International Journal of Teaching and Learning (INJOTEL) e-ISSN: 3025-8308
Vol. 2 No. 10, October 2024, pages: 2855~2863

HUMAN RESOURCE MANAGEMENT IN THE EDUCATION SYSTEM

Muhammad lhsan Dacholfany **
Universitas Muhammadiyah Metro
muhammadihsandacholfany@gmail.com

Wulandari
Institut Bakti Nusantara
seankoko008@gmail.com

Marzuki
Universitas Muhammadiyah Metro
marzuki.noor@ummetro.ac.id

Abstract

Human resource management (HRM) in the education sector is an important aspect in
ensuring the delivery of high-quality education. The research method in this study uses
the literature research method. The results showed that the keys to successful HRM
include effective recruitment, continuous professional development, motivation and
maintaining a positive work climate. It was found that institutions that implemented a
systematic approach to career development had higher performing educators and
students with better learning outcomes. Stakeholder engagement and the application
of the latest educational technology also contribute positively to efficient HRM.
Keywords: Management, Human Resources, Education System.

Introduction

Human resource management (HRM) is a key factor in the success of any
organisation, including educational institutions. The performance of an education
system is strongly influenced by how teachers, administrative staff, school leadership
and other education personnel are recruited, developed, retained and motivated.

Human resources (HR) play a crucial role in the education sector as they are the
main drivers that determine the quality of learning and educational experiences for
students. Within educational institutions, HR includes not only teachers but also
support staff, administrators and leadership. (Khan, 2022). Each individual in this HR
circle has an important role to play, from designing an effective curriculum, to teaching
with innovative methods, to creating a conducive learning environment. Their quality
and dedication directly affects the success rate of students and the reputation of the
educational institution (Sitopu et al., 2022). (Sitopu et al., 2024); (Guna et al., 2024);
(Fawait et al., 2024)..

Furthermore, investment in human resource development in the education
sector can deliver sustainable results. Through continuous training, workshops and
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professional development, the skills and capabilities of educators can be enhanced,
keeping pace with the ever-changing science and technology. This not only improves
efficiency in teaching, but also ensures that the education provided is relevant to the
future needs of students. (Li, 2021). Therefore, it is important for educational
institutions to recognise that investment in human capital is not only a moral
responsibility, but also an essential strategy to achieve excellence in education.

Human resource management (HRM) in the education sector faces complex
challenges. One of the main challenges is the recruitment and retention of qualified
educators. In many regions, especially in remote or less developed areas, acquiring and
retaining competent teachers can be very difficult. Furthermore, disparities in pay
between urban and rural areas often exacerbate the problem, making the education
sector less attractive to high-potential talent. This competency gap then has a direct
impact on the quality of education that can be provided to students (Respati et al.,
2023)..

Furthermore, attention to continuous professional development for educators
is often overlooked, which is essential to match the needs of modern education.
Educational institutions must continually improve their teaching methods and the
technology used, but often HRDs do not include the development of these skills in their
priorities due to budget or resource constraints (Song et al., 2022). (Song et al., 2022).
Furthermore, the ongoing digital transformation makes it harder for educators who are
less adaptive to new technologies, causing a gap between existing teaching methods
and those that are effective in the digital age. Ensuring that all staff have access to and
the ability to learn the latest technologies is an ongoing and essential challenge to
overcome. (Nyfoudi et al., 2024).

Education reforms and policies have become an important focal point in efforts
to improve education standards and outcomes in various countries. These policies often
include updating curricula to include content more relevant to 21st century skills,
utilising technology in learning, and improving teacher quality and welfare. In addition,
reforms also aim to provide wider and more inclusive access to education by updating
infrastructure and providing subsidies or assistance for students from underprivileged
families. (Kalitanyi, 2021). With policies that are strategically designed and aimed at
addressing the specific needs of a society, the ultimate goal is to create an education
system that is more efficient, effective and capable of producing a generation ready to
face global challenges and actively contribute to society.

Understanding this background thus provides a strong foundation for research
into HRM in the Education system.

Research Methods
The study in this research uses the literature method. Literature research
method, also known as literature review or literature study, is one of the research
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methods that involves collecting, analysing, and interpreting data from written sources
such as books, journals, articles, and online sources to gain an in-depth understanding
of a topic or research problem. It is an important part of scientific research, providing
the theoretical and contextual foundation of the research. (Firman, 2018); (Suyitno,
2021).

Results and Discussion
Human Resource Management

Human Resource Management (HRM), often abbreviated as HRM, is a
continuous and systematic process of managing all aspects related to human resources
in an organisation or company. This concept includes recruitment, selection, placement,
competency development, performance appraisal, and employee retention and career
development. The main objective of human resource management is to increase the
effectiveness and contribution of employees in achieving organisational goals, while
ensuring that their individual needs are met. (Kellner et al., 2021)..

HRM is essentially about managing people in the organisation in a strategic and
coherent manner. The concept is based on the belief that human resources are an
organisation's most valuable asset, whose existence must be properly managed to
optimise competitive advantage. This management is not only concerned with
administrative aspects, such as paying salaries and other benefits, but also involves a
deep understanding of organisational psychology, employee motivation, and industrial
relations. (Gumede & Govender, 2022)..

Human Resource Management also recognises the concept that each individual
within the organisation has unique potential, which if properly managed can bring
significant added value. HRM involves developing policies and practices that not only
value employees' skills and contributions, but also support their professional and
personal growth. As such, this function also includes career planning and capacity
building, ensuring employees get opportunities to learn and develop, in line with
organisational needs. (Cai & Rodriguez, 2023)..

Finally, human resource management requires an approach that is inclusive and
adaptive to the changing work environment. With evolving technology, globalisation
and demographic changes in the workplace, human resource management practices
are constantly evolving to meet new challenges. This involves designing organisational
structures and cultures that support collaboration, effective communication, and a
commitment to diversity and inclusion. In essence, human resource management is
about creating a conducive work environment, where every employee can make their
best contribution to the success of the organisation.
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Models in HR Management

In human resource management (HRM), various models have been developed
to assist organisations in maximising the potential of their employees. These models are
frameworks that provide guidance on how HR management can be planned and
implemented effectively. The four main models often discussed in the HR literature are
the Fombrun, Tichy, and Devanna model, the Harvard model, the Guest model, and the
Warwick model. (Berrington & Macdonald, 2024)..

The Fombrun, Tichy, and Devanna model, also known as the Matching Model,
emphasises the alignment between organisational strategy and HR management
systems. The model states that organisational success depends largely on the fit
between four key elements: organisational structure, strategy, HRM system, and
organisational performance. Through this alignment, the model suggests that
organisations can achieve higher efficiency and improve overall performance. (Bassey
& Uwa, 2022)..

The Harvard model, developed by Beer et al. offers a more stakeholder-
orientated approach to HR management. The model recognises various stakeholders
such as employees, management, shareholders, and society, and emphasises the
importance of fairness, trust, and commitment in HR management. The Harvard model
proposes that HR policies should lead to the achievement of the four C's: job
satisfaction  (commitment), competence (competence), organisational fit
(congruence), and cost effectiveness (cost effectiveness). (Saxena, 2022).

Guest's model is an HR strategy-focused model with five key dimensions:
strategy, practices, outcomes, employee behaviour and organisational performance.
The model emphasises that there is a strong link between the HR practices adopted by
an organisation and the outcomes obtained, both at the employee level and the
organisation as a whole. Guest's model offers a framework for understanding how HR
management can contribute to the achievement of an organisation's strategic goals.
(Hoque, 2023).

Finally, the Warwick model, developed by Hendry and Pettigrew, focuses more
on the external and internal contexts of HRM practice. This model acknowledges the
influence of external factors such as economic conditions, the job market, and labour
laws, as well as internal factors such as organisational structure and corporate culture,
in the formation of HR strategies. Warwick's model emphasises organisational
adaptability and flexibility in responding to the changing dynamics of the environment.
(Moreira & Machado, 2022)..

Taken together, these HRM models offer a framework that can assist
organisations in planning, implementing and evaluating their HRM practices. Each
model has a different focus and emphasis, allowing organisations to select and tailor an
approach that best suits their specific needs and context.
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Human Resource Management in the Education Sector

Human resource management (HRM) in the education sector plays an important
role in improving the quality of education and shaping future generations. In this
context, HRM not only focuses on the recruitment of competent teachers and
education staff but also on continuous professional development, performance
evaluation and the creation of a conducive working environment. (Steyn, 2020). The aim
is to ensure that every individual involved in the education process can make their best
contribution to the achievement of educational goals. (Felgate, 2020).

One important aspect of human resource management in the education sector
is teacher professional development. Investing in teachers' professional development
is critical given their role as the main facilitators of the teaching and learning process.
Through structured and continuous training programmes, teachers can update their
knowledge on the latest teaching methodologies, educational technology and other
pedagogical skills. This not only improves the quality of teaching, but also increases
teachers' motivation and job satisfaction. (Opoku et al., 2022)..

Performance evaluation is also a key component of human resource
management in the education sector. An effective evaluation system not only helps in
identifying professional development needs but also enables recognition and reward of
teachers' achievements. Performance evaluations should be based on clear, objective
and fair criteria, with a focus on improving the quality of teaching and learning.
Constructive feedback from these evaluations can serve as the basis for further
professional development, career mapping and even increased remuneration.
(Panjaitan, 2023).

In addition, the creation of a conducive work environment is another important
factor. This includes physical aspects such as adequate facilities and infrastructure, as
well as non-physical aspects such as an organisational culture that supports
collaboration, innovation and employee well-being. A positive work environment not
only attracts the best talent in education but also retains them. In the long run, a
conducive work environment will increase staff retention and reduce turnover rates,
contributing to stability and consistency in the education process. (Ara & Das, 2021).

Through effective human resource management in the education sector,
educational institutions can improve the quality of educators and staff, which in turn
improves the quality of teaching and student learning outcomes. This requires an
integrated strategy that focuses on the development, motivation and retention of
talent, all of which are key to achieving long-term educational goals. (Mofolo &
Novukela, 2024)..

Challenges in HRM in the education sector often relate to budget constraints,
differences in training needs between regions, and dynamic changes in curricula that
require quick and effective adaptation. To address this, educational institutions need to
collaborate more closely with the government, as well as the private sector, to secure
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the necessary financial and other resources. (En et al., 2024). This collaboration could
also include the development of training programmes tailored to specific needs and the
implementation of the latest educational technologies that can assist in the
personalisation of learning. (Syakhrani & Aslan, 2024)..

In addition, educational institutions should invest in a robust management
information system to monitor and manage the performance and professional
development of educators. Such systems can assist in data-driven decision-making,
ensure effective deployment of resources, and increase transparency and accountability
in the HRM process. (Judijanto et al., 2024)..

As such, effective HRM in the education sector is key to creating a quality
education system. Through investments in professional development, objective
performance evaluation and the creation of a supportive work environment, education
institutions can optimise the potential of their education staff. Inter-sectoral
collaboration, the use of advanced technology and the development of efficient
management information systems are important strategies that can complement these
efforts. Thus, comprehensive and adaptive HRM will have a significant positive impact
on the quality of education and better prepare students to face the challenges of the
future.

Conclusion

Effective human resource management (HRM) in the education system plays a
crucial role in improving the quality of education. Well-planned professional
development strategies, objective performance evaluation and the creation of a
conducive work climate are key to maximising the potential of educators. This not only
supports the operational success of educational institutions, but also significantly
contributes to the achievement of better learning outcomes for students.

Engagement and co-operation among stakeholders, including government, the
private sector and communities, is crucial in increasing the resources available for the
development and training of education human resources. Technology and innovation in
education should be utilised to adapt the learning process to the needs and challenges
of today, including the provision of relevant content and innovative teaching methods.

In conclusion, human resource management in the education sector must be
done strategically and innovatively to face current and future challenges. This requires
commitment from all parties involved to long-term investment in human resources,
which in turn will ensure improved quality of education and sustainable human resource
development.
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