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1. INTRODUCTION

The age of globalization makes the workplace environment dynamic and competitive,
even within the firm itself (Yahya et al., 2023). Nowadays, the rivalry between companies
involves more than just a struggle for resources or physical evidence for the personnel or
human resources they have (Wuryanti & Setiawan, 2017). As a result, an organization's
human resources are a strategic consideration and a yardstick for success. The
successful creation of a thorough human resources plan (HRP) will serve as a solid base
and initial funding for the efficient implementation of work programs and the
achievement of the educational organization's goals (Winarti, 2018). Planning for human
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resources is done to find people who can provide the quality and quantity of labor needed
to support the educational organization's vision and goal (Sulistiani et al., 2021).

Education is an effort to make humans reach a level called prosperity. Education
plays a role not only in the formation of individuals but also in shaping the culture of
society towards a better quality of life. Every formal and non-formal organizational
activity requires management, the same applies to performance activities in educational
institutions (Solanki, 2017).

The role of education in developing human resources and developing national
character for the progress of society and the nation is very important. The honor and
dignity are primarily influenced by the standard of education in a country (Sidabutar et
al., 2023). Almost every area of human life has changed as a result of the advancement of
science and technology, where attempts to master and advance science and technology
are the sole means of resolving numerous issues. On the other side, despite the benefits
for human existence, these innovations have also ushered in a period of escalating
international rivalry (Efendi et al., 2023). As a country that has been trampled by the
wheels of scientific and technological growth, society's efforts to be able to compete on a
global scale must continue to develop and raise the standard of human resources. In the
context of Indonesia, which has been rolling out the Law on regional autonomy or
destination for twelve years since 1999 and it has been enforced since desensitization as
of January 1 2001, it has huge implications for the field of education. Therefore,
decentralization of education at the educational unit level is a form of decentralization
that requires school economics as a manifestation of school autonomy (Shrestha, 2022).

In this era of globalization, educational institutions are required to provide
professional management and services to the community. Due to the increasing interest
of the public consumers are now more critical and choose realistic ones. This requires
educational institutions to maintain and improve a good image in the eyes of society
(Garengo et al., 2022).

The fundamental problem in The topic of human resources (HR) is prevalent in
today's educational environment performance is getting a lot of attention from
organizations. Many terms are used that refer to the same thing related to performance
appraisal, such as performance management, performance appraisal, and job
performance appraisal. Performance management can be said to be one of the functions
of HR management as a whole (Sheikh et al., 2022).

Usually, performance one of the most delicate elements of HR management is
management because it concerns performance itself, performance appraisal, its impact
on the working atmosphere, and the provision of compensation and various other forms
of appreciation to HR who work in an organization (Girikallo, 2017). A brief overview of
the performance management planning process in the educational environment is a
continuous process related to performance managerial functions. Suggests that
performance management is a continual communication process that is carried out in
collaboration between staff members and their immediate supervisors. Activities to
establish clear expectations and knowledge of the task to be done are part of this
approach (Roboji et al., 2023).

According to Habibi (2022), states that a performance management program can
be related to ventures, projects, or plans that the management of an organization
(enterprise) starts and executes to organize, steer, and manage staff performance. The
National Education Department at the central level typically oversees HR performance
management and educational initiatives, such as planning tasks and the creation of the
national curriculum.

Previous research conducted by Adwishanty, (2021) found that training,
compensation, work performance and work environment carried out by human resource
management had a positive and significant effect on increasing employee performance
which was also related to increasing organizational performance. In Farchan's research,
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(2018) found that excellence in competition is largely determined, among other things, by
human resource management strategies. With the right human resource management
strategy, the superiority of the company's human resources is expected to support the
achievement of competitive advantage for the company. Several previous studies have
added insight into the importance of human resource management in improving
organizational performance. The novelty of this research is that it provides several factors
that can improve organizational performance through management human Resources.
Based on this, the managerial function in education is crucial because education,
human resources will have a more significant impact on national change. Human
resources are very necessary in a country, therefore education is a way out, apart from
that, management is also very necessary because with good management, education will
give birth or produce superior and quality human resources, besides that it will also have
an impact. which is positive for the development of a country. This research aims to
determine human resource performance management in educational organizations.

2. RESEARCH METHOD

This research uses a qualitative approach with library research methods.

Formulate the problem

\4

Collection of library study
data

Literature study analysis

Description of analysis according to
the phenomenon raised

Figure 1. Qualitative descriptive flow diagram

Qualitative research is research that studies problems that are observed in the
form of observing phenomena in the field or studying literature and bibliography which
then forms a description or picture of the phenomenon being studied.

This study focuses on human resource performance management in educational
companies. Scientific references from books, papers, symposia, or final assignments
(thesis, thesis, dissertation) are used as data sources and study analysis materials. The
manuscript search page is obtained from credible pages, such as Google Scholar and
Sinta as well as research results from educational levels. Reading literature is very
important to broaden the researcher's insight in the field to be researched and sharpen
the formulation of the problem to be posed. However, in efforts to collect reading
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material, researchers need to consider two important aspects, namely the relevance of
the reading material/literature to the topic of discussion (case) being raised and its
novelty. Research sources obtained from Master's level research (thesis), apart from
presenting facts according to the research question, researchers are required to develop
theories related to the research question (theoretical development). Meanwhile, for the
doctoral level (dissertation), apart from these two things, researchers are required to
present new findings in the form of concepts, formulas, models or theories. The research
process to arrive at theory is as follows:

DATA ---- FACT ---- CONCEPT ---- PROPOSITION ---- THEORY

Next, test the validity of the data by cross-checking research data based on
scientific references.

3. RESULTS AND DISCUSSIONS

3.1 Basic Concepts of HR Management

Please note that the word "Human Resource Management" contains two elements
of the terms Management and Human Resources. These two terms have different
meanings and meanings. If described, the two terms have the following meanings:

a. Management

Management derives from the Old French word management, which means "the
art of carrying out and managing" (Pratolo et al., 2020). According to Suharti,
management is derived from the term to manage, which implies to organize (Nursam,
2017). The functions of planning, organizing, directing, and controlling the activities of a
group of people who are equipped with resources and production factors are applied
through management, according to George R. Terry in his book Principles of Management
which has been accurately and successfully determined (Hasan, 2022).

Stoner put forward the management terminology as quoted by Hidayat (2021)
management is the process of organizing, directing, and overseeing an organization's
members' work and the use of its various resources to accomplish predefined objectives.
Therefore, it can be concluded from these various definitions that the definition of
management is a process that applies the functions of the planning, organizing, directing,
and controlling processes to the activities of a group of people who are equipped with
resources or factors. This process may use scientific methods or a combination of science
and art. production to effectively and efficiently accomplish specified organizational goals.

b. Human Resources

Personnel, employees, or employees who operate in an organizational environment
are the simplest definitions of human resources (HR). The management of human
resources in organizational settings that must be harmonious and capable of meeting the
nature, dignity, and wuniversal requirements of people is influenced by this
straightforward view (Muzaki, 2021). In terms of human resources terminology, it derives
from the word "human resource" in English. The Indonesian word for "human" is "man"
(for a noun) or human (for an adjective). Meanwhile, the word Resource (singular) means
source, such as a water source.

The word Power is an addition that means strength or power. In The
Contemporary English-Indonesian Dictionary. Peter Salim, quoted by Ahmad S. Ruky,
said that resources are "resources" which means resources. Conclusions about the
meaning of human resources, or the people (employees, workers, or employees) who
design and produce goods or services, monitor quality, market products, allocate
financial resources, and formulate all organizational strategies and goals, can be drawn
from the various definitions given above. Gomes contends that the management of
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human resources and all other organizational resources constitutes human resource
management (Muchtar & Maulidizen, 2022). So broadly speaking, HRM is not only
limited to managing existing human resources but also all existing resources in an
organization.

Human resource management is the Management of human resources as the
primary resource and asset, through the application of management and operational
functions, enables the business to successfully achieve its defined goals. According to
Hasibuan in Idris (2019), The science and art of controlling the relationship between
employees and their jobs so that they are successful and efficient in achieving the
objectives of the business, the employees, and society are known as human resource
management. This demonstrates that HR management is the art of successfully and
efficiently managing the relationships and duties of the workforce to achieve the
objectives of the business or educational institution. The art of managing or regulating
the relationship between employees and their roles through planning, recruiting,
selecting, developing, maintaining, providing compensation, career, safety, health, and
maintaining relationships can be inferred from the various definitions given above.
industrial setting to the end of work relationships and the utilization of people as
resources to achieve individual, organizational, and societal goals.

c. Scope of HR

Human resources are divided into three categories, namely (1) human resource
utilization, which includes compensation, promotion, evaluation, and transfer; (2) human
resource planning and forecasting, which includes hiring, vetting, training, and career
development; and (3) human resource development, individual improvement (education),
these three elements can enhance knowledge, abilities, attitudes, and behavior
(Mdhlalose, 2023). Three elements, though, are necessary for the development of human
resources and cannot be separated from one another. (1) Individual development
(personal), aimed at increasing the development of new knowledge, skills, and improving
behavior that leads to increased performance; (2) Career development (professional),
aimed at identifying the development of interests, values, competencies, activities, and
tasks needed in organizational development; and (3) Organizational development, aimed
at new development and creating organizational solutions to performance problems by
increasing the suitability of the organization (Khairina & Games, 2022).

Functionally, all current resource activities, particularly those involving human
resources, are controlled by human resource management. HRM will be in charge of all
tasks associated with the vast organizational development rules. It is hoped that HRM
will enable all activities to efficiently target organizational goals. Several objectives and
human resource initiatives are necessary to achieve this.

d. Human Resources Goals and Activities

Human resource management aims to make the company more effective at
achieving its objectives. To improve staff productivity, lower absenteeism, and boost
employee loyalty to the company more operationally (Ismail & Aminah, 2022). These
objectives are part of the educational institution's overall aims, which also include several
targets and long-term objectives for the organization. Typically, educational institutions'
vision and missions state this.

The four actions that make up human resource management are preparation and
procurement, assessment development, compensation and protection, and personnel
relations (Ionescu et al., 2022); (1) Job analysis is a part of preparation and procurement;
(2) Assessments are developed as part of training that is used to boost employee
productivity, and after that, an assessment is conducted to determine suitability and
offer feedback for improving performance; (3) Compensation and Protection, which is
utilized to reward employees for working through welfare programs; (4) Personnel
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Relations, which includes employee encouragement, empowerment, performance
structuring, and enhancement through the Personnel organization.

e. HR Management Function

As mentioned by GR Terry regarding management functions generally, the
managerial function in HRM is strongly tied to several actions such as; (1) planning, (2)
organizing, (3) directing, and (4) controlling. Meanwhile, operational HRM duties cover a
range of tasks like managing procurement, development initiatives, delivering
remuneration, integrating, maintaining, and ending employment relations. Hasibuan
stated that the HRM function encompasses at least several operations, including (1)
planning, (2) organizing, (3) directing, (4) controlling, (5) procurement, and (6) developing
pay, (7) integration, (8) maintenance of discipline and dismissal (Indri & Ainur Alam Budi
Utomo, 2022).

Meanwhile, the next function of HRM is the position of HRM in achieving
organizational goals in an integrated manner, which is an integrative effort as part of the
HRM strategy in achieving various organizational goals. Meanwhile, Decenzo, with the
same goal but in different terms, says there are four HRM functions, namely: (1) Selective
employee recruitment through planning, (2) HR training and development to prepare staff
to adhere to organizational policies, practices, and goals, (3) Motivation in HR, (4)
Upkeep, utilized to increase organizational loyalty among employees (Indiyati et al.,
2021).

Human resource management activities must be carried out through the correct
process. So that all resource management activities can run on track to facilitate
management. Besides that, by following correct management, achieving goals is easy to
achieve. We know this management process as the human resource management
function consisting of (1) Job Analysis; (2) Human Resource Planning; (3) Selection; (4)
Training and Development; (5) Performance Evaluation; and (6) Compensation (7) Career
Path; (8) Safety and Health; (9) Industrial Relations; (10) Employment Termination.

f.  Technology-Based Performance Management

One part of the management process is performance management, where this
process is used to improve resource capabilities in the 4.0 revolution era so that they can
compete according to the expected goals. According to Sulistiani et al., (2021),
performance is the outcome of an employee's work that is determined by the quality and
quantity of his or her performance in carrying out his or her obligations given to him.
Meanwhile, performance management according to (Pratolo et al., 2020) is related to
business activities carried out by leaders of organizations or institutions to plan, monitor,
direct or control, assess employee work performance, and follow up in the form of giving
awards or laws to employees so that they can achieve the desired goals. It is hoped that it
will be by the institution's or organization's vision, mission, and goals. The following is a
performance management cycle that must be carried out in an organization or institution
in general:
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Figure 2. Performance Management Cycle

In carrying out performance management, five main activities must be carried
out, including 1) Clarity of roles, by formulating the tasks and functions that are the
responsibility of an employee that have been mutually agreed with the superior, where
the formulation activities cover any matter or field that can contribute in the form of
results for the organization or company. 2) Alignment of goals, namely by agreeing on
goals and the form of target results that must be achieved by employees within a certain
period, which takes the form of setting achievement standards and benchmarks. 3)
Performance monitoring, by monitoring the duties and obligations carried out by
employees by providing opportunities and assistance in the form of solutions if employees
experience problems and difficulties. 4) Performance evaluation, which compares
employee accomplishments to those that businesses or institutions have identified as
relevant to setting employee performance criteria. In this assessment stage, there must
be an identification of the areas where the employees being assessed are weak. J5)
Continuous feedback, by providing feedback to employees who are assessed regarding all
assessments that have been carried out, in which the process of providing feedback is
that superiors and subordinates hold discussions to discuss areas that are weaknesses
of the employee so that later they can improve employee performance in next period
(Hidayat, 2021).

g. HR Management in the Education Sector

To accomplish organizational objectives and improve stakeholder welfare, human
resource management involves managing people through planning, recruitment,
selection, training, development, remuneration, career, safety, and health, as well as
sustaining labor relations through termination of employment (Winarti, 2018). Veithzal,
who was cited by Abdus Salam DS, claimed that HR management serves a variety of
purposes much like general management does. The operational function is one of these
functions, and it will later demonstrate that HR management is a crucial and urgent
component of management (Girikallo, 2017). The operational functions themselves are as
follows: (a) HR Planning, Planning itself is the activity of making decisions about targets
(objectives) to achieve goals (Solanki, 2017). Usman explained that in its implementation
several things must be done in planning, namely; (a) Assessing needs (HR needs
analysis), (b) Formulating goals and objectives, (c). Formulate policies and determine
priorities, (d) Formulate projects and programs, (e) Test feasibility, (f) Implement plans, (g)
Assess and revise plans. (b) HR Selection, Development and plan for preparing human
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resources to fulfill the needs of the organization in the future. Four key steps must be
taken when preparing educational personnel: (a) planning for future needs, (b) planning
for future balance (quality), (c) planning for staff recruitment, selection, and dismissal,
and (d) planning for development (Indiyati et al., 2021). The process of selecting someone
to fill a post based on various evaluations is called selection. Selection, according to
Abdus Salam DS, is a process to identify potential job applicants who have the necessary
skills for the position or job they are applying (Shrestha, 2022). (c) Human Resource
Development and Development

Human resource coaching and development is utilizing the work productivity of
all human resources to develop the ability to perform their jobs with knowledge, insight,
attitudes, and talents (Muchtar & Maulidizen, 2022). The goal of training, coaching, and
development, according to Abdus Samad DS, is to increase employee performance in the
present as well as the future. The goal of this project is to enhance employee skills and
knowledge. Human development, whose core is education and training, is one of its
activities. (d) HR Assessment, HR assessment is an attempt to determine how well
human resources perform and have potential for development. This understanding was
clarified by Wuryanti & Setiawan (2017), that assessment is a methodical manner to
analyze a worker's accomplishments, contributions, potential, and value as a foundation
for development and other factors. Monitoring and supervision (evaluation) or educational
monitoring are activities to gather information about the execution of a partnership. (e)
Compensation, Wages and bonuses related to a job are considered compensation. While
this is going on, Lijen Poltak Sinambela argues in his book that compensation is the sum
of all rewards offered to employees as payment for the services they render to the
company (Solanki, 2017).

4. CONCLUSION

Considering the findings of the investigation and analysis, it can be concluded that
human resource performance management in educational organizations consists of HR
recruitment  planning, selection, training and  development, performance
evaluation/assessment, compensation, and employment termination systems.

Performance management can be implemented in the form of quality
improvement, in this case, teachers as human resources where teaching staff (teachers)
can apply information technology as an innovative and creative learning medium so that
it will produce a more enjoyable and high-quality teaching and learning process.

The limitations of the problems in this research are limitations in obtaining
literature reviews and developing research instruments and limitations in collecting data
using a fairly long process due to samples working in the field. It is hoped that future
researchers will be able to examine other factors that influence employee performance,
for example work motivation. Optimizing the performance of an institution which is
influenced by the HR placement process is not something that should be doubted.
Placing someone according to their needs and competencies will have implications for
improving the performance of an institution.
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