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INTRODUCTION

This study aims to analyze the condition of Functional Human Resources after the
transfer of positions and determine the best alternative policy strategies in develop-
ing human resources in an effort to increase the competence of staff at UNNES.
Equalization of structural positions to functional positions is quite difficult in
practice because not all the details of previous tasks are in accordance with the
functional positions resulting from the equalization. This research uses a case study
approach. This study took the location of UNNES. The analytical tool used to de-
termine the HR development strategy of UNNES uses the Analytical Hierarchy
Process (AHP). The survey was conducted on 22 employees who were affected by
the transfer of positions from structural to functional positions at UNNES and 3
officials who handled HR issues. Interviews with key persons were conducted to
capture perceptions and assessments of key persons on the condition of functional
education personnel after the transfer of position functions. The results of the study
indicate that the functional staff from the equalization experiences are confused and
have not been able to adapt to their main duties and functions. Based on the analysis
using the AHP method, it shows that the classical training strategy with the priority
of providing opportunities for employees to take part in functional training can help
improve HR competencies.

has inaugurated functional officials resulting
from the equalization of structural positions of

The transfer of structural positions is a
Bureaucratic Reform (RB) program that aims to
create a bureaucracy that is rich in functions with
a lean structure (Holidin, 2013). Bureaucratic
reform has a logical consequence of demands
from the community to improve service quality.
As a follow-up to the RB program, the Ministry
of PAN and RB issued a Circular Letter Number
392 of 2019 which contains orders to all leaders
of  Ministries/Institutions to immediately
implement the simplification of Echelon III and
Echelon IV structural positions.

UNNES has proposed the transfer of
structural positions to functional positions and
has received approval from the Ministry of
Education, Culture, Research and Technology.
As a follow-up, on December 29, 2020, UNNES

echelon 3 and echelon 4.

These organizational changes require
employees to adapt and compete to improve
their abilities, skills and knowledge. To improve
the performance of employees after the change
of position, it is necessary to develop human
resources. Emphasis on human capital is on core
competencies, capabilities and learning processes
(Rakhmawanto, 2008).

In Figure 1 it can be seen that education/
work experience as structural positions with
transfers to functional positions is not appropriate.
Realizing the amount of discrepancies, UNNES
needs to make efforts to develop human resources
so that these functional officials can carry out
their duties properly.

© 2022 Universitas Negeri Semarang

¥ Correspondence Address:
Faculty of Economics, Universitas Negeri Semarang
Jalan Taman Siswa, Sekaran, Gunungpati, Semarang, 50229
E-mail: mursidah@mail.unnes.ac.id.

e-ISSN 2502-1451



Siti Mursidah et al./Management Analysis Journal 12 (2) (2022)

Figure 1. Structural Positions to Functional
Positions Equalization
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HR development is very essential. HR
development needs to be managed properly in
order to achieve a balance between employee
abilities and company demands (Yosepa, et.all,
2020). Aspects of proficiency, talent and resilience
are important elements in determining the
existence of an organization where competence is
needed so that employees can perform effectively
(Lolaba, 2019)

Based on observations, the government's
policy regarding structural positions to functional
positions in actual practice is quite difficult
because not all the details of the current tasks
carried out are in accordance with the functional
positionsresulting from the structural equalization
of positions so that a HR development strategy is
required to determine the best policy alternatives
for improving employee competence after the
transfer of structural positions to functional
positions.

This study aimsto analyze HR development
strategies that experience equalization of
positions. The method used is the Analytical
Hierarchy Process (AHP). This research has
never been carried out by previous researchers
because the downsizing/abolition of this echelon
has only been carried out by the government,
especially the Ministry of Education and Culture
at the end of 2020, therefore, the research is
worth to do.

Organizations need strategies, tools/
materials, ways of working, work teams and work
plans that are carefully prepared so that goals can
be achieved. Strategy is a way / approach to carry
out ideas / ideas that are planned to be executed
within a certain time (Rodin, 2018). According

to the Great Dictionary of the Indonesian
Language, strategy is defined as a careful plan.
Strategy is a formulation that contains goals and
ways to achieve the organization's long-term
goals (Asiyah, et.al., 2020). Strategy is the steps
that will be taken in the context of developing
human resources to succeed and achieve goals
that require decisions from top management.

Strategy has multifunctional or
multidivisional consequences and needs to
consider both external and internal factors faced
by the company (David, 2011). Thus, strategy
can be interpreted as the main pattern of actions
chosen to perceive the vision and mission of the
organization with chief approval.

Some of the main strategic features are:
(1) Goal directed action, namely activities that
show "what" the organization wants and "how"
to implement it; (2) consider all internal strengths
(resources and capabilities), and pay attention to
opportunities and challenges (Kuncoro, 2005).
Based on the review of several concepts regarding
strategy above, organizational strategy can be
defined as tools for the organization to achieve its
goals; a set of plans formulated by considering the
strengths, weaknesses, opportunities and threats;
and the steps implemented are in line with the
decisions and actions chosen by the organization.

Education Personnel Competency
Development Strategy carried out by Fatmawada
(2016) includes education, training, mentoring,
and coaching. Human resource development is
essential for every employee. In an organization,
human resource development is very necessary
in order to improve its performance to achieve
organizational goals. Therefore, human resource
development must be a special concern for the
leader of the institution/organization. Leaders
need to find a strategy to determine the model
of HR development that is most in demand by
employees.

Human Resource Development is a
process carried out to improve employee skills,
both technical skills, theoretical skills and
conceptual skills through education or training.
HR development programs should be structured
based on scientific methods and guided by the
current and future needs of the organization
(Hasibuan: 2019). Employee development is an
important element in efforts to increase global
competition and social change, create new things
and solve problems.

Development is defined as the preparation
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of individuals to assume their responsibilities in
completing tasks within the organization. Human
resource development is needed because of the
fact that an employee needs knowledge, skills and
abilities to develop in order to work well in each
position. It should be noted that the development
of human resources needs to be carefully planned
with the scientific method based on the needs of
individuals and organizations/institutions so that
organizational goals can be achieved (Priyatna,
2017).

HR development aims to prepare
employees to keep up with the developments and
changes of the times and globalization (Yosepa,
et. al., 2020). Human resource development
activities are an effort to improve employee
competence which is carried out through training
and education activities (Hidayat dan Nurdiana,
2016). Human Resource Development is
formed from four variables/dimensions, which
are education, work experience, skills, and
technological capabilities (Nugraha, 2016), while
according to Batilmurik, Ridolof W et.al., (2017),
HR development strategy through Education and
Training.

Hasibuan (2019) stated that the
development of Human Resources includes 2
things, those are: the training method is carried
out based on demands by considering cost, time,
basic abilities of participants, and others; the
educational method is intended to improve the
skills and abilities of leaders so that they can lead
their staff effectively. Based on the provisions in
Article 1 point 5 LAN Regulation No. 10 Years
2018 states that competence is the knowledge,
skills, and attitudes/behavior of a civil servant
that can be observed, measured, and developed
in carrying out the duties of his position.
Competence consists of technical competence,
managerial competence and sociocultural
competence.

Competence is the ability to conquer
some knowledge, skills, values and attitudes
that can improve performance which is realized
in daily behavior both in thinking and acting in
accordance with their profession. Competency
characteristics include 5 types including: 1) will
of yourself, 2) hereditary factor, 3) employee’s
self concept, 4) knowledge in a particular field
and 5) skills in carrying out tasks. (Runtu, 2016).

Educational staff development is carried
out through General Competency Development
Patterns, Technical/functional Competency
Development Patterns, Managerial Competency
Development Patterns (Fatmawada, 2016). Based
on the RT LAN Regulation No. 10 of 2018, the
forms and pathways of competency development

include education Diploma/S1/S2/S3 higher
education: is a learning process to increase
knowledge through formal education.

Technical Training: to fulfill the
competence of substantive mastery of work field.
Functional Training: to fulfill the competence
in the JF task area. Seminar/conference/
class: given by experts/practitioners about the
opinions of experts on a problem in a particular
field. Workshop: to increase knowledge relevant
to the field of work by assigning tasks to
participants to produce certain outputs.Technical
guidance: provide guidance to solve problems
of a specific and technical. Socialization: to
notify certain policy to be known by the public.
Coaching providing problem-solving skills by
optimizing self-potential., Mentoring: Guidance
on improving performance through the transfer
of knowledge, experience from expert people,
E-learning: provided in the form of training
using information technology, Distance training:
structured learning guided by the organizer.,
Benchmarking: other organizational activities
that have similar characteristics, Internship/work
practice: learning activities aimed at mastering
skills by engaging in the world of work.

The concept of capacity developmentcanbe
defined as the process of building and developing
institutional, group and individual capacities.
Capacity building is aimed at strengthening the
capacity of organizations and individuals through
increasing the talent and potential of individuals,
groups and organizations in order to maintain
the organization and be able to overcome the
challenges of a very fast changing era (Ratnasari,
et.al, 2014). Thus, capacity building can be
interpreted as a method or strategy taken to be
able to improve the capabilities and competencies
of a person or organization to accomplish the
goals set.

To get to the essence of effectiveness,
efficlency and responsiveness, a public
organization should develop a strategy in
acquiring the three essences above in order
to achieve the goals set. Dwi Hastari (2017)
described that the levels of capacity development
consist of:

Individual level; which capacity building is
carried out through capacity building and skills
through education and training, Institutional
level: where this capacity building is carried
out with the aim of increasing institutional
effectiveness and efficiency through institutional
structures and processes.
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Figure 2 . Research Model
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This research uses a qualitative descriptive
method with a case study approach. The case
study in this study was used to examine the HR
Development Strategy for functional education
staff in the UNNES environment, where the
position holders were employees who were
transfers from structural positions of echelon III
and echelon IV.

The sampling technique used by the
researcher is probability sampling, in which
each population has an equal chance of being
selected as a sample (Priyono, 2016). The number
of employees affected by the equalization of
positions is 72 people, so the researchers took
a sample of 30%, which are 22 people who are
representatives of Education Personnel affected
by the downsizing of positions at Universitas
Negeri Semarang and representatives of officials
who handle HR are 3 people. This sampling uses
random sampling, where the sampling is done
randomly, regardless of the strata contained in
the population (Siyoto and Sodik, 2015).

The types and sources of data in this
study are primary data and secondary data.
Primary data were obtained through interviews
and questionnaires. The questionnaire was
conducted in the form of structured questions to
25 respondents, namely 22 Education Personnel
who were affected by the equalization of
structural positions to functional positions and
3 officials who handled HR issues. Meanwhile,
in-depth interviews were conducted with the
personnel management officials who were the
key persons in this research, they are the Head of
the General, Legal and Personnel Bureau and 3
representatives of the Deputy Dean for General
Affairs and Finance. The secondary data in this
study are UNNES HR Data, Books and Journals
related to HR Development, Regulations on

Personnel, etc.

Interviews with informants were conducted
using an interview guide. The observations made
were participatory observations, the researchers
were directly involved in the daily activities of
the observed data sources (Sugiyono, 2017). In-
depth interviews were conducted with the Head
of the General, Legal and Personnel Bureau and
representatives of the Deputy Dean for General
Affairs and Finance as the personnel managing
officer.

Table 1. Research Variable

Variable ~ Defini- Indicator Meas-

tion urement
Education the 1. Formal Pairwise

process of Eduction compari-

changing 2. Non For- son

one's atti- mal Eduction

tudes and 3. Infomal

behavior  Eduction

through

teaching

and train-

ing
Classical short-term 1. Technical Pairwise
training learning training; compari-

process 2. Function- SO

carried al training;

out face- .

. 3. seminar/

to-face in

the class- workshop;

room 4. technical

guidance

Non- the 1. e-learning/  Pairwise
classical learning distance train- compari-
training process ing son

car- 2. benchmark-

ried out ing

through e- 3. self devel-

learning,  opment

on-the-job 4. magang/

guidance, praktik kerja

distance

training

and/or

intern-

ships.

The analysis used in this study uses the
Analytical Hierarchy Process (AHP) and Milles
and Huberman analysis. Analytical Hierarchy
Process (AHP) is a decision system using a
mathematicalmodel. AHPhelpsindeterminingthe
priority of several criteria by conducting pairwise
comparison analysis of each criterion. This AHP
is used to determine the best alternative policy
strategies in HR development at UNNES with the
help of the Expert Choice software version 11 .
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Steps to use AHP (Marsono, 2020): hie-
rarchy (Goals, Criteria and Alternatives); Create
a pairwise comparison matrix (pairwise compa-
rison); Set the priority weight of the criteria by
specifying the eigenvector; Measuring logical
consistency by testing the consistency index and
Consistency Ratio (RC) Criteria. The compari-
son between elements is considered consistent if
the CR does not exceed 10%; Make a pairwise
comparison matrix and the priority weights bet-
ween alternatives in relation to the criteria and
measure their logical consistency. Respondents'
answers are considered consistent if CR < 0,1;
Create a global priority (global priority); Write
down the calculation results in the box for each
criterion and alternative; Make decisions.

Table 2. Pairwise Comparison Matrix

Scale
Intensity  Definition Explanation
of Interest
1 Both elements are  Two elements
equally important  have the same
effect
3 One element is Experience and
slightly more judgment slightly
important than the favor one element
other over the other
5 One element is Experience
more important and judgment
than the other strongly favor
one element over
another
7 One element is One element
much more impor- that is strongly
tant than the other supported and
elemen dominant is seen
in practice
9 One element is Evidence in favor
absolutely more of one element
important than the against another
other elements has the highest
possible level of
affirmation to
corroborate
2,4,6,8 The value between This value is

two adjacent con-
sideration values

given when there
are two compro-
mises between 2
choices, for ex-
ample 6 between
5and 7

RESULT AND DISCUSSION

This research was conducted in the con-
text of selecting a strategy for developing human
resources in an effort to increase the competence
of functional education personnel at the Univer-
sitas Negeri Semarang by using AHP. Interviews
with key persons were conducted to capture per-
ceptions and assessments of key persons on the
condition of functional education personnel after
the position functions transfer.

After obtaining several alternative strate-
gies, it is necessary to select priorities based on
established criteria. This priority setting needs to
be done because to carry out all strategies will re-
quire very large resources, and not all of them can
be accommodated by Universitas Negeri Sema-
rang. To select strategic priorities, the Analytical
Hierarchy Process (AHP) approach is used.

Based on the results of interviews with the
Head of BUHK and the Deputy Dean for Gene-
ral Affairs and Finance, most of the functional
education staff as a result of the equalization of
these structural positions still experience confu-
sion in carrying out their duties and functions
in accordance with the positions they hold. The
problem faced by functional education personnel
in carrying out their duties is that they do not un-
derstand the duties and functions of functional
positions to include in their daily work. In order
to improve the competence and skills of educa-
tional staff in functional positions, a strategy is
needed that must be applied by UNNES so that
they can perform well and professionally.

The results of the analysis of determining
the priority of human resource development stra-
tegies in an effort to increase the competence of
functional Education Personnel at UNNES were
carried out using the Analytical Hierarchy Pro-
cess (AHP) method with the help of expert cho-
ice software 11. The AHP method was carried
out by pairwise comparison techniques between
several priority criteria through a matrix is called
a pair-wise matrix. AHP as quantitative evidence
in determining the priority of several criteria by
conducting pairwise comparison analysis of each
criterion

The value given on the basic scale of im-
portance rating is based on the respondent's as-
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sessment matrix which has a consistency level
below 0.1.

Figure 3. AHP Hierarchy Scheme Deter-
mines Alternative HR Development Strategies

UNNES HR Development

Calassical Training ‘

Education ‘ Non-Classical Training ‘

E-Learning/ distant
training

44
ﬂ Benchmarking \
%

Self Development

Formal Education Technical Training

Non Formal Education Functional Training

L L1

Informal Education Seminar/ Workshop

Technical Guidance

LT

Internship/
work practice

Competency development is very impor-
tant in building the professionalism of ASN emp-
loyees. The ASN competence consists of 3 (three)
main aspects, namely in the form of Knowledge,
Skills and Attitude. Meanwhile, in carrying out
their duties, the competencies needed by ASN
consist of 3 (three) kinds of competencies, which
are technical competence, managerial competen-
ce and also socio-cultural competence.

The development of ASN employees com-
petence is regulated in Government Regulation
Number 11 of 2017 on Civil Servant Manage-
ment and Regulation of the State Administration
Agency Number 10 of 2018 states that the State
Civil Apparatus (ASN) is given the right and op-
portunity to participate in Competency Develop-
ment for at least 20 (twenty) Meeting Hours in 1
(one).

Three (3) criteria for Human Resource De-
velopment that are used to support the improve-
ment of functional education personnel compe-
tence, namely: education, classical training and
non-classical training. From the three criteria,
pairwise comparisons were made which then ob-
tained results as shown in Figure 4.

Figure 4. Priority Determination of HR
Development Criteria

Model Name: Priority Determination of HR Development Criteria

Priorities with respect to: Combined
Goal: the best poliey in HR in an effert to inc

competence of Functional Education Personnel

crease the

Education 3s¢ [N
37« I

270

Inconsistency = 0.02
with 0 missing judgments.

From Figure 4 above, it can be seen that
the criteria for developing human resources that
have the most influence in improving the com-
petence of the Functional Education Personnel

of UNNES is the classical training criteria with
a value of 0.374 or 37.4%. Classical training is a
very important aspect in improving the compe-
tence of functional education personnel. Functio-
nal education personnel who take part in classical
training will be able to improve their competence
and expertise according to their field.

The second priority is education with a
score of 0.356 or 35.6%. Education is no less
important than classical training. There are still
relatively few functional education staff with
master's degrees in education. Based on the LAN
Regulation No. 10 Years 2018 terms states that
the expected result of employee competency de-
velopment through education is aimed at fulfil-
ling qualifications and career development, and is
one of the job requirements to be able to occupy
a higher position.

The third priority is non-classical training
with a value of 0.270 or 27%. Non-classical trai-
ning programs are also things that need atten-
tion. Based on LAN Regulation No. 10 Years
2018 states that nonclassical training includes: 1)
e-learning/ remote training; 2) benchmarking; 3)
independent learning; 4) internship/work practi-
ce; and 5) Competency Development pathways
in other forms of non-classical training.

For more details, the weight of the criteria
for the HR development strategy in an effort to
increase the competence of functional education
personnel can be seen in table 3 below.

Table 3. The final weight of the criteria
for HR development strategies in an effort to in-
crease the competence of functional Education
Personnel at UNNES

ﬁzz‘y’eg’rli’ti‘;‘: Final Weight (%)  Rank
Classical Training 0.374

Education 0.356 2
Non-Classical 0.270 3

Training

Overall, alternative HR development stra-
tegies in an effort to increase the competence of
functional education personnel can be seen in Fi-
gure 5 below.

Figure 5. Priority strategy/policy in ove-
rall HR development

Formal Education

Non Formal Egucation 120 I
Informal Education 050

Technical Training 095 I
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3 (three) alternative policies on education
criteria, namely providing opportunities to attend
formal education, providing opportunities to at-
tend non-formal education and providing oppor-
tunities to attend informal education, which is
then carried out by AHP analysis with results as
shown in Figure 6 below.

Figure 6. Policy priority on education criteria

Model Name: Priority Determination of HR Development

Criteria Synthesis: Summary

Combined instance - Synthesis with respect to: Education
(Goal: Determine Alternative > Education (L: .356))
Overall Inconsistency = .00

Non
Informal Educa

4 (four) alternative policies on classical
training criteria, namely providing opportunities
for employees to take part in technical training,
functional training, seminars/workshops, and
technical guidance, which is then carried out by
AHP analysis with results as shown in Figure 7
below.

Figure 7. Policy priority on classical trai-
ning criteria

Technical Training 212
Eungtional Training Rl
Seminar/Workshop 128

Technical Guidence 215

Based on Figure 7, we can see that the most
dominant policy priority on the classical training
criteria is to provide opportunities for employees
to take part in functional training with a value of
0.386 or 38.6%. Functional training is very im-
portant for functional education personnel, espe-
cially functional education personnel. Functional
training is training that is a requirement for fulfil-
ling the competence of work field in accordance
with JF in order to increase knowledge/mastery
of skills according to the demands of the needs
of Functional Positions (LAN Regulation No. 10
Years 2018).

Functional education personnel are requi-
red to always develop their knowledge and skills
in order to keep up with developments. The exis-
tence of a merit system in the management of
the State Civil Apparatus requires an employee
to work in accordance with the qualifications and
competencies possessed.

4 (four) alternative policies on non-classical
training criteria, namely providing opportunities
for employees to take part in e-learning/distan-
ce training, benchmarks, independent learning/
self development and internships/work practices,
which is then carried out by AHP analysis with

results such as in image 8 below

Figure 8. Policy priority on non-classical
training criteria

E-Leaming/ distant iraining

f— s
Sell Development 159
[res—r. ey ]

Based on Figure 8, we can see that the
most dominant policy priority on non-classical
training criteria is to provide opportunities for
employees to take part in internships/work prac-
tices. Internship/work practice is an important
thing to do because with work practice employees
will have experience in carrying out real tasks in
the field. What is gained in the internship can be
implemented in the place where he works.

Based on the results of this study, the cri-
teria for the HR development strategy needed in
an effort to increase the competence of functional
education personnel at UNNES is through clas-
sical training with a policy priority of involving
UNNES functional education personnel to parti-
cipate in functional training.

This study is in line with the research con-
ducted by Selvias et.al. (2021) namely to pro-
duce a model of human resource development
strategy. In Selvias et.al's research, training and
competency development were carried out by
implementing innovative learning programs with
the aim of providing opportunities for employees
to develop. In addition, the training provided to
employees is aimed at changing attitudes, beha-
vior, experience and performance. UNNES fun-
ctional education staff who experience a change
of position transfer from a structural position to
a functional position at this time are still experi-
encing problems in their implementation in the
field, so this research is aimed at finding alterna-
tive strategies for developing the competence of
functional education personnel so that the func-
tional staff of UNNES can work professionally.

The relationship between this study and
research conducted by Batilmurik et.al (2017) is
that both research on HR development strategies
to increase competence, the difference is the re-
search conducted by Batilmurik et.al. (2017) the
focus is on lecturers while this study focuses on
functional education personnel. Batilmurik stated
that the education and training strategy was able
to have a positive and significant influence on the
competence of lecturers, either partially or simul-
taneously.

This research is also in line with research
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conducted by Fatmawada (2016), which also
looking for HR development strategies. The dif-
ference is, the results of research conducted by
Fatmawada show that the strategy of developing
competence through education, mentoring, and
coaching provided to education personnel needs
to be improved so that education personnel can
run well, effectively and efficiently, while this
study resulted in a strategy for developing the
competence of Functional Education Personnel
in UNNES needs to be done through functional
education and training.

Research conducted by Asiyah et.al.
(2020) aims to formulate a strategy for developing
human resources for the apparatus at the Regio-
nal Personnel Agency Office of Asahan Regency
through a SWOT analysis approach. The priority
strategy is to increase cooperation in the field of
competency development with state universities,
education and training institutions, conduct off
the job training and on the jon training, and utili-
ze technology information.

This research is also in line with research
conducted by Sirih et.al (2019) which aims to
determine the strategy of developing Human
Resources and the factors that hinder the deve-
lopment of Human Resources. The results of the
study indicate that the development strategy that
can be carried out are by routine training and
improving education.

CONCLUSIONS AND RECOMMENDATIONS

Educational staff conditions who switch
functions from structural positions to functional
positions have problems with the incompatibi-
lity of educational background with functional
positions resulting from the equalization, the
details of the tasks carried out so far are not in
accordance with the functional positions, each
position holder does not have the competence to
do the work and each position holder does not
have experience in the field of duty. Most of the
Functional Education Personnel as a result of
the equalization still experience confusion in car-
rying out their duties and functions according to
the position they hold and have not been able to
adjust to their main duties and functions. Ideally,
functional education staff must have the required
competencies and skills.

The strategy that needs to be taken so that
functional positions can work professionally is by
increasing competence through education and
training. The results of priority determining ana-
lysis of human resource development strategies in
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an effort to increase the competence of functional
Education Personnel at UNNES using the Ana-
lytical Hierarchy Process (AHP) method show
that classical training gets the highest score with
a value of 37.4% so that this strategy is the most
influential for improving HR competence by the
policy priority on the most dominant classical
training criteria is to provide opportunities for
employees to take part in functional training with
a value of 0.386 or 38.6%. So that UNNES needs
to prioritize to include this Functional Education
Personnel in the Functional Training program.

Functional Education Personnel as a result
of the equalization of positions need to be inclu-
ded in functional training to support and improve
their competencies. Employees who have inadvi-
sable backgrounds are advised to take non-formal
education in order to gain additional knowledge
and as a complement to the formal education
they already have. Institute must allocate a budget
to carry out functional training.

The researcher realizes that there are still
many limitations in this research, because this
research was only conducted at the Universitas
Negeri Semarang so that it cannot represent uni-
versities throughout Indonesia

REFERENCES

Asiyah, N., Mulyadi, D., & Nurliawati, N. (2020).
Strategi Pengembangan Sumber Daya Manusia
Aparatur di Kantor BKD Kabupaten Asahan.
Jurnal Ilmy Administrasi: Media Pengembangan
Ilmu dan Praktek Administrasi, 17(1), 111-128.

Batilmurik, R. W,, Sahetapy, S., Noach, R. M., & Sa-
madara, P. D. (2018). Analisis Strategi Pengem-
bangan Sumber Daya Manusia terhadap Kom-
petensi Dosen Politeknik Negeri Kupang.
Jurnal Ilmiah Aset, 20(1), 27-36.

Dwiyanto, A. (2021). Reformasi birokrasi publik di Indo-
nesia. UGM PRESS.

Fatmawada, S. (2016). Pengembangan Kompetensi
Tenaga Kependidikan Di Universitas Negeri
Makassar. Jurnal Office, 2(2), 109-114.

Kuncoro, Mudrajad. (2005). Strategi Bagaimana Meraih
Keunggulan Kompetitif, Jakarta: Erlangga.

Labola, Y. A. (2019). Konsep pengembangan sumber
daya manusia berbasis kompetensi, bakat dan
ketahanan dalam organisasi. Jurnal Manajemen
& Kewirausahaan, 7(1), 28-35.



Siti Mursidah et al./Management Analysis Journal 12 (2) (2022)

Marsono, (2020). Penggunaan Metode Analitytical Hierar-
chy Process (AHP), Bogor : In Media

Noe, Raymond A, Hollenbeck, John R, Gerhart, Bar-
ry, and Patrict M, Wright. (2010). Manajemen
Sumber Daya Manusia Mencapai Keunggulan Ber-
saing, Jakarta : Salemba Empat

Nuriyah, S., Qomariah, N., & Setyowati, T. (2022).
Pengaruh Pengembangan Karir, Lingkungan
Kerja dan Disiplin Kerja terhadap Kinerja
Pegawai Puskesmas Padang. Jurnal Ilmiah MEA
(Manajemen, Ekonomi, & Akuntansi), 6(1), 14-31.

Priyono. (2016). Metode Penelitian Kuantitatif, Sidoarjo :
Zifatama Publishing,

Putong, 1. H. (2021). Peningkatan Daya Saing Industri
Kreatif Unggulan Sulawesi Utara Menghadapi
Masyarakat Ekonomi Asean (Mea). JWM (Jur-
nal Wawasan Manajemen), 92), 117-133.

Ratnasari, J. D., Makmur, M., & Ribawanto, H. (2013).
Pengembangan kapasitas (capacity building)
kelembagaan pada badan kepegawaian daerah
kabupaten jombang. Jurnal Administrasi Publik
(JAP), 1(3), 103-110.

Rodin, R. (2018). Strategi pustakawan membangun
kreativitas di era digital: studi di perpustakaan
STAIN Curup. A/ Maktabah, 17(1).

Runtu, A. C., Mandey, J., & Ogotan, M. (2016). Kom-
petensi Sumber Daya Manusia (SDM) Dalam
Meningkatkan Kinerja Tenaga Kependidikan
Pada Bagian Akademik Universitas Sam Ratu-
langi Manado. Jurnal Administrasi Publik, 2(30).

Saaty, Thomas L. (1993). Pengambilan Keputusan Bagi
Para Pemimpin. Jakarta: PT Gramedia.

Selvias, M. C., Utari, S. T., Nurlina, S., & Putri, A. M.
(2021). Analisis Strategi Pengembangan Sum-
ber Daya Manusia (Studi Pada ACE Hardware
Indonesia). Jurnal Pendidikan Tambusai, 5(2),
3377-3386.

Sidabutar, V. T. P. (2020). Kajian Penerapan Corporate
University dalam Pengembangan Kompetensi
Sumber Daya Manusia Aparatur Sipil Negara.
Jurnal Ilmu Pemerintahan Widya Praja, 46(1),
255-270.

Sirih, S. H., Ismail, 1., & Juharni, J. (2019). Strategi
Pengembangan Sumber Daya Manusia Pada
BKPSDM Kabupaten Majene. Jurnal Paradig-
ma Administrasi Negara, 1(2), 5-11.

Siyoto, S., & Sodik, M. A. (2015). Dasar metodologi
penelitian. Yogyakarta : Literasi Media Publishing.

Sugiyono, P. D. (2017). Metode penelitian bisnis: pendeka-
tan kuantitatif, kualitatif, kombinasi, dan R&D.
Bandung : CV. Alfabeta

Susan, E. (2019). Manajemen sumber daya manusia.
Adaara: Jurnal Manajemen Pendidikan Islam,
92), 952-962.

Yosepa, H., Samsudin, A., & Ramdan, A. M. (2020).
Pengembangan Sumber Daya Manusia (SDM)
terhadap Tingkat Etos Kerja Karyawan pada
Hotel Santika Sukabumi. Jurnal Ilmu Manaje-
men (JIM), 8(3), 742-747.

142



