmen dengan cara 

menyelaraskan proses rekrutmen dengan tujuan strategis organisasi, 

memperkirakan kebutuhan tenaga kerja di masa depan, mengembangkan strategi 

rekrutmen yang efektif, menyederhanakan proses rekrutmen, dan mengevaluasi 

hasil rekrutmen. Kerangka konseptual yang digunakan membahas tentang 

hubungan perencanaan SDM dengan proses rekrutmen karyawan dan metode 

penelitian yang digunakan meliputi studi literatur, studi kasus, analisis data, 

pengembangan model dan pengujian model. Artikel ini membahas tentang 

perencanaan dalam proses rekrutmen, meliputi analisis kebutuhan SDM, 

penentuan sumber kandidat, pengembangan strategi rekrutmen, serta evaluasi 

dan pengukuran. Faktor-faktor kunci yang perlu dipertimbangkan dalam 

mengembangkan strategi perencanaan SDM serta tantangan dan manfaat 

perencanaan rekrutmen juga dibahas dalam artikel ini. Kesimpulannya 

menegaskan bahwa perencanaan yang matang dalam proses rekrutmen 

merupakan kunci untuk mendapatkan talenta terbaik yang dibutuhkan organisasi, 

meningkatkan efisiensi dan efektivitas proses rekrutmen, serta meningkatkan 

kualitas pegawai yang direkrut. 

Kata Kunci: Perencanaan SDM, Rekrutmen. 

 

INTRODUCTION 

Human Resources (HR) are an 

important asset for an organization in 

achieving its goals. An organization's 

success depends largely on its ability to 

attract, hire, and retain competent, high-

performing employees. Therefore, the 

recruitment process is a vital function in 

HR management. 
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The recruitment process is a series 

of activities carried out by an 

organization to search for and attract 

qualified candidates to fill vacant 

positions. An effective and efficient 

recruitment process can help 

organizations get the best talent needed 

to achieve their goals. 

However, the recruitment process 

can be complex and time consuming. 

Organizations need to identify their HR 

needs, determine potential candidate 

sources, and screen qualified 

candidates. This process can take 

significant time and resources. 

This is where Human Resource 

Planning (HR) plays an important role 

in increasing the effectiveness and 

efficiency of the recruitment process. HR 

planning is a systematic process for 

identifying, anticipating and meeting an 

organization's future HR needs. 

 

Definition 

Human Resources (HR) planning is 

a systematic process for identifying, 

anticipating and meeting an 

organization's future HR needs. Good 

HR planning can help organizations 

achieve their goals by ensuring that they 

have the right staff with the right skills 

at the right time. 

 

Here are some definitions of HR 

Planning from experts: 

1. According to Mathis and Jackson 

(2001): HR planning is the process 

of identification and analysis to 

have human resources that can 

achieve organizational or company 

goals. 

2. According to Dessler (2008): HR 

planning is the process of 

determining future HR needs and 

developing programs to meet 

them. 

3. According to Flippo (1984): HR 

planning is a systematic process for 

predicting future HR needs and 

formulating programs to meet 

these needs. 

 

Fact 

Some facts that can be found in this 

discussion include: 

1. Human Resource Planning (HRP) 

is one of the most important 

human resource tasks in an 

organization. 

2. HRP helps organizations ensure 

the right number and type of 

people in the right place and at the 

right time so they can work 

effectively and efficiently in 

accordance with the organization's 

strategic goals. 
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3. Employee recruitment and 

selection is an important activity to 

increase the number of candidates 

that can be selected for 

employment. 

4. HRP helps in effectively managing 

an organization's human resource 

needs, both now and in the future. 

5. Without clear planning, goals, and 

strategies, estimates of human 

resource needs in an organization 

will be inaccurate and 

questionable. 

 

Problem Formulation 

1. How can Human Resources (HR) 

Planning help organizations 

improve the recruitment process? 

2. What are the key factors to 

consider in developing a HR 

Planning strategy for an effective 

recruitment process? 

3. What are the challenges and 

benefits of implementing HR 

Planning for the recruitment 

process? 

 

Objective 

This research aims to analyze the 

role of HR Planning in improving the 

recruitment process. This research will 

discuss how HR Planning can help 

organizations: 

 

1. Align the recruitment process with 

the organization's strategic goals 

2. Estimating future workforce needs 

3. Develop effective recruitment 

strategies 

4. Streamlining the recruitment 

process 

5. Evaluate recruitment results 

 

Conceptual Framework 

The conceptual framework used is 

related to the relationship between 

Human Resource Planning (HRP) and 

the employee recruitment process. This 

conceptual framework includes an 

understanding of the importance of 

HRP in forecasting an organization's 

human resource needs, identifying gaps 

between workforce needs and supply, 

and directing strategic decisions related 

to human resource management. In 

addition, the conceptual framework also 

includes the impact of effective HRP 

implementation on the efficiency, 

effectiveness and overall performance of 

the organization in the context of 

employee recruitment. Thus, the 

conceptual framework helps explain 

how HRP can influence the employee 

recruitment process and its contribution 

to organizational success. 

 

 

 



 
 

Stratēgo: Jurnal Manajemen Modern                                                                        Vol. 6, No. 2 

https://journalversa.com/s/index.php/jmm                     April 2024 

132 

RESEARCH METHODS 

The research methods used in this 

journal are: 

1. Study Literature 

Researchers will review relevant 

literature on Human Resource 

Planning (HR) and the recruitment 

process. This literature will be 

obtained from various sources 

such as books, scientific articles, 

journals and trusted websites. 

2. Case study 

Researchers will select several 

organizations as case studies to 

analyze how they implement HR 

Planning in the recruitment 

process. Data will be collected 

through interviews with HR 

practitioners in the organization, 

observation of the recruitment 

process, and analysis of related 

documents. 

3. Data analysis 

Data obtained from literature 

studies and case studies will be 

analyzed using qualitative analysis 

methods. Qualitative analysis aims 

to understand and interpret the 

meaning of the data collected. 

4. Model Development 

Based on the results of data 

analysis, researchers will develop 

an effective HR Planning model to 

improve the recruitment process. 

This model will explain how HR 

Planning can help organizations in: 

a. Align the recruitment process with 

its strategic objectives. 

b. Estimating future workforce 

needs. 

c. Develop effective recruitment 

strategies. 

d. Streamlining the recruitment 

process. 

e. Evaluate recruitment results. 

5. Model Testing 

The developed model will be 

tested in several organizations to 

test its effectiveness in improving 

the recruitment process. 

This research is expected to 

provide theoretical and practical 

contributions regarding the role of HR 

Planning in improving the recruitment 

process. It is hoped that the results of 

this research can help organizations 

develop and implement an effective HR 

Planning system to improve the 

recruitment process and get the best 

talent needed. 

RESULTS AND DISCUSSION 

Planning is an important stage in 

an effective recruitment process. Careful 

planning helps organizations achieve 
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their goals by ensuring recruitment of 

the right candidates with the right skills 

at the right time. 

The following are several 

important points in discussing planning 

in the recruitment process: 

1. HR Needs Analysis 

a. Job Analysis: Understand the 

duties, responsibilities, and 

qualifications required for each 

vacant position. 

b. HR Needs Forecasting: Estimating 

the number and type of employees 

needed in the future based on 

factors such as business growth, 

technological changes, and 

employee turnover. 

c. Skills Gap Analysis: Identifies the 

gap between the skills employees 

currently have and the skills 

needed to achieve organizational 

goals. 

2. Determine Candidate Sources 

a. Internal Sources: Internal 

promotions, employee transfers, 

employee development programs. 

b. External Sources: Job 

advertisements, job search 

agencies, professional networks, 

educational institutions. 

3. Develop a Recruitment Strategy 

a. Determining Selection Criteria: 

Establishing qualification 

standards that candidates must 

meet. 

b. Selection Method: Developing a 

series of tests, interviews, and 

other assessments to evaluate 

candidates. 

c. Offer Strategy: Determine 

competitive salaries, allowances 

and benefits to attract the best 

candidates. 

4. Evaluation and Measurement 

a. Track Recruitment Effectiveness: 

Monitor applicant ratios, time 

needed to fill vacancies, and new 

hire retention rates. 

b. Evaluating Recruitment 

Performance: Measures the impact 

of recruitment on overall 

organizational performance. 

Key factors to consider in 

developing HR planning strategies for 

an effective recruitment process. 

a. Organizational Vision and 

Mission: Recruitment strategies 

must be aligned with the 

organization's vision and mission. 

b. Organizational Culture: 

Candidates hired should have 

values that align with the 

organizational culture. 

c. Technological Advancements: 

Technological developments can 
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impact the way organizations 

recruit. 

d. Regulations and Laws: 

Organizations must follow 

applicable labor regulations and 

laws. 

Recruitment Planning Challenges. 

a. Data availability: Difficulty in 

obtaining accurate data about 

future HR needs. 

b. Change: Uncertainty in the 

business and technology 

environment that may impact HR 

needs. 

c. Skills: Difficulty in finding 

candidates with the required skills. 

Benefits of Recruitment Planning: 

a. Increase the efficiency and 

effectiveness of the recruitment 

process. 

b. Reduce recruitment costs. 

c. Improving the quality of recruited 

employees. 

d. Increase employee retention. 

e. Improve alignment between HR 

strategy and organizational goals. 

CONCLUSION 

From the discussion that has been 

presented, it can be concluded that 

human resource planning (HR) plays a 

very important role in improving the 

recruitment process at heavy equipment 

companies in Tangerang. An effective 

and efficient recruitment process is the 

key to attracting, hiring and retaining 

competent and high-performing 

employees. Through analysis of the 

definition of HR planning by experts 

and facts related to the importance of 

HR planning in human resource 

management, it can be understood that 

thorough HR planning contributes 

greatly to an organization's success in 

achieving its strategic goals. 

This research reveals that HR 

planning can help organizations align 

the recruitment process with its strategic 

goals, estimate future workforce needs, 

develop effective recruitment strategies, 

streamline the recruitment process, and 

evaluate recruitment results. The 

importance of key factors in developing 

HR planning strategies for an effective 

recruitment process, as well as the 

challenges and benefits associated with 

implementing HR planning, are also 

highlighted in this conclusion. 

Thus, it can be concluded that 

careful planning in the recruitment 

process is the key to getting the best 

talent that the organization needs, 

increasing the efficiency and 

effectiveness of the recruitment process, 

and improving the quality of employees 

recruited. In this context, this research 

provides significant theoretical and 
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practical contributions to the 

development and implementation of an 

effective HR planning system in 

improving the recruitment process and 

obtaining the best talent needed by the 

organization. 
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