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PENGUMPULAN DATA




Kurangnya kandidat yang memenuhi kualifikasi 24%
Keberadaan headhunter memberikan efek ganda 21%
Permasalahan biaya (anggaran) 19%
Munculnya alat-alat rekrutmen dan seleksi baru 14%
Persaingan dengan perusahaan start-up 10%
Adanya kelompok millennial yang sangat selektif 8%
Lainnya 4%

Menyelaraskan kembali strategi rekrutmen dan seleksi perusahaan 29%
Mempelajari kembali tentang posisi yang dicari dan proses bisnis 26%

Adanya program referral 23%
Adanya program company branding 15%
Lainnya 7%
Orientasi kepada target 27%
Kemampuan menjalin jaringan 23%
Kemampuan komunikasi dan negosiasi 23%
Kemampuan berpikir analitik 19%

Lainnya 8%




Dalam iklan
lowongan kerja perlu
memperhatikan
sebagai berikut:

Salary range
Description of duties and responsibilities
Minimum qualifications
Special conditions

Application procedures

Equal opportunity employment
Classification

Career potential

Special benefits

Time and place of applications




REKRUTMEN MENGGUNAKAN FASILITAS INTERNET
ONLINE

Advantages:

* Inexpensive.

Quick and easy to post announcement.

Responses arrive faster and in greater quantity.

Will generate a wider range of applicants.

Applicants can be screened by computer.

Some selection tests can be administered by computer.

Automated applicant tracking.

Disadvantages:
* Ease of submission will result in a lot of applicants, many whom are not qualified.

* May take more HR time to sort through the greater quantity of applicants.




RECRUITMENT FOR DIVERSITY

* An ethnically diverse workforce enhances creativity and may facilitate

expansion into global markets.
*“* Recruiting must generate applicants from a wide variety of individuals.
** Train recruiters to use objective standards.

** Include pictures of minority and disabled employees on recruitment flyers.

“* Make sure ads and interviews are bi-lingual.




METODE PHONE INTERVIEW SEBAGAI SCREENING AWAL

Dilakukan melalui telepon dengan menggunakan CV

atau resume kandidat sebagai data awal

Belum tentu dilakukan di semua perusahaan

Menanyakan sejumlah pertanyaan straight forward

Dapat mengurangi sejumlah kandidat yang tidak

lolos secara kualifikasi umum




MODEL PROSES SELEKSI DALAM PERUSAHAAN
(ROBBINS & JUDGE, 2013)

Initial
Selection

Substantive
Selection

Contingent
Selection

Final Result

* Applicant who don’t meet basic qualifications are rejected
* Example: application forms, basic background checks

* Applicants who meets basic qualifications, but are less qualified than others, are rejected
» Examples: written tests, performance tests, interviews

* Applicants who are among best qualified, but who fail contingent selection (positive drug tes
unfavorable background check), are rejected

» Examples: drug tests, background check

|
|
?

* Applicant receives job offer

|




BEBERAPA JENIS TES SELEKSI
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e |
<+ Cognitive aptitude tests measure reasoning, vocabulary, verbal and numeric
skills. J ;

% Job knowledge tests measure knowledge regarding a particular job.

“* Work sample tests allow candidates to demonstrate how they would work
on the job. -

* Psychomotor abilities tests assess the skill level of tasks required on the job.

** Personadlity tests assess traiJ,s and personal characteristics. They are used to
determine if the applicant is the right fit for the organization.

% Vocational interests tests identify occupations in which the candidate is
most interested. o

* Honesty and integrity tests jry to measure a candidate’s truthfulness .



BEHAVIOR EVENT INTERVIEW

PAST BEHAVIOR
PREDICTS
FUTURE BEHAVIOR




BEHAVIOR EVENT INTERVIEW

x) BEFORE THE INTERVIEW

« Pelajari cakupan tugas dan persyaratan jabatan
« Kompetensi yang dibutuhkan dan kriteria perilaku suksesnya
« Rancang pertanyaannya

DURING THE INTERVIEW

« Introduksi dan penjelasan

« Latar belakang dan tanggung jawab pekerjaan
« Peristiwa spesifik

« |Informasi tambhahan

AFTER THE INTERVIEW

« Kesimpulan dan penutup




COMPETENCY DICTIONARY

CREATIVE THINKING
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Kamus Kompetensi

L rti dari kompetensi Integritas

| = 8 Integritas (Integrity — ING)
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Definisi dari level kompetensi
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Dimensi: Tingkat risiko yang dihadapi dalam menjaga konsistensi antara pembi
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BEHAVIOR EVENT INTERVIEW
JIDAN

SITUATION

RESULT TASK

ACTION THINKING




BEHAVIOR EVENT INTERVIEW
Al JF EVIDEN

Past Tense

©

Detail
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Avoiding cold, unthoughtful and dilatory treatment:
* Timing to minimize anxiety

* Feedback to optimize scarce job search resources

* Information that makes distinctions

* Enthusiastic, informative, and credible
representatives

PROSES REKRUTMEN SELEKSI DALAM
PERSPEKTIF KANDIDAT




JENIS-JENIS UMUM TENTANG TEKNIK WAWANCARA
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l. Team or individual interviewer?

2. Structured or patterned interview:

Pre-set questions asked of all candidates.

3. Nondirective interview:
Minimum of questions, not planned in advance.

Open-ended questions; interviewer follows the candidate’s lead.

4. Situational and problem-solving interview:

Candidate describes how he or she would solve a problem.

5. Behavioral interview:

Candidate describes how he or she responded to a specific situation.
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Kriteria dari
Hasil Seleksi Job

Description

HASIL AKHIR SELEKSI DAN
PENEMPATAN KANDIDAT
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Job Offer dapat disampaikan melalui telepon dan/atau hadir

langsung
Menyusun jadwal untuk tes selanjutnya: misal MCU

Diskusikan tentang gaji dan benefits, jelaskan kembali tentang

deskripsi pekerjaan, dan verifikasi kesediaan bergabung.



EVALUASI DALAM PROSES REKRUTMEN DAN
SELEKSI
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Biaya yang dikeluarkan:

Apakah masih sesuai dengan budget!?

Woaktu:

Berapa lama waktu dibutuhkan untuk mengisi satu posisi?

Kualitas:

Apakah kandidat yang masuk berkualitas? Apakah karyawan yang

direkrut berkualitas?

Keberlangsungan (longevity):

Berapa lama karyawan baru bertahan?




22 |. Develop a Recruitment Plan
2. Conduct Research
3. Personalize the Recruitment Process
4. Select and Train the Right People as Recruiters
5. Build Strong Partnerships
6. Develop an Employee Referral Program
/. Improve the Selection Process
8. Develop an Advertising Plan
9. Develop an Internet Presence
| 0.Employ Effective Recruitment Strategies

|0 GOLDEN RULES OF RECRUITMENT AND SELECTION
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Kandidat dapat melamar langsung di company job portal.

Wawancara kandidat bisa dilakukan secara virtual baik melalui video maupun telepon; interviewer
mewawancarai langsung.

Wawancara bisa dilakukan dengan bantuan teknologi (contoh merk: HireVue) dimana kandidat harus
menjawab sejumlah pertanyaan yang sudah diatur; jawaban direkam secara audiovisual.

Psikotes bisa dilakukan secara online; kandidat hanya perlu klik link yang diberikan oleh rekruter;
biasanya diberikan tenggang waktu untuk segera menyelesaikan tes.

Terkadang wawancara dilakukan secara panel untuk menghemat waktu.
Recruitment time-to-fill perlu dievaluasi di setiap perusahaan.
Bermunculannya portal-portal pekerjaan baru.

Management Trainee: program “pelatihan” dalam jangka waktu tertentu, biasanya untuk segala jurusan,
freshgraduate. Perusahaan tertentu menerapkan penalti jika trainee mengundurkan diri sebelum
periode training berakhir.

Dalam kondisi tertentu, pengelolaan SDM diberikan ke perusahaan outsourcing.

SEPUTAR REKRUTMEN SELEKSI




