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Abstract. The increasing development of education in Indonesia has an impact on the need for
teachers who are qualified, professional, and have sufficient competence to meet the demands of
complex learning. One of the factors that can affect teacher performance is training and development.
The purpose of this study was to analyze and describe the effect of human resource training and
development on teacher performance as part of the Human Capital development strategy. The
research uses a qualitative approach through observation and interviews as well as filling out
questionnaires. Based on the results of observations and interviews, data was obtained that training
and development had been carried out based on the applicable provisions and regulations. Based on
the questionnaire data, it was found that the teacher's performance at SD Negeri 104242 Lubuk Pakam
was in the good category. Overall, research shows an increase in teacher performance, communication
and interaction between teachers and students is going well. It can be concluded that the application
of training and development to teacher performance as part of the human capital development
strategy at 104242 Lubuk Pakam Elementary School has been carried out based on the provisions and
regulations that apply as a whole and are adapted to the needs and criteria of each subject. This
research can be used as a reference in developing the quality of the teaching and learning process so
that the expected results can be achieved optimally and create quality graduates by improving teacher
performance as human capital.
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1. INTRODUCTION

The civilization of a nation is basically being built through education. Consequently,
education must always be based on the ideas of growth, development, renewal, and
sustainability, and its implementation must be properly managed (Amtu et al., 2020) . To meet
expectations for high quality education that is relevant to current needs, it is necessary to
consistently work to improve the quality of education (Siagian et al., 2021) . Quality education
is education that can help teachers and students realize their positive potential (Wibowo &
Saptono, 2018) . It is clear that having qualified teachers on staff is one of the determining
factors in achieving a great education (Rimm-Kaufman & Hamre, 2010) .

At present, in the era of 4.0 or the era of globalization, development is very rapid, especially
now that human capital competencies have become a form of human capital practice which is
the main issue of human development in almost all business organizations, both profit and non-
profit, in various countries (Djatola & Nur. 2021). Even in Indonesia, everything that discusses
human capital competencies , which in practice is called Competency Based Human Resources
Management (CBHRM), is widely discussed. starting from seminars, workshops, in-house
training , to best practice awards (Lilik A, 2017).

One of the factors that can influence teacher performance is the training and development
they receive. As stated by Jusriadi, et al (2021) that in an effort to create this competency, a
teacher needs to improve his abilities both in the form of formal, non-formal and informal
education. Relevant and targeted training and development can help teachers develop skills,
knowledge and effective teaching strategies. Therefore, implementing training and developing
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teacher resources in educational organizations is very beneficial for teacher performance in
facing various challenges to fulfill their responsibilities as educators.

Elementary School 104242 Lubuk Pakam, as part of the national education system, aims to
provide quality education to students. Based on observational data at School 104242 Lubuk
Pakam, there are 17 teachers. Of the 17 teachers, 98% have bachelor's degrees and 2% have
master's degrees. Meanwhile, in developing skills in the form of scientific activities to support
the learning process, only 8 class teachers (47%) had attended online learning media training
outside of school and 9 people (53%) subject teachers had not attended online training outside
of school but only studied from teachers who have attended training, while class teachers who
are aged around 5 teachers have attended training outside of school but are still unable to apply
the results of the training to students. Thus it is felt that it is important to understand the effect
of human capital training and development on the performance of teachers in Elementary
School 104242 Lubuk Pakam in more depth. In this unique context, qualitative research is
needed to explore the perceptions and experiences of teachers who have attended training and
development in these schools.

2. LITERATURE REVIEW
2.1. Training and Human Resource Development

According to Sutrisno (2015), development is a process of enhancing employees’ technical,
theoretical, conceptual, and moral competencies through education and training. The education
and training provided should be aligned with both current and future job requirements. Mondy
and Noe, as cited in Hardijanto (2018), define human resource development as a continuous
plan implemented by management to improve employee performance and organizational
performance through training, education, and development programs.

Furthermore, Rowley and Jackson (2016) state that human resource development is a
process aimed at enhancing employees’ knowledge, expertise, and abilities, as well as
developing competencies through training and development, organizational learning,
leadership management, and knowledge management in order to improve performance.

Based on the above definitions, it can be concluded that human resource development is a
set of activities designed to improve and enhance employees’ capabilities by increasing their
knowledge, mastery of theoretical concepts, and decision-making skills in addressing
organizational challenges through training, education, and development programs.

Training itself is a process that involves a series of deliberate actions carried out in the form
of assistance provided to the workforce by professional trainers within a specific period of time,
with the aim of improving participants’ job-related competencies in particular fields of work in
order to enhance effectiveness and productivity within an organization (Hamalik, 2015).

2.2. Human Capital Development

Human capital refers to the knowledge, expertise, abilities, and skills that position individuals
or employees as valuable capital or assets of an organization. Human capital is defined as the
knowledge, skills, and abilities possessed by individuals that can be utilized to deliver
professional services, particularly in the field of education. The term human capital is more
commonly known as human resources (Efendi, 2020).

A simplified representation of the concept of human capital is illustrated in the following
figure.
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Figure 2.1 Human Capital Diagram

Human capital consists of several fundamental elements, including intellectual capacity,
emotional capability, social networks, individual resilience, moral integrity, and physical health.
In line with this perspective, recent studies emphasize that these elements remain highly
relevant and play a strategic role in human resource development within modern organizations,
particularly in supporting the achievement of optimal performance (Riztia et al., 2025). In
addition, physical health and psychological well-being are increasingly recognized as integral
dimensions of human capital that directly contribute to improvements in work productivity
(Ramadhani et al., 2025). These six components of human capital will manifest optimally in
performance when supported by leadership capital and organizational structural capital that
provide a conducive working environment.

3. RESEARCH METHODS

This study used a qualitative approach that produces descriptive data in the form of written
or oral data from the people and their observed behavior. The population in this study were
teachers at SDN 104242 Lubuk Pakam. The sample in this study consisted of 17 teachers (2 boys
and 15 girls). Data were obtained using a closed questionnaire and documentation and then
providing a list of questions to the respondents who were the sample in the study. Data
collection techniques were also carried out through interviews and direct observation at SDN
104242 Lubuk Pakam.

4. RESULTS AND DISCUSSION

Relevant and targeted training and development can help teachers develop skills, knowledge
and effective teaching strategies. In addition, training and development can also motivate
teachers, increase job satisfaction, and develop good relationships between teachers and
students. Agreed according to Royani (2022) through training and development, the workforce
will be able to work on, develop and improve their performance. Therefore, implementing
training and developing teacher resources in educational organizations is very beneficial for
teacher performance in facing various challenges to fulfill their responsibilities as educators.

In simple terms, human capital is the real or latent ability of an individual that is formed by
an increase in both education and training that is carried out routinely and continuously
(continuously) and the results of development and training can be used to contribute to the
organization so that organizational goals can be achieved. run smoothly and accomplished. One
of the factors that can influence teacher performance is the training and development they
receive. As stated by Jusriadi, et al (2021) that in an effort to create this competency, a teacher
needs to improve his abilities both in the form of formal, non-formal and informal education.

The results of observations and interviews conducted by researchers at SD Negeri 104242
Lubuk Pakam obtained data that training and development had been carried out based on the
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provisions and regulations that apply as a whole and adapted to the needs and criteria of each
subject, to plan and implement activities and training and development with the aim of
increasing the ability and expertise as well as the performance of teachers in carrying out the
teaching and learning process. This is as stated by one of the teachers at SD Negeri 104242 Lubuk
Pakam who said that the training efforts carried out to develop the performance of teaching
staff were quite good. Of the training activities, the activities that are often attended are training
activities outside of school by sending educators to attend training and workshops according to
the number of participants required at the request (invitation), but training inside schools is also
carried out in a kind of in-house training. Existing education and training, including subject
competency training, library training, curriculum technical guidance, self-development training
to improve self-quality for example scientific publications, scientific writing training, training on
new learning media or PTK training.

Table 1. Results of Teacher Performance Assessment

No Statement Always Often Someti | Seldom | Never
mes
1 I am able to carry out learning in class well and structured. 88% 12% 0% 0% 0%
2 I h_ave a deep understanding of the key concepts in the subject matter 1% 18% 6% 6% 0%
being taught.
3 | I am able to provide constructive and specific feedback to help 5095 29% 12% 0% 0%

students improve their understanding and achievement.

4 I am able to create a conducive and orderly classroom environment
and manage time effectively in the implementation of learning 59% 18% 24% 0% 0%
activities in class.

5 I am able to identify the strengths and potential of students to

. R 53% 29% 0% 12% 6%
optimize the learning process.
6 [am ab_lel to encourage sty(_jents to actively participate in discussions 7% 18% 24% 6% 6%
by providing fair opportunities to each student.
7 [am ab_lel to encourage styt_jents to actively participate in discussions 1% 24% 6% 0% 0%
by providing fair opportunities to each student.
8 | I am able to design evaluation instruments in accordance with the o o o " o
learning objectives and the material being taught. 94% % 0% 0% 0%
9 [ actively collaborate with colleagues to sh_are ideas, experiences, and 100% 0% 0% 0% 0%
resources that can enhance student learning.
10 | Lam able to deal with unexpected changes in situations or conditions 0 o o o 0
with flexibility and ability to adapt. 47% 20% 12% 12% 0%
Total score acquisition 69% 18% 8% 4% 1%

Furthermore, based on the questionnaire data obtained related to teacher performance, it
was also found that the average teacher performance on the indicator was always carried out
at 69%, in this case it means that the performance of teachers at SD Negeri 104242 Lubuk Pakam
is in the good category. This is in accordance with a statement from a teacher who stated that
teacher qualifications had gone well, 98% of teachers who teach at SD Negeri 104242 Lubuk
Pakam have taught with a minimum S1 diploma in a linear manner. There were only two
teachers who taught not according to their qualifications. Meanwhile, if there are several
teachers who want to improve their qualifications for further studies, it is permitted from the
school, whether it's a scholarship program from the government or done privately.

From the results of observations, it can be seen that after training and development is held,
teachers must often apply the teaching and learning process directly or practicum. Overall,
research using the training and development model in teacher performance at SD Negeri 104242
Lubuk Pakam has shown that there is an increase in teacher performance, communication and
interaction between teachers and students goes well. However, it is not only the learning
outcomes that have increased, the attitude of students in responding to and participating in the
learning process has also experienced a fairly good improvement. This is consistent with
cognitive theory According to Suprijono (2011: 16) that learning is an active mental process to
achieve, remember and use knowledge emphasizing learning as an activity that involves very
complex thought processes and cognitive theory emphasizing learning as an activity involving
complex thought processes. very complex. Even so, there are obstacles and obstacles in carrying



The Fifth International Conference on Government Education Management and Tourism
(ICOGEMT-5)
Bandung, Indonesia, January, 24, 2026

out training and development in improving teacher performance that occur at SD Negeri 104242
Lubuk Pakam. This is as stated by a teacher regarding the main obstacle that is most visible in
this school is the limited facilities and infrastructure. Of course, if the facilities and infrastructure
are lacking, it will hinder the smooth running of a job. Then the lack of funds to attend trainings.
And | don't think all the teachers at this school are motivated to take part in the trainings.

Training and development can certainly improve the performance of students. This can be
seen starting from the increasing discipline of teachers towards time and discipline towards the
rules or regulations that have been set by the school. In addition, a person's performance can
be improved if there is a match between work and expertise, as well as the placement of
teachers in their fields of work. Placing teachers according to their expertise absolutely must be
done. If teachers are given assignments that are not in accordance with their expertise, it will
result in a decrease in the way they work and the results of their work, it will also cause them to
feel dissatisfied. Disappointment will hinder the development of teacher performance. Agree
with the results of research from Yuniarti, et al (2019) proving that training and development
can improve teacher performance at SMK Negeri 1 Muntok.

CONCLUSION

Based on the results of the research and discussion previously described, it can be concluded
that the implementation of training and development on teacher performance as part of the
human capital development strategy at 104242 Lubuk Pakam Elementary School has been
carried out based on the provisions and regulations that apply as a whole and adapted to the
needs and criteria for each subject, on the planning and implementation of activities and training
and development with the aim of increasing the ability and expertise and performance of
teachers in carrying out the teaching and learning process.

REFERENCES

Amtu, O., Makulua, K., Matital, J., & Pattiruhu, C. M. (2020). Improving Student Learning Outcomes
through School Culture, Work Motivation and Teacher Performance. International Journal of
Instruction, 13(4), 885—902. https://doi.org/10.29333/iji.2020.13454a

Djohar MS (2006). Guru, Pendidikan dan Pembinaanya. Yokyakarta: Grafica Indah.

Djatola, H, R., & Hilal Nur. (2021). Peran Human Capital Sebagai Sumber Strategi dalam Peningkayan
mutu Pendidikan Tinggi. Jurnal Sosial Humaniora 12(2): 141-155.

Efendi, S. (2020). The Role of Human Capital in the Education Sector in Efforts to Create Reliable
Organizational Human Resources. 2(1), 405-413.

Fauzi, I.K.A. Mengelola Pelatihan Partisipatif. 2011.Bandung : Alfabeta

Gomez-Messe, Baikin, Cardy. (2014). Managing Human Resouces. International Edition, Prentice Hall,
New Jersey

Hamalik, Oemar. (2015). Manajemen Pendidikan Ketenagakerjaan Pendekatan Terpadu. Jakarta: Bumi
Aksara

Hasibuan, Malayu S.P. (2015). Manajemen Sumber Daya Manusia Edisi Revisi. Bumi Aksara. Jakarta

Hardiyanto, Anung, (2018), Pengaruh Pelatihan Kerja dan Kompensasi Terhadap Kinerja Pegawai Dinas
Pemadam Kebakran Kota Surakarta, Jurnal Akuntansi, Ekonomi dan Manajemen Bisnis Vol. 4, No. 1
(https:// ejournal. unsrat. ac.id/ php/ kesmas/ article/ view/21669)

Hossain, M. M., & Halim, M. A. (2014). Competency based human resource management practices and
its impact on organizational performance: A study of selected pharmaceutical companies in
Bangladesh. International Journal of Business and Management, 9(6), 12-25.

Jusriadi,Edi. Tiara.,M.M. 2021. Analisis Peran Human Capital Dan Motivasi Berprestasi Terhadap
Kemampuan Guru Dalam Melakukan Transfer Of Knowlegde Pada Masa Pandemi Covid-19. Journal
Competitiveness. 10(1)

Lilik A. (2017). Human Capital Competencies. Elex Media Komputindo

McEwan, E. K. (2015). Competency-based education: A new architecture for K-12 schooling. Corwin
Press.

Moleong, Lexy J. (2006). Metodologi Penelitian Kualitatif, Bandung, PT Remaja Rosdakarya

Naim, Ainun. (2009). Menjadi Guru Inspiratif. Yogyakarta: Pustaka Pelajar



The Fifth International Conference on Government Education Management and Tourism
(ICOGEMT-5)
Bandung, Indonesia, January, 24, 2026

Noe, Hollenbeck, Gerhet, Wright. (2014). Human Resource Management, International Edition, The
McGraw-Hill Companies, Inc. New York

Ramadhani, A., Soetjipto, B. E., & Wardhana, L. W. (2025). A Systematic Review of the Effects of Well-
Being , Mental Health , and Work — Life Balance on Productivity through Job Satisfaction. 9(1), 213—
230.

Rimm-Kaufman, S. E., & Hamre, B. K. (2010). The Role of Psychological and Developmental Science in
Efforts to Improve Teacher Quality. Teachers College Record: The Voice of Scholarship in Education,
112(12), 2988-3023. https://doi.org/10.1177/016146811011201204

Riztia, T., Wardhanie, S. C., & Utama, R. E. (2025). Memahami Konsep Komponen Human Capital. 1964,
615-622.

Rowley, Chris dan Keith Jackson. (2016). Manajemen Sumber Daya Manusia The Key Concepts, Cetakan
Kesatu, PT Rajagrafindo Persada, Jakarta.

Royani,lra. 2022. Pengaruh  Pelatihan Dan Pengembangan Sumber Daya Manusia Terhadap
Kinerja Guru Di Smk Plus Desa Nusantara (Pdn) Kabupaten Sanggau. Jurnal Multidisiplin Indonesia,
Volume 1 No. 2

Sedarmatanti. Manajemen Sumber Daya Manusia. 2011. Bandung : Refika Aditama

Siagian, R. E. F., Marliani, N., & Lubis, E. M. (2021). Pengaruh Kemandirian Belajar Terhadap Kemampuan
Berpikir Kritis Pada Siswa Sekolah Menengah Atas. Jurnal Educatio, 7(4), 1798-1805.
https://doi.org/10.31949/educatio.v7i4.1597

Shukla, S. (2012). Competency based education and training: A perspective. International Journal of
Engineering and Management Research, 2(2), 35-39.

Sugiyono, (2010). Memahami Penelitian Kualitatif, Bandung: Alfabeta.

Suparlan, 2008, Menjadi Guru Efektif, Jakarta: Hikayat Publishing.

Sutrisno, Edy. (2015). Manajemen Sumber Daya Manusia(Cetakan ke tujuh). Jakarta: Kencana Prenada
Media Group

Syafi'ie, Imam. 1992. Konsep Guru Menurut Al- Ghazali: Pendekatan Filosofis Pedagogis. Yogyakarta:
Duta Pustaka

Wibowo, A., & Saptono, A. (2018). Does Entrepreneurial Leadership Impact On Creativity And Innovation
Of Elementary Teachers? 21(2), 9.

Yuniarti,D.,Lingga. (2019). Pengaruh Pelatihan dan Pengembangan Sumber Daya Manusia dalam
Meningkatkan Kinerja Guru Pada SMK Negeri 1 Muntok. Efektor, Volume 6 Issue 1.



https://doi.org/10.1177/016146811011201204

	1. INTRODUCTION
	2.  LITERATURE REVIEW
	3.  RESEARCH METHODS
	4. RESULTS AND DISCUSSION
	CONCLUSION
	REFERENCES

