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Abstrack:This study contains the company management strategy of PT Pan Brothers, Tbk in 

the process of developing human resources during the COVID-19 pandemic. The process of 

developing human resources during a pandemic is carried out by the company thats like 

recruitment, training, controlling, performance appraisal and evaluation without layoffs. This 

research method uses qualitative research methods with a case study approach. This study 

uses primary data obtained directly from informants namely assistant company managers, 

company labor unions and HR consultants. The results showed that implementation of the 

human resource development process carried out by companies during the pandemic was not 

much different from the development of human resources before the pandemic, only the 

process mechanism was different. The company provides applications or systems to facilitate 

the process of developing human resources during the COVID-19 pandemic by utilizing 

technology in the industrial revolution 4.0. Researchers also found that during the pandemic, 

employee loyalty was needed as mentioned by Malayu and Armstrong so that an integrated 

relationship was created between the company and employees in the process of developing 

human resources. 
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INTRODUCTION 

The era of globalization has rolled on which is marked by the development of 

technology and the fast flow of information. Globalization brings many positive impacts as 

well as changes to aspects of human life and can create new problems in various sectors such 

as the labor sector. The development of globalization is often referred to as the Industrial 

Revolution Era 4.0. In the era of the industrial revolution 4.0, there were many transformation 

challenges in the labor sector so that all parties had to anticipate them. Workers as human 

resources in the era of the 4.0 industrial revolution must be able to face and adapt to various 
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challenges of labor transformation. Currently, Indonesia is a developing country, as a 

developing country, of course, Indonesia has a dream to become a developed country. In 

order to support the progress of a country, it is necessary to improve the economy and 

Indonesia must be able to keep up with the times by increasing and improving human 

resources (HR). 

At the end of December 2019 the world was shocked by the Corona Virus Disease 

(COVID-19) where the emergence of this virus originated in China, namely the city of 

Wuhan and Indonesia was also affected by the spread of this virus in March, Mr. President of 

Indonesia Joko Widodo announced that Indonesia had contracted the virus COVID-19. The 

result of this virus is crippling all sectors of the economy and types of jobs in Indonesia to 

varying degrees of severity. So that many companies in Indonesia are not able to survive and 

choose to close their companies, lay off their employees and even terminate their work 

relations. Therefore, the COVID-19 pandemic has forced many companies to change their 

business strategies in order to maintain their business continuity, so company leaders have 

started to set new management strategies or maintain existing strategies while maximizing 

human resources so that they can survive in the midst of an unknown pandemic situation. 

when will it end so that the Human Resources department must take an additional role to 

think about the effectiveness of HR in order to remain productive and able to compete for the 

progress of the company and maintain the company's existence. 

Meanwhile, during this pandemic, the company PT Pan Brothers, Tbk was able to 

survive in this difficult situation and even the company was able to open new jobs and did not 

layoffs. This is because the company is looking for business opportunities in this difficult 

situation where the company's management has an idea to change its business strategy by 

producing personal protective equipment (PPE), hazmat and masks which during the 

pandemic are very much needed by the community and are able to export. This strategic step 

requires the company to add divisions or Core Business as part of a management strategy in 

order to achieve maximum goals. So that companies must develop human resources to 

improve employee skills to quickly adapt to pandemic conditions and companies must focus 

on developing effective and efficient work talent. Based on the background that occurred, this 

study wanted to know the management strategy developed by the company PT. Pan Brothers, 

Tbk to maintain and develop human resources for the continuity of the company and to know 

the management of human resource management policies in the era of the industrial 

revolution 4.0 at the time of the COVID-19 pandemic which is still happening today. 

LITERATURE REVIEW 

Human Resource Development 

Human resource development is a process that changes individual behavior or 

prepares individuals to increase their knowledge, abilities, skills and so on in order to level 

up. This is done so that these human resources are able to work well according to the 

expectations of the organization (Mahendro Sumardjo & Priansa, 2018). 

HR development is part of training and development according to the explanation that 

"the highlight is the importance of HRM is to have training and development in the context of 

current management". Both of these approaches serve as benchmarks to see skills that are not 

only needed at that time but also for the future in line with the explanation of development of 

personnel relate with the identification of the necessary long-term capabilities that result from 

the company's strategic plan (Machado, 2018).  
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The difference between development and training is that development refers to the 

educational process, work experience and relationships between employees as an effort to 

prepare future skills while training refers to the process of helping employees' performance in 

their current work (Machado, 2018). Therefore, the researcher examines several theories that 

explain the human resource development process as follows: 

 

1) Malayu Hasibuan’s Human Resources Development Method  

Malayu (Hasibuan, 2016) takes an approach regarding human resource development 

through management functions as follows: 

a. Planning 

b. Organizing 

c. Briefing 

d. Control 

e. Procurement 

f. Development 

g. Compensation 

h. Integration 

i. Maintenance 

j. Discipline 

k.Termination 

  

2) Benjamin et al.’s Human Resources Development Method 

Benjamin, dkk (Bukit et al., 2017) argues that human resource development is carried 

out based on the following competency bases as follows: 

a. Recruitment and Selection 

b. Training and Development 

c. Performance Management 

d. Reward Management 

e. Career Management 

 

3) Prof. Dr. Wibowo’s Human Resources Development Method 

Wibowo (Prof. Dr. Wibowo, 2017) disclosed that human resource development is 

carried out with a development approach at the office (job-site) and outside the office 

(off-site) as follows: 

1. Methods for developing human resources in the office (job-site) such as: 

a. Training 

b. Training 

c. Job rotation 

 

2. Methods for developing human resources outside the office (off-site) such as: 

a. Courses and lectures 

b. Simulation 

c. Human relations training 

d. Role playing 

e. Sabbatical 

 

4) Armstrong & Taylor’s Human Resources Development Method 
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Armstrong & Taylor (M. ; T. Armstrong, 2014) argues that human resource 

development requires a strategic HR role as follows: 

a. Organization  

b. People Resourcing 

c. Learning and Development  

d. Reward Management   

e. Employee Relations  

 

Amstrong and Taylor (M. ; T. Armstrong, 2014) also explained that "strategic 

resourcing is essentially about the integration of business and employees resourcing strategies 

so that the latter contribute to the achievement of the former" means that HR development 

can be seen in performance management, namely an integrated strategic approach to provide 

sustainable success for the organization as a team and individually. Almost Integration within 

the organization and create higher levels of shared ownership and commitment. 

Performance management must be connected with other main processes such as 

business strategy, employee development, and total quality management, so it is integrated 

into 4 parts, namely: 

1. Vertical integration  : part of balancing business, individual and team goals. 

2. Functional integration : linking the functional strategy across the business. 

3. Integration needs  : individual with people in the organization as far as possible 

4. HR Integration  : connecting various elements of human resource management  

      to achieve desires between organizational management and  

      individuals in line with organizational development, human 

       resource development such as giving awards to these 

                                       individuals. 

 

Based on the study according to Malayu and Amastrong, it is stated that in the process 

of developing human resources there is an integration needed where Horizontal Integration 

means aligning performance management strategies with other HR strategies related to 

assessing, paying for, involving, and developing people, meanwhile, Vertical Integration is 

achieved with business strategies and a business plan through agreed team and individual 

goals to support the achievement of company goals. Forms of interrelated goals from the 

company level to the functional unit or team level and the individual level. A strategic step 

needs to be decided upon to ensure that these goals align into a cascading process so that the 

goals flow down from the top and at each level or the individual is able to clearly define the 

higher level goals. Organizations provide opportunities for both individuals and teams to 

define their own goals within a framework that is defined according to the goals and 

requirements of the organization. So that an open conversation takes place between superiors 

and subordinates according to mutually agreed goals. 

 The importance of integration in personnel management, as a form of uniting the 

desires of employees with the interests of the company. This means that employees can meet 

their needs and the company gets high profits so that an atmosphere of good cooperation is 

created and provides satisfaction to both parties. Integration is carried out based on human 

relationships, motivation, leadership, agreement, cooperation, and Collective Bargaining 

(Mu’ah, 2017). 
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Human Resource Development in the 4.0 era 

According to the Ministry of Communication and Information Technology of the 

Republic of Indonesia, the industrial revolution 4.0 is a condition that combines several 

technologies such as cyber technology and automation technology and is usually referred to 

as "cyber physical system", so that in the end a work environment becomes more effective 

and efficient. In the industrial sector, this situation will have an impact on the quality of 

human resources work and organizational production expenditures. The industrial revolution 

4.0 provides a very fast change to create a better quality of life, marked by the emergence of 

advanced technology, smart robots, and driverless vehicles that allow humans to maximize 

brain function. 

The industrial revolution 4.0 will also more or less change industrial work patterns 

and job characteristics, creating new types of businesses, new jobs and new professions. The 

application of digital information systems is used to all parts of the work which will reduce 

the role of humans and turn into a recording system with a computer.  

The implementation of the 4.0 industrial revolution, it is hoped that companies will 

adjust the implementation of business processes with jobs that are more challenging and 

responsible and avoid routine tasks, especially for millennials. In addition, flexibility is 

required in work and a salary that is proportional to the employee's efforts so that it will 

affect the mindset of HR who must continue to hone performance to improve quality in order 

to survive and be able to competion (Schaar et al., 2019). 

 

CONCEPTUAL FRAMEWORK 

             Based on the research boundaries of Management Strategy in the Human Resource 

Development Process during the Covid-19 Pandemic (Case Study: Pt. Pan Brothers, Tbk), the 

framework is as follows: 
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RESEARCH METHODS 

his research method uses qualitative research methods with a case study approach. 

Qualitative research is research that uses analytical procedures to build views in detail, in the 

form of words or text, meaning that qualitative does not use statistical or numerical analysis 

procedures (Moleong, 2017). 

 Data collection techniques in this study are: observation, literature study, 

documentation, interviews, recording. Research subjects who are used as sources of 

information or informants needed in collecting research data by interviewing 3 informants, 

namely: 

 

Interview Subject 

No Subjek Jenis Kelamin Profesi 

1. Mr. Prasetyo Male Assistant manager HRD 

2. Mr. Joko Male Secretary Serikat Pekerja 

3. Mr. Denny Male Consultant People Development 

                  Source: Researcher 

RESULTS AND DISCUSSION 

The COVID-19 pandemic has clearly worsened Indonesia's health system and 

economy, various sectors were forced to change the company's business processes and also 

the process of developing human resources in these companies, especially the company PT 

Pan Brothers, Tbk. Based on electronic media reading, even though the company was slightly 

affected by the COVID-19 pandemic, the company did not layoffs and only took steps to 

change the process of developing its human resources. 

The reason PT Pan Brothers, Tbk recruited thousands of employees to catch up with the 

high demand for health needs is so that the company is able to survive the difficult situation 

during this pandemic. The need for human resources has made the company not take layoffs 

but rather develop human resources who have worked in the company to be able to adapt 

quickly to changes in the company's business. Employees who worked at the PT Pan 

Brothers, Tbk company before the pandemic, the company produced ready-to-wear clothes 

such as shirts, jackets, t-shirts, pants and others, while after the pandemic the company 

switched to producing PPE, hazmat and masks. This certainly changes the way human 

resources work in the company, especially employees in the production sector. Employees 

must change their work habits due to urgent situations and are asked to quickly learn and 

develop their skills through the help of company management. The production of clothing is 

certainly different from the production of PPE, hazmat and masks because during this 

pandemic the production quality of PPE, hazmat and masks must be of higher quality so that 

the production results become anti-COVID-19 virus. So that users of PPE, hazmat and masks 

can be comfortable wearing them without any worries. 

This strategic step is a great opportunity for the company to make maximum use of 

existing human resources without reducing employees. So that the addition of employees is 

very beneficial for the company to remain sustainable and human resources who are in dire 

need of work during this pandemic. 

The process of developing human resources at the PT Pan Brothers, Tbk company 

during the COVID-19 pandemic included recruitment, training, supervision, performance 

appraisal, and evaluation without executing the employee dismissal process. The 

management strategies in developing human resources during the pandemic as follows: 
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a) Recruitment by taking employees who have been laid off or transferred to areas affected 

by the COVID-19 pandemic from similar companies. 

b) Training by making in-class training with a small capacity and complying with health 

protocols, virtual training and maximizing internal trainers and division heads being 

trained as trainers. 

c) Supervision using a system such as the balance score card system as an application and 

installed in each management division. 

d) Performance Appraisal by utilizing an application performance system on each employee's 

computer, especially for employees at the top and middle management levels. 

e) Evaluation by conducting routine evaluations every day, every month, trimester, semester 

or yearly. 

 

Meanwhile, management of management policies in human resource development 

entered the Revolutionary Era 4.0 during the pandemic as follows: 

a) Creating an MDP (Management Development Program) program, which is the recruitment 

of employees with a maximum age of 25 years. 

b) Recruitment such as a 100% online psychological test and 90% virtual interviews with 

video calls. 

c) Virtual training and e-learning based training. 

d) Supervision through digitalization of HR such as attendance, requests for leave, permits, 

booking official trips, and booking vehicles. 

 

            Policy management entering the revolutionary era 4.0 by utilizing technology 

provided by the company is used evenly by every employee at PT Pan Brother, Tbk. The 

difference in the use of technology before the pandemic is not too different because PT Pan 

Brother, Tbk is a company that uses a lot of machines so that production work also depends 

on technology. Meanwhile, during this pandemic, the use of technology was increasingly 

being improved, especially to maintain distance and reduce crowds. Performance appraisers 

have a significant impact, employees are required to provide good performance to get 

compensation so that employees compete to be more competitive and innovate at work. In 

addition, performance appraisals can also determine the skills possessed by each employee. 

 

The researcher argues and assesses that the management strategy of PT Pan Brothers, 

Tbk in the process of developing human resources during the COVID-19 pandemic tends to 

be in accordance with the theory put forward by Benjamin, et al which states that the 

competency-based HR development process and Armstrong and Taylor stated that the 

process HR development requires the role of HR to regulate the stages. While during the 

pandemic, employee loyalty is required as mentioned by Malayu and Armstrong where 

companies are asked to commit to providing comfort and instilling spiritual values to 

employees to create good cooperative relationships between top, middle, and low levels so 

that the company remains sustainable and does not overlap so that there is no parties who feel 

aggrieved. 

 

It can be concluded that the human resource development strategy during the 

pandemic that was implemented by PT. Pan Brothers, Tbk is the right step. During normal 

times, the supervision and performance appraisal stages are indeed more effective and 

efficient using technology. However, recruitment and training during a pandemic tends to be 

less effective if applied during normal conditions. Because it is necessary to directly assess 

human expressions, facial expressions, and gestures. 
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CONCLUSION 

Based on the findings, analysis, and discussion of this research, several conclusions 

can be drawn as follows: 

1) The process of developing human resources at PT Pan Brothers, Tbk during the COVID-

19 pandemic includes recruitment, training, supervision, performance appraisal, and 

evaluation without terminating employees. 

a) At the recruitment stage, the management strategy in developing human resources is to 

take employees from other similar companies where the company has closed or 

moved to an area affected by the COVID-19 pandemic. 

b) At the training stage, the management strategy in developing human resources is to 

implement training by creating a class of about 10 people by adhering to health 

protocols or implementing virtual training using technological means. In addition, the 

company also does not use external trainer services and uses division heads as 

trainers. 

c) At the monitoring stage, the management strategy in developing human resources is to 

use a system that has been provided by management, namely the balance score card 

system as a performance monitoring application and has been distributed and used in 

each division of the company. 

d) At the performance appraisal stage, the management strategy in developing human 

resources is to utilize the performance appraisal application system installed on each 

employee's computer. This strategy makes it easier for employees to find out their 

performance every month more quickly and be able to carry out the evaluation 

process for their next performance. 

e) At the evaluation stage, the management strategy in human resource development is to 

carry out routine evaluations of the entire human resource development process 

determined by the company to be considered in the future.  

 

2) PT Pan Brothers, Tbk has started to take advantage of the moment of the industrial 

revolution 4.0 in its business processes. The management of human resource management 

policies in the face of the industrial revolution 4.0 by PT Pan Brothers, Tbk as follows: 

a) The MDP (Management Development Program) program, which is a program 

implemented by recruiting employees who are up to 25 years old and have the ability 

and skills to use technology. These employees are then expected to be able to share 

knowledge and teach existing employees, especially employees who are less able to 

use technology. 

b) The implementation of employee recruitment using technology and applications has 

been running for about 90 percent such as online psychology tests, virtual interviews 

with video calls. 

c) Implementation of virtual training and e-learning-based training that began during the 

COVID-19 pandemic. 

d) Supervision by digitizing HR with the aim of reducing paper use in terms of filing for 

leave, permits, booking official trips, booking vehicles and using digital attendance 

with a system developed by the company. 

e) Supervision by using an application system installed in each computer or management 

division in the form of a chip. 

f) Using an integrated system through SAP in the production process so that work 

becomes more effective and efficient. 



Volume 2, Issue 4, April 2021    E-ISSN : 2686-6331, P-ISSN : 2686-6358 

 

 
 

Available Online: https://dinastipub.org/DIJEMSS  Page 695 

 

 

3) The process of developing human resources at the PT Pan Brothers, Tbk company during 

the pandemic was still carried out even though there were changes in the human resource 

development process mechanism. 

 

4) Integration in the company PT Pan Brothers, Tbk because it has an impact on employee 

loyalty, especially in difficult situations during the pandemic. This integration should be 

carried out by every element of the company from top management, middle management, 

and also low management considering that each element has its own importance in 

carrying out its duties and functions in the company. Therefore, it requires professional 

leadership and coordination within the company in leading the team so that the resulting 

policies do not overlap. 
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