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INTRODUCTION 

Teachers as educators play an important role in the success of the implementation of the 

learning process in schools. Teachers have a direct influence in improving the quality of students, 
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Penelitian ini bertujuan untuk mendeskripsikan (1) manajemen sumber daya manusia 

yaitu guru dan tenaga administrasi sekolah; (2) kendala yang dialami dalam 

manajemen sumber daya manusia; dan (3) faktor yang memengaruhi manajemen 

sumber daya manusia di SD Karitas Nandan dan SD Eksperimental Mangunan 

Yogyakarta. Penelitian ini menggunakan pendekatan penelitian kualitatif deskriptif. 

Subjek penelitian ini adalah kepala sekolah, wakil kepala sekolah, guru, dan tenaga 

administrasi sekolah. Teknik pengumpulan data menggunakan observasi, wawancara, 

dan dokumentasi. Selanjutnya, tahap analisis data dilakukan dengan pengumpulan 

data, kondensasi data, penyajian data dan pengambilan kesimpulan. Hasil penelitian 

menunjukkan bahwa (1) manajemen sumber daya manusia di SD Karitas Nandan dan 

SD Eksperimental Mangunan Yogyakarta meliputi perencanaan, perekrutan, seleksi, 

penempatan dan pengorganisasian, pelatihan dan pengembangan, pemeliharaan dan 

pemberhentian. (2) kendala yang dialami yaitu komunikasi yang terbatas, 

ketidaksesuaian guru dengan bidangnya, kompetensi SDM terbatas, adanya beban 

kerja yang berlebih, adanya platform Merdeka Belajar yang mengakibatkan kesulitan 

dalam mewujudkan kekhasan sekolah, dan kebijakan sekolah yang berubah-ubah. (3) 

faktor yang memengaruhi meliputi keuangan, motivasi, usia, dan dinamika individual 

atau kelompok untuk mencari pola yang cocok sesuai dengan konsep Pendidikan 

Romo Mangun. 

This study aims to describe (1) human resource management; (2) obstacles 

experienced in human resource management is teachers and school administrative 

personnel; and (3) factors influencing human resource management at Karitas 

Nandan and Eksperimental Mangunan Elementary School in Yogyakarta. This study 

used a descriptive qualitative research approach. The subjects of this study were 

principals, vice principals, teachers, and school administration personnel. Data 

collection techniques used observation, interviews, and documentation.  

Furthermore, the data analysis stage was carried out by collecting data, condensing 

data, presenting data and drawing conclusions. The results showed that (1) human 

resource management at Karitas Nandan and Eksperimental Mangunan Elementary 

School in Yogyakarta includes planning, recruitment, selection, placement and 

organization, training and development, maintenance and dismissal. (2) the 

obstacles experienced are limited communication, mismatch of teachers with their 

fields, limited HR competence, excessive workload, the existence of Merdeka Belajar 

platform which results in difficulties in realizing school distinctiveness, and 

changing school policies. (3) influencing factors include finance, motivation, age, 

and individual or group dynamics to find a suitable pattern in accordance with the 

Romo Mangun Education concept 
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because teachers act as the strongest predictors in the learning process (Nilsen & Gustafsson, 

2016). Teachers are the spearheads in the learning process and teacher quality is fundamental to the 

success of education in Finland (Salhberg & Taberner, 2017). Quality teachers are teachers who are 

able to actualize their competencies (Nasution, 2017). However, what happens is that there are few 

professional and competent teachers in their fields (Prestiana, 2020), the low quality of teachers is 

caused by the school management process that has not carried out a comprehensive analysis of 

teacher needs in schools (Kadri & Widiawati, 2020), and difficulties in finding teachers with PGSD 

graduates who are in accordance with the needs of elementary schools (Putra et al, 2023). This is 

due to the quality of PGSD graduates who do not meet the desired criteria, competition with other 

educational institutions, the lack of available PGSD graduates and uncompetitive salary offers 

(Firdausi, 2021; Mela, 2023; Nurhuda, 2022). Based on the Regulation of the Minister of National 

Education of the Republic of Indonesia Number 12 of 2021 concerning Academic Qualification 

Standards and Teacher Competencies, it is stated that the academic qualifications of elementary 

school/MI teachers specifically for basic education are diploma 4 (D-IV) or bachelor's degree (S1) 

in elementary school/MI education (D-IV/S1 PGSD/PGMI) or psychology. The competencies of 

elementary school/MI teachers are in accordance with four teacher competency standards, namely 

pedagogical, personal/personality, social and professional teacher competencies in schools. These 

qualifications and competencies are the basis for educational institutions to search for and find 

teachers (Alamsyah et al, 2020). The suitability between teacher qualifications and competencies 

will affect teacher productivity and quality (Niar, 2024). 

In addition to teachers, educational staff are also part of the educational process that helps, 

supports and complements the overall learning process for students. As an educational resource, 

Government Regulation Number 57 of 2021 concerning National Education Standards stipulates 

that educational staff standards carry out administrative, management, development, supervision 

and technical service tasks and functions in supporting the educational process. Educational staff in 

schools are called school administrative staff (TAS). The Minister of National Education 

Regulation Number 24 of 2008 concerning School/Madrasah Administrative Staff Standards states 

that the head of administrative staff has a minimum educational background of a high school 

graduate or equivalent from a relevant study program and at least 4 years of professional 

experience as administrative staff. School administrative staff must be equipped with personal, 

social, technical, and managerial competencies to support the educational process. In reality, 

schools pay less attention to and improve the competence and professionalism of school 

administrative staff because it is considered that administrative tasks are the teacher's job (Sirojudin 

et al, 2021), there are still many low competencies of school administrative staff due to lack of 

training and competency development, as well as lack of motivation and supervision (Sulistyono, 

2021; Fransiska et al, 2021). This can also be caused by a recruitment process that ignores 

competence and results in performance that is not in accordance with the desired expectations 

(Sururi et al, 2023). 

The quality of competent human resources will be able to create a quality learning process, 

be able to encourage student creativity and be able to provide a fun learning process for students so 

that there are several things, namely, teacher qualifications, training and development, performance 

management, a conducive work environment and adequate facilities and infrastructure 

(Muhammad et al, 2023). Teachers and administrative staff are the starting point in the education 

process, where teachers determine the effectiveness of the learning process and must be able to 

formulate learning materials that can be mastered by students professionally so that the graduates 

produced are competent and of high quality. On the other hand, school administrative staff greatly 

determine the implementation of administration and services in schools for the success of the 

education process, especially the learning process (Wahyuni et al, 2023). Thus, carrying out human 

resource management in schools is a way to develop and improve the quality of individuals and 

groups and improve the quality of education. 

Based on a preliminary study, at SD Karitas Nandan there is still a mismatch between 

teachers and their fields and some teachers are not PGSD graduates, which of course does not 
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comply with the regulations that have been set. This can affect the quality and performance (Nilsen 

& Gustafsson, 2016) and qualified teachers will be able to actualize their competencies (Nasution, 

2017). There are 13 teachers and education personnel at SD Karitas Nandan. The limitations of 

human resources give rise to additional tasks or dual positions. This can lead to a decrease in the 

effectiveness of the performance of teachers and administrative staff at the school (Nurmalasari et 

al, 2019; Kadarsih et al, 2020; Ruminten, 2022). 

Another elementary school is SD Experimental Mangunan which has 46 teachers and school 

administration staff with some teachers also teaching not according to their qualifications. The 

principal stated that teachers and education personnel are required to create an exploratory spirit in 

realizing school goals so that schools are not only a place for students to learn but all individuals in 

the school, including teachers and education personnel so that an exploratory spirit must be created 

and shared for common goals. Putuabdulah & Sunarso (2022) stated that SD Experimental 

Mangunan makes its school a learning community, meaning that not only students, teachers also 

need to learn. Number of teachers Based on what happens to the management of teachers and 

administrative staff and the importance of management in the current education process. Based on 

these considerations, the researcher will conduct research on human resource management, namely 

teachers and administrative staff at SD Karitas Nandan and SD Experimental Mangunan starting 

from planning, recruitment, selection, placement and organization, training and development, 

maintenance, and dismissal. 

METHOD 

This study uses a descriptive qualitative method. The choice of a descriptive qualitative 

research design is motivated by the desire to provide a more specific, transparent and detailed 

picture of the conditions observed in the field related to human resource management, namely 

teachers and school administration staff. This study was conducted at SD Karitas Nandan and SD 

Experimental Mangunan Yogyakarta which are schools under the auspices of the Catholic 

Foundation in Sleman Regency. The subjects of this study were four people as informants, namely 

the principal, vice principal, teachers and education staff. The data collection techniques used were 

structured observation, in-depth interviews and documentation studies. This study uses interactive 

data analysis with the Miles, Huberman and Saldana (2014) model data analysis technique. The 

stages of data analysis go through the process of data reduction, data presentation and drawing 

conclusions. Data analysis was carried out during data collection and after data collection was 

completed during the research process (Sugiyono, 2022). 

RESULT AND DISCUSSION  

  Human resource management, namely teachers and administrative staff, includes planning, 

recruitment, selection, placement and organization, training and development, maintenance, and 

dismissal (Anjaningrum, 2022). Human resource planning at SD Karitas Nandan and SD 

Experimental Mangunan is an activity to plan the needs of teachers or administrative staff 

according to conditions in the field. This planning is carried out through coordination meetings 

with each foundation and is discussed regarding the needs of teachers or administrative staff. If a 

school needs teachers, the foundation and school analyze what teachers are needed, how many are 

needed, and what the criteria are. According to Hasibuan (2021) planning(planning) is the process 

of planning the workforce according to the needs of the organization effectively and efficiently to 

achieve goals. Planning in the human resource management process is the activity of analyzing the 

human resources needed by an organization to determine the next steps in achieving goals. In the 

human resource planning process, each institution or organization has a foundation as a basis for 

determining a strategic plan to achieve the expected goals. The results of the study show that in the 

planning process for the procurement of human resources, namely teachers and school 

administration staff at SD Karitas Nandan and SD Experimental Mangunan together with the 

foundation. The foundation will conduct a job analysis and coordination meeting aimed at 

determining the number and position of human resources needed. SD Karitas Nandan and SD 
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Experimental Mangunan carry out the planning process through a coordination meeting with their 

respective foundations where the meeting will discuss the need for teachers or school 

administration staff based on needs in the field. According to Darmawan (2021) an important 

element in the human resource planning process is the supply of applicants according to what is 

needed. This means that the criteria for the human resources needed vary from school to school. 

The teacher criteria determined by the Karya Bakti Foundation are fresh graduates, PGSD 

graduates, bachelor's degree in their field, willing to serve, like children, and Catholic to become 

teachers. To become a school administration staff, the minimum criteria required are a high 

school/vocational high school graduate in accounting. Meanwhile, SD Experimental Mangunan is 

adjusted to the components in the EKI criteria (explorative, creative, and integral) with a minimum 

qualification of a Bachelor's degree determined by the Dinamika Edukasi Dasar Foundation. 

Through these criteria, it helps to obtain the teachers and school administration staff needed. 

Determining human resource criteria is a planning process that analyzes related aspects and pays 

attention to internal and external factors of an organization (Nurzaman et al, 2020). Therefore, 

human resources who have the criteria that have been determined as a human resource planning 

process in an organization can improve performance in carrying out their duties (Winarti, 2018). 

Sinambela (2020) also stated that the criteria that will be needed begin with identifying the 

competencies sought and decided in advance. This shows that the human resource planning carried 

out by SD Karitas Nandan and SD Experimental Mangunan uses a traditional planning model. The 

traditional planning model is a model that emphasizes the balance between demand and supply so 

that the number of workforce needs is in accordance with what is needed (Belhaj & Tkiouat, 2017). 

In simple terms, the human resource planning model can be carried out with four aspects, namely 

1) projection of the number of employees needed, 2) identification of human resources available in 

the organization, 3) analysis of the balance of supply and demand, and 4) action programs 

(Darmawan et al, 2023). This means that planning begins with determining who and how many 

human resources are needed, then what are the criteria needed and considered according to the 

conditions of the school and through planning can design the right person in the right place at the 

right time. This means that through good planning, the right individual is obtained in the place that 

is really needed and at the right time. 

 The results of the study showed that after the process of determining the criteria for teachers 

and school administrative staff needed, recruitment was continued. Recruitment is the process of 

accepting individuals who have competence in a particular field to occupy a position or job in an 

organization (Suprihanto & Putri, 2021). The purpose of recruitment is to obtain the number of 

individuals needed according to the qualifications that have been set (Farikhah & Wahyudhiana, 

2018). Based on the results of the study, recruitment at SD Karitas Nandan and SD Fisikal 

Mangunan with vacancy promotions through social media by each foundation. At SD Karitas 

Nandan, recruiting teachers by distributing job vacancies to campuses and is fully carried out by 

the Karya Bakti Foundation. This means that the Karya Bakti Foundation has full authority to 

determine the source of teachers at SD Karitas Nandan Yogyakarta. Thus, the process of recruiting 

or procuring teachers and school administrative staff at SD Karitas Nandan does not go through 

long stages and is in accordance with the opinion of Agia & Sudrajat (2023) that the teacher 

recruitment system is carried out in four stages starting with preparation, distribution of 

announcements for the acceptance of new teachers, recapitulation of application files, selection, 

and interviews. Different from what happened at SD Experimental Mangunan, the recruitment 

process was carried out by the Yayasan Dinamika Edukasi Dasar and the School. Yayasan 

Dinamika Edukasi Dasar and the School recruited teachers and school administration staff by 

spreading job vacancies through social media and acquaintances. Anjaningrum (2020) argues that 

the recruitment process can be carried out in two ways, namely internal and external recruitment. 

The internal recruitment process is obtained from within an organization itself, for example career 

development or job promotion and so on. Meanwhile, external recruitment is obtained from outside 

the organization (Anjaningrum, 2020; Hasibuan, 2021). Thus, the recruitment of SD Experimental 
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Mangunan has carried out the appropriate recruitment stages and the internal recruitment system 

can be obtained from the school itself to obtain the Foundation Decree. 

 The selection process for teachers and school administration staff at SD Karitas Nandan and 

SD Experimental Mangunan is different. The selection of teacher and school administration staff 

applicants conducted by Yayasan Karya Bakti is a selection of files/applications, and an interview 

test. The selection of files is carried out to determine the suitability of the specified documents. If 

declared appropriate, it is continued with an interview selection which is carried out with direct 

questions and answers with the Head of Yayasan Karya Bakti to find out and deepen the 

personality and competence of prospective applicants. Then, a psychological test is carried out after 

approximately 1 year of being a teacher or administration staff at SD Karitas Nandan. This shows 

that in the selection process carried out by Yayasan Karya Bakti, they have not conducted an 

academic potential test to determine the level of mastery of the material of the applicants so that it 

can be said that it is not in accordance with the opinion of Mangkunegara in Subekhi & Jauhar 

(2012) which states that the stages that can be carried out in the selection process are academic 

knowledge tests, interview tests and psychological tests of applicants (Sutrisno, 2016). In addition, 

SD Karitas Nandan also does not conduct teaching tests (microteaching) to determine the initial 

special abilities of teachers in managing and teaching in the classroom. This can cause prospective 

teachers who will be accepted to have unknown teaching abilities so that this microteaching 

process is important to be carried out so that prospective teachers can develop, control, and train 

their teaching abilities (Ardi, 2014; Supriyanto & Hidayatullah, 2024). SD Experimental Mangunan 

carries out a selection process with academic potential tests, psychological tests, microteaching, 

and interview tests for teachers. Meanwhile, for administrative staff with TPA, psychological tests, 

and interview tests. After being declared to have passed all tests, applicants will be interned for 3 

months by a special team formed by the Yayasan Dinamika Edukasi Dasar. The selection process 

which begins with an academic potential test aims to determine the applicant's academic abilities, a 

psychological test to determine the applicant's psychological abilities and personality, an interview 

test to find out more about the applicant's personal self and a microteaching test to determine the 

teaching abilities of prospective teachers (Supriyanto & Hidayatullah, 2024). Thus, the selection 

process has been carried out effectively so that the more effective the selection process is, the 

greater the possibility of getting the right teacher or administrative staff (Lama'atushabakh, 2023). 

Tests in the selection process function to help and assess abilities, experience, personality, and 

specified requirements (Darmawan et al, 2023). The right selection process can select teachers or 

school administrative staff who have competence in their fields and are in accordance with the 

desired criteria so that they are right to be part of realizing the school's vision and mission. 

According to Pfeffer (Turner et al, 2021) stated that a systematic selection process can provide 

employees with a view that the organization is committed to selecting the best employees with the 

hope that employees who become members of the organization are also committed to doing a good 

job for the organization to achieve common goals. 

 At SD Karitas Nandan, teachers and school administrative staff are placed after the 

interview selection process and are declared accepted. Placement is carried out based on school 

needs, such as class teachers or homeroom teachers, and subject teachers. There are 13 teachers and 

administrative staff at SD Karitas Nandan who have their respective positions/jobs and duties that 

are arranged in the school's organizational structure. This is in line with Hasibuan's opinion (2021) 

that placement is a follow-up to the selection process which aims to place successful applicants in 

the positions/jobs needed. According to Jabar et al (2019), the placement and assignment of these 

applicants means being placed and assigned according to their expertise and fields so that they are 

in accordance with the tasks and competencies they have. However, what happened at SD Karitas 

Nandan was that there were additional tasks that were carried out by teachers, such as serving as 

vice principal for the curriculum and the duties of school administrative staff who also served as 

treasurer and school operator. This is based on the Minister of Education and Culture Regulation 

Number 15 of 2018 which regulates the fulfillment of teacher workload, as explained in Article 2 

paragraph 1) teachers, school principals and school supervisors carry out a workload of 40 (forty) 

hours in 1 (one) week at the base administrative unit. Paragraph 2) the workload of 40 (forty) hours 

in 1 (one) week as referred to in paragraph (1) consists of 37.5 (thirty-seven point five) effective 
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working hours and 2.5 (two point five) hours of rest. Regarding the main duties of teachers at 

school, it is regulated in the Minister of Education and Culture Regulation Number 15 of 2018 

which explains that there are 5 (five) main duties of teachers, namely planning, implementing, 

assessing, guiding, and training, carrying out additional tasks. The additional tasks referred to are 

as vice principal, head of library, head of science laboratory and so on. Article 2) The workload of 

40 (forty) hours in 1 (one) week as referred to in paragraph (1) consists of 37.5 (thirty-seven point 

five) effective working hours and 2.5 (two point five) hours of rest. In relation to the main duties of 

teachers at school, it is regulated in Permendikbud Number 15 of 2018 which explains that there 

are 5 (five) main duties of teachers, namely planning, implementing, assessing, guiding, and 

training, carrying out additional tasks. The additional tasks referred to are as vice principal, head of 

library, head of science laboratory and so on. Thus, teachers and administrative staff at SD Karitas 

Nandan have additional tasks to fulfill the workload determined by the Government considering the 

limited number of teachers and school administrative staff of 13 people.  

 SD Experimental Mangunan carries out the placement process based on the recruitment 

carried out. If recruitment is carried out by the Foundation, then the placement will be fully 

determined by the Foundation after the period training completed and applicants will be placed 

according to the needs and decisions of the foundation. Meanwhile, recruitment carried out by the 

school will be placed in the school, namely as teachers or school administration staff as needed. 

The training period which is carried out for 3 months aims to strengthen the concept such as 

deepening the vision, mission, and goals of the school for 1 month followed by training in the field 

for 2 months, for example teaching training for teacher applicants and administration training for 

school administration staff applicants. The placement of positions/positions and duties of each 

individual who has passed the training period will be given a decree (SK). This decree is written 

evidence that it has become part of the organizational structure of SD Experimental Mangunan. 

Several teachers at SD Karitas Nandan and SD Experimental Mangunan have met the 

qualifications in their fields. This is supported by the opinion of Rohim & Umam (2020) that 

proper placement will be able to improve teacher performance. Jabar et al (2019) also argue that 

proper placement will be able to maximize the productivity of each individual's performance 

because they have competencies that match their expertise and fields. Although, there are still some 

teachers who teach not in accordance with their fields. At SD Karitas Nandan there are 5 teachers 

who are not PGSD graduates, while at SD Experimental Mangunan there are 2 teachers who are 

not PGSD or education graduates and 2 teachers who are placed not in accordance with their fields. 

This is not in accordance with what has been stipulated in the planning and job vacancy letter and 

is not in accordance with the Regulation of the Minister of National Education of the Republic of 

Indonesia Number 12 of 2021 concerning Academic Qualification Standards and Teacher 

Competencies. This can affect the learning process and will affect the productivity and quality of 

teachers (Niar, 2024). However, this can be overcome with training and development organized by 

the school to improve the performance of its human resources.  

 Karitas Nandan Elementary School and Mangunan Experimental Elementary School have 

made efforts to develop existing human resources through routine programs and training. This 

shows that development and training can improve individual knowledge and skills in working and 

have an impact on increasing performance productivity (Hadi, 2020). The form of training and 

development for teachers and administrative staff in each school varies. Teachers at SD Karitas 

Nandan participate in activities such as KKG, PKG, KKG, Bimtek, seminars, workshops, and 

special teacher training. Meanwhile, administrative staff also participate in Bimtek activities, 

seminars, workshops and special training for operators and school treasurers. Based on the results 

of the study, SD Experimental Mangunan has a program CO-Learning which is intended for 

administrative staff in schools and the Team-Teaching program is a program that accommodates 

Friday Ritual activities, Teacher Studio, seminars, workshops, and other training specifically for 

teachers. The training and development activities carried out by teachers and school administrative 

staff at SD Karitas and SD Experimental Mangunan are in accordance with Ratnasari's opinion 

(2023) that developing skills is done through learning using books or modules, professional groups 
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(PGRI, MGMP, and KKG), and through in-service training such as promotions, study assignments 

and skills training through workshops, seminars, work meetings, and symposiums. The training and 

development carried out by SD Karitas Nandan and SD Experimental Mangunan both individually 

and in groups are expected to improve and overcome the problems that occur (Nurhayati & Atmaja, 

2021; Chintiawati, 2023). Tsabita (2022) states that training is needed to deal with technical 

problems while education is needed to increase individual sharpness in solving problems faced 

comprehensively. This proves that routine training and development will have a positive impact on 

a person's performance productivity (Suprihanto & Putri, 2019). Thus, training and development at 

SD Karitas Nandan and SD Experimental Mangunan have been carried out effectively. Therefore, 

training and development are strategies to improve the competence or quality of human resources 

that must be carried out in schools. In addition, training, and development as a plan to improve the 

knowledge, skills, and abilities of individuals in working in an organization (Ratnasari, 2023) are 

supported by supervision and monitoring. The principal supervises and monitors to find out 

whether the implementation of the learning process in the school can run as expected or not. If it 

has not achieved what is expected, then training related to the development of human resource 

competence must be increased.  

 Karitas Nandan Elementary School and Mangunan Experimental Elementary School have 

provided motivation teachers and school administration staff to improve their performance. 

Motivation from the respective principals is also needed by teachers and administration staff in 

schools to improve their performance and enthusiasm in carrying out their duties every day. The 

principal as a motivator provides motivation and enthusiasm through direct actions and praise or 

rewards. The principals of Karitas Nandan Elementary School and Mangunan Experimental 

Elementary School provide motivation periodically by giving examples, praising, giving rewards, 

and holding personal meetings with teachers and school administration staff. In addition to 

motivation, the compensation given to teachers and administration staff is in accordance with their 

positions and performance. From the various things done by the school, the maintenance of human 

resources can be in the form of salary, welfare benefits, health insurance and rewards for work 

performance (Komariah et al, 2022). SD Karitas Nandan and SD Experimental Mangunan provide 

compensation to teachers and administrative staff according to the UMR of Sleman Regency. The 

compensation is considered sufficient, because they do their work in a relaxed manner supported 

by good working conditions, working together and sharing. This is in line with Dessler's statement 

(Ayubi & Wibowo, 2019) that one form of compensation is non-financial rewards such as flexible 

working hours and a comfortable workplace. Additional compensation is given to teachers and 

administrative staff at SD Karitas Nandan who have a long work period, while SD Experimental 

Mangunan is based on the position they hold. SD Karitas Nandan does not provide rewards in the 

form of material, in contrast to SDE Mangunan which gives a reward of IDR 500,000 to teachers 

who are able to write articles and journal publications. SDE Mangunan also uses social media to 

appreciate teacher achievements. Teachers and administrative staff at SD Experimental Mangunan 

are also given educational assistance or scholarships to continue their education according to the 

criteria and recommendations of the Yayasan Dinamika Edukasi Dasar (Dynamika Edukasi Dasar) 

Foundation. This proves that the foundation is also responsible for maintaining, improving, and 

developing the condition of human resources individually and in groups according to the opinion of 

Hasibuan (2021) and Sinambela (2021) that maintaining human resources in the field of education 

is the process of maintaining, improving, and developing the condition of human resources 

individually and in groups and mentally, physically, emotionally, and socially (Komariah, 2022). 

 Teachers and school administration staff at SD Karitas Nandan and SDE Mangunan will 

stop working when they have reached retirement age or resign. Dismissal is the termination of 

employment for certain reasons or factors so that they are no longer working and the authority to 

give dismissal is the superior or principal in the field of education (Murni, 2017). The resignations 

that occurred at SD Karitas Nandan and SD Experimental Mangunan were based on 

recommendations by the school after receiving SP 3 and assistance but there was no improvement. 

So, the principal made observations and gave warnings through SP letters up to 3 times to teachers 

or administrative staff who had violated existing rules. After the third SP and the person concerned 

has not changed, the principal will recommend the person concerned to make a letter of resignation 
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to be submitted to the foundation. Each Education Management Foundation has its own rules 

regarding its human resources. Human resources who are recommended to resign because of their 

actions are considered to respect formal procedures in an organization to maintain professionalism 

and the impression of the foundation's relationship with staff that is ended well and appropriately. 

In addition, Law Number 14 of 2005 concerning teachers and lecturers stipulates that teacher in the 

field of education organized by the community and dismissed honorably, not at their own request 

will receive financial compensation in accordance with the work agreement or work contract and 

their cooperation agreement. This means that teachers or administrative staff who submit a letter of 

resignation do not receive compensation or severance pay from the foundation. In addition, when 

committing violations such as manipulating grades, they will be dismissed on the grounds that they 

have committed a serious violation. This is in line with Hasibuan's opinion (2021) that dismissal 

can be caused by employee resignation, organizational needs, end of employment contract, entering 

retirement age and employees who violate the law (Darmawan et al, 2023). Dismissal or 

termination of employment due to retirement is a teacher who has reached a certain age as 

regulated in Law Number 14 of 2005 concerning Teachers and Lecturers (Qashrina, 2018). 

Furthermore, the vacant positions or positions will be filled with new human resources who have 

gone through the recruitment and selection process. 

 

Obstacles Faced in Human Resource Management 

 Based on the research results, several obstacles were experienced human resources at SD 

Karitas Nandan in carrying out their duties, namely communication, HR is not yet qualified, HR 

competency is still limited in utilizing IT media and excessive workload due to dual 

positions/jobs/jobs. Related to communication constraints and is very important in organizational 

life. Good communication will create good relationships and good relationships will affect 

performance in an organization (Lawasi et al, 2017; Julianto et al, 2021). Although constrained by 

communication, the principal has tried to create a conducive work environment through joint 

activities or discussions between teachers so that closeness and comfort between teachers are 

established. According to Strewart L. Tubbs and Sylina Moss (Mahendra et al, 2024) stated that 

good communication will create understanding, attitudes, actions, pleasure, and good social 

relationships. In addition, the constraints of HR qualifications that are not yet appropriate that occur 

at SD Karitas Nandan and SDE Mangunan, there are still teachers who teach not in accordance 

with their fields. The mismatch of qualifications can affect the learning process in the classroom 

and affect teacher performance (Arif & Sulistianah, 2019; Azmiyah & Astutik, 2021; Baniati et al, 

2023). However, through routine training and development, it can help human resources improve 

their skills and competencies. This can be seen from what happened at SD Karitas Nandan and SD 

Experimental Mangunan, teachers who were not yet in accordance with their fields could carry out 

their duties as teachers and had been teaching for quite a long time at the school. Furthermore, 

teacher competence in utilizing IT in the learning process. Teachers are required to have digital 

competence that aims to keep up with the abilities of children today (Sitompul, 2022). This 

obstacle is felt by senior teachers who feel that they have not mastered technology. However, SD 

Karitas Nandan and SDE Mangunan have had development and training programs to improve 

teacher performance in schools so that these programs greatly help teachers to continue learning 

and developing their abilities. SDE Mangunan as a private school that is also under the Department 

of Education, the existence of the Merdeka Belajar platform is a challenge for schools in managing 

human resources. This is because the combination of the Merdeka curriculum with the curriculum 

used by the school has several incompatibilities that make it difficult for schools to maintain their 

uniqueness as private schools. However, the school tries to adapt and adheres to the school's vision 

and mission. Therefore, the importance of the school's vision and mission is used as the basis for 

each school in managing education in schools (Yudhistira et al, 2023). In addition, the increasing 

number of human resources makes schools overwhelmed in managing and establishing the 

expected communication. The large number of human resources creates diversity in nature and 

character, making schools overwhelmed in finding and understanding the appropriate needs to 



60 – Journal of Educational Management Accountability 
 

Volume 12, No. 2, September 2024 

realize the school's vision and mission. This is also related to the realization of the EKI criteria that 

must be developed by each human resource at SDE Mangunan. In this regard, these obstacles can 

be overcome by increasing the motivation of each individual through joint activities and 

development programs that are accommodated in CO-Learning and Team Teaching. 

 

Factors that Influence 

 Based on the study results, human resource management, namely teachers and school 

administration staff, has several influencing factors. At SD Karitas Nandan, it was stated that 

financial factors, motivation, and age of teachers were factors that influenced the process of human 

resource management, especially teachers. This is because finances are limited, the motivation of 

each individual is different and the enthusiasm of senior teachers decreases with their age in 

developing their competence. However, good cooperation, mutual assistance and adequate facilities 

and infrastructure are supporting factors for the implementation of better human resource 

management. This is in line with Armstrong's opinion (2018) that economic conditions, workforce 

needs, technological and information advances, environmental changes, and leadership are some of 

the factors that influence human resource management. Meanwhile, at SDE Mangunan, the process 

searching and trying out suitable patterns for the educational process with the hope that the pattern 

is in accordance with the concept initiated by Romo Mangun. This process makes the dynamics felt 

increasingly diverse and drains energy, thoughts, and time with all its consequences. These 

dynamics can be called climate factors built by the school to realize the school's vision and mission 

according to Romo Mangun's educational concept. These dynamics are interwoven in the CO-

Learning and Team-Teaching programs which are a forum for channeling ideas or ideas and 

carrying out activities to grow and improve individual skills to find the best pattern. In addition, the 

existence of EKI criteria and components is a form of manifestation of education with a true 

learning concept that liberates children (Risyanto, 2015). This study has a limitation in obtaining 

direct data related to the recruitment process to the placement of human resources in schools 

because the entire recruitment process and regulations regarding human resources are carried out 

by the foundation. 

 

 

CONCLUSION 

Human resource management is an important process in ensuring the operational success 

and quality of education at SD Karitas Nandan and SD Experimental Mangunan Yogyakarta, 

namely teachers and school administration staff. This process begins with careful planning through 

job analysis to determine the need for human resources, then recruitment and selection by the 

foundation, after that placement and organization. Teachers and school administration staff receive 

training and development to improve their abilities in their fields, and are given compensation, 

rewards, motivation, and appreciation as a maintenance process. Furthermore, the dismissal process 

is carried out when someone commits a violation, retirement and/or the work contract period is 

over. 

As for the obstacles experienced are limited communication, teachers' incompatibility with 

their fields, limited human resource competency, excessive workload, the existence of the Merdeka 

Belajar platform, and changing school policies. Factors that influence include finances, motivation, 

age, and individual or group dynamics to find a suitable pattern in accordance with Romo 

Mangun's Education concept. A less-than-optimal recruitment and selection process can affect the 

quality of existing human resources, so it is necessary to evaluate each recruitment and selection 

process in terms of quality, quantity, cost, and time to identify areas that need to be improved and 

adapt new strategies according to school needs. The Foundation should provide training to the HR 

team on effective selection techniques such as interview techniques, objective candidate 

assessments, and skills assessments. This also helps the selection process to be comprehensive and 

objective so as to obtain the right human resources. 
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