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ABSTRACT 

Purpose  ͚This study aims to analyze the strategies for improving the quality of human resources (HR) in Pesantren 

(traditional Islamic boarding schools) through the integration of spiritual values and modern management 

principles. Amid the pressures of modern educational standards, there is a strategic need for Pesantren to transform 

their HR management without losing their traditional essence.  

Method  ͚This research employed qualitative case study design. Data was collected through in -depth interviews 

with 8 key informants i̚ncluding foundation secretaries, university rectors, and school principals̚ as well as 

participatory observation and document analysis. The data analysis followed the interactive model of Miles, 

Huberman, and Saldana. 

Findings  ͚The findings reveal that HR transformation is achieved through three strategic pillars: (1) Value-based 

recruitment that prioritizes organizational loyalty and !ĊŴɔȡȡɔƖƖ"Ċ ʞ"Ŵ ŝ"ƌ"̃"Ċ (mainstream Sunni Islamic 

traditions) values alongside academic linearity; (2) Integrated capacity building through cross-sector partnerships; 

and (3) A transcendental motivation system that balances material rewards with spiritual fulfillment (seeking divine 

blessing). The integration of these elements establishes the Holistic-Transcendental HRM Model. This article 

contributes to the HRM literature by demonstrating that spiritual values can function as the core operating system 

of institutional resilience, offering a highly sustainable alternative to conventional, secular material-based motivation. 
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INTRODUCTION 

The shift in the educational paradigm in the era of globalization requires educational 

institutions to adopt strategic management principles to ensure their sustainability and 

competitiveness (Ghoni et al., 2025). In an ever-lĊ"ƖôĜƖô ±lƶȡʲȡȺ±ƌˮ "Ɩ ƶȉô"ƖĜˈ"ȺĜƶƖ̃ȡ 

effectiveness is no longer determined solely by the availability of physical infrastructure but 

also by managerial capabilities to optimize all institutional assets (Chabane et al., 2023). 

These dynamics are forcing educational institutions to undergo a fundamental 

transformation, shifting from traditional management models toward modern 

management practices that are more accountable and responsive to global quality 

standards (ť"ȡƌĜ" ̑ Ƌ̃Ċ"ƌ±|ˮ ̟̝̟̠).  

Pesantren, as the oldest Islamic educational institution in Indonesia, has deep 

ĊĜȡȺƶȉĜl"Ŵ "Ɩ| ȡƶlĜƶŴƶôĜl"Ŵ ȉƶƶȺȡ ĜƖ ȡĊ"ǺĜƖô ȺĊ± Ɩ"ȺĜƶƖ̃ȡ lĊ"ȉ"lȺ±ȉ˱ ȹȉ"|ĜȺĜƶƖ"ŴŴʲˮ Ǻ±ȡ"ƖȺȉ±Ɩ 

have served as centers for the transmission of religious knowledge (tafaqquh fiddin ) under 
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the guidance of charismatic religious leaders known as kiai (Dhofier, 2025). However, amid 

the current technological disruption, Islamic boarding schools face a dual challenge: 

preserving the authenticity of Salafist traditions while meeting increasingly competitive 

national educational standards. This situation calls for a balance between the noble values 

of Islamic boarding schools and a professional managerial approach, particularly in human 

resource development (Wirosukarto et al., 1996). 

The quality of an Islamic educational institution is essentially a reflection of the 

quality of the human capital that drives it (Oktaria et al., 2024). Human resources (HR) are 

not merely a factor of production, but a strategic asset that determines the direction of an 

ĜƖȡȺĜȺɔȺĜƶƖ̃ȡ Ⱥȉ"Ɩȡíƶȉƌ"ȺĜƶƖ (Nicolás-Agustín et al., 2022)The success of Islamic boarding 

schools in addressing the challenges of modernization depends heavily on the capacity of 

their educators and educational staff to integrate technical expertise with spiritual values. 

Therefore, human resource management within Islamic boarding schools requires a 

specialized approach that addresses not only cognitive aspects but also the transcendental 

aspects that define the very essence of these institutions. 

However, the reality on the ground reveals a significant gap between ideal 

expectations and empirical reality. According to 2023 data from the Ministry of Religious 

Affairs, there are more than 463,300 pesantren educators in Indonesia. However, the 

ƌ"ŞƶȉĜȺʲ ƶí ȺĊ±ƌ ȡȺĜŴŴ ĊƶŴ| ±|ɔl"ȺĜƶƖ"Ŵ ȅɔ"ŴĜíĜl"ȺĜƶƖȡ b±Ŵƶʞ ȺĊ± b"lĊ±Ŵƶȉ̃ȡ |±ôȉ±± ˷Ƞ̞˸ Ŵ±ʘ±Ŵ˱ 

(Ministry of Religious Affairs of the Republic of Indonesia, 2023). This skills gap results in 

ȺĊ± ĜƖȡȺĜȺɔȺĜƶƖȡ̃ Ŵƶʞ lƶƌǺ±ȺĜȺĜʘ±Ɩ±ȡȡ ĜƖ ƌ±±ȺĜƖô lƶƖȺ±ƌǺƶȉ"ȉʲ ±|ɔl"ȺĜƶƖ"Ŵ ȅɔ"ŴĜȺʲ 

standards. The lack of systematic career development planning has left many Islamic 

boarding schools stuck in a reactive and ad hoc approach to human resource 

management (Ritonga, 2025). Previous researchers have conducted numerous studies on 

pesantren management from various perspectives. Wardani, for example, emphasizes that 

strategic leadership is key to enhancing the competitiveness of pesantren institutions in 

this era of competition (Wardani & Swasono, 2019). Meanwhile, Anam and Hariyanto 

explained the importance of implementing formal management functions such as POAC 

(Planning, Organizing, Actuating, Controlling) to improve the organizational structure of 

the Islamic boarding school (Anam & Hariyanto, 2020). Other studies have also shown that 

an appropriate evaluation and compensation system significantly increases teacher loyalty 

in Islamic educational settings (Miranti, 2025). 

Although research on pesantren management is emerging, a significant theoretical 

gap remains. Previous literature has extensively explored religion-based organizational 

behavior through concepts such as the Islamic Work Ethic (Yousef, 2001), Workplace 

Spirituality (Pawar, 2009), and religion-based servant leadership. Furthermore, studies on 

international Islamic educational models, such as Turkish Imam Hatip schools or Malaysian 

madrasahs, have highlighted the challenges of integrating secular curricula with religious 

mandates. However, most existing models treat spiritual values merely as complementary 

elements to secular management frameworks. The synthesis of spiritual values, POAC 

(Planning, Organizing, Actuating, Controlling) principles, and cultural-spiritual Key 
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Performance Indicators (KPIs) within a single empirical framework has not been fully 

operationalized in earlier studies. 

This study addresses this gap by exploring how value-based recruitment and 

integrated competency development can strengthen institutional resilience. The novelty of 

this article lies in the development of an integrative -contextual human resource 

development model, in which organizational loyalty and intellectual independence are 

fostered through management that centers on the pesantreñȡ lɔŴȺɔȉ"Ŵ ȉƶƶȺȡ˱ 

To systematically address this gap and guide the analysis, this study formulates three 

primary research questions: 1) How does Pesantren Qamarul Huda integrate spiritual 

values into its HR recruitment and capacity-building practices? 2) How does the 

transcendental motivation system sustain educator loyalty and reduce turnover amid 

limited material compensation? 3) What conceptual model can be constructed to 

comprehensively describe this integrative HR management approach? 

METHOD 

This study employs a qualitative case study design (Yin, 2017) (Miles et al., 2018), to 

explore and analyze in depth specific phenomena related to human resource (HR) 

development strategies within the pesantren environment. Through this approach, the 

researcher seeks to understand empirical realities and socio-cultural contexts holistically 

rather than merely testing hypotheses. The primary unit of analysis in this study is the 

institutional HR management strategy implemented across multiple educational units 

under the Qamarul Huda Bagu Islamic Boarding School Foundation, located in Central 

Lombok Regency, West Nusa Tenggara. This location was purposively selected due to the 

bƶ"ȉ|ĜƖô ȡlĊƶƶŴ̃ȡ ĊĜôĊŴʲ lƶƌǺŴ±ʬ ĜƖȡȺĜȺɔȺĜƶƖ"Ŵ ȡȺȉɔlȺɔȉ±ˮ ʞĊĜlĊ ±ƖlƶƌǺ"ȡȡ±ȡ ̟̝ 

educational units ranging from early childhood education to the university level.  

The field data collection process took place intensively over ten months, from August 

2024 to May 2025. Primary data were collected through semi-structured, in-depth 

interviews with 8 key informants directly involved in institutional governance, selected 

using purposive sampling. To provide transparency regarding the data sources, the 

profiles of the key informants are detailed in Table 1. 

Meanwhile, secondary data were obtained through a review of institutional 

documents, strategic planning archives, program implementation reports, teacher 

qualification data, and partnership memorandums of understanding (MoUs). The 

researcher served as the primary instrument, conducting participatory observations of 

daily human resource management activities and compiling documentation continuously.  

Data analysis was conducted inductively and iteratively. The transcribed interview 

and observation data underwent a rigorous three-stage coding process: (1) open coding, 

where initial transcripts were broken down into discrete parts and assigned preliminary 

labels (e.g., 'ideological screening', 'scholarship provision', 'devotion'); (2) axial coding, 

where these initial codes were grouped into broader conceptual categories linking HR 

practices with spiritual values; and (3) selective coding, which integrated these categories 
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into the core analytical themes presented in the findings (e.g., value-based recruitment, 

transcendental motivation). 

Table 1  

Profiles of Key Informants 

Informant  

Code 
Name / Initial  Position  

Institutional  

Unit  

Years of  

Service 

Interview 

Technique  

INF-1 ȈĜ|Ċƶ ť"ƌĜŴ 
Foundation 

Secretary 

Foundation 

Central Board 
20 Years 

In-depth 

Interview 

INF-2 ĉ"ŞĜ Ƌ±Ɩ"Ǻ Rector 
UNIQHBA 

(University) 
15 Years 

In-depth 

Interview 

INF-3 
ȹóĉ˱ ų"Ŵɔ 

ȹ"ƌĜƌ !˱ !˱ 

Head of 

Boarding 

School 

Pesantren / 

Non-formal 
20 Years 

In-depth 

Interview 

INF-4 !b|ɔŴ Ȅ"|Ĝȉ 
Vice Rector for 

Academics 

UNIQHBA 

(University) 
10 Years 

In-depth 

Interview 

INF-5 
ĉ˱ ƋɔĊ"ƌƌ"| 

!Ċʲ"ȉ 
Director IAIQH (Institute) 10 Years 

In-depth 

Interview 

INF-6 ų"Ŵɔ Ƞ"Ǻʞ"Ɩ 
School 

Principal 

SMK Qamarul 

Huda 
15 Years 

In-depth 

Interview 

INF-7 
ĉ˱ Ƌ˱ ˇ"ȉŦ"ȡĜ 

°í±Ɩ|Ĝ 

Head of 

Madrasah 

MA Qamarul 

Huda 
15 Years 

In-depth 

Interview 

INF-8 ɓȡȺ"|ˈ ȹ"ɔíĜŦ 
Central Board 

Member 

Pesantren 

Central Board 
20 Years 

In-depth 

Interview 

INF-9 ĉŞ˱ ĉɔȉʲ"Ċ 
Head of 

School 

Islamic 

Kindergarten  of 

Qomarul Huda 

25 Years 
In-depth 

Interview 

To ensure the trustworthiness and credibility of the scientific findings, the researchers 

applied prolonged engagement in the field and triangulation of data sources (cross -

checking leadership statements with institutional documents). Furthermore, the 

researchers employed member checking by returning the synthesized transcripts and 

preliminary interpretations to key informants (INF -1 and INF-3) to verify the accuracy of 

the data. Finally, to maintain qualitative rigor, the researchers practiced reflexivity by 

continuously documenting their preconceptions and positionality, thereby minimizing the 

risk of subjective bias in shaping the institutional narrative (confirmability).  

RESULT AND DISCUSSION 

An HR Planning Framework Based on an Integrative Vision  

Human Resource (HR) planning and management at the Qamarul Huda Bagu Islamic 

Boarding School are not designed in isolation. However, they are integrated into a 

management framework that operates under a single institutional authority: the 

Foundation. Observational data indicate that this boarding school manages a highly 

complex educational ecosystem, encompassing seven levels of formal education, ranging 
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from RA, MI, MTs, MA, SMK, the Islamic Institute, to the University, as well as non-formal 

ɔƖĜȺȡ ȡɔlĊ "ȡ ȺĊ± bƶ"ȉ|ĜƖô ȡlĊƶƶŴ |ƶȉƌĜȺƶȉʲ "Ɩ| Ƌ"̃Ċ"| !Ŵʲ ˷Ƶbȡ±ȉʘ"ȺĜƶƖȡˮ ̢̟̝̟˸˱ ȹĊ± 

existence of this multi-institutional structure demands a centralized yet flexible human 

resources planning approach, ensuring that capacity development for educators at every 

Ŵ±ʘ±Ŵ ɔŴȺĜƌ"Ⱥ±Ŵʲ lƶƖʘ±ȉô±ȡ ƶƖ " ȡĜƖôŴ± ôƶ"Ŵ˰ ȺĊ± bƶ"ȉ|ĜƖô ȡlĊƶƶŴ̃ȡ ʘĜȡĜƶƖ Ⱥƶ lɔŴȺĜʘ"Ⱥ± " 

generation that is intelligent and of noble character.  

Table 2  

Thematic Summary of Research Findings 

No. Ƌ"ĜƖ ȹĊ±ƌ± Sub-Themes  Data Source 
Key 

Information  

1. 
ʗ"Ŵɔ±-a"ȡ±| 

Ȉ±lȉɔĜȺƌ±ƖȺ 

a. Academic linearity 

b. Ideological screening 

(Ahlussunnah wal 

ŝ"ƌ"̃"Ċ˸ 

c. Pesantren track record 

Interviews, 

Participatory 

Observation 

INF-1, INF-2, 

INF-3, INF-9  

2. 

ěƖȺ±ôȉ"Ⱥ±| 

k"Ǻ"lĜȺʲ 

aɔĜŴ|ĜƖô 

d. Structured competency 

programs 

e. Doctoral scholarships 

f. Cross-sectoral MoUs 

Interviews, 

Strategic 

Documents, 

MoUs 

INF-1, INF-2, 

INF-3 

3. 
ȹȉ"Ɩȡl±Ɩ|±ƖȺ"Ŵ 

ƋƶȺĜʘ"ȺĜƶƖ 

g. Work as an act of worship 

h. Seeking divine blessing 

(barokah) 

i. Etiquette-based 

evaluation 

Interviews, 

Participatory 

Observation 

INF-1, INF-3, 

INF-7, INF-8 

 

To ensure the continuity of this vision, the human resources planning framework is 

bɔĜŴȺ ɔǺƶƖ ȺĊ± Ĝ|±ƶŴƶôĜl"Ŵ "Ɩ| lɔŴȺɔȉ"Ŵ ʘ"Ŵɔ±ȡ ĜƖĊ±ȉĜȺ±| íȉƶƌ ȺĊ± Ǻ±ȡ"ƖȺȉ±Ɩ̃ȡ íƶɔƖ|±ȉˮ ȹóĉ˱ 

Lalu M. Turmudzi Badaruddin. This is clearly evident in the way the foundation views 

educators not merely as academic staff but as ideological cadres who bear a moral 

responsibility. The instillation of these values begins at the initial planning stage for teacher 

and lecturer needs, where the foundation prioritizes recruiting educators from internal 

sources or alums networks who already understand the culture of Ahlussunnah wal 

ŝ"ƌ"̃"Ċ !Ɩ-Nahdliyah. The educator data table (Table 3) records a total of 416 educators 

"lȉƶȡȡ "ŴŴ ɔƖĜȺȡˮ ʞĜȺĊ ȺĊ± ƌ"ŞƶȉĜȺʲ ĊƶŴ|ĜƖô b"lĊ±Ŵƶȉ̃ȡ ˷Ƞ̞˸ "Ɩ| ƌ"ȡȺ±ȉ̃ȡ ˷Ƞ̟˸ |±ôȉ±±ȡˮ "Ɩ| 

several faculty members holding doctoral (S3) qualifications at the university level. The 

plan to meet the teacher-student and lecturer-student ratios is based on specific 

projections of needs for each level (Documentation, 2025). 

To ensure that human resources planning is effective and adaptive, the foundation 

implements a tiered coordination and synchronization mechanism. An interview with the 

Foundation Secretary, Ridho Kamil, confirmed this:  

We hold a coordination meeting for all leaders to review the results or evaluations of 

all educational levels we conduct once a year. There are also meetings at each 

ĜƖȡȺĜȺɔȺĜƶƖ Ċ±Ŵ| ƶƖl± " ƌƶƖȺĊˮ ȡǺ±lĜíĜl"ŴŴʲ b±íƶȉ± "Ɩ| "íȺ±ȉ ȺĊ± ±Ɩ| ƶí ȺĊ± ȡ±ƌ±ȡȺ±ȉ̅ 

(Interview, Ridho Kamil, October 23, 2024).  
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This statement demonstrates that planning is not merely a static document at the 

start of the year, but a dynamic process that is periodically evaluated. Through these 

forums, the direction of human resource development, whether related to academic or 

religious competencies, is realigned with actual needs in the field. 

Table 3 

Data on Teaching Staff from All Research Sites 

No. Name of Institution  Number of Educators D3 S1 S2 S3 

1. 
 ěȡŴ"ƌĜl ǹȉ±ȡlĊƶƶŴ Ȅ"ƌ"ȉɔŴ 

ĉɔ|" 

 ̢ -  ̢ - - 

2. 
ěȡŴ"ƌĜl °Ŵ±ƌ±ƖȺ"ȉʲ ȠlĊƶƶŴ 

Ȅ"ƌ"ȉɔŴ ĉɔ|" 

̞  ̦ - ̞  ̤  ̟ - 

3. 
ěȡŴ"ƌĜl ŝɔƖĜƶȉ ĉĜôĊ ȠlĊƶƶŴ 

Ȅ"ƌ"ȉɔŴ ĉɔ|" 

̣  ̢ - ̢  ̢ ̞  ̝ - 

4. 
ěȡŴ"ƌĜl Ƞ±ƖĜƶȉ ĉĜôĊ ȠlĊƶƶŴ 

Ȅ"ƌ"ȉɔŴ ĉɔ|" 

̣  ̥  ̞ ̢  ̡ ̞  ̞  ̞

5. 
ʗƶl"ȺĜƶƖ"Ŵ ĉĜôĊ ȠlĊƶƶŴ Ȅ"ƌ"ȉɔŴ 

ĉɔ|" 

̡  ̥  ̟ ̡  ̞  ̡  ̞

6. ě!ěȄĉ ̣  ̝ - - ̢  ̟  ̥

7. ɓƕěȄĉa! ̢̞̥ - - ̡̞̝ ̞  ̥

8. 
ǹƶƖ|ƶŦ ǹ±ȡ"ƖȺȉ±Ɩ Ȅ"ƌ"ȉɔŴ 

ĉɔ|" a"ôɔ 

̢  ̞ - ̟  ̠  ̢ - 

In addition to internal alignment, the human resources planning architecture of 

Islamic boarding schools is also designed to integrate modern competency requirements 

with spiritual development. At the formal education level, development planning focuses 

on modern pedagogical adaptations, such as implementing the Merdeka Curriculum, 

which representatives from the relevant ministries directly monitor. Conversely, in the non-

formal unit (pesantren), HR planning is centered on strengthening literacy in classical 

Islamic traditions. This was stated by the Central Board of the Pesantren, Ustadz Taufik:  

̄ʝ± Ċ"ʘ± " ʞ±±ŦŴʲ bƶƶŦ |ĜȡlɔȡȡĜƶƖ Ǻȉƶôȉ"ƌ˱ ʝ± Ⱥ±"lĊ ȺĊ± Ⱥ±ʬȺȡˮ ŴĜȡȺ±Ɩ Ⱥƶ ȺĊ± 

ȡȺɔ|±ƖȺȡ̃ ȉ±lĜȺ"ȺĜƶƖȡˮ "Ɩ| ĊƶŴ| Ǻȉ±Ǻ"ȉ"Ⱥƶȉʲ ƌ±±ȺĜƖôȡ íƶȉ ȺĊ± Ⱥ±ʬȺ ±ʬ"ƌȡ "ȡ " 

ȉ±ȅɔĜȉ±ƌ±ƖȺ íƶȉ "|ʘ"ƖlĜƖô Ⱥƶ ȺĊ± Ɩ±ʬȺ |ĜƖĜʲ"Ċ ôȉ"|±̅ ˷ěƖȺ±ȉʘĜ±ʞˮ ȹ"ɔíĜŦˮ ƵlȺƶb±ȉ ̢̟ˮ 

2024).  

This differentiated focus demonstrates mature planning that maps the unique needs 

of each educational entity without compromising the Ǻ±ȡ"ƖȺȉ±Ɩ̃ȡ identity. 

From a macro perspective, the success of these human resources planning 

architecture, grounded in an integrative vision, is reflected in strong public enthusiasm and 

stable institutional performance. Rather than implementing a massive teacher expansion 

system, the foundation has opted for a replacement system, with recruitment conducted 

solely to fill vacancies to maintain budget efficiency and cohesion among the teaching 
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staff. The Head of MA Qamarul Huda, H. M. Zarkasi Efendi, emphasized this stability by 

stating, In terms of human resources, we feel we are very strong and do not yet need to 

ȉ±ǺŴ"l± ƶɔȉ Ⱥ±"lĊĜƖô ȡȺ"íí̅ (Interview, H. M. Zarkasi Efendi, January 10, 2025). This 

statement serves as a strong indicator that strategic planning that integrates academic 

professionalism with the nobility of Salafi values can create a resilient, loyal human 

resources structure with a strong sense of belonging to the pesantren. 

Recruitment and Selection Mechanisms: Balancing Academic Qualifications and 

Loyalty  

The recruitment and selection mechanisms for educators at the Qamarul Huda Bagu 

Islamic Boarding School differ from those of educational institutions in general. The 

foundation does not use a mass open recruitment approach (expansion system). Instead, it 

uses a recruitment pattern based on specific needs or a replacement system, in which 

admissions are conducted only to fill vacancies or replace retiring educators. This strategy 

is designed as an instrument of quality control and ideological defense, whereby the 

pesantren implements a dual selection system that harmonizes national academic 

professionalism standards with a cultural filter grounded in the values of devotion.  

In formal education institutions, particularly from the secondary level (MTs, MA, SMK) 

through higher education (IAIQH and UNIQHBA), meeting academic qualifications is an 

absolute, non-negotiable requirement. The Foundation strictly adheres to standards of 

academic linearity to ensure that the quality of Classroom instruction aligns with 

accreditation requirements and modern professional standards. Rector of Qamarul Huda 

Badaruddin University, Haji Menap, emphasized this in his interview:  

̄ìƶȉ ɔȡˮ íȉƶƌ ȺĊ± ɔƖĜʘ±ȉȡĜȺʲ Ŵ±ʘ±Ŵ |ƶʞƖ Ⱥƶ Ƌȹȡˮ ȺĊ± ǺȉĜƖlĜǺŴ± ƌɔȡȺ b± ŴĜƖ±"ȉ˱ ȹĊĜȡ 

means educators must have a field of expertise that aligns with the subject or course 

they will teach. We do not accept instructors who lack a relevant academic 

b"lŦôȉƶɔƖ|ˮ "ȡ ȺĊĜȡ lƶƖl±ȉƖȡ ȺĊ± ĜƖȡȺĜȺɔȺĜƶƖ̃ȡ "l"|±ƌĜl ȅɔ"ŴĜȺʲ "Ɩ| Ǻȉƶí±ȡȡĜƶƖ"Ŵ 

standards. (Interview, Menap, October 26, 2024).  

Beyond the fulfillment of these formal academic standards, the most decisive layer of 

selection in hiring educators is the screening for ideology and loyalty. All prospective 

teachers and lecturers, without exception, regarding their assigned units, are required to 

possess a religious understanding aligned with the values of !ĊŴɔȡȡɔƖƖ"Ċ ʞ"Ŵ ŝ"ƌ"̃"Ċ !Ɩ-

Nahdliyah (NU-"ííĜŴĜ"ȺĜƶƖ˸˱ a"ȡ±| ƶƖ íĜ±Ŵ| ƶbȡ±ȉʘ"ȺĜƶƖ |"Ⱥ"ˮ ȺĊ± ʘ"ŴĜ|"ȺĜƶƖ ƶí l"Ɩ|Ĝ|"Ⱥ±ȡ̃ 

character and competencies is not only conducted through document screening but also 

through a one-month teaching probation period ( probation ) (Observation, 2025). During 

ȺĊĜȡ Ǻ±ȉĜƶ|ˮ ȺĊ± l"Ɩ|Ĝ|"Ⱥ±ȡ̃ |ĜȡlĜǺŴĜƖ±ˮ ĜƖȺ±ȉǺ±ȉȡƶƖ"Ŵ ±ȺĊĜlȡˮ "Ɩ| Ŵƶʲ"ŴȺʲ "ȉ± |Ĝȉ±lȺŴʲ 

monitored by unit leaders and reported to the foundation before the individuals are 

approved as permanent teaching staff. 

Far more specific and in-depth requirements are applied to non -formal educational 

units, such as boarding schools and Ƌ"̃Ċ"| !Ŵʲ. In this sector, a college degree is not the 

sole criterion; rather, a track record of cultural education within the pesantren environment 
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is. The Head of the Islamic Boarding School, TGH. Lalu Tamim Ali Akso detailed these 

specific standards:  

In this recruitment process, a candidate must demonstrate a strong commitment to 

service. Additionally, they must understand NU ideology. We also require that 

prospective teachers have spent at least four years as a resident student at one of 

ȺĊ± ƕɓ Ǻ±ȡ"ƖȺȉ±Ɩ˱ ìƶȉ ȺĊƶȡ± Ⱥ±"lĊĜƖô "Ⱥ Ƌ"̃Ċ"| !Ŵʲˮ ȺĊ±ʲ ƌɔȡȺ "Ŵȡƶ b± "bŴ± Ⱥƶ ȉ±"| 

classical Islamic texts (Interview, Tamim Ali Akso, October 28, 2024).  

The requirements of proficiency in tajwid and nahwu-shorof, along with a track 

record of pesantren education, are presented as a guarantee of the preservation of the 

Salafi tradition amid institutional modernization.  

The harmonization of academic qualification requirements and cultural loyalty 

lȉĜȺ±ȉĜ" Ċ"ȡ Ǻȉƶʘ±Ɩ Ⱥƶ Ǻȉƶ|ɔl± " ȉ±ȡĜŴĜ±ƖȺ "Ɩ| ȡȺ"bŴ± ʞƶȉŦíƶȉl±˱ ȹĊ± ĜƖȡȺĜȺɔȺĜƶƖ̃ȡ value-

based recruitment approach has successfully filtered individuals focused solely on 

professional careers, replacing them with educators who possess a strong sense of 

belonging  to the pesantren. Based on field observations, these multi-layered selection 

criteria have a direct impact on the extremely low staff turnover rate, ensuring that each 

educator not only fulfills the function of knowledge transfer in the classroom but is also 

capable of shouldering the moral responsibility of serving as a role model for the students 

(Observations, 2025). 

Figure 1.   

Value-Based Recruitment Framework at Pesantren 

 

Strategies for Educator Capacity Building through Strategic Partnerships  

Capacity building for educators at the Qamarul Huda Bagu Islamic Boarding School 

is implemented through a centralized training program that responds to changes in the 

national curriculum. The Foundation does not leave its educational units to fend for 

themselves in responding to updates in the education system; rather, it facilitates 

structured competency-building programs. These trainings focus on mastering modern 

Ǻ±|"ôƶôʲ "Ɩ| "l"|±ƌĜl ŴĜȺ±ȉ"lʲ ȡŦĜŴŴȡ˱ ȹĊ± ìƶɔƖ|"ȺĜƶƖ̃ȡ Ƞ±lȉ±Ⱥ"ȉʲˮ ȈĜ|Ċƶ ť"ƌĜŴˮ lƶƖíĜȉƌ±| 

that these programs are conducted regularly: 

We also hold training on the Merdeka Curriculum, which is, of course, directly 

monitored by the Ministry of Education or its representatives. Additionally, the 
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ɔƖĜʘ±ȉȡĜȺʲ lƶƖ|ɔlȺȡ ŞƶɔȉƖ"Ŵ Ⱥȉ"ĜƖĜƖô "Ɩ| ƶȺĊ±ȉ ȉ±Ŵ"Ⱥ±| "lȺĜʘĜȺĜ±ȡ̅ (Interview, Ridho 

Kamil, October 23, 2024).  

This centralized approach ensures that every educator, from elementary to 

secondary education levels, maintains a uniform standard of understanding when applying 

modern teaching methods in the classroom. 

At the higher education level, investment in human resources is directed toward 

advancing educational attainment through scholarship programs. The foundation 

recognizes that the demands of university accreditation and research quality cannot be 

met through short -term training alone but require advancing academic degrees to the 

doctoral level (Ph.D.). This effort is carried out by providing full financial support to faculty 

members deemed to have high academic achievement and dedication to the institution. 

This was emphasized by Abdul Qadir, Vice Rector for Academic Affairs at Qamarul Huda 

Badaruddin University (UNIQHBA), who stated:  

Specifically at the university and the institute, we also have a doctoral program, 

namely doctoral scholarships for high-performing faculty members, as well as 

community service programs  ̅(Interview, Abdul Qadir, April 10, 2025).  

This internal scholarship policy serves a dual purpose: to accelerate faculty 

competence and to reward long-term loyalty. 

A network of domestic strategic partnerships serves as another crucial pillar for 

bridging gaps in managerial and academic capacity. The Qamarul Huda Islamic Institute 

(IAIQH) is actively establishing Memorandums of Understanding (MoUs) with various well-

established public and religious universities to facilitate academic exchange, joint research, 

and the development of teaching methodologies. IAIQH Director H. Muhammad Ahyar 

detailed the broad scope of this collaboration:  

We are collaborating with various universities, both domestic and international, as 

Ǻ"ȉȺ ƶí ƶɔȉ ±ííƶȉȺȡ Ⱥƶ ±ƖĊ"Ɩl± ȺĊ± ȅɔ"ŴĜȺʲ ƶí ƶɔȉ í"lɔŴȺʲ "Ɩ| ȡȺɔ|±ƖȺ ʞƶȉŦíƶȉl±˱̅ 

(Interview, Muhammad Ahyar, April 10, 2025).  

These partnerships involve leading universities such as the Islamic University of 

Malang (UNISMA), UIN Syarif Hidayatullah Jakarta, and UIN Sunan Kalijaga Yogyakarta, as 

well as language development institutions in Kampung Inggris Pare, which directly enrich 

the academic knowledge and teaching methodologies of faculty members within the 

pesantren environment. 

A strategic leap in human resource development is also being achieved through 

internationalization and the involvement of the industrial and public service sectors. The 

need to produce professionals, particularly at vocational high school and university levels, 

requires instructors and students to possess practical skills recognized by the business and 

industrial sectors (DUDI). UNIQHBA Rector, Haji Menap, explained the scope of these 

partnerships:  
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We have established collaborations with PT. Pertamina, and with Brawijaya 

University... We also have partnerships with eleven universities in the Philippines and 

one university in Malaysia (Interview, Menap, April 10, 2025).  

In the health sector, partnerships are closely built with government agencies, the 

local Health Office, and the regional hospital network (Praya Regional General Hospital 

and Mataram Regional General Hospital). This interaction with industry and health 

practitioners indirectly compels pesantren educators to continually update their learning 

modules to ensure they remain aligned with workplace operational standards. 

Capacity building is not limited to the formal academic sphere; it is also carried out in 

a structured manner within non-formal institutions, which serve as centers for the 

transmission of Salafi traditions. Partnerships are established with umbrella religious 

organizations and partner Islamic boarding schools that specialize in specific fields of study 

to deepen the capacity of caregivers and ustadz. The Head of the Islamic Boarding School, 

TGH. Lalu Tamim Ali Akso highlighted the importance of this integration:  

We certainly collaborate with PBNU, as well as PCNU, throughout NTB. Additionally, 

ʞ± Ċ"ʘ± ĜƖʘĜȺ±| Ƌ"̃Ċ"| !Ŵʲ ȠɔŦƶȉ±Şƶ "ȡ " Ǻ"ȉȺƖ±ȉ ĜƖ ȺĊ± Ċɔƌ"Ɩ ȉ±ȡƶɔȉl± 

|±ʘ±ŴƶǺƌ±ƖȺ ƶí Ƌ"̃Ċ"| !Ŵʲ ȡȺɔ|±ƖȺȡ "Ⱥ ȺĊĜȡ bƶ"ȉ|ĜƖô ȡlĊƶƶŴ (Interview, Tamim Ali 

Akso, February 5, 2025).  

ȹĊ± Ǻȉ±ȡ±Ɩl± ƶí ±ʬȺ±ȉƖ"Ŵ Ǻ"ȉȺƖ±ȉȡˮ ȡɔlĊ "ȡ Ƌ"̃Ċ"| !Ŵʲ ȠɔŦƶȉ±Şƶˮ í"lĜŴĜȺ"Ⱥ±ȡ ȺĊ± 

transfer of methodologies for studying classical literature and training future religious 

scholars. This cross-sectoral integration, spanning ministries, international universities, 

corporations, and the Nahdlatul Ulama network, demonstrates that Islamic boarding 

schools can leverage their social capital to enhance the quality of human resources while 

maintaining their spiritual roots.  

Implementation of the Transcendental Motivation System and Human Resources 

Rewards 

The sustainability of educational quality at the Qamarul Huda Bagu Islamic Boarding 

ȠlĊƶƶŴ |±Ǻ±Ɩ|ȡ Ċ±"ʘĜŴʲ ƶƖ ȺĊ± ȡȺ"bĜŴĜȺʲ ƶí ȺĊ± Ⱥ±"lĊĜƖô ȡȺ"íí̃ȡ Ŵƶʲ"ŴȺʲˮ ʞĊĜlĊ Ĝȡ bɔĜŴȺ ɔǺƶƖ " 

foundation of dual motivation: structural and transcendental. Rather than making financial 

compensation the primary draw, the institution instills the value of spiritual devotion as the 

driving force behind performance. This philosophical foundation was directly passed down 

bʲ ȺĊ± bƶ"ȉ|ĜƖô ȡlĊƶƶŴ̃ȡ íƶɔƖ|±ȉ "Ɩ| Ĝȡ ±Ɩl"ǺȡɔŴ"Ⱥ±| ĜƖ ȺĊ± íƶɔȉ ǺĜŴŴ"ȉȡ ƶí ĜƖȡȺĜȺɔȺĜƶƖ"Ŵ 

ȡ±ȉʘĜl±˱ ȹĊ± ìƶɔƖ|"ȺĜƶƖ̃ȡ Ƞ±lȉ±Ⱥ"ȉʲˮ ȈĜ|Ċƶ ť"ƌĜŴˮ ȉ±"ííĜȉƌ±| ȺĊ±ȡ± íɔƖ|"ƌ±ƖȺ"Ŵ ǺȉĜƖlĜǺŴ±ȡ˰  

ʝ± íĜȉƌŴʲ ɔǺĊƶŴ| ȺĊ± íƶɔƖ|±ȉ̃ȡ Ⱥ±"lĊĜƖôȡ˱ ĉ± ȡ"Ĝ|ˮ ̂{ƶ ƖƶȺ b± "ȡĊ"ƌ±| ƶí Ǻȉ"Ĝȡ±ˮ |ƶ 

ƖƶȺ ȉ±Ⱥȉ±"Ⱥ íȉƶƌ lȉĜȺĜlĜȡƌ˱̃ ƕ±ʬȺ Ĝȡ ƶɔȉ ƌƶȺĜʘ"ȺĜƶƖ Ⱥƶ ȡ±±Ŧ ȺĊ± ǺŴ±"ȡɔȉ± ƶí !ŴŴ"Ċ Ƞʝȹˮ 

to seek blessings from the Divine Teacher, and the intention to serve religion, the 

nation, and society (Interview, Ridho Kamil, October 23, 2024).  

This paradigm effectively transforms the status of teaching from a professional 

obligation into an act of worship.  




































