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                                          Abstract 
Human Resource Management is a strategic function for 
aligning educators and educational personnel with institutional 
objectives and contemporary educational demands. This study 
aims to analyze the fundamental functions of Human Resource 
Management in educational institutions, including human 
resource planning and recruitment, continuous professional 
development, compensation and work motivation, evidence-
based performance management and evaluation, and the 
integration of these functions toward institutional excellence. 
This study employed a qualitative using a content analysis 
approach to identify, categorize, and synthesize major themes 
related to Human Resource Management in education. The 
analysis focused on relevant literature published between 2019 
and 2026. The findings identify five interconnected functions. 
First, adaptive human resource planning and recruitment require 
competency mapping and competency-based selection to 
address pedagogical and technological competency gaps. Second, 
continuous professional development through training, 
mentoring, and career development supports educator 
competence and job satisfaction. Third, compensation systems 
that integrate financial and non-financial rewards and 
performance-based remuneration support work motivation, 
work engagement, and staff retention. Fourth, evidence-based 
performance management and evaluation through classroom 
observations, portfolios, digital metrics, and constructive 
feedback support career development and continuous 
performance improvement. Fifth, the integration of these 
functions through strategic planning, competency development, 
balanced reward systems, and objective evaluation contributes to 
a collaborative, innovative, and accountable organizational 
culture. Overall, the findings indicate that Human Resource 
Management should be reoriented from an administrative 
function toward an integrated strategic function to strengthen 
institutional excellence, sustainable educational quality, and 
institutional transformation. 
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INTRODUCTION 
In the era of globalization and increasingly intense competition in education, 

the role of Human Resource Management has fundamentally shifted from routine 
administrative functions, such as payroll management, administrative recruitment, 
and attendance recording, toward a strategic function that is crucial for shaping the 
long-term vision of educational institutions (Cooke et al., 2022; Roundy & Burke-

Smalley, 2022; Salas‐Vallina et al., 2021). This shift is driven by the need to adapt to 
digital technological change, workforce diversity, and increasingly demanding 
stakeholder expectations. Educators and educational personnel are no longer viewed 
merely as technical operational implementers but as primary forms of intellectual 
capital encompassing knowledge, skills, innovation, and commitment, all of which 
contribute to the competitive advantage of educational institutions amid global 
competition (Adji, 2018). 

Effective Human Resource Management is closely associated with the capacity 
of educational institutions to maintain organizational effectiveness and sustainable 
educational quality. The literature emphasizes that this effectiveness depends on the 
alignment of human resource planning, educator competencies, professional 
development, and institutional objectives (Berger et al., 2021; Jami & Muharam, 
2022). A strategic approach to Human Resource Management can also support 
pedagogical innovation, adaptation to changing curricular demands, and the 
development of organizational capacity in response to technological and educational 
changes (Hugar & Battase, 2024). Therefore, Human Resource Management should 
be positioned not merely as an administrative function but as an integrated strategic 
mechanism for strengthening institutional capacity and responding to the evolving 
demands of education (Anwar et al., 2020; Fang et al., 2021; Vrontis et al., 2023). 

The contemporary educational environment is increasingly confronted with 
technological disruption, including the integration of artificial intelligence, hybrid 
online learning, and big data analytics, as well as rapidly evolving pedagogical 
demands, including project-based approaches, personalized learning, and the 
development of soft skills such as critical thinking and digital collaboration. These 
changes require flexibility, adaptability, and the acquisition of new competencies 
from all human resource components, both in secondary schools and higher 
education institutions. Teachers, lecturers, administrative staff, and institutional 
leaders are increasingly expected to move beyond traditional roles and become 
facilitators of innovation. 

Without a responsive and visionary Human Resource Management system that 
incorporates technology-based training, regular digital competency assessment, and 
talent succession strategies, educational institutions may experience substantial 
difficulties in aligning their internal capacities with increasingly complex and digitally 
oriented external expectations. These expectations include global accreditation 
standards, industry demands for work-ready graduates, and government regulations 
concerning Education 4.0 transformation. Such conditions may increase the risks of 
declining teaching quality, high employee turnover, and competitive disadvantage 
(Robert-Huot & Cloutier, 2020). 

Therefore, strengthening Human Resource Management functions through 
digitally oriented competency-based recruitment, adaptive career development 
programs, and human resource analytics for workforce demand forecasting has 
become a strategic imperative for ensuring the relevance, resilience, and institutional 
excellence of educational institutions amid continuous change (Akilah, 2018; Julhadi 
& Ritonga, 2023). Such strengthening is also important for developing high-quality 
human resources capable of responding to the demands of Industry 5.0. 
Nevertheless, previous studies indicate that several challenges continue to affect the 
effectiveness of Human Resource Management in educational institutions. These 
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challenges include unequal workload distribution, low intrinsic motivation, and 
difficulties in recruiting and retaining qualified educators (Zulfatussoraya et al., 2023). 
Work-related burnout and high turnover intention among teachers are also associated 
with weaknesses in professional development and compensation systems that do not 
adequately address educators' broader needs (Gusli et al., 2024). These conditions 
suggest that Human Resource Management functions cannot be treated solely as 
administrative activities. Instead, effective planning, professional development, 
compensation, and performance management are necessary to support educator well-
being, organizational effectiveness, and sustainable educational quality. 

These challenges indicate that Human Resource Management should not be 
examined as a collection of isolated administrative activities. Rather, its functions 
need to be understood as an interconnected system involving human resource 
planning and recruitment, professional development, compensation and motivation, 
performance management and evaluation, and their strategic integration. Although 
previous studies have discussed individual aspects of Human Resource Management, 
a comprehensive synthesis that connects these functions within a contemporary 
educational context remains important (Hugar & Battase, 2024; Sakban et al., 2019; 
Zhang et al., 2022). In particular, there is a need to clarify how these functions 
interact in addressing competency gaps, supporting educator development, 
strengthening motivation and retention, improving performance evaluation, and 
ultimately contributing to institutional excellence. This perspective is particularly 
relevant amid the simultaneous pressures of technological transformation, changing 
pedagogical expectations, workforce development, and institutional accountability. 

Given the complexity of these challenges, this study seeks to provide a 
comprehensive conceptual and practical synthesis for educational institution 
managers by examining the fundamental functions of Human Resource Management 
through a qualitative literature review using content analysis. The analysis focuses on 
the interconnected dimensions of strategic planning and recruitment, continuous 
professional development, compensation and work motivation, evidence-based 
performance management and evaluation, and the integration of these functions 
toward institutional excellence. Through the reconstruction and synthesis of these 
functions, the study aims to contribute to the development of Human Resource 
Management strategies that are inclusive, progressive, evidence-oriented, and 
responsive to future educational demands (Merve & Cagda, 2018). 

Given the complexity of these challenges, this study aims to provide a 
comprehensive synthesis of the fundamental functions of Human Resource 
Management in educational institutions through a qualitative literature review using 
content analysis. The analysis focuses on five interconnected dimensions: human 
resource planning and recruitment, continuous professional development, 
compensation and work motivation, evidence-based performance management and 
evaluation, and the integration of these functions toward institutional excellence. By 
synthesizing these dimensions, the study seeks to clarify how Human Resource 
Management can move beyond its traditional administrative role toward an 
integrated strategic function that supports educator development, organizational 
effectiveness, sustainable educational quality, and institutional excellence. 

 
METHODS 

This study employed a qualitative using a content analysis approach to examine 
the functions of Human Resource Management in educational institutions. The 
approach was selected because it enables the systematic identification, classification, 
interpretation, and synthesis of concepts and findings reported in previous studies 
related to human resource management in education (Kara, 2023; Lyhne et al., 2025). 
The analysis focused on literature published between 2019 and 2026 to capture 
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recent developments concerning the management of educators and educational 
personnel in response to contemporary educational demands. 

The literature was identified from relevant academic sources addressing 
Human Resource Management in educational institutions, including human resource 
planning and recruitment, professional development, compensation and work 
motivation, performance management and evaluation, and strategic integration of 
human resource functions. The selection of literature considered its relevance to the 
research focus, academic credibility, publication period, and substantive contribution 
to understanding Human Resource Management in the educational context. 
Literature that did not directly address Human Resource Management or its 
application within educational institutions was excluded from the analysis. 

The content analysis was conducted through several stages. First, the selected 
literature was read comprehensively to identify concepts, arguments, and empirical 
findings relevant to the research objectives. Second, relevant information was coded 
according to recurring concepts related to the functions of Human Resource 
Management. Third, similar codes were grouped into broader categories. Fourth, the 
categories were compared and interpreted to identify relationships and patterns 
across the literature. Finally, the resulting categories were synthesized to develop an 
integrated understanding of the role of Human Resource Management in supporting 
institutional effectiveness and educational transformation (Adel et al., 2016; 
Bengtsson, 2016; Engkizar et al., 2026; Uiboleht et al., 2016). 

The analysis resulted in five major thematic categories: adaptive human 
resource planning and recruitment strategies; continuous professional development; 
compensation dynamics and work motivation; evidence-based performance 
management and evaluation; and the integration of Human Resource Management 
functions toward institutional excellence. These categories were subsequently 
interpreted in relation to one another to explain how the integration of Human 
Resource Management functions can contribute to educator competence, 
organizational commitment, staff engagement, career development, and sustainable 
institutional improvement (Kallio et al., 2016; Vears & Gillam, 2022). 

To maintain the credibility of the analysis, the interpretation was based on the 
consistency of findings across the selected literature rather than on individual studies 
alone. Differences in findings or perspectives among the reviewed studies were 
considered during the synthesis process to avoid overgeneralization and to provide a 
balanced interpretation of the role of Human Resource Management in 
contemporary educational institutions. 

 
RESULT AND DISCUSSION 

The implementation of Human Resource Management functions in 
educational institutions is a cyclical process that requires integration between the 
operational needs of schools and their long-term strategic vision. The following 
provides an in-depth analysis of the main Human Resource Management functions in 
the context of contemporary education. 
Adaptive Human Resource Planning and Recruitment Strategies 

Human resource planning in educational institutions is not merely an 
administrative process for filling vacant positions, such as replacing retired 
employees or filling unexpected vacancies, but rather a long-term strategic effort to 
align the capacity of teaching staff with institutional objectives, including the 
achievement of the institution's vision and mission, the improvement of learning 
quality, and adaptation to national and international curricula (Adji, 2018). 

Precise needs analysis through tools such as competency mapping, data-driven 
workforce demand forecasting, and human resource Strengths, Weaknesses, 
Opportunities, and Threats analysis enables schools to identify competency gaps in 
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the digital era, such as insufficient skills in blended learning, the use of virtual reality 
and augmented reality for learning simulations, or student data analysis. Accordingly, 
recruitment and selection processes can be focused on candidates who possess both 
pedagogical competencies and strong technological literacy, such as teachers who are 
proficient in integrating artificial intelligence into formative assessment (Hugar & 
Battase, 2024). 

Effective human resource recruitment should be based on competency-based 
selection mechanisms, such as assessment centers, digital teaching simulations, and 
behavior-based interviews, as well as inclusive local participation, for example, by 
involving local teacher communities, prioritizing local personnel, and considering 
gender and ethnic diversity (Kassymova et al., 2025; Mustafa et al., 2026). Such 
approaches are necessary to ensure long-term staff sustainability, reduce employee 
turnover, increase loyalty, and build a sustainable organizational culture (Gusli et al., 
2024). This approach not only optimizes resources but also creates a resilient human 
resource ecosystem that is prepared to respond to the dynamics of future education. 
Optimization of Continuous Professional Development 

Continuous professional development represents an essential component of 
strategic Human Resource Management because educators' competencies need to 
remain responsive to changing technological, curricular, and pedagogical demands. 
The reviewed literature identifies training, mentoring, and career development as 
complementary mechanisms for sustaining professional competence and supporting 
job satisfaction and institutional loyalty (Aisyah et al., 2024; Ping et al., 2018). 
Therefore, professional development should be positioned beyond short-term skills 
training and integrated into long-term Human Resource Management strategies to 
maintain educator capacity and institutional adaptability. 
Compensation Dynamics and Work Motivation in the Educational Ecosystem 

Compensation and reward systems in educational Human Resource 
Management function as crucial motivational stimuli for promoting productivity, 
talent retention, and the achievement of educational targets. However, recent 
literature emphasizes that compensation should not be viewed solely from a financial 
perspective, such as basic salaries, performance allowances, or monthly incentives, 
but should instead adopt a holistic approach by integrating non-financial rewards, 
such as professional recognition, for example, certificates of appreciation for 
outstanding teachers or publications in institutional journals, transparent promotion 
based on meritocracy and clear performance indicators, as well as a supportive work 
environment, such as flexible working hours, work-life balance support, and mental 
health programs. These aspects play a vital role in developing long-term 
organizational commitment and reducing burnout (Palacio et al., 2021; Susisofianti et 
al., 2025). 

The effectiveness of remuneration systems linked to measurable performance, 
such as performance-based pay based on objective indicators, including student 
satisfaction levels, innovations in teaching methods, or research contributions, has 
been demonstrated to significantly increase staff work engagement. Ultimately, 
increased engagement directly affects the quality of teacher–student interactions in 
the classroom, including increased active learning participation, reduced dropout 
rates, and improved learning outcomes (Perry et al., 2023). This approach not only 
motivates individuals but also aligns with the principle of distributive justice, thereby 
creating a sustainable achievement-oriented culture within educational institutions. 
Evidence-Based Performance Management and Evaluation 

Performance evaluation serves as an essential quality-control instrument and as 
a foundation for future career planning. It enables the identification of individual 
strengths, weaknesses, and development potential to support organizational growth. 
Effective performance assessment should move beyond being merely an annual 
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formality,such as completing standardized forms without in-depth analysis, toward 
an evidence-based evaluation system that utilizes objective data, including classroom 
observations, student learning outcome portfolios, digital metrics, and constructive 
feedback provided regularly through 360-degree evaluation sessions or coaching and 
mentoring (Gusli et al., 2024). 

Weaknesses in performance assessment systems, such as evaluator subjectivity, 
unclear criteria, or inconsistent implementation, often become obstacles to individual 
career development, such as promotion stagnation, and to overall organizational 
effectiveness. Such conditions may result in staff demotivation, high turnover, and 
declining educational quality (Merve & Cagda, 2018; Zulfatussoraya et al., 2023). 

By implementing transparent performance management, including real-time 
performance indicator dashboards, evaluator training, and integration with Human 
Resource Information Systems, educational institutions can identify areas requiring 
development, such as digital literacy training or instructional leadership, while also 
providing fair recognition to high-performing educators, such as performance 
bonuses or opportunities for further study. Consequently, a continuous improvement 
cycle can be established in alignment with the institution's strategic objectives. 
Synthesis: Integrating Human Resource Management Functions toward 
Institutional Excellence 

Holistically, the role of Human Resource Management in education is to create 
synergy among five main functions: strategic planning, competency-based 
recruitment, continuous professional development, balanced compensation and 
rewards, and objective performance evaluation. This integration aims to establish an 
excellent organizational culture based on collaboration, innovation, and 
accountability. Harmonious integration among these functions, for example, through 
an integrated talent management model that connects evaluation data with human 
resource planning and individual development programs, will produce educators who 
are not only professionally competent, such as possessing expertise in digital 
pedagogy and adaptive curricula, but also demonstrate a high level of moral 
dedication, reflected in their work ethic, integrity, and commitment to student 
character development (JA, 2025). 

The success of modern educational transformation toward technology-based, 
inclusive, and outcome-oriented models depends greatly on the ability of institutional 
leaders to manage human resources as the most valuable strategic asset, beyond 
physical infrastructure or financial resources, because people are the primary source 
of innovation, adaptation, and the achievement of sustainable educational visions in 
an era of disruption (Intania & Nurcholis, 2024; Wulandari & Bengkulu, 2020). 
Therefore, integrated Human Resource Management not only ensures competitive 
advantage but also positions educational institutions as centers for developing high-
quality human capital for the nation. 

 
CONCLUSION 

This study concludes that Human Resource Management in educational 
institutions should be understood as an integrated strategic system rather than a set 
of separate administrative functions. The synthesis of the literature indicates that the 
effectiveness of human resource planning and recruitment, professional 
development, compensation and work motivation, and performance management 
and evaluation depend on the extent to which these functions are aligned with 
institutional objectives. Their integration provides a foundation for strengthening 
educator competence, organizational engagement, career development, and 
continuous institutional improvement. 

The findings further suggest that the strategic orientation of Human Resource 
Management is particularly important in responding to technological change, 
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evolving pedagogical demands, and increasing expectations for institutional 
accountability. Accordingly, educational institutions need to develop Human 
Resource Management practices that are competency-oriented, evidence-based, 
transparent, and responsive to changing educational contexts. Such an orientation 
shifts the role of Human Resource Management from an administrative support 
function toward a strategic mechanism for sustaining educational quality and 
institutional excellence. 
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