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ABSTRACT

Human is an important capital resource and strengthen to an organization. It affects to 

human resource development changing to be proactive. Human resource developer who adds 

value for an organization and important mechanism to human resource development 



. It is challenged to modify the capacity to the strategic partner for supporting strategic 

management in an organization.   The purpose of this article is to present strategic human 

resource development concept as strategy formulation guideline in human resource to 

knowledge base in operating of human resource developer.  It also supports the organization 

potential development responding to strategic, management knowledge and proficiency 

which lead an organization to target especially developing an organization for sustainable 

growth and high performance including with responding and achieving social holistic.
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