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Abstract
The result shows that simultaneously, recruitment, selection, and training and development are positively and significantly influence employee performance. Partially, recruitment (X1) has a positive but not significantly influence employee performance, selection (X2) has a positive but not significantly influence employee performance, and training and development (X3) has a positive and very significantly influence employee performance (Y)
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Abstrak

Hasil penelitian menunjukkan secara simultan, recruitment, selection, and training and development positip dan signifikan mempengaruhi employee performance. Secara parsial, recruitment (X1) memiliki hubungan positip namun tidak signifikan mempengaruhi employee performance. Selection (X2) memiliki hubungan poisitip namun tidak signifikan mempengaruhi employee performance. Training and development (X3) memiliki hubungan positip dan sangat signifikan mempengaruhi employee performance (Y).
Kata Kunci:  Rekrutmen, Seleksi, Pelatihan Dan Pengembangan, Kinerja Karyawan
Latar Belakang

Human resource quality as a competitive advantage has become a goal for a company in developing its organization and its own company performance. A good human resource quality will be able to contribute nicely in responding to any change happened in a company. Any practices orchestrated in human resource department are meant to influence and shaping their employee’s capability, action, attitude and individual behavior so every employee will be able to do their job and completed any task optimally, achieve desired performance, and in the end, will help company to reach organizational goals.

Based on Annual Report PT. Angkasa Pura I, there are two dimensions with the highest gap which are Education and Training and Recruitment and Career Pattern. This gap then becomes one of considerations for researcher to use recruitment as an independent variable in this research alongside with training and development, and selection as the practices that conducted after the recruitment. Nugroho (2012:91) showed that recruitment and selection have a significant and positive relationship with employee performance. On the other hand, Kepha (2014:137) concluded that recruitment and selection have a positive relationship but insignificant with employee performance.

Another conducted research that considered as a reference in this research is researches from Kepha (2014). Kepha conducted two researches in the same location at the same, where one research study about the influence of recruitment and selection on employee performance and the other research study about the influence of training and development on employee performance. Both of these researches showed a pretty different result, so researcher tend to conduct the research using the variable in both researches in one research so the variable could be studied altogether in this research
Argumen Orisinalitas / Kebaruan

The Model was developed from Nugroho (2012), Makhamara, F. Waiganjo, E. & Kwasira, (2016), Kum, F. Cowden, R. & Karodia, (2014), Kepha, O. Assumptah, K. & Dismas, O. (2014), Kepha, O. Mukulu, E. & Waititu, G. (2014) and Sarinah. Gultom, R. & Thabah, A. (2016).

Kajian Teoritik dan Empiris
Employee Performance

Mwita (2000) cited by Khan (2011:64) states that performance is a major multidimensional construct aimed to achieve results and has a strong link to strategic goals of an organization. Furthermore, it’s concluded that performance is the key element to achieve the goals of the organization so increasing in performance’s effectiveness and efficiency of the organization will be helpful to achieve organizational goals. Armstrong (2003) cited by Amadi (2014:19) states that clear performance expectations are a critical factor in teamwork success, whether your goal is to develop a project team, your departmental team, or a sense of teamwork company-wide, clear performance expectations support teamwork success. Use clear performance expectations to help employees develop accountable, productive, meaningful, and participatory teamwork.


Recruitment

Recruitment is a decision of human resource management planning regarding the number of employees needed, when needed, as well as the criteria for what is needed in an organization. Recruitment itself is basically an attempt to fill the vacant position or a job in an enterprise environment, for that there are two sources of labor that is the source of outside (external) organizations or from the inside (internal) organization (Sarinah, 2016:2). Sarinah (2016:3) explains that the placement of appropriate employees and appropriately is one of the keys to obtain the optimal performance of every employee. Makhamara (2016:348) states that implementation and sensitization of strategic recruitment contingent to the health sector that will steer up employee performance.
Selection

Mondy (2012:164) states that selection is the process of choosing from a group of applicants the individual best suited for a particular position and the organization. The selection process is a specific sequence of steps that are used to decide which applicants will be accepted. Amadu (2014:65) stated that an improvement in the effectiveness of internal and external sources of recruitment and selection would also improve the performance. Ekwoaba (2015:22) stated that recruitment and selection criteria have significant effect on organization’s performance. The more objective selection criteria are, the better the organization’s performance.
Training and Development

Mondy (2012:200) states that training and development is the heart of a continuous effort designed to improve employee competency and organizational performance. Training provides learners with the knowledge and skills needed for their present jobs. Showing a worker how to operate a lathe or a supervisor how to schedule daily production are examples of training. Development involves learning that goes beyond today’s job and has a more long-term focus. It prepares employees to keep pace with the organization as it changes and grows. Schmidt (2004) cited by Kepha (2014:139) in his study on the relationship between workplace training and overall job performance found out that components of job training and time spent in training determined a significant relationship to employee performance on the job. On the other words, the longer the time spent in training, the better the employee performance on the job.


Kajian Empiris
Research from Kepha (2014:144) showed that there is a significant relationship between training and development to employee performance. On the other hand, in another research from Kepha (2014:137), there’s a research about the influence of recruitment and selection to employee performance that conducted at the same location with the first research explained above. The result of this research showed that there is a positive relationship between recruitment and selection to employee performance, but not significant. 

Kum (2014:102) concluded that the research findings also divulge that respondents believed that training improves the quality of products produced by the employees and because of that; they are making fewer mistakes after training. However, only a few of the participants stated that employees require minimal supervision after training. The majority of participants agreed that training reduces mistakes as well as defects in products. Moreover, the study revealed that respondents felt that training reduces the cost of recruitment and the training of new staff members.

Sarinah (2016:10) stated that based on the results, recruitment and selection variables significantly influence the placement of employees at PT Sriwijaya Air Jakarta. Likewise employee placement variable significantly affects the performance of employees of PT Sriwijaya Air Jakarta. Adesola (2017:69-70) concluded that the research indicates that the various training undergone in Radisson Blu Anchorage Hotel has impact in employee performance but the management needs to look into the training package. From the results of the study, it can be concluded that Radisson Blu Anchorage Hotel as invested in the training and development of employees, however the management needs to look into the various training programs.


Metode Penelitian

This research use quantitative approach with questionnaire as the main data sources. Data analysis method used in this research is Multiple Linear Regression Analysis.  
Pembahasan 
Testing of Classical Assumption

There is no established pattern. The graph describing the plot spread above and below the number 0 (zero) on the Y-axis. This concluded that the independent variables which are recruitment, selection, and training and development are free from heteroscedasticity.

Based on the result, the symptoms of multicollinearity do not occured, because the VIF value of recruitment, selection and training and development are < 10 for having a value of 1.503, 2.176, and 1.770. It is concluded that there’s no connection between the independent variables in this research. So, the assumption that there is no multicollinearity is met.

The Durbin-Watson rate is 1.775 which is in the free autocorrelation area, so the regression model of the impact of recruitment, selection, and training and development to employee performance is free from autocorrelation.

The points spread around the diagonal line and follow the direction of the diagonal line. This proves that the regression model of the influence of recruitment (X1), selection (X2), and training and development (X3) on employee performance (Y) met the normality assumption.
Coefficient Correlation (R) and Coefficient Determination (R2)
Based on the analysis, correlation (R) is equal to 0.362. It is indicating that the correlation of recruitment, selection, and training and development and employee performance have a strong relationship.

The coefficient determination (R2) measures how the ability of a model in explaining variation of dependent variable. The value of coefficient of determination is between 0 and 1. Based on the table 5.6, the coefficient determination (R2) of 0.131 shows that the linear relationship in this model is able to explain the employee performance (Y) for 13.1% while the rest 86.9% is explained by other factors not discussed in this research. Since independent variables used in this research is more than two variables, then adjusted R2 is preferably used. In this case adjusted R2 is 0.109. It means 10.9% variation of dependent variable can be explained by three independent variables, while 89.1% is explained by other causes.


Partial Test

Since there is a level of significance 5%, then the ttable will be t100;0.05 = 1.660. Based on the calculations in the previous table, the interpretations are as described: tcount for recruitment (X1) is 0.442. Value on ttable used for comparison is found at the level of significance of 0.05, which is at the confidence level of 95%. The outcome is ttable will be t100;0.05 = 1.660. The result is tcount < ttable = 0.442 < 1.660. It means recruitment (X1) does not have significant partial influence the employee performance (Y). Therefore, H0 is accepted and Ha is accepted. tcount for selection (X2) is 0.996. Value on ttable used for comparison is found at the level of significance of 0.05, which is at the confidence level of 95%. The outcome is ttable will be  t100;0.05 = 1.660. The result is tcount = 0.996 < ttable =  1.660. It means selection (X2) does not have significant partial influence on employee performance (Y). Therefore, H0 is accepted and Ha is rejected. tcount for training and development (X3) is 2.042. Value on ttable used for comparison is found at the level of significance of 0.05, which is at the confidence level of 95%. The outcome is ttable will be  t100;0.05 = 1.660. The result is tcount = 2.042 > ttable = 1.660. It means training and development (X3) partially influence the employee performance (Y) very significantly. Therefore, H0 is rejected and Ha is accepted.

Simultaneous Test

By using the level of significant of 0.01 (α = 0.01) and degree of freedom (df) of 3;100, the Ftable from F distribution table is F3;100;0.01 = 3.98, while the value of Fcount from the table 5.8 is 5.139. The result is Fcount = 5.748 > Ftable = 3.98. The table shows also that the significance value is 0.001 < 0.01. It means the overall influence of X1, X2, and X3 on Y is very significant. Therefore H0 is rejected and Ha is accepted. In other words, the independent variables simultaneously influence the dependent variable very significantly.

Discussion

The result of t-test shows that training and development partially has a positive relationship and ultimately has a very significant influence on employee performance, while recruitment and selection, although both have a positive relationship with employee performance, both do not have a significant influence on employee performance. This result regarding the role of recruitment is quite different with the previous research from Sarinah (2016:3) that stated that recruitment is an important issue for companies in the procurement of labor. If recruitment is successful, in other words, a lot of applicants who enter their application the opportunity of the company to hire the best employees will be more wide open because the company will have a lot of choice of the best of the applicants (Sarinah, 2016:3).

The result regarding the role of selection also is quite unexpected, because the theory from Gareth (1997) cited by Amadu (2014:20), selection is a critical and important function of the management of business enterprises which requires special skill and expertise if a business organization is to remain competitive. Without the basic match of people and work, it will not be possible to gain a proper return on all the other investment in human resource programmes. Work is more than the range of tasks and activities undertaken; it includes the physical, economic and social environment in which the activities take place. 

According to Waiganjo (2013) cited by Makhamara (2016:352), recruiting and selecting the right employees increases the employee performance and effectiveness, and contributes to employee retention in the organization. According to Mutembei et al (2014) in their study on staffing process, they found that strategic recruitment and selection positively correlated to employee performance as it brought to the organization employees who matched the abilities of the present human resources (Makhamara, 2016:353). Even though, there is a lot of statement and result that concluded that recruitment and selection are correlated and significantly influence employee performance, but based on the result of this study, the level of performance of employees in PT. Angkasa Pura I (Persero) Branch Sam Ratulangi International Airport Manado are not significantly influenced by recruitment and selection practices.

Training and development, on the other hand, has a positive relationship and partially significantly influence employee performance. This result is expected, considering the result from Hassan (2011:52) that concluded that the training and development program is highly effective program among other human resource functions which should be planned and implemented by organization so as to run a cycle of increasing skills in employees in order to increase performance, which in turn increase their collective performance and thus further result on organization growth.
 
Kesimpulan dan Rekomendasi
Kesimpulan

Based on the result and data analysis, connected with research problem and hypothesis, there are several findings that can be concluded in this research, which are: (1) Recruitment has a positive influence with employee performance but not significantly influence employee performance. (2) Selection has a positive influence with employee performance but not significantly influence employee performance. (3) Training and Development has a positive influence with employee performance and significantly influence employee performance. (4) Recruitment, Selection, and Training and Development simultaneously has a positive influence with employee performance and very significantly influence employee performance
Rekomendasi
There are some practical recommendations that can be recommended based on the overall result in this research, which are: (1) The management of PT. Angkasa Pura I (Persero) must consider the importance of recruitment and selection process and policies, about how importance the implementation of recruitment and selection process and policies and its impact on employee performance in order to optimize employee performance in particular and organizational performance in general, because from the previous studies, the better the recruitment and selection processes and policies, the better the employees perform their tasks and responsibilities. (2) It will be better if the management of PT. Angkasa Pura I (Persero) is able to manage their training and development programs and processes, considering that this variable is very significantly influence employee performance. The management must consider the best way to improve their training and development programs and processes in order to improve employee performance. (3) The management should immediately implement the human capital development policies described in the Annual Report PT. Angkasa Pura I to improve the human resource quality that will then improve the employee performance
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