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Abstract:
This paper aims to analyze organizational performance optimization through human
resource management at one of the tertiary institutions in Banjarmasin. This study uses
a descriptive qualitative approach. Data were obtained from the results of interviews,
observation, and documentation. The data analysis was carried out in stages, starting
with data reduction, data presentation, and conclusion. The study results show that
optimizing organizational performance through human resource management at
UNISKA Banjarmasin is carried out using; a focus on achieving vision and mission
targets, competitive recruitment and selection policies, employee career development,
sustainable performance appraisal policies, monitoring, and evaluation. This research
has implications that there are various challenges in implementing human resource
management in tertiary institutions, such as limited human resources, differences in
culture and values, and difficulties in flexibility. Therefore, several solutions are needed
to deal with these problems, such as using technology and automation, increasing
awareness of values and culture, and developing employee engagement programs.
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Abstrak:
Paper ini bertujuan untuk menganalisis tentang optimalisasi kinerja organisasi melalui
manajemen sumber daya manusia pada salah satu perguruan tinggi di Kota Banjarmasin.
Penelitian ini menggunakan pendekatan kualitatif deskriptif. Data didapatkan dari hasil
interview, observasi dan dokumentasi. Analisis datanya dilakukan secara bertahap, yang
dimulai dari reduksi data, penyajian data dan penarikan kesimpulan. Hasil penelitian
menunjukkan bahwa optimalilasi kinerja organisasi melalui manajemen sumber daya
manusia di UNISKA Banjarmasin dilakukan dengan cara; fokus pada target pencapaian
visi dan misi, kebijakan rekrutmen dan seleksi yang kompetitif, pengembangan karir
pegawai, kebijakan penilaian kinerja yang berkelanjutan, monitoring dan evaluasi.
Penelitian ini memberikan implikasi bahwa dalam penerapan manajemen sumber daya
manusia di perguruan tinggi terdapat berbagai tantangan seperti keterbatasan sumber
daya manusia, perbedaan budaya dan nilai, serta kesulitan dalam fleksibilitas. Oleh
karena itu, diperlukan beberapa solusi dalam menghadapi permasalahan tersebut,
seperti penggunaan teknologi dan otomasi, peningkatan kesadaran akan nilai dan
budaya, serta pengembangan program employee engagement.

Kata Kunci: Kinerja Organisasi, Kebijakan Sumber Daya Manusia, Monitoring dan Evaluasi
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INTRODUCTION

In the current era of global business, competition is getting more
challenging, and organizations must compete effectively and efficiently
internationally (Kusumawati, 2021; Al-Okaily, 2022). Organizations must adapt
quickly to technological, market, and regulatory changes and exploit existing
global opportunities (Klein et al., 2021; Thach et al., 2021). In this context, human
resource management (HR) becomes increasingly important because an
organization's success depends heavily on its employees' quality and performance
(Anwar et al., 2021; Subramanian et al., 2022).

Several studies have explained that effective HR management policies can
assist organizations in recruiting, developing, motivating, and retaining quality
employees (Tien et al., 2021; Darmawan et al., 2021; Ghani et al., 2022; Idrus et al.,
2023). Quality employees can positively contribute to organizational performance,
such as increased productivity, innovation, customer satisfaction, and profits
(Ansari, 2021; Turner et al., 2020; Alzoubi et al., 2022). Therefore, implementing
effective HR management policies is very important for organizations in the global
business era (Arifudin et al., 2021; Sinambela et al., 2022).

Islamic University of Kalimantan Muhammad Arsyad Al Banjari (UNISKA)
Banjarmasin is one of the universities that has a vital role in developing education
in the South Kalimantan region. As a higher education institution, UNISKA
Banjarmasin aims to provide quality education and produce graduates who are
competent and ready to compete in the world of work.

In facing the challenges of rapid global change, both in the field of education
and in job competition, UNISKA Banjarmasin needs to continue improving its
performance to remain relevant and produce quality graduates. One of the critical
factors in improving organizational performance is effective human resource
management (Supriyadi et al., 2020; Sinambela et al., 2022; Munir et al., 2022).
Human resource management (HR) is a strategic approach that focuses on
managing, developing, and utilizing the potential of human resources in
organizations (Utamy et al., 2020; Rosario et al., 2022; Sinambela et al., 2022). In the
context of UNISKA Banjarmasin, good HR management will help improve the
quality of teachers and support staff and create a productive and innovative work
environment.

Human resources are essential in every organizational activity because the
quality of these things determines the performance of an institution (Qutni et al.,
2021). The management and development of human resources is an investment for
educational institutions because it requires funds to support this (Nocker & Sena,
2019; Agarwal, 2021). In line with this, the institution's benefits are also great
because the academic community it has are professional and reliable in doing all
the work at UNISKA. Thus the management and development of human resources
are determinants of success in an organization, especially in the era of
globalization, where competitors are not only from within the country but also
from abroad who participate in enlivening and vying to attract public interest
(Errida & Lotfi, 2021; Thite, 2022).
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It is this increasingly fierce competition that makes UNISKA's competitors
must have quality human resources within their organization so that they have a
good process of results. In facing increasingly fierce competition in education,
UNISKA Banjarmasin must implement policies to improve organizational
performance through holistic and sustainable HR management. This aims to
optimize the potential of human resources at UNISKA Banjarmasin, increase
organizational efficiency and effectiveness, and provide the best educational
services to students.

This policy will become the basis for efforts to develop, fulfill needs,
reward, and evaluate the performance of university human resources. With a firm
policy, UNISKA Banjarmasin can achieve sustainable organizational performance
improvements and excellence in South Kalimantan's education world.

Through strengthening HR management, UNISKA Banjarmasin can
improve the competency development of lecturers and support staff, improve the
quality of teaching and research, and strengthen cooperative relationships
between faculties, departments, and other units within the university. In addition,
good HR management will also increase the satisfaction and work motivation of
educators and education staff, which will ultimately positively impact the quality
of education and the image of UNISKA Banjarmasin as a superior tertiary
institution.

The novelty of this research lies in the holistic approach used to improve
organizational performance at UNISKA Banjarmasin. This means focusing on
individual development separately and considering interactions and synergies
between the various components of human resources at the university, including
lecturers, support staff, and students. This policy recognizes the Islamic context of
UNISKA Banjarmasin as the basis for developing and implementing HR
management. This includes an emphasis on Islamic values, work ethics, and a
holistic approach to education based on religious values.

Furthermore, it relates to adaptation to existing and developing local
wisdom. This policy explicitly covers aspects such as the need for developing
particular competencies, local wisdom, and equal access to higher education in the
region. This policy encourages collaboration and active involvement of all
stakeholders at UNISKA Banjarmasin, including leaders, lecturers, support staff,
and students. This creates a participatory and inclusive climate where everyone
can contribute to improving organizational performance.

This study aims to analyze organizational performance optimization
through human resource management at UNISKA. With a combination of these
new elements, the university's policy of improving organizational performance
through human resource management at UNISKA Banjarmasin has a unique and
novel approach to human resource management. This will positively impact the
quality of education, research, and community service at UNISKA Banjarmasin
and significantly contribute to the development of higher education in the South
Kalimantan region.
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RESEARCH METHODS

The research used is a qualitative approach method with a case study
approach. Qualitative methods function to describe and understand the meaning
behind the visible data. Sugiyono (2011) states that qualitative methods tend to
direct research into descriptive research types. Descriptive qualitative research can
describe and provide an understanding of complex reality. This method is needed
to examine specific populations or groups, identify categories that cannot be
assessed, or uncover hidden information (Creswell, 2013).

This research tries to describe facts and involves collecting reliable data,
primarily through in-depth interviews, observation, and documentation. The
researcher, the main instrument in this study, collects data, seeks information,
interprets, analyzes, and presents data.

Data analysis includes data reduction, data visualization, and
drawing/verifying conclusions. Data reduction includes summarizing, examining
key components, focusing on what is essential, and looking for themes and
patterns (Milles & Huberman, 2014). After the data reduction step, the next step is
to display the results. The data processed from the data reduction process creates
a data display. The writings/scripts of the results of observations and interviews
are arranged and sorted into thematic groups. Explanation of the theme categories
in the research results and discussion sub-chapters is based on research findings.
The final step is to conclude the findings by explaining how the research questions
were handled.

RESULTS AND DISCUSSION
Focus on Vision and Mission Achievement Targets

This policy will establish short-term and long-term goals and the vision to
be achieved by UNISKA Banjarmasin in terms of improving organizational
performance through HR management. Such goals include improving teaching
quality, more productive research, strengthening community relations, and
achieving excellence in higher education. This policy will establish basic principles
to form the basis for policy development and implementation (Cohen-Shacham et
al., 2019; Floridi et al., 2021). These principles include fairness, transparency,
participation, respect, sustainable development, and environmental sustainability.

One of the university leaders conveyed this and said that we need to focus
on achieving the vision and mission through various strategies to optimally
achieve UNISKA Banjarmasin's vision and mission. Besides that, it is necessary to
strengthen existing human resources, both soft skills and hard skills (ifmn_2).
Furthermore, one of the heads of the study program at UNISKA Banjarmasin said
that focusing on achieving vision and mission targets is the initial determinant for
achieving shared dreams, so strategic and strengthening steps must be taken in
various aspects (ifmn_6)

Statements from these informants show that UNISKA Banjarmasin focuses
on the target of achieving the vision and mission because this is the foundation of
the direction and goals of the institution. The vision and mission of the university
is a strategic guide that defines long-term goals and objectives to be achieved by
the university.
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At least there are several reasons why UNISKA Banjarmasin focuses on
achieving its vision and mission targets: First, the university's vision and mission
provide a clear identity and specific goals. They establish moral, social, and
academic guidelines against which all university activities and initiatives are
based. By having a clear vision and mission, universities can use them as a basis
for making strategic decisions (Giuri et al., 2019; Klofsten et al., 2019). Every
decision must align with the vision and mission so that the final goal can be
achieved (Mensah, 2019; Aggarwal & Kumar, 2020).

Second, an inspiring and strong vision and mission can attract the interest
of prospective students, faculty, staff, and other related parties to contribute to
achieving common goals. They become more motivated because they can see their
contribution to the big goals of the university. Universities that focus on a strong
vision and mission tend to build a good reputation in the eyes of society. As
universities achieve their ambitious goals, their reputation as an educational
institution of excellence and innovation will only grow.

Second, a compelling vision and mission can pique the interest of potential
students, professors, staff, and other relevant parties to participate in the
achievement of shared objectives. They become more motivated because they can
see how their efforts are helping the university achieve its primary objectives.
Universities with a clear vision and mission often gain a positive reputation with
the public. Universities will become known as educational institutions of
excellence and innovation as they fulfill their lofty objectives.

Thirdly, the vision and mission established offer a framework for
evaluating the effectiveness of the university. Universities can assess their
progress toward their objectives and determine whether revisions are necessary
by setting measurable achievement targets. Its future-focused vision and mission
inspire The institution to develop and innovate. They will explore fresh
approaches to raise the study, research, and volunteer work standard.

The university can focus its resources and efforts toward accomplishing the
objectives by fulfilling the vision and mission targets. This is an efficient strategy
to guarantee the university's expansion and sustainability as a top-notch
educational facility that benefits society.

Competitive Recruitment and Selection Policy

Quality Human Resources will directly affect the quality of education
provided by tertiary institutions. Competent lecturers and staff can provide better
teaching, practical academic guidance, and a positive learning environment for
students.

One of the faculty leaders at UNISKA Banjarmasin said, "In improving
human resources on this campus, we always try to select input human resources
who will devote themselves to this institution. Of course, this is done through
competitive needs analysis, recruitment, and selection activities. We will get
qualified and expected human resources (ifmn_4).

Likewise, with the statement of one lecturer who said that when I wanted
to enter here, I received information on lecturer vacancies on this campus through
social media, I studied the requirements carefully, then registered. There were
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several applicants for the lecturer formation who passed the administrative
selection and passed the interview, including me (ifmn_8).

What was conveyed by the informant shows that UNISKA Banjarmasin is
serious about building the quality of human resources in it. The university
implements a strict recruitment and selection process to obtain qualified teaching
and educational staff. This process must be based on clear and transparent criteria
and consider the candidate's competency, experience, and potential.

Based on the interviews and observations, the following data were
obtained; First, to get superior human resources, UNISKA Banjarmasin conducts
an HR needs analysis. This includes identifying the roles or positions needed to
fill gaps or improve the operational efficiency of the university. This analysis
involves study programs, faculties, administrative staff, and other relevant roles.
Second, based on an analysis of HR needs, UNISKA Banjarmasin makes short-
term and long-term recruitment plans. This is intended to determine the required
resources, the required budget, and the recruitment strategy to be used. Third, the
recruitment process begins by announcing job vacancies widely and transparently.
This announcement is published through the university website, social media,
bulletin board, and other relevant channels. Fourth, UNISKA Banjarmasin applies
a competency-based selection process to ensure that the candidates have the
qualifications and abilities matching the job requirements. Apart from looking at
academic qualifications, experience, and technical abilities, it is also essential to
consider the attitude, values, and motivation of the candidate toward the mission
and vision of the university. Fifth, interviews and other assessments are used to
assess the candidate's communication skills, problem-solving, and personality.
The interview questions are designed to evaluate the personal and professional
qualities of the candidate and the extent to which they fit with UNISKA
Banjarmasin's culture and values.

Interview
Needs Recruitment and
Analysis Announcement assessment
® - - o -
Recruitment Competency
Planning Based
Selection

Figure 1. Competitive Recruitment and Selection Policies

As shown in Figure 1, the selection process ensures that the employee
recruitment and selection process is carried out correctly to attract and employ
qualified individuals according to the organization's needs. Competitive
recruitment and selection enable organizations to attract high-quality and capable
talent. This process allows appropriately qualified individuals to compete pretty
and acquire positions that match their skills.

Employing the best candidates for various positions and responsibilities
can help firms improve productivity and performance (Mousa & Othman, 2020).
The correct staff will be more capable of quickly adapting, contributing effectively,
and meeting job goals. A transparent, equitable, and competitive hiring and
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selection procedure can enhance the organization's reputation among potential
employees and the general public. Candidates with the necessary qualifications
are more likely to apply to universities with a solid reputation for having a merit-
based selection procedure (Adamu, 2019).

Career Development Policy

A good career development policy is critical in strengthening Human
Resources (HR) at the UNISKA Banjarmasin. Effective career development helps
employees continuously improve their skills, knowledge, and competencies to
contribute optimally to the university. Career development policies include
awards, promotions, and opportunities for individual achievements and potential.

In practice in the field, UNISKA Banjarmasin carries out a career
development policy for educators and their education; First, UNISKA Banjarmasin
identifies the employees will career development needs of em involves
performance appraisal and skills gap analysis, in which comparisons are made
between the skills and knowledge possessed by employees with existing or future
needs at the university.

This was conveyed by the leadership of UNISKA Banjarmasin, who said
that the identification of the needs of lecturers and staff had to be detailed, starting
from the most minor things to the most significant things. This is intended so that
employee career development is genuinely by expectations and not wasting
money (ifmn_3).

The informant's statement conveys the meaning that the identification of
employee career development needs in tertiary institutions has essential goals that
can help improve the performance and quality of human resources in these
institutions. By identifying career development needs, universities can identify
employee competencies and skills that need to be improved. By identifying areas
where employees need further development, universities can organize
appropriate training and development programs to enhance their capabilities.

This is based on the dynamics of development and change in the high-speed
world of education. The world of education continues to develop and face
changes. Identifying career development needs helps universities adapt their staff
to the latest curriculum, technology, or regulation changes to remain relevant and
effective in facing new challenges.

Identifying career development needs helps in identifying potential
candidates for future leadership positions (Casad et al., 2021). By providing the
proper training and development, universities can prepare employees to take an
essential role in driving the institution in a better direction. Appropriate career
development can increase employee loyalty and retention in tertiary institutions.
Employees are more likely to stay and contribute longer if they feel the institution
cares about and invests in their development (Howard & Khalifeh, 2020).

Second, after identifying development needs, UNISKA Banjarmasin
prepares individual career development plans for each employee. This plan
should include training, learning opportunities, and other developmental
experiences that match their career goals and development needs. The career
development policy includes training and professional development programs
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relevant to employees' duties and responsibilities, such as seminars, workshops,
online training, certification programs, and so on. Programs for employee career
advancement and training may aid in raising the standard of instruction at
UNISKA Banjarmasin. Employees can improve the learning experience for
students by receiving up-to-date training on efficient teaching practices,
educational technologies, and learning strategies. Similarly, when it comes to the
professional growth of educational personnel, training must be focused on
enhancing both employees' soft and hard skills.

A comprehensive training program helps employees stay informed about
the latest education, technology, and research developments (Luckin & Cukurova,
2019).. This helps universities remain relevant and competitive in the world of
education. Continuous training helps employees develop the skills and
competencies needed to perform their duties better. This includes technical,
managerial, communication, and leadership skills relevant to their roles and
responsibilities. In addition, career development programs show employees that
the college cares about their development and advancement (Zacher et al., 2019).
This can increase employee motivation and job satisfaction, which positively
impacts their productivity and loyalty to the institution.

Employees may stay current on the most recent advancements in research,
technology, and education with an extensive training program. In higher
education, this helps colleges stay relevant and competitive. Employees who
receive ongoing training can better acquire the skills and competencies required
to execute their jobs. This encompasses managerial, leadership, technical, and
communication abilities pertinent to their positions and duties. Career
development initiatives also convey to staff members the college's concern for their
growth and promotion. Employee productivity and loyalty to the organization can
benefit from this since it can enhance employee motivation and job satisfaction
(Astuti et al., 2020).

Continuous Performance Appraisal Policy

Building a fair, objective, and sustainable performance appraisal system for
lecturers and support staff. This assessment must cover aspects such as teaching
quality, research contribution, community service, and application of Islamic
values in the work environment. Effective performance appraisal at UNISKA
Banjarmasin can identify employee strengths and weaknesses, provide
constructive feedback, and plan career development.

From the data in the field, information was obtained that first setting goals
and performance targets carried out the continuous performance appraisal policy
at UNISKA Banjarmasin. Each employee must have clear performance goals and
objectives related to their responsibilities and the strategic objectives of UNISKA
Banjarmasin. This goal must be measurable and verifiable to assess performance
achievement.

Performance goals and objectives provide clear direction for employees on
what is expected of them in their jobs. By having specific goals, employees can
focus on essential tasks and contribute optimally to achieving these goals. Setting
performance goals and objectives opens opportunities to improve performance
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continuously. Employees can compare their achievements with the goals set and
look for ways to improve their performance in the future continuously.

Second, performance appraisal must be carried out regularly, for example,
every year. This assessment should focus on achieving performance goals and
objectives over a specified period and progress in assigned tasks. Performance
appraisals conducted periodically at UNISKA Banjarmasin are essential to
supporting human resource management and improving overall organizational
performance.

In this case, periodic performance appraisals allow management to evaluate
employee performance over a certain period objectively. This helps identify each
employee's strengths, weaknesses, and areas for improvement. Such an
assessment allows management to recognize and reward high performers.
Recognition of their accomplishments can increase motivation and job satisfaction
and help retain high-performing employees.

Third, managers and immediate superiors provide constructive feedback
about employee performance. This includes recognizing good performance and
identifying areas that need improvement. In addition, performance appraisal can
be used to plan career development and training.

By receiving constructive feedback, UNISKA Banjarmasin employees can
better understand their progress toward attaining their objectives and
expectations. Employees can improve their performance by concentrating on the
areas that require development by being aware of them. Additionally, it gives the
manager or direct superior the chance to review expectations for personnel and
clients. This ensures that employees' goals align with those of the company and
helps them comprehend what is expected of them.

Employee motivation can rise when they receive encouraging feedback and
are recognized for good work (Jabagi et al., 2019). Employees are likelier to
continue giving their all when they feel appreciated and recognized for their work.
The strengths and weaknesses of an employee can be determined through this
practice (Waltz et al., 2020). Using this data, it is possible to create training and
development plans that will improve the skills and competencies of the workforce.

Fourth, UNISKA Banjarmasin's teaching and educational staff receives
ongoing performance evaluations, followed by a career development plan suitable
for assisting staff members in honing their skills and competencies. The institution
offers training and development opportunities to enable staff members to realize
their full potential. Fifth, the appraisal policy includes awards and
acknowledgment for exceptional performance. This could spur workers on to keep

working.
Periodic Career Recognition
Assessment Development and Awards

Figure 2. Continuous Performance Appraisal Policy

Remembering that a continuous performance appraisal strategy needs to be
implemented, considering each team member's particular demands and
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characteristics is crucial. UNISKA Banjarmasin's human resources must be given
priority during policy implementation in order for them to grow and effectively
contribute to the advancement of the institution.

Monitoring and Evaluation

The monitoring and evaluation policy on human resources at UNISKA
Banjarmasin establishes a mechanism for monitoring and evaluating the
implementation of policies and overall organizational performance. This involves
regular data collection, analysis, and monitoring to measure the achievement of
objectives and make improvements where necessary.

Optimizing organizational performance through monitoring and
evaluating human resources at UNISKA Banjarmasin is necessary because it has a
crucial role in ensuring that human resource goals and strategies are achieved
effectively. This was conveyed by the staffing department, which said that
"universities need to carry out regular monitoring and evaluation activities for all
employees on this campus, both lecturers and staff. This is intended so all parties
can determine how far the targets have been achieved" (ifmn_5).

The informant's statement shows that higher education leaders must
regularly monitor progress in achieving human resource goals. This helps
management to stay focused on achieving targets and taking corrective action
when necessary. This is by the Hadith of Rasulullah SAW;

e O 4 el s
It means; "Evaluate yourself before you are evaluated".

Evaluation in managerial activities is highly recommended by religion. The
requirement here is, of course, based on the intention of amar ma'ruf nahi munkar,
which aims to improve overall in every unit in an organization. Therefore,
monitoring and evaluation allow universities to improve the human resource
management system continuously. Evaluation data helps detect changing trends
and challenges in the work environment and provides a basis for adopting
appropriate strategies.

Monitoring and evaluation lay a solid framework for making decisions
based on facts (Wang, 2021). This information can be used by management to
assess the success of a program, find efficient policies, and make the required
adjustments. Additionally, this activity aids in assessing the efficacy of current
human resource policy. This covers the rules for hiring, choosing, developing,
paying, and managing performance. This assessment aids in ensuring that the
organization's goals are being met and that the policies yield the desired outcomes
(Land et al., 2019; Kabeyi, 2019),.

CONCLUSION

Islamic University of Kalimantan Muhammad Arsyad Al Banjari
Banjarmasin enhancing organizational performance through human resource
management is a strategic move to maximize organizational performance through
efficient human resource management. This policy places a strong emphasis on
the role that human resource management plays in enhancing organizational
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performance. A suitable work environment, applicable skills, development
opportunities, and a healthy work-life balance will all be provided for academics
and support staff via effective HR management. By putting this policy into
practice, UNISKA Banjarmasin can enhance its research, teaching, and community
service standard while solidifying its position as South Kalimantan's premier
academic school. By managing its human resources well, UNISKA Banjarmasin
can maximize its potential.
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