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Abstract — Tea is one of the leading plantation commodities in Indonesia. Most of the tea commodities produced today are 

exported to the international market. The success of tea plantations in facing the dynamics and challenges of course cannot 

be separated from the implementation of good human resource management where human resource management is aimed at 

improving the quality of the company's workforce. This paper aims to determine the application of human resource 

management in a tea plantation company in Indonesia (case study: PT. Perkebunan Tambi). The qualitative research method 

used in this study used an interactive model and took sources from key informants. The results of this study indicated that PT. 

Perkebunan Tambi implements human resource management starting from planning, recruitment, selection, socialization or 

orientation, training and development, performance appraisal to promotion, transfer, and termination of employment to 

increase productivity and quality of its employees. 
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1. Introduction 

 
Plantation as one of the agricultural sub-sectors has an 

important role in Indonesia's agricultural development 

(Kurniawan et al., 2018). The important role of plantations, 

among others, is to absorb labor and contribute to gross 

domestic product (Ariandi et al., 2019). One of the 

commodities of the Indonesian plantation sub-sector that is 

interesting to study further is the tea commodity because 

the domestic tea trade is strongly influenced by various 

factors including a commodity that can generate substantial 

foreign exchange (Ramadhani, 2013). Tea is one of 

Indonesia's leading plantation sub-sector commodities 

which is exported to international markets. This is because 

tea is one of the most popular and inexpensive beverages in 

the world and is consumed by many people, then, due to its 

increasing demand, tea is considered as one of the main 

components of the world beverage market (Oktaviana et al., 

2017). In addition, Onduru et al (2012) and S. Van der Wal 

(2008) stated that tea is the most popular and cheapest 

beverage after water and is an important commodity in 

terms of employment and export income for several 

developing countries with tropical climates. 

 

Currently, Indonesia is included in the 7 tea-producing 

countries in the world after China, India, Kenya, Sri Lanka, 

Vietnam, and Turkey (FAO, 2019). In Indonesia, the tea 

commodity is very contributing to generating foreign 

exchange and employment. Basorudin et al (2019) stated 

that Indonesian tea production is mostly exported and only 

a small part is marketed domestically and the number of tea 

plantation workers is the highest compared to other 

agribusiness commodities. Even stated by Indarti (2015) 

that 65% of the total production is destined for export. 

However, currently the trend of export volume and the 

value of Indonesia's exports has decreased (Ariandi et al., 

2019; Basorudin et al., 2019) and even the volume of 

imports has increased (Basorudin et al., 2019). The value 

and volume of tea exports in Indonesia can certainly be 

increased in various ways, including understanding the 

characteristics of the plantation industry, one of which is 

understanding the applied human resource management. 

 

One of the tea plantation companies in Indonesia is PT 

Perkebunan Tambi which is located in Wonosobo Regency 

in the 3rd largest tea-producing province in Indonesia 

(Central Java Province) (Indarti, 2015). PT Perkebunan 

Tambi itself manages three plantation units located in 

Bedakah Village, Tambi Village, and Tanjungsari Village 

with a total area of 771.8 hectares and produces black tea, 

green tea, and packaged tea (Pratama & Nadapdap, 2019). 

The tea products produced by PT Perkebunan Tambi also 

have various brands such as petruk tea, cakil, gunung, new 

petruk, new cakil, black tea bags, green tea bags, corbang 

fragrant tea, sindoro fragrant tea, red tambi tea, unsorted 

green tea, BOP, BP II, bohea. Tambi Tea marketing is not 

only in Wonosobo but has penetrated export markets such 

as America, Iraq, Germany, New Zealand, United Arab 

Emirates, Canada, Russia, Egypt, and Pakistan. Not only 

tea processing and marketing activities, currently PT. 

Perkebunan Tambi is developing an agro-tourism concept. 

 

Achievement of PT. Perkebunan Tambi amid the 

dynamics of the tea industry in Indonesia, of course, cannot 

be separated from the human resources management in it. 

Human resources (HR) itself is a job function that manages 

people in an organization by providing various kinds of 
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activities and policies and procedures, which relate to the 

development, utilization, maintenance, maintenance of the 

right number, and skills, of employees to achieve business 

goals. (Government of Manitoba, 2016). To manage human 

resources, a management system is needed or often called 

human resource management where HR management is 

part of general management that focuses on elements of 

human resources (Anwar et al., 2017). The running of good 

human resource management is shown by the satisfaction 

of employees who work at PT. Perkebunan Tambi, 

especially the tea pickers (Komen & Nadapdap, 2019), and 

the significant influence of the service quality of the 

employee of PT. Perkebunan Tambi with a strong 

relationship with visitor satisfaction (Santoso & Nadapdap, 

2019). 

 

The role of human resource management is indeed 

very important, especially in the current state of the 

development of the tea industry in Indonesia, especially at 

PT. Perkebunan Tambi. Human Resource Management can 

be thought of as a set of practices intended to lead to the 

improvement of the quality of a firm's workforce (Hyde et 

al., 2008). Therefore, the purpose of this study is to 

determine the application of human resource management 

in PT. Perkebunan Tambi. 

 

2. Methodology 
 

The purpose of this study was to determine the 

application of human resource management in tea 

plantations in Indonesia with a case study at PT. 

Perkebunan Tambi. PT. Perkebunan Tambi was chosen 

because this company absorbs a lot of human resources 

which become job opportunities for them. There are about 

832 total employees at PT. Perkebunan Tambi are spread 

across the Board of Directors' offices, UP Bedakah, UP 

Tambi, and UP Tanjungsari. 

 

Qualitative research methods are used in this study. 

Qualitative research is one method to obtain an overview of 

the research foundation, research paradigm, problem 

formulation, research stages, research techniques, criteria, 

and data examination techniques as well as analyzing and 

interpreting data (Moleong, 2013). This research allows us 

to obtain information about the human resource 

management process which includes planning, recruitment, 

selection, socialization or orientation, training and 

development, performance appraisal to promotion, transfer, 

and termination of employment. The key informants 

selected in this study used a purposive sampling method. 

Key informants include company leaders and several 

employees who understand the HR management process 

flow and are involved in it. Secondary data were obtained 

from archives, documents, and scientific papers from 

previous research related to our research theme. 

The primary and secondary data collected are then 

processed and analyzed according to the type of problem. 

Qualitative data were analyzed with an interactive model 

(Miles & Michael, 2005). The interactive analysis is a 

continuous process starting from data search, data 

reduction, data presentation, to drawing conclusions and 

verification. 

 

3. Result and Discussion 

 
3.1 Planning 

 
Human resource planning is a process that involves 

evaluating past and present developments so that HR 

management in the company can be optimal. Human 

Resource Planning can be complex or simple, implicit or 

explicit, impersonal or personal (George, 2018) depending 

on each company. According to Cascio (1992), human 

resource planning can cover the entire organization, or it 

may be limited to divisions, departments, or groups of 

ordinary employees. This can be done repeatedly (eg 

annually) or only sporadically (eg, when launching a new 

product line or at the start of a capital expansion project). 

 

Conducting HR planning begins by considering the 

company's goals and strategies with an analysis of internal 

factors including government regulations and laws, 

economic conditions, workforce composition or labor 

patterns, and external factors which include job auditing 

and job skills, as well as the ability to inventory employee 

demographics ( Mathis & Jackson, 2010). The process of 

human resource planning at PT. Perkebunan Tambi is 

carried out every six months to ensure the company has 

sufficient human resources. The planning process begins 

with an inventory of human resources that already exist in 

the company, whether there is a need for new employee 

turnover or not. The unit will report to the Head of the HR 

Division if there is a vacancy or need a new employee, the 

HR department will reconsider, if the request is accepted or 

approved then a new employee recruitment process will be 

carried out to fill the vacancy. 

 

Things that are noticed by PT. Perkebunan Tambi in 

the planning process is as follows: 

 Mapping the capacity of human resources owned - The 

first process is carried out by the HR department of PT. 

Perkebunan Tambi in HR planning is to recognize the 

capacity of employees that the company now has. HR 

mapping is carried out by PT. Perkebunan Tambi to 

find out information about the number of active 

employees, the number of employees who are retiring, 

the number of employees whose employees need work 

improvement, and other employment information. The 

information was obtained from the Head of Human 
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Resources that ensure the human resources within the 

company are not less or more. 

 Estimating the company's HR needs for some time in 

the future - PT. Perkebunan Tambi will estimate the 

company's HR needs for some time to come based on 

the current state of HR and the company. Estimated 

needs are carried out to determine the integrity of 

human resources as needed by the company (increasing 

the number of human resources or improving the 

quality of human resources). While the estimated 

availability is carried out by PT. Perkebunan Tambi to 

find out HR who require work and are ready to be 

recruited. 

3.2 Recruitment 

 

Recruitment and selection are one of the basic 

functions of human resource management (Harky, 2018; 

Otoo et al., 2018). The definition of recruitment itself is the 

process of attracting a large number of people who are 

qualified for a job (Walker et al., 2009). The recruitment 

process at PT. Perkebunan Tambiwent through several 

stages until it was accepted as an employee. The 

recruitment process at PT. Perkebunan Tambi can be seen 

in figure 1. 

 

Fig.1: The recruitment process at PT. Perkebunan Tambi 

 
 

3.3 Selection 

 
Selection is the second stage of the work process. 

Therefore, the selection is the process of identifying the 

most appropriate and suitable person for a particular job 

(Otoo et al., 2018). In the process of selecting new 

employees of PT. Perkebuanan Tambi handed over to the 

HR department. Furthermore, the HR department will 

select prospective employees according to the capabilities 

and specifications set by the company. Selection of 

prospective employees at PT. Perkebunan Tambi has 

different criteria in each field. The difference in criteria in 

selection is adjusted to what position will be filled because 

the selection is between employee I, employee II, and 

wholesale employees. 

 

The selection process starts from the administrative 

stage then prospective applicants who pass will carry out 

two interviews and a written test according to the field that 

is currently needed. Interviews were conducted at an early 

stage (with the HR department) and those who passed will 

be conducted again at the final stage (with the board of 

directors). Several assessments of the results of interviews 

were asked to prospective applicants at PT. Perkebunan 

Tambi includes 1) formal education; 2) work experience; 3) 

technical experience; 4) Technical skills; 5) Motivation; 6) 

cooperation; 7) ethics; 8) communication skills; 9) foreign 

language ability; 10) self-appearance; 11) leadership ability; 

and 12) reference checks. Prospective employees who pass 

will be given an announcement of the selection results via 

telephone and e-mail directly by the HR Department of PT. 

Perkebunan Tambi will be followed by medical tests. 

 

3.4 Socialization or Orientation 
 

Prospective applicants who pass are still prospective 

employees and continue with an orientation process for 1-2 

years. The prospective employees will undergo an 

orientation period which is carried out in three Plantation 

Units namely Bedakah, Tambi, and Tanjungsari before 

becoming permanent employees. During the orientation 

period, prospective employees are required to make daily 

reports, quarterly reports, and at the end of the term 

prospective employees will write papers and present the 

results achieved during the orientation period. After being 

officially presented, the prospective employee becomes a 

permanent employee. These requirements are also included 

in the requirements for promotion from employee II who 

want to become employee I. 

 

3.5 Training and Development 

 

Training and development is a function in Human 

Resources management that is used to fill the gap between 

current and expected performance (Elnaga & Imran, 2013). 

In addition, employee training and development is an 
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important component of Human Resource planning 

activities, because it not only maximizes individual profits 

but can also attract better talent to the 

organization/company (Bapna et al., 2013). 

 

Training and development at PT. Perkebunan Tambi 

are distinguished based on the position of employees in the 

company. For farm employees receive training at the start 

of work. The form of training for farm employees is in the 

form of how to pick, which part to pick, when to pick the 

plants, etc. Farm employees receive training when new 

technology is used, for example using hand shears or 

machine shears. Both pieces of training were introduced 

and implemented to increase and facilitate tea productivity. 

The training is usually carried out by a farm foreman who 

is appointed by the head of the Plantation Unit. 

 

Factory employee training is in the form of tea 

processing training. Factory employee training is not 

routinely held, only based on need. Apart from training, 

there are also comparative studies to other companies and 

visits between Plantation Units. Later, employees who take 

part in the training will pass on their knowledge to 

implementers at the factory. For employees I and 

employees II, job training and development usually attend 

seminars held by the government or other companies to 

increase knowledge and knowledge to be applied within 

the company. 

 

This training and development are very useful for 

improving the quality of employees from various levels at 

PT. Perkebunan Tambi. This is in line with (Haryono et al., 

2020) which proves that training has a positive and 

significant effect on work motivation and employee 

performance. 

 

3.6 Performance Appraisal 

 
Performance appraisal is an activity where companies 

assess or evaluate employee performance. This activity 

improves performance as well as provides feedback to 

employees about the implementation of work 

(Mahardayani & Dhania, 2016). The given importance of a 

performance appraisal system arises in part from the nature 

of today's business environment, which is characterized by 

the need to achieve organizational/company goals as well 

as remain relevant in a highly competitive market through 

superior employee performance (Chen & Eldridge, 2010). 

Assessment of work performance at PT. Perkebunan Tambi 

is carried out every 6 months – once a year to be more 

effective. So it can be known employees who are 

productive and less productive. Productive employees can 

be promoted in their career paths for promotions and salary 

increases. While less productive employees then take a 

personal approach so that these employees can improve 

their performance. 

Performance appraisal at PT. Perkebunan Tambi has 

its criteria and procedures in assessing employee 

performance. The criteria used can be seen in table 1. 
 

Table 1. Performance Assessment Criteria 

for PT. Perkebunan Tambi 
 

Variables Attributes 

Work Quality Factor 1. Work Results 

2. Punctuality of Work 

3. Supervision 

4. Trust Level 

Work Quantity Factor 1. Volume 

2. Time utilization 

3. Job arrangement 

4. Working time 

5. Supervision 

Work Dexterity Factor 1. Position knowledge 

2. Adaptability 

3. Problem-solving ability 

4. Punctuality 

5. Attendance 

Citizenship Factor 1. Work attitude 

2. Human relations 

3. Criticism and suggestions 

4. Punctuality 

5. Attendance 

Leadership Factor 1. Initiative 

2. Planning 

3. Analyze 

4. Decision making 

5. Supervision 

6. Coaching/motivation 

 

The factors assessed as in table 1 have different 

weights. The assessment is carried out by each appraiser. 

The value of the work that has been carried out is 

conducted in the period from January to December which 

is then converted into salaries/wages and figures. The 

results of the assessment above are summarized in the 

conclusion of the Assessment. This performance appraisal 

is confidential and each assessor is obliged to assess all 

employees for whom he is responsible fairly and wisely. 

 
3.7 Promotion, Transfers, and Terminations 

 

3.7.1 Promotion 

 

According to Robert L. Mathis, John H. Jackson, and 

Sean R. Valentine (2016), promotion is done when an 

employee is moved from one position to another with 

rewards, responsibilities, and a higher level in an 

organization. Meanwhile, Robbins & Judge (2017) stated 

that promotion will provide opportunities for personal 

growth for employees, more responsibility, and an increase 

in social status. If the promotion is good, it will give 

satisfaction to employees. Promotion at PT. Perkebunan 

Tambi adapts to the company's needs. The reason PT. 

Perkebunan Tambi does promotions usually due to a 
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vacancy, an indefinite period depending on the mapping of 

the company. Mapping and promotion are usually for 

positions at the level of Section Head and above. As for 

matters related to promotion, not only from within the 

company but also from government agencies.  

 

Currently the President Director of PT. Perkebunan 

Tambi comes from the Wonosobo Regency Government 

and those who serve as Head of the Board of Directors are 

from the company. The company leader changes every 5 

years and alternates between the Wonosobo Regency 

Government and PT. Perkebunan Tambi. 

 
3.7.2 Job Transfer 

 
Job Transfer is changing in Position/ Job/ Place/ 

Occupation done both horizontally and vertically 

(Promotion/ Demotion) in an Organization. Transfers are 

included in the function of employee development, because 

it aims to improve work efficiency and effectiveness in a 

company (Farida et al., 2018). Job Transfer in PT. 

Perkebunan Tambi is adjusted between education level and 

position. In addition, there is also consideration of the 

position of employees in the company for the benefit of 

company development and improving the quality of human 

resources. Usually employees of PT. Perkebnunan Tambi 

located in the Plantation Unit will be transferred to the 

office of the Board of Directors. 

 
3.7.3 Work Termination 

 

A layoff, or termination of a worker's employment, is 

sometimes a temporary suspension but is often a permanent 

termination of an employee from their job in the 

organization. Layoffs and downsizing decisions are not 

always caused by a specific fault on the part of the 

employee but are usually a consequence of decreased sales 

or customers, cash, and/or material resources within the 

organization (Mujtaba & Senathip, 2020). 

 

PT. Perkebunan Tambi usually terminates their 

employment because they have entered their retirement 

period following the regulations and requirements set by 

the company. Employees may resign for reasons of 1) 

health; 2) 55 years old, and; 3) more than 15 years of 

service. In addition, employees can be dismissed from the 

company if they have been given a 3rd warning letter for 

causing problems in the company. As for other reasons, 

namely 1) 10 consecutive days absent from work; and 2) 5 

consecutive days of absence from work, after previously 

receiving 2 warning letters. 

 

Layoffs at PT. Perkebunan Tambi is implemented to 

create a conducive climate in the company. This is in line 

with Neto & Mullet (2018) that organizational layoffs are 

designed to increase productivity, economic prospects, and 

overall competitiveness, and are often considered as the 

only way to save companies from bankruptcy. 

 

4. Conclusion 
 
In this paper, the application of human resource 

management in one of the plantation companies in 

Indonesia, PT. Perkebunan Tambi includes planning, 

recruitment, selection, socialization or orientation, training 

and development, performance appraisal to promotion, 

transfer, and termination of employment. The planning 

process pays attention to several things, such as mapping 

the capacity of human resources owned and estimating the 

company's HR needs for some time to come. After the 

planning process is continued with the recruitment and 

selection process which consists of several stages until the 

process of being appointed as permanent employees. 

Training, Job Assessment as well as promotions, transfers, 

and layoffs are also applied with certain criteria to increase 

employee productivity. 
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