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Abstrak

Manajemen kinerja tenaga pendidik dan kependidikan merupakan aspek penting dalam peningkatan kualitas
pendidikan di Indonesia. Penelitian ini bertujuan untuk menganalisis konsep, implementasi, dan tantangan
dalam manajemen kinerja tenaga pendidik dan kependidikan, serta memberikan rekomendasi untuk perbaikan
sistem. Metode penelitian yang digunakan adalah penelitian pustaka dengan pendekatan kualitatif melalui
analisis literatur dari berbagai sumber relevan yang mencakup periode 2021-2024. Hasil penelitian
menunjukkan bahwa manajemen kinerja yang efektif memerlukan sistem penilaian yang komprehensif,
pengembangan profesional berkelanjutan, dan dukungan infrastruktur yang memadai. Temuan utama
menunjukkan bahwa implementasi manajemen kinerja masih menghadapi tantangan seperti keterbatasan
sumber daya, kurangnya standardisasi sistem penilaian, dan minimnya program pengembangan kapasitas.
Penelitian ini merekomendasikan perlunya reformasi sistem manajemen kinerja yang lebih holistik, penerapan
teknologi dalam pemantauan dan evaluasi, serta penguatan kolaborasi antar pemangku kepentingan
pendidikan untuk mencapai peningkatan kinerja yang berkelanjutan.

Kata kunci: Manajemen kinerja, tenaga pendidikan, tenaga kependidikan, kualitas pendidikan, pengembangan professional
Abstract

Performance management of education personnel and educational affairs is a fundamental aspect of improving the quality of
education in Indonesia. This study aims to analyze the concepts, implementation, and challenges of performance
management for education personnel and educational affairs, as well as to provide recommendations for system
improvement. The research method used is library research with a qualitative approach through literature analysis from
various relevant sources covering the period 2021-2024. The results indicate that effective performance management
requires a comprehensive evaluation system, continuous professional development, and adequate infrastructure support. Key
findings highlight that the implementation of performance management still faces challenges such as limited resources, lack
of standardization in evaluation systems, and insufficient capacity development programs. This study recommends the need
for a more holistic performance management system reform, the integration of technology in monitoring and evaluation, and
strengthening collaboration among education stakeholders to achieve sustainable performance improvement.

Keywords: Performance management, education personnel, education personnel, quality of education, professional
development

1. INTRODUCTION

Education constitutes a cornerstone in national development, as the advancement of a
country is closely linked to the quality of its human resources, which is largely shaped
through education. The quality of education itself is strongly influenced by the effectiveness
and performance of education personnel and educational staff who operate within the
educational system (Wulogening & Timan, 2020; Safitri et al., 2022; Fadliyana & Nugraheni,
2024). Consequently, performance management in the education sector emerges as a strategic
instrument for enhancing educational quality and ensuring sustainable national development
(Fauz et al., 2020; Malik et al., 2020; Batubara & Arifin, 2022). In the Indonesian context,
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the establishment of an effective performance management system has become increasingly
complex due to rapid technological advancements, escalating global competency standards,
and the pressing need for educational institutions to adapt to the demands of the digital era
(Rajaa & Mekkaoui, 2025; Sinambela & Darmawan, 2021; Choi et al., 2023).

Education personnel including teachers, lecturers, and instructors occupy a pivotal role
in facilitating learning processes and fostering students’ academic, social, and moral
development. Their professional performance directly affects learning outcomes and the
formation of students’ character and competencies. At the same time, educational staff such
as school principals, supervisors, laboratory technicians, librarians, and administrative
personnel provide essential structural and managerial support that sustains a productive and
conducive educational environment. As emphasized by Kumala (2022), both education
personnel and educational staff must be supported by a well-designed performance
management system that enables them to function optimally and contribute effectively to the
achievement of institutional and national educational objectives.

Recent developments in educational performance management indicate a paradigm
shift from conventional, administratively oriented evaluation systems toward more
integrative and outcome-based management frameworks. These contemporary approaches
emphasize measurable performance indicators, continuous professional development, and
accountability for results rather than mere compliance with procedural requirements. Such a
shift aligns with growing public demands for transparency and accountability in the use of
educational resources, as well as the necessity to assess the impact of educational investments
in a more systematic and evidence-based manner (Ramdani & Anjar, 2023).

Despite these conceptual advancements, the practical implementation of effective
performance management systems in education continues to face significant challenges.
These challenges include inconsistencies in policy implementation, inadequate technological
and institutional infrastructure, and varying levels of human resource readiness across
educational institutions. In many cases, performance evaluation mechanisms have not yet
been fully integrated with professional development programs, incentive systems, or
organizational improvement strategies, resulting in limited impact on overall educational
quality.

Therefore, this study is particularly significant, as comprehensive research that
integrates multiple dimensions of performance management for education personnel and
educational staff within the contemporary Indonesian education system remains limited. By
systematically reviewing and analyzing existing literature, this research seeks to offer a
holistic understanding of current practices, identify critical gaps, and propose strategic
recommendations for strengthening performance management frameworks in the education
sector. The findings of this study are expected to contribute not only to academic discourse
but also to policy formulation and practical implementation aimed at improving educational
performance and outcomes in Indonesia.

2. LITERATURE REVIEW
Performance Management Concept

Performance management in the context of education is defined as a systematic process
for planning, implementing, monitoring, and evaluating the performance of education
personnel and educational staff to effectively and efficiently achieve educational
organizational goals (Tanjung et al., 2024; Miao et al., 2023; Bourne et al., 2018). This
concept includes setting performance standards, measuring achievements, providing
feedback, and continuous capacity development. Modern performance management theory
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emphasizes the importance of a holistic approach that integrates individual, team, and
organizational aspects. The Balanced Scorecard model, adapted for the education sector,
shows that performance measurement should include perspectives on finances, stakeholders,
internal processes, as well as learning and growth (Latif & Zahriani, 2020). In the educational
context, these perspectives can be translated into resource efficiency, student and parent
satisfaction, the quality of the learning process, and continuous professional development.

Characteristics of Education Personnel and Educational Staff

Education personnel have unique characteristics that distinguish them from other
professions, including their dual role as educators, guides, and role models for students
(Palah et al., 2022; Ji, 2022). The competencies required include pedagogical, personality,
social, and professional competencies, as outlined in the National Education Standards
(Setianingsih et al., 2021). This complex role demands a performance management system
that can accommodate the multidimensional tasks and responsibilities. Educational staff, on
the other hand, have various supporting functions according to their fields of responsibility.
School principals serve as both managers and educational leaders, supervisors function as
supervisors and mentors, while administrative staff ensure the smooth operation of
educational institutions (Abinnashih & Nurfuadi, 2023). The diversity of these roles requires
a flexible but standardized performance management approach.

Performance Assessment Dimensions

The performance assessment of education personnel and educational staff includes
several key dimensions. First, the input dimension, which includes academic qualifications,
competencies, and motivation. Second, the process dimension, which covers the quality of
planning, task implementation, and interactions with stakeholders. Third, the output
dimension, which refers to the work results that can be measured both quantitatively and
qualitatively. Fourth, the outcome dimension, which shows the long-term impact on
achieving educational goals (Siregar et al., 2024). A comprehensive performance assessment
model must also consider contextual aspects such as the work environment, the availability of
resources, and management support. The 360-degree feedback approach, which involves
various parties such as superiors, colleagues, and external stakeholders, is increasingly being
implemented to provide a more objective and comprehensive performance overview
(Pebriyanti, 2025).

3. METHOD

This research uses a library research method with a qualitative approach to analyze
literature related to the performance management of education personnel and educational
staff (Neuman, 2019; Tisdell et al., 2025). This type of research was chosen to provide an in-
depth understanding of the concepts, theories, and practices of performance management
based on a comprehensive literature review. The data sources consist of primary and
secondary literature, including academic journals, textbooks, research reports, and policy
documents published between 2021 and 2024. The literature selection criteria include
relevance to the research topic, source credibility, and the novelty of the information. The
literature search was conducted through academic databases such as Google Scholar, DOAJ,
and repositories of higher education institutions (Sugiyono, 2020).
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The data analysis technique used is content analysis to identify key themes, patterns,
and trends in the literature being reviewed (Susanto et al., 2023). The analysis process
includes stages of data reduction, categorization, interpretation, and conclusion drawing. The
validity of the analysis is ensured through source triangulation and peer review, involving
experts in the field of educational management. The limitations of this research lie in the
focus on literature in Indonesian and English and the relatively recent publication period.
However, these limitations add value in terms of the currency and relevance of the findings to
the current state of performance management in education.

4. RESULT AND DISCUSSION

Result

Implementation of Performance Management for Education Personnel

The literature review reveals that the implementation of performance management for
education personnel in Indonesia has experienced significant developments in recent years.
The Teacher Performance Assessment System (PKG), which has been implemented
nationally, demonstrates a systematic effort to measure and improve teacher performance
(Wulandari & Poerwanti, 2023). This system includes the assessment of lesson planning,
teaching execution, and assessment of learning outcomes. However, evaluations of the PKG
implementation reveal several challenges. First, there is a limitation in the capacity of
assessors to conduct objective and consistent evaluations. Many school principals and
supervisors lack adequate competencies in performing supervision and performance
assessments. Second, the assessment instruments have not fully accommodated the diversity
of school contexts and characteristics, especially in remote and disadvantaged areas (Budianti
& Setiawan, 2023). The use of technology in performance management is beginning to show
positive impacts. Digital platforms for monitoring and evaluating teacher performance allow
for a more efficient and transparent assessment process. Integrated performance management
information systems also facilitate performance data analysis for more accurate decision-
making (Anggara & Enramika, 2024).

Performance Management for Educational Staff

Performance management for educational staff shows more complexity compared to
education personnel due to the diversity of positions and functions. The school principal, as
an educational leader, has performance indicators that include leadership in learning, resource
management, and school culture development. Research shows that school principals with
strong managerial and leadership competencies contribute significantly to overall school
performance improvement (Harto & Madihah, 2025). Administrative and other supporting
staff require a different performance assessment system, focusing on service efficiency, data
accuracy, and support for the learning process. The implementation of service level
agreements (SLA) for educational staff is being adopted in some institutions as an effort to
standardize service quality (Irmawati et al., 2024). Career development for educational staff
remains a major challenge in performance management. The limited promotion pathways and
professional development programs lead to low motivation and performance. Research
highlights the need for a talent management system that can identify, develop, and retain
quality educational staff.

Factors Affecting Performance

The literature analysis identifies several key factors that affect the performance of education
personnel and educational staff. Internal factors include motivation, competence, and job
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satisfaction. Research shows that intrinsic motivation, such as passion for the teaching
profession, has a strong positive correlation with performance, while extrinsic motivation,
such as financial incentives, has a varied impact (Anggraeni, 2021). External factors include
management support, availability of resources, organizational culture, and institutional
policies. A conducive and supportive work environment has been proven to significantly
improve performance. Conversely, complex bureaucracy and lack of autonomy in work are
major barriers to optimal performance (Siregar et al., 2024). Technology also plays an
increasingly important role (Nguyen & Habdk, 2022; Thornbury, 2023; Prayudha, 2023).
Digital literacy and the ability to adapt to educational technology are performance
determinants in the digital era (Agaard et al., 2022; Demirdis, 2025; Ng, 2021). Education
personnel and staff who can integrate technology into their tasks show better performance
compared to those who still rely on conventional methods (Pebriyanti, 2025).

Challenges and Obstacles

The implementation of performance management faces various structural and operational
challenges. Structural challenges include budget limitations for human resource development
programs, regulations that are not synchronized across government levels, and resistance to
changes in established systems. Many educational institutions still rely on traditional
approaches in performance management without utilizing the latest innovations and
technologies. Operational challenges include the limited time for comprehensive performance
assessments, lack of standardization in assessment instruments, and the absence of follow-up
programs after assessments. Supervision and coaching, which should be integral parts of
performance management, are often not optimally carried out due to high workloads and the
limited competence of supervisors (Latif & Zahriani, 2020).

5. CONCLUSION

Based on the literature analysis conducted, it can be concluded that performance
management of education personnel and educational staff is a complex system that requires a
holistic and sustainable approach. The implementation of performance management systems
in Indonesia has shown significant progress, but it still faces various challenges in policy,
infrastructure, and human resource readiness. Factors influencing performance include
individual, organizational, and contextual dimensions that interact with each other.
Motivation, competence, management support, and technology adaptation are key
determinants of successful performance management. Meanwhile, the main challenges
include the standardization of assessment systems, capacity building for assessors, and the
sustainability of professional development programs.

Based on the research findings, several strategic recommendations can be made for
improving the performance management system for education personnel and educational
staff. First, a reformulation of the performance assessment system is needed to be more
comprehensive by integrating multiple perspectives and local contexts. Second, investment in
the development of supervisors and performance assessors' capacity through continuous
training programs and competency certification. Third, the implementation of information
and communication technology in the performance management system to improve the
efficiency, transparency, and accuracy of processes. Fourth, the development of career
pathway and talent management programs to enhance motivation and retention of quality
personnel. Fifth, strengthening collaboration between educational institutions, the
government, and other stakeholders to create a supportive and sustainable performance
management ecosystem.

41



The Quality of Performance Management of Education Personnel and Educational Affairs

6. ACKNOWLEDGE

The author would like to express the deepest gratitude to all parties who have provided
support, guidance, and assistance during the process of preparing and publishing this journal.
Special thanks are given to the supervising lecturer for providing valuable direction and
feedback, and to the institution that facilitated the research. The author also thanks colleagues
and all parties who cannot be mentioned individually for their contributions and
collaboration. It is hoped that this journal will provide benefits for the development of
knowledge and serve as a reference for future research.

7. REFERENCES

Abinnashih, 1., & Nurfuadi, N. (2023). Kompetensi manajerial kepala madrasah dalam
meningkatkan kinerja pendidik dan tenaga kependidikan. Edukatif: Jurnal Illmu
Pendidikan, 5(1), 543-549. https://doi.org/10.31004/edukatif.v5i1.4451

Agaard, T., Bueie, A., & Hjukse, H. (2022). Teacher educator in a digital age: A study of
transformative agency. Nordic Journal of Digital Literacy, 17(1), 31-45.
https://doi.org/0.18261/njdl.17.1.3

Anggara, E., & Enramika, T. (2024). Pemanfaatan platform merdeka mengajar terhadap
peningkatan kompetensi guru sekolah dasar di era digital. ARSEN: Jurnal Penelitian
Pendidikan, 2(1), 37-44. https://doi.org/10.30822/arsen.v2i1.3408

Anggraeni, L. A. (2021). Faktor intrinsik dan ekstrinsik dimoderasi motivasi kerja terhadap
kinerja guru. Manajerial, 8(02), 118. https://doi.org/10.30587/manajerial.v8i02.2324

Batubara, M. S., & Arifin, Z. (2022). Manajemen Mutu Terpadu Pendidikan. In Medan: CV.
Pusdikra Mitra Jaya (Vol. 4, Issue 01).

Bourne, M., Melnyk, S., & Bititci, U. S. (2018). Performance measurement and management:
theory and practice. International Journal of Operations & Production Management,
38(11), 2010-2021. https://doi.org/10.1108/1JOPM-11-2018-784

Budianti, R., & Setiawan, D. (2023). Platform merdeka mengajar dalam meningkatkan
kompetensi guru di daerah 3T. Jurnal Pendidikan Tambusai, 7(3), 24390-24396.

Choi, S. ., Lee, H., & Y00, Y. (2023). The impact of digital transformation on organizational
performance in healthcare. Information & Management, 60(1), 103-117.
https://doi.org/10.1016/j.im.2022.103717

Demirdis, B. (2025). Integrating digital literacy to enhance emotional and social skills in
education. 1GI Global Scientific Publishing, 1-38. https://doi.org/10.4018/979-8-3693-
7555-6.ch001

Fadliyana, A., & Nugraheni, N. (2024). Analisis Kualitas Pendidikan Dasar Dalam Konteks
Pencapaian Tujuan Pembangunan Berkelanjutan (SDGs) di Indonesia. Jurnal
Pendidikan Indonesia (PJPI), 2(1), 111-120.
https://doi.org/https://doi.org/10.61930/pjpi.v2i1.583

Fauz, H. N., Perawaironegoro, D., & Suyadi. (2020). Implementasi Manajemen Mutu
Terpadu sebagai Strategi Efektif dalam Meningkatkan Kinerja Sekolah. Jurnal
Manajemen Pendidikan Islam, 10(2), 1-9. https://jurnal.iain-
bone.ac.id/index.php/adara/article/view/994

Harto, M., & Madihah, H. (2025). Manajemen kepemimpinan kepala sekolah dalam
meningkatkan kinerja guru. Jurnal Terapung: Illmu - Illmu Sosial, 7(1), 77.
https://doi.org/10.31602/jt.v711.18484

Irmawati, Halik, A., Rusliana, & Syamsuriani. (2024). Mutu layanan (service quality) pada
satuan pendidikan, 3. http://jurnal-unsultra.ac.id/index.php/sedu

Ji, X. (2022). Prospective Study on Professional Competence Development Planning of

42



Astuti et al.

Higher Education Teachers in the Context of Big Data. Hindawi Mobile Information
Systems, 2022. https://doi.org/10.1155/2022/6375363

Kumala, D. A. R. (2022). Strategi pengembangan sumber daya manusia. Jurnal Penelitian
Dan Pengembangan Sains Dan Humaniora, 6(2), 254-261.
https://doi.org/10.23887/jppsh.v6i2.50493

Latif, M. A., & Zahriani, N. (2020). Peningkatan kualitas manajemen pendidik dan tenaga
kependidikan di PAUD. Indonesian Journal of Early Childhood, 2(1), 1-16.

Malik, A., Ma’arif, S., & Huda, M. N. (2020). Kepemimpinan Kepala Sekolah Dalam
Implementasi Total Quality Management. Jurnal Penddikan Islam, 10(2), 113-127.
https://doi.org/0.15642/jkpi.2020.10.2.113-127

Miao, T., Janchai, W., & Panyanuwat, A. (2023). Measuring entrepreneurial lecturers’
competency and performance by applying a participatory knowledge management
approach in the “Foreign Experts Introduction Project” in China. International Journal
of Trade and Global Markets, 16(1-3), 217-236.
https://doi.org/10.1504/1JTGM.2022.128111

Neuman, W. L. (2019). Social research methods: Qualitative and Quantitative approaches. In
Pearson (Seventh Ed). Pearson New International Edition.
https://www.amazon.co.uk/Social-Research-Methods-
Quantitative/dp/0205786839/ref=sr_1 5?s=books&ie=UTF8&qid=1461496914&sr=1-
5&keywords=social+research+methods+qualitative+and+quantitative+approaches

Ng, W. (2021). Can we teach digital natives digital literacy? Computers & Education, 59(3),
1065-1078. https://doi.org/10.1016/j.compedu.2012.04.016

Nguyen, L. A. T., & Habdk, A. (2022). Digital Literacy of EFL Students: An Empirical
Study in Vietnamese Universities. Libri, 72(1), 53-66. https://doi.org/10.1515/libri-
2020-0165

Palah, S., Wasliman, I., Sauri, S., & Andriana Gaffar, M. (2022). Principal Strategic
Management In Improving The Quality Of Education. International Journal of
Educational Research & Social Sciences, 3(5), 2041-2051.
https://doi.org/10.51601/ijersc.v3i5.497

Pebriyanti, M. (2025). Implementasi metode 360-degree feedback sebagai metode evaluasi
kinerja guru: Studi kasus pada lembaga pendidikan keterampilan BBC Build Better
Communication (LKP BBC). INNOVATIVE: Journal Of Social Science Research, 5,
1410-1420.

Prayudha, J. (2023). Students’ Problems in Implementing Technology Integrated in ELT
Classroom. Journal of English  Education Program, 4(2), 125-137.
https://doi.org/10.26418/jeep.v4i2.64583

Rajaa, O., & Mekkaoui, A. (2025). Revealing the impact of social exchange theory on
financial performance: a systematic review of the mediating role of human resource
performance. Cogent  Business & Management, 12(1), 2475983.
https://doi.org/10.1080/23311975.2025.2475983

Ramdani, 1., & Anjar, G. (2023). Otonomi sistem dan pengelolaan pendidikan (pendekatan
school-based management). 01(01), 1-10.

Safitri, A. O., Yunianti, V. D., & Rostika, D. (2022). Upaya Peningkatan Pendidikan
Berkualitas di Indonesia: Analisis Pencapaian Sustainable Development Goals (SDGS).
Jurnal Basicedu, 6(4), 7096—7106. https://doi.org/10.31004/basicedu.v6i4.3296

Setianingsih, F. N., Setiawan, F., Fania, G. I., Muslikhah, A. H., & Aprilia, W. (2021).
Implementasi manajemen tenaga pendidik di sekolah dasar negeri 2 bunder. Jurnal
Inovasi Penelitian, 2(8), 2323-2332.

Sinambela, E. A., & Darmawan, D. (2021). Pengaruh Total Quality Management Dan
Manajemen Pengetahuan Terhadap Kinerja Organisasi. CEMERLANG : Jurnal

43



The Quality of Performance Management of Education Personnel and Educational Affairs

Manajemen Dan Ekonomi Bisnis, 1(4), 01-12.
https://doi.org/10.55606/cemerlang.v1i4.270

Siregar, N. S., Tantri, A., Lativah, H., & Maulana, M. R. (2024). Evaluasi sistem manajemen
kinerja guru dan tenaga kependidikan. Algebra: Jurnal Pendidikan, Sosial Dan Sains,
4(4), 189-196. https://doi.org/10.58432/algebra.v4i4.1189

Sugiyono. (2020). Metodologi penelitian kuantitatif, kualitatif dan R & D.

Susanto, D., Risnita, & Jailani, M. S. (2023). Teknik Pemeriksaan Keabsahan Data Dalam
Penelitian llmiah. Jurnal QOSIM Jurnal Pendidikan Sosial & Humaniora, 1(1), 53-61.
https://doi.org/10.61104/j9.v1i1.60

Tanjung, W. K., Julia, A. P., Nasution, H. Y., & Batubara, R. R. (2024). Pengelolaan kinerja
tenaga pendidik dalam meningkatkan mutu pendidikan. Algebra: Jurnal Pendidikan,
Sosial Dan Sains, 4(4), 197-208. https://doi.org/10.58432/algebra.v4i4.1190

Thornbury, S. (2023). Language teaching and methodology. In D. Nunan (Ed.), The
Routledge Handbook of  Applied Linguistics. Mc Graw Hill.
https://doi.org/10.4324/9781003082644-5

Tisdell, E. J., Merriam, S. B., & Struckey-Peyrot, H. L. (2025). Qualitative research: A guide
to design and implementation. John Wiley & Sons.

Wulandari, H., & Poerwanti, E. (2023). Analisis penilaian kinerja guru sekolah dasar. Afeksi:
Jurnal Penelitian Dan Evaluasi Pendidikan, 4(5), 463-470.
https://doi.org/10.35672/afeksi.v4i5.148

Wulogening, H. 1., & Timan, A. (2020). Implementasi Total Quality Management (TQM)
dalam sistem manajemen perencanaan kepala sekolah. Jurnal Akuntabilitas Manajemen
Pendidikan, 8(2), 137-146. https://doi.org/10.21831/jamp.v8i2.31282

44



