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Abstract

This study analysed the contribution of human resource management (HRM) to the processes of planning,
organizing, actuating, and controlling (POAC) in improving teacher quality at SDIT Az Zahra Islamic elementary
school in Tapin Regency, South Kalimantan Province of Indonesia. A qualitative case study approach was
employed involving interviews with the school principal, foundation representatives, and teachers, as well as
classroom observations and document analysis. The findings revealed SDIT Az Zahra implements the POAC
framework effectively in its HRM practices. The planning stage involves needs assessment through surveys and
performance data analysis. Organizing prioritizes task delegation and program coordination aligned with identified
needs. Actuating centres on delegation, rewards, and a supportive work environment. Controlling includes regular
program evaluations and feedback mechanisms. While teachers valued training opportunities, there was a need for
more skills-focused and personalized development. Challenges in integrating faith, knowledge and technology into
lessons were also identified. Recommendations include pursuing partnerships for shared resources, leveraging
technology for teacher development, and benchmarking with other schools. Overall, SDIT Az Zahra's data driven
HRM approach utilizing POAC shows promise for maintaining high teacher quality and achieving academic
excellence. The study contributes insights into improving HRM alignment with organizational goals in Islamic
educational institutions.
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1. Introduction

Education is a key element in nation building (Dzvimbo et al., 2018). Quality education is the
key to producing quality and competitive human resources (HR) (Qutni et al., 2021). One of the
determining factors of the quality of education is the quality of teachers (Widodo, 2016).
Qualified teachers are teachers who have good pedagogic, professional, social, and personal
competencies. Improving the quality of teachers requires continuous efforts from various
parties, including the government, schools, and teachers themselves. One strategy that can be
done to improve the quality of teachers is to implement effective Human Resource Management
(HRM) (Qutni et al., 2021).

HRM is a process that organizes, manages, and develops human resources in an organization.
Effective HRM can help organizations to achieve their goals more optimally. In the context of
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education, HRM can help schools to improve the quality of teachers and improve student
learning outcomes (Qutni et al., 2021).

An Islamic school educational institution requires effective management planning to assess its
quality. The quality of an Islamic school educational institution depends largely on the
implementation of the management functions implemented in the institution (Mualifah et al.,
2022). Success in implementing management functions in Islamic educational institutions can
be achieved through the adoption of a professional education management system.

Quality is the main focus in building the reputation of Islamic educational institutions, because
good quality will attract students to enroll in the institution. Conversely, poor quality can result
in a decrease in public interest and trust in the educational institution. This statement is related
to what was said by (Chatib, 2014) that schools are schools that focus on the quality of learning,
not on the quality of student input. The quality of the learning process depends on the quality
of the teachers who teach at the school.

In other words, a school that is able to change the academic and moral quality of its students
from negative to positive, that is a school (Jones, J, J. & Donald 1. Walters, 2008) In the context
of education, job descriptions include the duties of teachers, whether teachers work in class
independently or in teams, where learning activities are carried out, duration of workload time,
vacation rights, and others. Therefore, it is important for educational institutions in creating and
maintaining the quality of schools so that Islamic educational institutions can continue to
develop and make a positive contribution in the world of education (Sain, 2022).

Globalization and technological developments encourage competition for high-quality human
resources in Islamic primary educational institutions (Nandani et al., 2023). Human Resource
Management (HRM) is a formal system in organizations that aims to effectively maximize the
potential possessed by humans through policies, training practices, and assessments that
influence employee behavior, attitudes, norms, and performance (Aslam et al., 2014).

Therefore, in this study, researchers want to make observations at Az Zahra Integrated Islamic
Elementary School established in 2017 and located in Tapin Regency, Rantau City. The
hallmark of SDIT Az Zahra is its unique approach to the daily learning process of students.
They not only have an academic education program but also apply the Qur'an in their program
called tilawati. The main purpose of education at SDIT Az Zahra is to prepare students to have
an academic and Islamic foundation that is able to compete in continuing to secondary school
by bringing a good influence to those around them. In addition, the school wants their students
to become excellent students and develop as a whole, with what they have gained through
learning at SDIT Az Zahra.

In line with this goal, the school understands the importance of alignment between the human
resource system and management functions in improving the quality of the school and its
educators. Designing a Human Resource Management system is key to developing educators
who are professional and play an active role in the overall success of the organization. Through
effective human resource management, foundations and schools can find out the shortcomings
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of institutions that can later be improved in order to achieve excellence and maximize the quality
of education.

Therefore, this study aims to analyze and explain how Human Resource Management (HRM)
can improve the quality of teachers in Islamic basic education institutions. Because a good
Master can be found by implementing human resource management. Alignment between
teacher resources and management functions is key to developing professional educators who
will actively play a role in achieving overall organizational success. It is also the foundation for
efforts to achieve excellence and improve the quality of education.

In the context of Human Resource Management (HRM) in the field of education, it can refer to
the views, understanding, and interpretation of teachers on management function policies such
as (POAC), namely, the process of planning, organization, actuating, and controlling which is
implemented in improving the quality of educators (Wijayanti et al., 2023). This includes an
analysis of the HR process in striving to improve the quality of teachers and the school
management system carried out at SDIT Az Zahra, Tapin Regency.

As for the preliminary observation stage, at Az Zahra Integrated Islamic Elementary School,
Tapin Rantau Regency, several aspects were identified that require attention from the Human
Resource Management (HRM) system, in order to improve the quality of educators and school
management systems. However, there are several management systems that have been carried
out by educators such as making work plans or teaching modules for students, attending training
held by the education office for principals and educators to improve the quality of teaching, and
creating a good organizational team in every event carried out. Based on the explanation, SDIT
Az Zahra has run a management system, but not fully and there are still other things that can be
analyzed to improve the management at SDIT Az Zahra.

2. Literature Review

POAC stands for Planning, Organizing, Actuating (or Executing), and Controlling. It's a
foundational framework used in management for setting goals, structuring activities, carrying
them out, and monitoring progress (Asni et al., 2023). The breakdown of each stage are: First,
planning. This is the initial stage where goals and objectives are defined. The identifying process
to the resources needed (such as human resources, materials, equipment, budget) to achieve
those goals. In this stage also establishing timelines, deadlines, and milestones to track progress.
Then strategies and action plans are formulated to achieve the set objectives.

Secondly is organizing. This is the stage where structuring resources and assigning tasks are
involved. The organizational structure that outlines roles, responsibilities, and reporting lines
are created. And the tasks and ensuring clear communication channels are delegated. Third,
actuating (or Executing). This is the action stage where the plan is put into effect. Employees
carry out their assigned tasks and responsibilities. While managers provide guidance,
motivation, and coaching to ensure tasks are completed effectively.

The final stage is controlling. This stage involves monitoring progress and making adjustments
as needed. This stage is tracking performance against the set goals and objectives. Any
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deviations or problems that may hinder progress are defined. So that, corrective actions to
ensure the plan stays on track can be taken.

The POAC framework is a cyclical process. After the controlling stage, it often revisit the
planning stage to adjust future goals or strategies based on the learnings and outcomes from the
completed cycle. There are some benefits of using the POAC framework: (1) Improved
efficiency and effectiveness: by planning and organizing resources effectively, goals with less
waste and effort can be achieved. (2) Enhanced communication and collaboration: a clear
structure and defined roles promote better communication and teamwork. (3) Increased
accountability:assigning tasks and monitoring progress fosters a sense of ownership and
accountability among employees. (4) Flexibility and adaptability: the cyclical nature of POAC
allows for adjustments based on changing circumstances or new information (Asni et al., 2023).

Because it is based on learning and outcomes, the implementation of POAC in the organization
will not be separated from human resource management. In Human Resource Management
(HRM) (Adila & Wibowo, 2022), planning is a crucial function that ensures the right people
are in the right place at the right time with the necessary skills to achieve organizational goals
(George, 2017). There are some key activities involved in HR planning (Ivancevich &
Konopaske, 2013):

1. Workforce Analysis: consists of demand forecasting and supply forecasting. Demand
forecasting that involves analyzing future needs by considering factors like business strategy,
expansion plans, and anticipated changes in technology or market demands. Also the number
estimating and type of employees that the organization need in the future. Meanwhile the supply
forecasting is the assessesment to the current human resources by analyzing skills, experience,
demographics (age, retirement), and potential for internal mobility within the organization.

2. Developing Action Plans: based on the identified gaps, plans are developed to address them.
These plans might include: (1) Recruitment Strategies: Identifying the best methods to attract
qualified candidates, (2) Training and Development Programs: Upskilling or reskilling existing
employees to bridge skill gaps, (3) Succession Planning:Identifying and developing future
leaders for key positions, (4) Workforce Retention Strategies: Implementing initiatives to keep
high-performing employees engaged and motivated.

3. Monitoring and Evaluation: regularly assess the effectiveness of HR plans and make
adjustments as needed. Track progress towards goals, analyze workforce data, and adapt the
plans based on changing circumstances.

4. Talent Management: implement processes to identify and nurture high-potential employees.

5. Compensation and Benefits Planning: develop competitive compensation packages and
benefits programs to attract and retain talent.

By regularly analyzing the workforce needs and developing proactive strategies, organization
can ensure the human capital need to achieve success.

In Human Resource Management (HRM), organizing involves structuring the workforce and
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establishing clear roles, responsibilities, and reporting lines to achieve organizational goals
(Armstrong & Taylor, 2014). Here's a breakdown of key activities within the organizing
function of HR:

1. Job Design: consists of task analysis, job descriptions, and job specifications. Task Analysis
is breaking down jobs into specific tasks, duties, and responsibilities. This helps determine the
skills and qualifications needed for each position. Job Descriptions is creating detailed
descriptions of each job, outlining the tasks, required skills and experience, and performance
expectations. Job Specifications is Defining the knowledge, skills, abilities (KSAs) and other
qualifications necessary to perform a job effectively.

2. Departmental Structure is designing the organizational structure of the HR department.
This may involve defining roles like HR generalists, talent acquisition specialists, training and
development specialists, and compensation and benefits specialists. It is also determining
reporting lines within the HR department and to other departments in the organization.

3. Workforce Management is developing staffing plans to ensure the right number of
employees are assigned to the right tasks at the right time. This might include scheduling,
workload management, and workforce allocation. This alsi include establishing clear lines of
authority and communication within teams, and defining work processes and procedures for
various HR activities like recruitment, onboarding, performance management, etc.

4. Performance Management System is a designing process for a system for setting
performance goals, providing feedback, and evaluating employee performance. This system
helps ensure employees are aligned with organizational goals and development plans.

Effective organizing in HRM creates a clear and efficient structure that empowers employees
to perform their jobs effectively. It fosters teamwork, collaboration, and accountability within
the organization.

In Human Resource Management (HRM), actuating, also referred to as directing, focuses on
motivating and guiding employees to achieve organizational goals (Rahsel & Gumanti, 2022).
It's about putting the plans and structures (from planning and organizing) into action. There are
some key activities involved in actuating/directing within HRM:

1. Leadership is providing clear vision, direction, and motivation to employees. It is setting
performance expectations and goals, also do coaching and mentoring employees to develop
their skills and reach their full potential, then fostering a positive and productive work
environment (Armstrong, 2021).

2. Communication is ensuring clear and two-way communication between managers and
employees. This involves providing regular updates, feedback, and opportunities for employees
to voice concerns and ideas (Wijayanti et al., 2023). The right communication can reach
organizational goals, strategies, and changes effectively.

3. Delegation and Empowerment is assigning tasks and responsibilities to employees based
on their skills and experience. Providing employees with the autonomy and authority they need
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to complete their tasks effectively, and fostering a sense of ownership and accountability among
employees (Ivancevich & Konopaske, 2013).

4. Performance Management is establishing clear performance expectations and goals for
each employee (Adila & Wibowo, 2022). It is providing ongoing feedback and coaching to help
employees improve performance, and conducting regular performance reviews to assess
progress and identify areas for development.

5. Motivation and Engagement is implementing strategies to motivate and engage employees.
This might involve providing autonomy, cohesion, trust, task completion and performance
standard, support, recognition and rewards, fairness, and creating a culture of appreciation for
innovation (Koys and De Cotiis, 1991 in Armstrong, 2021).

6. Employee Relations is maintaining positive relationships with employees and addressing
their concerns fairly. It is also included in conflict resolution between employees or teams in a
fair and constructive manner. Facilitating open communication and finding solutions that are
beneficial to all parties involved, and also develop a workplace culture to promote a positive
and ethical workplace culture that fosters trust, respect, and collaboration (Armstrong & Taylor,
2014).

Effective actuating/directing in HRM ensures employees are not only aware of their tasks but
also motivated and empowered to complete them effectively. It fosters teamwork, collaboration,
and a culture of high performance (He, 2017).

In Human Resource Management (HRM), controlling involves monitoring and evaluating the
effectiveness of HR practices and ensuring they align with organizational goals (Rahsel &
Gumanti, 2022). There are some key activities involved in the controlling function:

1. Monitoring and Evaluation consist of HR Metrics, Performance Management Review, and
Employee Satisfaction Surveys. HR Metrics is a regularly tracking key HR metrics such as
employee turnover rate, absenteeism, time to fill vacancies, and cost per hire (Dessler, 2020).
Performance Management Reviews is an analyzing data from performance reviews to identify
areas for improvement in employee development and training. And Employee Satisfaction
Surveys conduct surveys to gauge employee satisfaction with various aspects of the work
environment, including compensation, benefits, work-life balance, and leadership practices
(Robbins & Judge, 2013).

2. Reporting and Analytics consist of creating reports that summarize HR data and identify
trends, presenting HR data and analytics to organizational leadership to inform strategic
decision-making, and analyzing the cost-effectiveness of HR programs and initiatives
(Armstrong, 2021).

3. Compliance is the activity to ensuring compliance with all relevant labor laws and
regulations. It’s also monitoring for potential legal issues related to discrimination, harassment,
or unfair labor practices. Ath the same time implementing safeguards to protect employee
privacy and data security (Dessler, 2020).
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4. Corrective Action is identifying any deviations from established HR policies or performance
goals. Taking corrective action to address identified problems. This might involve revising HR
practices, providing additional training, or implementing new programs. This activity also
include continuously improving HR processes based on data and feedback (Armstrong, 2021).

5. Benchmarking is comparing the HR practices and performance metrics against industry
benchmarks (Kresnanda et al., 2022). This also identifying best practices used by other
organizations and adapting them to the organzation context.

Additional considerations in controlling consist of technology that utilize HR technology tools
to automate tasks, improve data collection, and facilitate data analysis; continuous improvement
to control the function that should be a continuous process, constantly seeking ways to improve
the effectiveness and efficiency of HR practices; and HR practices should be aligned with the
overall organizational strategy and goals (Ganeshan & Vethirajan, 2022). Effective controlling
in HRM ensures the HR practices are not only operating smoothly but also achieving the desired
outcomes. It helps identify potential problems early on, allows for data-driven decision-
making, and promotes continuous improvement within the HR function (Sumadi & Ma’ruf,
2020).

A brief explanation of the above concepts can be seen in table 1.

Table 1. HRM Application Model in POAC Management

Planning Organizing Actuating Controlling
Workforce Analysis  Job Design Leadership Monitoring &
Developing  Action Departmental Communication Evaluation
Plans (incl. Structure Delegation & Reporting &
Recruitment, training Workforce Empowerment Analytics
& development Management Performance Compliance
programs, succession Performance Management Corrective
planning, workforce Management System  Motivation & Action
retention strategy) Engagement Benchmarking
Monitoring & Employee Relations
Evaluation
Talent Management
Compensation &

Benefit Planning

3. Research Method

According to Bogdan and Taylor (Lexy J. Moleong, 2007) define qualitative research methods
as research procedures that produce descriptive data in the form of written or spoken words of
people and observed behavior. This research is based on an approach using qualitative research
methods, as well as to seek an in-depth understanding of the phenomenon being carried out with
a descriptive data collection approach produced through interview and observation techniques.
Interview techniques were conducted on school principals, teachers in the field of curriculum,
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and the Foundation Team who also became the HR Team. Observation techniques are carried
out in the school environment, classroom and in the document of teachers’ studies.

4. Finding And Discussion
Based on interviews with several key informants, the following findings were obtained:

1. Planning at SDIT Az Zahra in improving the quality of teaching teachers.

This report explores the planning strategy within the Human Resource Management (HRM)
system at SDIT Az Zahra, an integrated Islamic elementary school located in Tapin Regency,
South Kalimantan, Indonesia. The information presented is based on an interview conducted
with the school principal.

The school reportedly utilizes a management system referred to as POAC, which stands for
Planning, Organizing, Actuating (Implementing), and Controlling (Wijayanti et al., 2023). This
cyclical approach emphasizes the importance of planning as the foundation for effective HR
practices.

Evidence of planning in action includes monthly teaching module development. Educators at
SDIT Az Zahra actively participate in creating teaching modules each month. This ensures a
consistent and well-defined curriculum. Meetings are also conducted regularly by the principal
and head of Tilawati coordination (Islamic studies) weekly or monthly at the beginning of the
academic year. These meetings likely serve as a platform for strategic planning and aligning
efforts towards shared goals. The overall planning strategy at SDIT Az Zahra reportedly aims
to facilitate future endeavours, particularly those focused on enhancing the quality of educators
and academic performance within the school.

Based on the interview, the school implements a needs-based approach to teacher recruitment.
This involves needs assessment that Conducting surveys or focus groups with parents and
students to identify desired teacher qualities and skillsets. Additionally, analysing student
performance data to pinpoint areas where teachers might require further support. Utilizing the
insights from the needs assessment, the school defines the ideal teacher profile, outlining the
necessary qualifications and desired characteristics.

The school employs a recruitment strategy designed to attract qualified candidates. This might
involve attending education fairs or establishing partnerships with universities to identify
promising graduates with strong subject knowledge, Islamic values, and effective teaching
methods.

2. Organizing at SDIT Az Zahra in improving the quality of educator teachers

The organizing process at SDIT Az Zahra aligns with established principles, emphasizing
program coordination and division of labour while prioritizing program needs identified during
the planning stage. The principal's interview data was supplemented by observations, revealing
the following key elements of the organizing strategy:

Job Breakdown: The process begins with a detailed breakdown of the tasks required to achieve
the goal of improving educator quality. This involves defining specific activities necessary to
reach the desired outcomes.
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Division of Labor: The total workload is then divided into manageable tasks suitable for
individuals or teams. Here, the school acknowledges the potential for differing opinions or
communication gaps. Task assignments are based on qualifications and workload capacity to
ensure balanced distribution and efficient execution.

Unification of Work and Coordination: The assigned tasks are then strategically grouped to
optimize communication and workflow. This stage aims to create a unified program for
improving educator quality.

Work Mechanism and Coordination: A clear working mechanism is established to ensure
harmonious collaboration towards achieving school goals. This includes regular coordination
meetings between responsible parties, where each team reports program details and budgetary
requirements.

The school leadership emphasizes collaboration in organizing for quality improvement. The
foundation contributes by assisting with task allocation and adjustments based on teacher
abilities. Furthermore, SDIT Az Zahra prioritizes ongoing professional development
opportunities for teachers. This includes workshops, conferences, online courses, and mentoring
programs. The school encourages teacher participation in these activities, aligning them with
identified needs.

The development of a performance management system commenced in 2023. This system aims
to establish clear expectations, provide regular feedback, and identify areas for improvement,
ultimately guiding professional development plans. The school acknowledges that this system
is still under refinement.

3. Implementation (Actuating) at SDIT Az Zahra in improving the quality of
educator teachers.

Through an interview with the school principal, the actuating strategy at SDIT Az Zahra
involves mobilizing the team structured during the organizing phase. The principal plays a
crucial role in driving implementation through various practices:

Delegation: The principal delegates programs to teachers based on their skills and expertise.
This is exemplified by the Adiwiyata program (environmental management program), a key
indicator of school and teacher quality. A dedicated team is formed, entrusted with the
responsibility of data collection related to the school, teachers, students, and the broader
community.

Focus on Academic Improvement: Similar delegation practices extend to programs related to
academic excellence, such as student competitions. This ensures teachers are actively involved
in initiatives that elevate academic outcomes.

Supportive Work Environment: The school fosters a collaborative work environment where
teachers feel comfortable seeking assistance and sharing best practices. Open communication
between teachers and administrators is encouraged. Intense communication is a cornerstone of
the actuating strategy at SDIT Az Zahra. This includes:
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Regular Coordination Meetings: The foundation frequently holds coordination meetings with
educators, ensuring smooth program implementation. These meetings address program delivery
status, evaluation needs, and reminders for pending initiatives.

Principal-Foundation Communication: The principal regularly communicates with the
foundation regarding program reports, challenges faced, and requests for assistance. This aligns
with (Wahab's, 2018) theory that effective communication is crucial for successful direction
and guidance within the actuating function of management.

Despite the emphasis on communication, the interview revealed a gap in documentation
practices. Minutes of coordination meetings with teachers and staff, along with principal-
foundation meetings, were reportedly incomplete or unavailable. According to Saefullah (2013:
42) in the implementation of giving examples of work implementation procedures from the
leadership, providing motivation for workers to immediately work in accordance with their
respective duties and responsibilities. Based on this theory in research it was found that creating
a culture that motivates and recognizes teachers' good work. This might involve implementing
performance-based rewards, offering opportunities for leadership roles, or publicly
acknowledging teacher achievements.

In other side, through the interview with the one of the foundation representations, they
recognize the importance of motivation in actuating its HRM strategy. They actively strive to
create a conducive work environment through various motivational practices, such as
acknowledges and appreciates the efforts of teachers and staff in improving educator quality.
This fosters a positive atmosphere and encourages continued dedication towards achieving
school goals, including maintaining high teacher quality standards. This aligns with Siswanto's
(2014) notion that fair reward and recognition systems are crucial for mobilizing teams.

SDIT Az Zahra implements a system of awarding teachers and students based on established
policies, evaluation results, and performance criteria set by the foundation. These awards can
include scholarships, books, valuables, salary increases, official allowances, and even Umrah
pilgrimages for those serving for ten years at the school.

The study also revealed some areas for improvement within the implementation process:

Integration of Knowledge, Faith, and Civilization: While 80% of teachers were observed to
develop learning tools customized for contemporary needs, integrating science, faith, and
civilization (a core school objective) into their teaching practices reached only about 75%. This
was evident through discrepancies between lesson plan documents (RPP) and classroom
observations conducted by the HR team. Some teachers were still observed using traditional
lecture methods, resulting in less active, student-centred learning environments.

However, the study also highlighted positive examples. Many teachers effectively employed
modern micro-teaching methods, incorporating practicum sessions, flexible seating
arrangements, and nature-based learning approaches. These practices foster a more engaging
and student-centred learning experience.

Achieving the desired level of educator quality and academic excellence requires ensuring all
teachers consistently develop learning materials and conduct classroom activities that fully
align with the school's goals. This aligns with Sormin's (2017) theory emphasizing the
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importance of educators creating an educational atmosphere that encourages student
engagement and optimizes their learning potential. Kresnanda et al., (2022) suggests having a
balance curriculum between hard competency and soft competency and trained by instructors
who are also complete starting from instructors who are dedicated due to their knowledge and
also instructors from management or leaders who rely on practical experience.

Other HR management practices to improve the quality of teaching staff that are no less
important are in terms of providing competitive compensation and benefits It offers competitive
salaries and benefits packages to attract and retain high-quality teachers.

In order to strengthen the motivation and well-being of educators at SDIT Az Zahra, the
foundation has implemented various competitive compensation and benefits strategies. In
addition to annual increases in basic salary, administrative load, and position allowances,
incentives are provided according to the foundation's policy for educators who undertake extra
duties. Furthermore, the provision of bereavement funds to the families of educators who
experience loss, as well as granting three months of maternity leave with full pay, demonstrates
the foundation's commitment to supporting the welfare and work-life balance of its teaching
staff.

Within the work-life balance framework at SDIT Az Zahra, in the event of an educator's absence
or leave, another teacher assumes their role as a class guardian, provided they have submitted
the necessary leave forms and communicated the class schedule to the administrative
department. Maternity leave is also granted to educators. Additionally, the foundation facilitates
opportunities for educators to seek consultation for both internal academic issues and external
concerns. SDIT Az Zahra fosters a culture of mutual assistance among educators and
emphasizes effective communication between academic and Quranic educators for cohesive
collaboration and support.

The school also develop strategies to retain high-performing teachers by creating a positive
work environment and offering opportunities for career advancement. Recognizing the
significance of retaining high-performing educators, SDIT Az Zahra understands the necessity
of developing strategies and fostering a positive work environment. Therefore, the institution
offers career advancement opportunities, whereby educators demonstrating exemplary
performance over a 5-year tenure are entitled to health insurance coverage. Moreover, educators
exhibiting exceptional performance over a decade are eligible for permanent employment status
within the foundation and are rewarded with the opportunity to perform the pilgrimage to
Umrah. The institution's aspiration with these retention strategies is to engender wholehearted
commitment from educators and cultivate a collective drive towards advancing SDIT Az Zahra
in alignment with its initial vision and mission.

4. Supervision (Controlling) at SDIT Az Zahra in improving the quality of educator
teachers.

The findings of the research revealed that SDIT Az Zahra implements a multi-pronged
controlling strategy, aligning with Rusman's (2009) definition of control as ensuring
implementation aligns with plans and organizational goals are achieved. The control activities
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involve the principal and the HR team (under the foundation overseeing the school). In
evaluation process the school employs a comprehensive evaluation process:

Program-Specific Evaluation Meetings: The principal leads evaluation meetings at the
conclusion of each implemented program (e.g., school events). These meetings discuss program
effectiveness, achievement of program objectives, and areas for improvement in future program
iterations. Regular program evaluations provide valuable insights for continuous improvement
and contribute to enhancing educator quality. This in line with Sumadi & Ma’ruf's research
(2020) that states this concept contains the understanding that the management always carries
out various changes and continuous improvement to ensure all components of education
providers have reached the applied quality standards.

Semesterly and Annual Reviews: In addition to program-specific reviews, SDIT Az Zahra
conducts semesterly learning evaluation meetings and annual comprehensive evaluations with
the foundation team. These broader evaluations assess overall program success, identify gaps
between implementation and planning, and ensure alignment with the school's mission and
vision (as per Murdick in Fatah, 2013).

Feedback to Parents: Recognizing the value of parental input, SDIT Az Zahra strives to provide
feedback to parents. This feedback can be utilized by parents, educators, and the school for a
comprehensive evaluation of educator performance and overall school quality.

Feedback from Educators: The school fosters open communication by encouraging educators
to provide feedback to the foundation regarding management practices and the foundation's
contribution to overall school improvement. This two-way feedback loop ensures that control
efforts align with the school's initial mission and vision.

Table 2 summarizes the POAC and HRM strategies implemented at SDIT Az Zahra to improve
the quality of teacher educators.

Table 2. The POAC and HRM Strategies at SDIT Az Zahra

Stage HRM Strategy Description
Planning Needs Assessment Conduct surveys, focus groups,
and analyse student
performance data.

Goal Setting Define clear goals for teacher
development and academic
excellence.

Organizing Task Delegation Assign tasks based on
qualifications and workload
capacity.

Program Coordination Prioritize program
coordination and ensure
alignment with needs identified
during planning.
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Stage HRM Strategy Description
Open Communication Foster collaboration through
open communication channels
between teachers,
administrators, and the

foundation.
Actuating Supportive Work Create a work environment
Environment where teachers feel

comfortable seeking help and
sharing best practices.

Delegation Delegate programs to teachers
based on their skills and
expertise.

Performance-Based Implement a system of awards

Rewards for teachers and students based

on established policies,

evaluation results, and

performance criteria.
Controlling Program Evaluation Conduct regular meetings to

Meetings discuss program effectiveness,
achievement of objectives, and
areas for improvement.

Semesterly & Annual Conduct semesterly learning

Reviews reviews and annual
comprehensive evaluations
with the foundation to assess
overall program success and
identify gaps.

Feedback Mechanisms Gather feedback from parents
and educators to inform
continuous improvement
efforts.

Overall, SDIT Az Zahra's successful implementation of the POAC framework demonstrates the
effectiveness of a cyclical and data-driven approach to HRM in Islamic elementary schools.
The school's commitment to continuous improvement through ongoing evaluation and
refinement positions them well for sustained success in maintaining high teacher quality and
achieving academic excellence. This is evidenced by the achievements achieved by this school.
The achievements that have been achieved by SDIT Az Zahra students are (1) 3rd place in the
National Student Coloring Competition in 2018, (2) 1st place in the Adhan Competition in 2023,
(3) 1st place in the district level Solo Singing Competition in 2024, (4) 1st place in the district-
level Traditional Creation Dance Competition in 2024, (5) 1st place in the District-level
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Independent Curriculum Festival in 2024. While the school achievements that have been
achieved are; (1) Received the title of District Level Adiwiyata School in 2023, (2) 4th Place in
the Indonesian Anniversary Carnival in 2023, and (3) Received the title of Child Friendly
School in 2024.

5. Conclusion

SDIT Az Zahra's approach to Human Resource Management (HRM) exemplifies a well-
structured implementation of the POAC (Planning, Organizing, Actuating, Controlling)
framework. This cyclical approach ensures continuous improvement in teacher quality,
ultimately leading to a more successful school. The planning stage emphasizes needs
assessment through surveys, focus groups, and student performance data analysis. This data
informs the creation of well-defined goals for teacher development and academic excellence.
The organizing strategy prioritizes program coordination and division of labour aligned with
identified needs. The school leadership fosters collaboration by involving the foundation in task
allocation and relying on open communication channels between teachers, administrators, and
the foundation. The actuating strategy revolves around motivating teachers and staff through a
supportive work environment, delegation based on skills, and a well-defined performance-based
reward system. This ensures effective program implementation. The controlling strategy
involves a multi-pronged approach. Regular program evaluations, semesterly learning reviews,
and annual comprehensive evaluations with the foundation ensure alignment with plans and
goals. Additionally, feedback mechanisms for parents and educators provide valuable insights
for ongoing improvement.

Based on the findings, the following recommendations are offered for SDIT Az Zahra to
consider: (1) Partnerships: Collaboration with other educational institutions could lead to
resource sharing and joint professional development programs for teachers. (2) Technology
Integration: Utilizing online courses or learning management systems could enhance teacher
development opportunities. (3) Benchmarking: Regularly benchmarking practices with other
Islamic schools in the region could help identify and implement best practices for teacher
quality improvement.

References

Adila, R., & Wibowo, P. (2022). Role and function of human resource management on the
performance of correctional officers. Ascarya: Journal of Islamic Science, Culture, and Social
Studies, 2(2), 145-154.

Armstrong, M. (2021). Armstrong's handbook of strategic human resource management (7th
ed.). Kogan Page.

Armstrong, M., & Taylor, S. (2014). Armstrong's handbook of human resource management
practice. In The SAGE handbook of human resource management (13th ed.). Kogan Page.

Aslam, H. D., Aslam, M., Ali, N., & Habib, B. (2014). Importance of human resource
management in 21st century: A theoretical perspective. International Journal of Human
Resource Studies, 3(3), 87. https://doi.org/10.5296/ijhrs.v3i3.6255

FMI = ho | 903

Training
FORUM MANAJEMEN & Research
INDONESIA Institute -
JERAMBA ILMU SUKSES

Published by:



International Conference of I COI

Olrganizaltiomal Innovation 2024 2024

® e-ISSN: 3064-6030
Proceedings FMI, Vol 1
23-25 July 2024

Asni, A., Dasalinda, D., & Chairunnisa, D. (2023). Penerapan fungsi manajemen POAC
(planning, organizing, actuating, and controlling) dalam layanan bimbingan dan konseling di
sekolah. Ideguru: Jurnal Karya llmiah Guru, 9(1), 357-364.

Chatib, M. (2014). Gurunya manusia. Bandung: Khaifa.

Dessler, G. (2020). Human resource management (16th ed.). Pearson.
https://doi.org/10.1108/pr.2002.31.3.386.3

Darliana Sormin. (2017). Manajemen kepala sekolah dalam meningkatkan mutu pendidikan di
SMP Muhammadiyah 29 Padangsidimpuan. Jurnal llmu-limu Sosial dan Keislaman, 2(1).

Dzvimbo, M. A., Magijani, F., & Zimhondi, F. (2018). Education as a tool for nation building:
The case of Zimbabwe's new curriculum. The International Journal of Humanities and Social
Studies, 6(8), 37-44. www.theijhss.com

Fatah, N. (2013). Sistem penjaminan mutu pendidikan. Bandung: PT. Remaja Rosdakarya.

Ganeshan, M. K., & Vethirajan, C. (2022). Automation and artificial intelligence in human
resource management. In M. Buldac (Ed.), International culture, tourism and economy
congress (pp. 219-227). IKSAD Publishing House.

George, V. (2017). The role of human resource planning in the human resource network.
International Journal of Creative Research Thoughts, 5(11), 1-10. www.ijcrt.org

He, Y. (2017). The study on the key elements in strategic HRM: From strategy to organizational
performance. MATEC Web of Conferences, 100.

Ivancevich, J. M., & Konopaske, R. (2013). Human resource management (12th ed.). McGraw-
Hill Companies.

Jones, J, J. & Donald |. Walters. (2008). Human resource management in education; Manajemen
sumber daya manusia dalam pendidikan. Yogyakarta: Q-Media.

Kresnanda, S., Abin Syamsudin M, T., Ratnawulan, T., & Syaodih, C. (2022). Management of
training systems in improving HR competency in oil palm plantation companies PT. Kayung
Agro Lestari, and PT. Austindo Jaya Nusantara Agri Siais. International Journal of Science,
Technology & Management, 3(4), 866-874.

Lexy J. Moleong. (2007). Metodologi penelitian kualitatif (edisi XXIV). PT Remaja
Rosdakarya.

Moleong. (2018). Metodologi penelitian kualitatif. Bandung: PT Remaja Rosdakarya.

Mualifah, L., Warisno, A., Ansori, A., & Andari, A. A. (2022). Review of Islamic education
management research in schools. Jurnal Pendidikan Islam Dan Multikulturalisme, 4(3), 593—
604.

Nandani, I. K., Muna, N., & Hasan, U. (2023). The phenomenon of globalization on the Islamic
primary education. 5th International Conference on Islamic Studies (ICIS), 1181-1187.

FMI maYy

Training
FORUM MANAJEMEN & Research
INDONESIA Institute -
JERAMBA ILMU SUKSES

Published by:



International Conference of I COI

Olrganizaltiomal Innovation 2024 2024

® e-ISSN: 3064-6030
Proceedings FMI, Vol 1
23-25 July 2024

Qutni, D., Kristiawan, M., & Fitriani, Y. (2021). Human resource management in improving
the quality of education. Edunesia: Jurnal limiah Pendidikan, 2(2), 354-366.

Rahsel, Y., & Gumanti, M. (2022). The role of human resources management in an organization
or company. Journal of Corporate Finance Management and Banking System, 26, 1-9.

Robbins, S. P., & Judge, T. A. (2013). Organizational behavior (15th ed.). Pearson.
Rusman. (2009). Manajemen kurikulum. Jakarta: Rajawali Press.

Saefullah, H. (2013). A needs analysis for designing an ESP-based syllabus in an Islamic studies
education program.

Sain, Z. H. (2022). Challenges in quality of education in higher education institutions (HEIs) of
Pakistan. Jurnal IImiah Manajemen dan Bisnis, 7(1), 13-19.

Sarwari, A. Q., & Wahab, M. N. (2018). A study on the relationship between English language
proficiency and intercultural communication competence among Arab students in Malaysia.
Arab World English Journal (AWEJ) Volume, 9.

Siswanto, S. (2014). Improving competitiveness of Islamic banking human resources through
implementation of Quran-based HRM practices. European Journal of Business and Social
Sciences (EJBSS), 3(3), 01-13.

Sumadi, S., & Ma'ruf, M. H. (2020). Implementation of the concept and theory of management
functions in efforts to improve quality. International Journal of Economics, Business and
Accounting Research (IJEBAR), 4(02), 353-360. https://doi.org/10.29040/ijebar.v4i02.1114

Widodo, B. S. (2016). The factors which influence the quality of education in undeveloped area
(multi-cases study in 10 districts in Indonesia). Prosiding ICTTE FKIP UNS 2015, 1(1), 2502—
4124.

Wijayanti, N., Wicaksana, F. A., Gontor, U., & Gontor, U. (2023). Implementasi fungsi
manajemen George R lembaga pendidikan. Jurnal Pendidikan Dan Pengajaran, 2023, 1-14.

Firmansyah, F. &. (2022). New Paradigm on Human Resources Management in State Islamic
University. Al-Ishlah: Jurnal Pendidikan, 14(1), 71-84.

Minnah EI Widdah, A. A. (2022). Analisis Kebijakan Pendidikan Islam (Suatu Kajian Studi .
JURNAL MANAJEMEN PENDIDIKAN DAN ILMU SOSIAL, vol(4), 104-113.

Terry, G. R. (2008). Human resource management. Ohio: McGraw Will.
Mohamad Mustari, M. T. (2014). Manajemen Pendidikan. Jakarta: RajaGrafika Persada .
Eliyanto. (2018). Manajemen & Kepemimpinan Pendidikan Islam,. Kebumen: IAINU.

Nurhasanah, Z. (2023). Pengaruh Kecerdasan Emosional, Kompetensi dan Kompensasi
Finansial terhadap Kinerja Karyawan PT Agranet Multicitra Siberkom (Detikcom). Oikonomia:
Jurnal Manajemen, 14(2).

FMI = ho | 905

Training
FORUM MANAJEMEN & Research
INDONESIA Institute -
JERAMBA ILMU SUKSES

Published by:



International Conference of I COI

Olrganizaltiomal Innovation 2024 2024

® e-ISSN: 3064-6030
Proceedings FMI, Vol 1
23-25 July 2024

Rahmawati, N. P. (2014). Pengaruh Lingkungan Kerja Terhadap Kinerja Karyawan (studi Pada
Karyawan Kantor Pelayanan Pajak Pratama Malang Utara). Jurnal Administrasi Bisnis (JAB),
8(2).

Noe. (2020). Urgensi Pelatihan Dalam Pengembangan Sumber Daya Manusia Di Museum
Pusaka Nias . Jurnal limiah Manajemen Bisnis Dan Inovasi, Vol. 10 No. 2 1620 - 1630 .

Dessler. (2022). Pengaruh Pendidikan Dan Pelatihan Pengembangan Sumber Daya Manusia
Terhadap Kinerja Pegawai Kantor Camat Pahandut. Jispar, 233-247.

Kreitner, R. a. (2001). Organizational Behavior (5th Edition). Irwin: McGraw-Hill.
Wibowo. (2009). Manajemen Kinerja. Jakarta: PT. Raja Grafindo Persada.

Ansory, A. F. (2018). Manajemen Sumber Daya Manusia (Edisi Revisi). Sidoarjo, Indonesia:
Pustaka.

Sutrisno, E. (2019). Manajemen Sumber Daya Manusia. Jakarta: Cetak ke sebelas Prananda
Media Group.

Fahmi, 1. (2017). Manajemen Sumber Daya Manusia Teori dan Aplikasi. Bandung : CV:
Alfabeta.

Hurlock, E. (2002). Psikologi Perkembangan. Jakarta: Erlangga.

Budisantoso, I. (2002). Cara Gampang Mengelola Keuangan Pribadi dan Keluarga. Jakarta:
PT.Gramedia Pustaka Utama.

Rasfiuddin Sabaruddin, I. A. (2022). Strategic Management And Operational Management And
Their Implementation In Educational Institutions. Jurnal Ekonomi dan Bisnis, Vol. 11 No. 1,
Hal 599 — 606.

Akbar, K. H. (2021). Manajemen POAC pada Masa Pandemi Covid-19 (Studi Kasus BDR di
SMP Negeri 2 Praya Barat Daya). Jurnal Kependidikan: Jurnal Hasil Penelitian Dan Kajian
Kepustakaan Di Bidang Pendidikan, 7(1), 167-175.

Supriani, Y. J. (2021). Manajemen Perencanaan dan Pelaksanaan Pendidikan Islam di Madrasah
Aliyah Al-Hidayah Ibun. JIIP-Jurnal IImiah llmu Pendidikan, 4(7), 707-714.

Subekti, 1. (2022). Pengorganisasian Dalam Pendidikan. TANJAK: Journal of Education and
Teaching, 3(1), 19-29.

Purnama, A. B. (2020). Fungsi Actuating Dalam Layanan Perpustakaan di SMA Islam Terpadu
Kota Palemban. Studia Manageria, 2(2), 111-128.

Ahmad, R. &. (2021). Faktor Manajemen Profesional: Perencanaan, Pengorganisasian, Dan
Pengendalian (Suatu Kajian Studi Literatur Manajemen Sumberdaya Manusia). Jurnal limu
Manajemen Terapan, 2(5), 699-709.

FMI % | 906

Training
FORUM MANAJEMEN & Research
INDONESIA Institute -
JERAMBA ILMU SUKSES

Published by:



International Conference of I COI

Olrganizaltiomal Innovation 2024 2024

® e-ISSN: 3064-6030
Proceedings FMI, Vol 1
23-25 July 2024

Azzahra, F. F. (2022). Memaksimalkan Pendidikan Karakter Melalui Penggabungan Sosial
Media Dengan Praktik Dalam Kehidupan Sehari-hari. Pendidikan Dasar dan Sosial Humaniora,
2(2), 403-412.

Nafis, A. d. (2011). Manajemen Pendidikan Islam. Yogyakarta: Laks Bang Presindo.
llyasin, M. d. (2012). Manajemen Pendidikan Islam,. Malang: Aditya Media Publishing.

Riyanto, M. S. (2021). Manajemen Kepala Sekolah Dalam Melaksanakan Perencanaan,
Implementasi, Penilaian Dan Tindak Lanjut Supervisi Akademik. Journal Of Administration
and Educational Management , 4(1), 21-30.

Falah, S. (2021). Esensi Guru Dalam Visi-Misi Pendidikan Melalui Optimalisasi Manajemen
Pendidikan Karakter Pada Peserta Didik. Islamic Management: Jurnal Manajemen Pendidikan
Islam, 4(01), 1-14.

Baharudin. (2010). Teori Belajar dan Pembelajaran. Jogjakarta: AR-Ruzz Media.
Piaget, J. &. (2010). Psikologi Anak. Yogyakarta: Pustaka Pelajar .

Crain, W. (2007). Perkembangan Konsep dan Aplikasi. Yogyakarta: Pustaka Pelajar.
Mulyasa, E. (2011). Manajemen Pendidikan Karakter. Jakarta: Bumi Aksara.

Nasution, H. (2016). Metodologi Studi Pemikiran Islam, Kalam Filsafat Islam, Tasawuf,
Tareqgat. Medan: Perdana Publishing.

Sugiyono. (2019). Metodelogi Penelitian Kuantitatif dan Kualitatif dan R & D. Bandung:
Alfabeta.

Yusuf. (2019). Metode Penelitian Kuantitatif, Kualitatif, Dan Penelitian Gabungan. Jakarta:
Prenadamedia Group.

Fattah, N. (2013). Landasan Manajemen Pendidikan. Bandung: PT. Remaja Rosdakarya.

Sya’roni, A. W. (2018). Pengaruh Motivasi Dan Disiplin Kerja Aparatur Terhadap Kinerja
Aparatur Pada Kantor Kementerian Agama Kabupaten Hulu Sungai Selatan. Jurnal KINDALI,
vol 14, No 1, 68-88.

Copyrights

Copyright for this article is retained by the author(s), with first publication rights granted to the
journal.

This is an open-access article distributed under the terms and conditions of the Creative
Commons Attribution license (http://creativecommons.org/licenses/by/4.0/)

FMI maYy

Training
FORUM MANAJEMEN & Research
INDONESIA Institute -
JERAMBA ILMU SUKSES

Published by:



