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ABSTRACT 

This study describes an employee productivity model that has been implemented in the Darur 

Roja Vocational School. The approach used is descriptive qualitative and case studies. The 

process of collecting data through observation and interviews in making employee 

productivity models. Recruitment & selection of employees is the initial process in obtaining 

human resources according to organizational needs. Training & development is an effort to 

fulfill employee competence according to educational demands. Employee productivity must 

always be strived to be able to compete with competitors to be able to achieve organizational 

expectations. The family culture is unique for vocational schools so that employee 

productivity can always be increased according to organizational achievements. 

Keywords: Employee Productivity, Recruitment & Selection, Training & 

Development, Organizational Culture  
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CHAPTER 1 

INTRODUCTION 

 

Resources are anything that is a company asset to achieve their goals. Resources owned by the 

company can be categorized into four types of resources, such as financial, physical, human, and 

technological capabilities. Financial resources are one of the important elements to form a 

company that is advanced and on a global scale. Physical resources are resources related to 

physically supporting the establishment of a company such as technology, machinery, and other 

fittings. Human resources are a central and important sector to achieve goals in a company, because 

with the ability of workers' skills and quality of human resources to move the company properly 

and correctly. Technological capability is also an important supporting element in moving the 

company because the complete technology and technological sophistication will facilitate the 

running of a company. Of the four sources, the most important aspect is humans, because humans 

are the most important mover in a company. Whether the company is progressing or not depends 

on the management of human resources, it can be done within a company or by a particular 

department. Human resources have different characteristics from other resources so that they 

require planning and development of employee productivity. This component has a unique 

characteristic, namely human nature that varies from one another, has a mindset that is not 

inanimate objects. Humans need to be treated as whole humans in various ways so that each 

individual can carry out the work, rules, and orders that exist in the organization to get maximum 

performance. 

Productivity is what all organizations want to increase business scale through human resources. 

An organization, both large and small, will be moved by the importance of improving the level of 

work productivity (Sedarmayanti, 2016). Productivity can be influenced by leadership style, 

motivation, the external environment of the organization, and the level of education (Kamuli, 

2012). Productivity will affect discipline, motivation, and morale (Dotulong & Assagaf, 2015). 

Organizations must be able to pay attention to internal and external factors of employees that affect 

individual and organizational performance (Kehoe & Wright, 2013). Productivity will make work 

experience valuable for employees by paying attention to wages and other external factors 

(HOLZER, 1990). 

Designing employee productivity must be in line with the organizational strategy. Strategies are 

compiled and implemented to achieve various organizational goals. Organizational effectiveness 

will be in line with how the ability to formulate activities and execute strategies properly (Miles et 

al., 2013). Strategic planning is prepared to be able to execute business goals and achieve final 

targets so that differentiation makes the organization more competitive than competitors. The 

combination of the core strategy is differentiation, quality management, and organizational 

performance (Prajogo & Sohal, 2006). Organizations must be able to compete globally so that they 
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need reliable and wide-ranging human resources (Ismail, 2016). A well-planned and long-term 

oriented strategy will provide a differentiating position for organizations in the business market 

(Kumar et al., 2011). Therefore, organizations must be able to pay attention to organizational 

structure, culture, external and internal barriers in strategy execution (Alshammari, 2015). 

Based on the explanation above, this study will analyze how an organization increases employee 

productivity. A case study was taken at a vocational school in West Java on how to increase the 

productivity of human resources in providing performance for the quality of education. 

Productivity will be able to provide an overview of organizational processes and employee 

performance. The taking of vocational schools as research objects is due to their uniqueness in 

approaching employees so that they can increase the productivity of human resources. 
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CHAPTER 2 

LITERATURE REVIEW 

 

Employee Productivity 

Productivity includes a mental attitude that always has the view that today's life must be better 

than yesterday. The way of working today must be better, and the results of tomorrow must be 

greater. The productivity of the bag is a measure of the quantity and quality of work that has been 

done, taking into account the cost of the resources used to do the work (Mathis & Jackson, 2006). 

Work productivity will be able to increase systematic accountability in assessing and steaming 

employee performance (Hubertus, 2016). Factors that must be considered in productivity are 

training, physical work environment, and employee motivation (Lestari & Sriathi, 2013). The 

motivational factor is very important in how an organization can maintain productivity in the long 

term (Hayati Nasution & Musnadi, 2018) 

Organizations must create information and knowledge management systems for employee 

productivity (Liengme et al., 2015). Work productivity must pay attention to the relationship 

between superiors and subordinates in an organizational structure (Manik & Syafrina, 2018). The 

skill level is determined by the level of formal and informal education, the consistency of training 

programs, and skills that will affect employee productivity (Nasron & Astuti, 2016). Employee 

productivity can be assessed by the use of material inputs, labor, business capital, and the 

availability of information resources (Priscilia, 2017). Work productivity will be able to have 

implications for the design of strategies, competencies, facilities, motivation, and work experience 

(Syarif et al., 2014). Efforts to maintain employee productivity by providing competitive 

compensation, bonuses, and promotion (Rahmawati, 2013). Therefore, employee productivity 

must be considered by the organization in achieving its overall business goals and targets. 

Employee Recruitment 

Employee productivity can be started with employee recruitment according to the company's 

business needs. The recruitment process begins with receiving an application letter as a 

prerequisite for job qualification and the continuity of the process through selection for all 

company positions (Kurnia & Santoso, 2018). The effectiveness of recruitment and selection can 

affect the increase in employee productivity and performance (Azmy, 2019; Kartodikromo et al., 

2017; Yullyanti, 2009a). The recruitment process will find the right candidate in carrying out the 

job process appropriately and efficiently. Employee selection will be carried out to measure the 

candidate's ability to meet job qualifications and positions offered by the organization (Adu-

darkoh, 2014; Campbell, 2012; Cortina & Luchman, 2012). Recruitment constraints encountered 

are internal processes, absence of candidates in the labor market, and organizational external 

factors (Setiani, 2013). The effectiveness of recruitment and selection will have a direct effect on 
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employee performance (Yullyanti, 2009b). Employee selection is the process of selecting the best 

candidates to fill company positions (Dessler, 2017; Hasibuan, S.P, 2014; Noe et al., 2009). 

Therefore, recruitment and selection are needed to maintain employee productivity related to 

individual and organizational performance. 

Organizational Strategy 

Strategic planning is planning to achieve organizational goals using existing resources (Rusniati 

& Haq, 2014). Strategic planning is very important in organizations because this strategic planning 

applies to the organization as a whole (Ismail, 2016). The focus of the organization must be to 

produce and master science with a strong religiosity base in achieving organizational planning 

(Joyce, 2015). Organizational effectiveness, organizational effectiveness is a construct of 

organizational success, where this construct can be broken down into various dimensions or 

variables that affect the achievement of business targets (Ettlie et al., 1984). Therefore, the 

organizational strategy is very important in maintaining focus and achieving the company's 

business targets. 

The effectiveness of educational organizations in strategy is conducting environmental scanning, 

formulating teaching plans, implementing activities, executing targets, and evaluating employees 

in achieving job targets (Amin, 2016). Planning is needed to determine what goals and activities 

must be carried out to achieve organizational expectations (Daft, 2007). A strategy is an 

organizational master plan that explains how the company will achieve all its goals based on its 

long-term vision and mission (Rangkuti, 2013). Strategic plans are needed in maintaining the 

running of the organization and mapping the activities carried out by employees. Productivity and 

performance are needed by organizations so that they can create a conducive work environment 

(Alshammari, 2015). 
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CHAPTER 3 

METHODOLOGY AND MEASUREMENT 

This study uses a qualitative approach and descriptive-based case studies. The process of collecting 

data by conducting a literature study, observation, and interviews. The interview process is a dyad 

(interpersonal) communication process, with predetermined goals are seriously designed to create 

interactions that involve asking and answering questions (Ryan et al., 2009). The interview process 

will lead to a discussion of certain problems accompanied by the interaction of questions with 

answers both physically and non-physically (Qu & Dumay, 2011). The interaction process of the 

two parties is used to explore information needs that are relevant to an issue or topic discussion so 

that it can reach a comprehensive conclusion (Turner, 2010). 

Data were collected through open interviews between the researcher and the Head of the 

Vocational High School (SMK) Darur Roja. Researchers have prepared several questions that will 

be asked of the Principal of Vocational High School (SMK) Darur Roja. Data collection is done 

by extracting information from one of the vocational schools that has a top and strategic position 

in the organizational structure. The principal is the highest position for managing employees, 

developing competencies, delegating work, supervising the teaching process, and 

comprehensively evaluating performance. 
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CHAPTER 4 

DISCUSSION 

Based on the results of interviews and observations, we found that the implementation of employee 

productivity in vocational schools begins with the recruitment process for teachers and employees. 

The recruitment process by looking at educational standards, competency requirements, and work 

experience. Respondents explained that teacher productivity will show how the recruitment 

process is carried out effectively and according to teaching needs. The selection process was 

carried out simply, namely teaching practice and interviews. Teachers who are accepted will be 

given a trial process for 1 year and evaluation is carried out periodically according to the end of 

the contract. The effectiveness of recruitment will greatly show employee productivity according 

to organizational expectations (Li, 2015; Omisore & Okofu, 2014). The correct recruitment 

process will adjust the job design according to the needs of the organization (Mangaleswaran & 

Kirushanthan, 2015). 

 

Respondents explained that every year the school always sends its employees to take part in 

training both carried out by the government and private sector. The results of the interview 

explained that an organization that can carry out the effectiveness of recruitment, employee 

selection, and job training will be able to increase employee productivity (Hanaysha, 2016; Sutanto 

& Kurniawan, 2016). This vocational school has conducted recruitment through a process of 

interviews, teaching tests, and written tests to measure the ability of prospective teachers and 

employees. This result has been proven by increasing student satisfaction with the quality of 

teaching. 

 

The results of the interview explained the lack of resources in the employee recruitment process. 

Respondents explained that the obstacles faced were internal and external factors. Internal factors 

include a lack of human resources and facilities. External factors include network deficiencies and 

the inability to manage the organization efficiently. This is normal for a small organization that is 

still developing through experience, habits, and continuous evaluation (Guangjin, 2012; Sinha, 

2014). Researchers assess that the recruitment process is still not optimal due to a lack of 

information that schools are looking for new teacher candidates. Lack of information related to job 

vacancies and there are still people who do not know the name of the school by the community so 

that it requires increased branding according to organizational needs. 

Darur Roja vocational school uses social media such as YouTube, Facebook, and Instagram to 

introduce school programs, teacher profiles, and alumni quality. Job vacancies are posted through 

the website and social media to facilitate access for job applicants. Promotion through social media 

is very effective in increasing wider access to the community (Castronovo & Huang, 2012; 

Malthouse et al., 2013). This greatly makes it easier for prospective parents to get to know school 

profiles, educational programs, and learning standards. Several studies have shown that social 

media is very effective in promoting products, both goods and services (Duffett, 2017; Paquette, 

2013; Schivinski & Dabrowski, 2016). 
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Respondents explained that the strategy used in improving employee productivity is to instill an 

organizational culture in depth by the organization's values. Darur Roja Vocational School always 

strives to instill strong Islamism values. The values of the organization are to print a smart and 

sincere generation of karimah, amaliyah knowledge, and high-quality human resources. Focus on 

teaching and competency preparation by conducting teacher and employee skills improvement 

programs. The discipline and example of employees are important in providing a good example 

for all students. Teachers who always enter on time will provide guarantees of academic quality. 

An obligation for vocational schools to have the consistent implementation of organizational 

culture and aims to maintain the productivity of human resources (Ramly & Syukur, 2018; 

Susanto, 2012). 

The Principal of Vocational School, Darur Roja, has carried out good organizational management. 

The approach is taken by increasing employee participation in the decision-making process. 

School leaders try to provide an example for all employees and teachers. Every morning briefing 

employees and teachers. The briefing process aims to remind the obligations of teachers and 

employees. Both of these functions are vital for maintaining academic quality. Teachers must 

produce learning innovations and competencies for the student learning process. Employees must 

provide the best service to students. Therefore, all work must be done professionally and maintain 

the trust of parents. 

These results are in line with several studies which explain that the effectiveness of organizational 

strategy must have the ability to scan the environment, formulate strategies, and evaluate employee 

performance (Angle & Perry, 1981; Balser & McClusky, 2005; Golman & Bhatia, 2012; Sundaray, 

2011). The implementation of the strategy that has been carried out includes scanning the school 

environment. The way this is done is that school leaders go directly to the field and review the 

state of the teaching interaction process. The performance evaluation process is by holding regular 

meetings at least 4 times a month so that they can respond quickly if any work problems are found 

related to teaching and student services. Supervision is always carried out consistently to maintain 

the quality of student learning according to government regulations. 

The conductivity of the work environment greatly determines employee productivity (Mashudi, 

2016). According to the results of interviews with respondents, vocational schools always design 

a comfortable and safe work environment for all employees. Vocational school foundation leaders 

always hold workshops and pieces of training for all employees. Training programs are designed 

according to teacher needs or following technical guidance recommended by the government. This 

is very useful to improve the abilities and competencies of all employees of the Darur Roja 

vocational school. Several research results prove that the success of training programs can increase 

employee productivity (Chen, 2014; Jehanzeb & Ahmed Bashir, 2013). Darur Roja vocational 

school has been very good in providing training programs for teachers and employees. 

Organizational culture will shape the work patterns to be carried out by employees. Respondents 

explained that the family culture is very close at Darur Roja Vocational School. This is very 
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influential in employee productivity in carrying out tasks according to job descriptions. The school 

considers that employees and teachers are the long-term assets of the organization. Starting from 

the top level to the bottom of applying effective communication patterns. This is done to anticipate 

misinformation and reduce the risk of problems between employees and superiors. 

Respondents explained that maintaining the relationship between superiors and employees is one 

of the priorities for maintaining work productivity. Darur Roja vocational school ensures that in 

the process of work, school leaders always explain work programs and understand the school 

curriculum. School leaders must ensure the work conductivity of employees and foster a sense of 

comfort in the school environment. This is confirmed from several research results that the 

relationship between superiors and employees must be maintained in achieving work quality (Ling 

Suan & Mohd Nasurdin, 2016; Wang et al., 2019). According to the results of interviews with 

respondents, both of these have been implemented optimally so that employee productivity can be 

maintained during the teaching year. Besides the organization always provides rewards for 

employees who excel through bonuses or prizes at the end of each year. The Family Gathering 

program is always held to strengthen good relations between employees and school leaders. 

Organizations realize that employee productivity can be increased through strong and solid 

teamwork. 

A job promotion system is used to increase employee productivity. Darur Roja vocational school 

provides promotions for employees who can provide the best performance both in terms of the 

work process and planning aspects. This is done to always increase employee motivation. The 

results of the study explain that work motivation will have positive implications for employee 

productivity (Iskandar et al., 2009). The promotion process that has been carried out by Darur Roja 

is carried out through achievements and work experience while being an employee or teacher. 

Then the measurement process is carried out according to the student's assessment at the end of 

each semester. Achievements and work experience must be used as the basis for granting 

promotions to employees (Medhiantari & Yuniari, 2016). 

Discipline is one of the essential components of employee productivity (Dunggio, 2013). An 

explanation from the respondent that the Darur Roja vocational school always monitors the 

attendance of employees and teachers. The attendance process uses a manual book and fingerprint 

system. The employee absentee level is only given a maximum of 1 month and should not exceed 

a day off. If the employee absentee exceeds the school requirements, a penalty will be given in the 

form of a Level I Warning Letter according to the procedure set by the Foundation. For employees 

who do not have attendance for 1 semester, the school will provide a salary bonus as a form of 

employee appreciation. 
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Recommendation 

Based on the results of research through interviews and observations with the Darur Roja 

vocational school. Then found the employee productivity strategy model in vocational schools as 

follows: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Figure I. Employee Productivity Model Vocational School 

The model above explains that in implementing employee productivity strategies in vocational 

schools is to ensure the effectiveness of communication. An effective communication process can 

be done through meetings both online and offline. Various applications can be used such as Zoom, 

Google Meet, or other applications to implement remote meetings. The effectiveness of 

communication can ensure employee understanding to achieve job targets and maximum 

contribution by the teacher. A comfortable work environment is needed for employees from a 

psychological and physical aspect. The provision of a work environment must be considered by 

schools so that they can achieve what is expected from the contribution of employees. 

A good relationship between employees and leaders can create strong solid teamwork. The support 

of leaders and employees is the key to organizational success in achieving job targets. The 

application of a reward and punishment system must be carried out consistently. This system 
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functions to select employees who have the best performance and are given career development 

opportunities. This must be supported by employee discipline. The attendance system that has been 

implemented optimally by the school. Dimensions must be the concern of the organization to 

maintain employee productivity. A competitive promotion system must be implemented 

consistently. The promotion will be able to increase employees' expectations for a long-term 

career. The application of organizational culture in a friendly manner can increase employee 

productivity. This culture will be able to carry out the work process comprehensively. The feeling 

of helping and helping each other is so close that they are ready to replace if one is unable to 

complete the job. 

The two things that add to the employee productivity model are influenced by employee 

recruitment & selection and consistent training & development. Recruitment and selection of 

employees is the first thing that must be carried out by the organization. Human resource needs 

must be met through an effective recruitment and selection process. The school must always strive 

to improve the competency process through workshops, technical guidance, and short courses. 

Training & development must be carried out consistently to answer the challenges and 

expectations of parents of students who leave their children to be printed as competitive human 

resources. 
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CHAPTER 5 

CONCLUSION 

The results of the conclusions of this study are as follows: 

1. The employee productivity strategy is supported by five factors consisting of communication 

effectiveness, comfortable work environment, superior-good relationship & subordinates, 

punishment & reward system based on employee contribution, high employee discipline, 

competitive job promotion system, and family organizational culture. 

2. These seven dimensions have been implemented well by the Darur Roja Vocational School to 

always increase employee productivity both in the short and long term. 

3. Research can be continued using evaluation research models, quantitative regression, and other 

qualitative ones that can be adjusted to the scale of the organization. 

4. Recruitment & selection and training & development are the main processes in employee 

productivity. These two things are to ensure the need for human resources and competence 

according to the demands of the school. These two dimensions can be used as intervening variables 

in the research model. 

5. Five factors in the employee productivity model can be used as dimensions with indicators 

tailored to the needs of the study. 

6. This study suggests using a quantitative approach by analyzing the relationship between 

independent and dependent variables. This aims to map which variables have the highest 

implications in employee productivity models, especially in vocational schools. 
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