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Abstract

This study analyzes human resource management development strategies to improve the welfare of Human Resources (SDI) in STAI As-Sunnah. The results of this study show strategies that can be applied, including curriculum development, teacher quality improvement, strategic partnerships, infrastructure improvements, and academic mentoring programs. The results of this study provide recommendations to improve the welfare of SDI in STAI As-Sunnah and provide direction for decision-makers and related parties in the development of more effective and sustainable human resource management. In this study, conclusions will also be drawn based on the results of the study, including human resource management development strategies, utilization of internal strengths and external opportunities, overcoming internal weaknesses, and handling external threats. The purpose of this study is to provide recommendations that can help STAI As-Sunnah in improving the welfare of SDI so that they can get quality education and support the development of their potential optimally.
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INTRODUCTION
The development of human resources for an institution such as organizations, corporations, or institutions, is a fundamental factor that needs to be considered to determine the extent of the quality and quantity of performance of the institution. Institutions that are well organized and use good human resources (SDI), will have output which is good, otherwise if the institution is not organized without going through SDI properly then it will not have output which is good anyway. Human resources seem to be the lifeblood of an organization, because the organized human element will determine the course or stagnation of the organization (Pantow & Waleleng, 2017).
Higher education in Indonesia has problems with the quality and quantity of human resources. In terms of quality, there are still many educators and education staff at universities who have not met applicable standards and regulations. So that it not only harms the institution, but it may harm its students (D. H., 2011). This can be seen from the institution that has never developed even though it has been established for dozens or even decades.
In 2015, the Ministry of Research and Technology banned 243 campuses in Indonesia (Simanjuntak, 2016). Totok Prasetyo, Director of the Institutional Development Department of the Ministry of Research, Technology and Higher Education, said the closure was allegedly due to the buying and selling of diplomas in fictitious lecture formats (fake diplomas) and because there were no takers on campus (Krishna, 2018).  Until 2018, the ministry had built these campuses. Until 2018, the Ministry of Education and Culture has fostered these campuses. As of November 2018, 100 campuses were reactivated, 91 closed, 14 under construction, and 35 unclear. 
The series of desired expectations and problems that arise above also have an impact on the welfare of human resources of higher education managers which involves administrative staff and lecturers. Even though improving the quality of education in Indonesia is not as easy as turning the palm of the hand, because many aspects need to be addressed and given special attention.
In Indonesia, lecturers live the demands of the Tri Dharma: teaching, researching, and serving the community. These aspects can be a happy job for more than 300,000 lecturers across the country. But the compensation they receive has not been worth their efforts in building academic careers (Danumiharja, 2014).
As for lecturers who are not private universities even though the salary structure has begun to be clear, the nominal given is not commensurate with their burden of working and pursuing careers when they become lecturers (Purnomo, 2021). Among them, they have to take on other things after returning home from teaching in order to be able to meet the needs of their stairs. The variety of work they do outside the campus will actually divide their time and reduce their concentration in carrying out their functions to undergo the demands of the Tri Dharma of higher education.
The study aims to relate the findings in the As-Sunnah Islamic College environment with the phenomenon of the problem described above. First, the problem of SDI, the phenomenon that occurs today that structural positions in the academic community are filled by people who are not yet competent, not infrequently those who do not have experience in leading educational institutions are given positions to sit as vice rectors. This problem often also occurs because of the interference of the foundation in managing educational institutions. Many positions are filled not in accordance with established SOPs. On the other hand, admin staff who work in the administrative environment also do not have qualified skills and abilities. Among educational institutions, there are those who make fresh graduates as administrative employees to help lecturers and meet the needs of students and campus needs.
Secondly, welfare issues. The phenomenon of inequality between the welfare of an educator and other professions is a real thing and cannot be denied. Among the weak work ethic of a lecturer in carrying out the Tri Dharma of higher education is because the welfare they experience is very far compared to the struggles and sacrifices they make. 

REVIEW OF LITERATURE
Understanding Management
The term management referred to in KBBI is (1) the effective use of resources to achieve goals, and (2) leadership that is responsible for the running of a company and organization (Language, 2017).
Management is the process of planning, organizing, leading, and controlling activities related to job analysis, job evaluation, procurement, development, compensation, promotion, and termination of employment to achieve set goals (Cahyadi et al., 2023). According to Fatahullah Juhdi, management is the process of coordinating activities with other parties so that the activities concerned achieve results (output) maximized and implemented efficiently and effectively (Anjelina et al., 2021).
Overall, the opinions of these experts describe management as a process that involves managing resources, organizing activities, leadership, coordination, planning, directing, and controlling to achieve organizational goals effectively and efficiently. This approach emphasizes the importance of using human and other resources in an optimal way to achieve the desired results.
Management is needed by everyone to regulate work culture in organizations, because without good management, the results of work will not be optimal, work is not effective and efficient. Therefore, management functions at the following three problem points: first to achieve the goal; Management is needed to achieve corporate and personal goals. Second, maintain a balance between the conflicting goals of company stakeholders such as owners and employees, creditors, customers, consumers, suppliers, unions, trade associations, communities, and governments. Third, to achieve efficiency and effectiveness. The work of the company can be measured in different ways. A common approach is efficiency and effectiveness (Amin, 2014).
Understanding Human Resource Management
The term Insani in KBBI refers to humanity or concern; Humanity; human (Bahasa, 2017). The word man comes from Arabic “إنسان” which means human. In Al-Ma’aniy’s dictionary it is stated: human being is doing good deeds that can be an example for others (almaany, 2023). At in Al-Mu'jam Al-Mu'ashir “Human” is associated with the word insaniyah that is, to love the goodness of all human beings. Human is also related to human beings which means a being who lives, thinks, is intelligent, able to speak (Lexicon.alsharekh, 2023).
From the etymological definition of human above, it can be known the meaning of human in the sentence human resources (SDI). But in Arabic terms the word “basyari” is more often used than the word ‘human’ i.e., “رأس المال البشري”. Because the term “basyari” from the word “basyar” is more specific than the word “insan”. The term “insan” which means “human” is still common, the meaning is the opposite of the term “jinn”. People are also often associated with negative traits. 
In the world of management, the term SDI is not yet familiar to be used by various kinds of companies, institutions or mass organizations. Because the term that is more often used is HR. The term SDI is only familiar in Islamic institutions or in companies concerned with   development and development based on Islamic principles. So, some people think that SDI is HR itself, because at first glance there is no difference in the definition of SDI and HR according to some of the experts above. 
However, if explored further, the difference between SDI and HR can be clearly known. For example, in terms of language; in English Veithzal Rivai Zainal refers to SDI as “Islamic human capital”, while HR is better known as “human resources”. In Arabic, HRM is often referred to as “الموارد البشرية” (Almawarid albasyariyah) while SDI is referred to as “رأس المال البشري”. 
Both terms above have their own definitions, Riyanti Etania quotes:
 “Human resources are businesses, jobs or services designed to carry out the production process. In other words, human resources are the quality of efforts that a person makes to produce services or goods within a certain period of time. Human resources are also human Conditions to be able to produce services or goods through work effort Being able to work means being able to carry out various activities of economic value (which can produce goods and services to meet the needs of life) (Riyanti Etania, 2020).”
As for SDI or Human Capital emerged as a result of a shift in the role of HR. Thus, the concept stems from the thought that humans are intangible assets with many advantages. Key concepts Human Capital is man not just a resource, man is capital that can provide income (return), and any expenditure made to develop the quality and quantity of capital can be the value of the investment activity (Riyanti Etania, 2020).
The Concept of Management in Islam
Basically, the teachings of Islam found in the Qur’an, As-Sunnah, and Ijma’ ulama provide extensive guidance on leading a life that is organized, correct, and orderly (Didin Hafidhuddin, 2003).  The management theories and concepts employed today are not new from an Islamic perspective. Management has existed since the creation of the universe by God (Goffar, 2016). This implies that the elements of management observed in the formation of nature and its various creatures are inseparable from the management of the heavens. When Prophet Adam served as the caliph in this universe, he applied these elements of management. 
In Islam, management entails behaviors aligned with the values of faith and monotheism. If individuals involved in an activity base their behavior on the principle of tawhid, it is expected that their conduct will be controlled. These principles are derived from the Qur’an, hadith, and the examples set by the Companions. The essence of management in Islam lies in its ri’ayah (leadership spirit). According to Islamic perspectives, the spirit of leadership plays a crucial role in the concept of management. This inherent disposition is an essential aspect of humanity as the caliph on earth.
According to Didin and Hendri, management can be considered Sharia-compliant if: First, it emphasizes behaviors aligned with the values of faith and monotheism. Second, Sharia management recognizes the significance of establishing an organizational structure. Third, Sharia management encompasses a well-structured system that ensures proper conduct. 
The process - it must be diligently followed. Actions should not be performed hastily or superficially. This principle holds great importance in Islamic teachings. Having clear guidance, a strong foundation, and transparent means of attaining it are actions that are beloved by Allah the Exalted. In fact, management in the sense of organizing tasks to be executed properly, accurately, and thoroughly is something that is prescribed in Islamic teachings.
According to Terry, there are four main functions of management, which in the world of management is known as POAC, namely Planning, Organizing, Actuating (movement or direction), and Controlling (surveillance/observation) (Athoillah, 2017). This is also stated in the Qur’an and Al-Hadith in the context of being the philosophy of Muslims (Didin Hafidhuddin, 2003).
Human Resource Objectives
	The purpose of human resource management is to increase the escalation of productive contributions of people in companies or institutions through strategic, ethical and socially responsible means (Rachmat et al., 2023). Among other objectives to be achieved by SDI management basically are: a. Increase productivity, efficiency, and effectiveness; b. Low employee turnover, absenteeism and customer complaints; c. High employee job satisfaction and high quality of service; d. The company’s business increases (Zainal et al., 2014).
MSDI Development Strategy Theory
In Rangkuti, several definitions of strategy are presented. According to Chandler, strategy is a tool to achieve company goals in relation to long-term goals, follow-up programs, and resource allocation priorities. Argyris, Mintzber, Steiner and Miner define strategy as a continuous or adaptive response to external opportunities and threats as well as internal strengths and weaknesses that can affect the organization. Hamel and Prahalad in more detail also explain that strategy is an action that is incremental (constantly improving) and continuously and can be done based on the point of view of what customers expect in the future. Thus, strategic planning almost always starts from “what can happen”, not starts from “what happens” (Freddy, 2018). So, it can be concluded that strategy is an action on an ongoing basis in order to achieve company goals in the long term so that the company can improve the goals expected by customers in the future.
	The strategy is divided into three parts, namely: a) Management strategy is a strategy that can be carried out by management with a macro strategy development orientation. For example, product development strategies, pricing strategies, acquisition strategies, market development strategies and others; b) Investment strategy is an investment-oriented activity. For example, survival strategies, divestment strategies and so on; c) Business strategy is a strategy that is oriented to the functions of management activities. For example, marketing strategies, operational strategies, financial strategies and others (Freddy, 2018).
Next, it relates to how the theory of developing human resources. Before empowering human resources, inventory efforts related to: a) Number of existing manpower and qualifications; b) Period of service respectively; c) Knowledge and skills possessed by human resources, both formally and informally; d) Talents that still need to be developed; e) Personnel interests, which are related to the activities of duties (Priyono & Darma, 2016).
Development of MSDI in Islamic Perspective
In carrying out their duties and responsibilities, employees need to act professionally so that the main objectives of their functions are achieved. SDI Employees certainly need to have special skills and skills in order to carry out a job well. Then, have a high moral commitment as outlined in the professional code of ethics (regulations that must be carried out in carrying out work. Employees are paid a decent salary as a consequence of exerting all their energy, expertise, skills and mind.
Factors of SDI Development in Islamic Colleges
To develop the quality of Islamic religious colleges, things that need to be improved are:
Improving Educator Human Resources (Lecturers)
The development of Islamic religious colleges, requires improving the quality or quality of its human resources, because the existence of quality lecturers will affect the institution in general and affect students in particular.
Improving Learning Process Facilities
Complete and adequate facilities in lectures will have a major impact on improving the learning process. It is conceivable that if students and lecturers carry out teaching and learning activities with uncomfortable room conditions, surely, they will have difficulty absorbing lecture material due to disturbed concentration. 
Improving Education Services
Admittedly, administrative services that do not use the latest technology and systems in universities cause some of the needs of students or lecturers who should be served quickly and well even make it difficult and hinder academic access.
Establishment of Academic Support Institutions
Quality Assurance Agency
Aligning the learning process in higher education with the vision, mission, goals and standards agreed upon by the institution is one of the important tasks that must be carried out by quality assurance institutions (Muhith, 2017). Because the existence of a quality assurance institution will help the extent to which the development of the quality of education carried out by higher education can be measured. 
Foreign Language Development Institute
The urgency of a foreign language for a person or an institution cannot be underestimated, especially in this era, mastery of foreign languages is one of the media for transferring knowledge. Through this institution, the foreign language skills of students and lecturers in the university environment can be improved appropriately. 
Cooperation
Higher education should not only develop teaching and learning processes on campus, but also need to develop research to encourage the development of science and strengthen cooperation with the government, the business world or other universities (Hakim, 2020).
Accreditation of Institutions and Study Programs
Accreditation status is one indicator to assess the quality of higher education. Study programs that are not accredited can be said to be “unqualified” because among the main causes of unaccredited study programs are unclear lecturer qualifications, then lecturer academic positions, and unclear management and course delivery (Berutu, 2019).
SDI Welfare  
Welfare according to the Big Dictionary Indonesian means “things or conditions of prosperity, while the meaning of prosperity itself is safe sentosa, prosperous, all-sufficient” (Bahasa, 2017).  The welfare in question is compensation that can be given. According to Law Number 11 of 2009 concerning Social Welfare, welfare refers to the condition where the material, spiritual, and social needs of individuals are met, allowing them to lead a decent life and develop themselves to fulfill their social functions.
As stated by Dessler in Nunung Ristiana, compensation encompasses all forms of remuneration or benefits provided to employees in return for their work. It consists of two components. Firstly, there are direct financial payments such as wages, salaries, incentives, commissions, and bonuses. Secondly, there are indirect payments in the form of financial benefits, including insurance and vacation allowances, provided by the employer (Ristiana & Rahardja, 2012). 
In the perspective of Werther and Davis, compensation is what employees receive in exchange for their contributions to the organization. It includes an incentive system that links compensation to performance, where employees are rewarded based on their performance rather than seniority or the number of hours worked (Nursam, 2017).
Well-Being Function
First: Fulfillment of Basic Needs: Welfare aims to ensure that individuals and communities have adequate access to basic needs such as food, clean water, housing, and health services. It is important to improve the quality of life and reduce poverty levels (WHO, 2010). 
Second: Education and Skills: Well-being involves providing individuals with access to quality education and skills training so that they can improve their economic capabilities and opportunities. Good education helps improve the quality of the workforce and promotes sustainable human development (UNESCO, 2016).
Third: Social Protection: The welfare function includes social protection for vulnerable individuals such as children, the elderly, persons with disabilities, and the poor. Social protection programs such as social security, social assistance, and health insurance help protect individuals from unexpected economic and social risks (Organization, 2011).
Forms of Welfare
Ivancevich distinguishes financial compensation into two categories: direct financial compensation and indirect financial compensation. Direct financial compensation includes wages, salaries, bonuses, and commissions. On the other hand, indirect compensation, also known as benefits, encompasses all financial rewards that are not included in direct financial compensation. Additionally, Ivancevich acknowledges the presence of non-financial rewards such as praise and self-esteem, which can impact motivation, productivity, and satisfaction (Ewi Sasmita, 2022).
According to Wether and Davis, compensation can take the form of both direct and indirect compensation. Direct compensation refers to management compensation, such as wages, salaries, or incentives. Indirect compensation, on the other hand, may come in the form of benefits or provisions for security and health guarantees.


RESEARCH METHOD
The descriptive qualitative research method approach is used in this study to understand the phenomenon being studied in depth and describe it in detail. This approach allows researchers to gain a comprehensive understanding of the research subject through in-depth data collection and analysis (Creswell & Poth, 2016). According to Denzin and Lincolyn stated that qualitative research is research that uses a natural setting, with the intention of interpreting phenomena that occur and is carried out by involving various existing methods (Anggito & Setiawan, 2018). The purpose of descriptive research is to observe directly the phenomenon under study, while interviews are used to gain a deeper understanding of the perspectives of individuals involved in the phenomenon. Document analysis is carried out to collect secondary data relevant to the study.
The first reason qualitative research according to the author is more able to describe directly the opinion of the object regarding the study being studied, because in this case the author will present data in the form of a description of words, in accordance with the results of interviews obtained from the source. Another reason that the author can include here is because it makes it easier for the author to process data. So, according to the authors, qualitative research is more suitable for this thesis research.
In the process of conducting research there are two stages of making questionnaires. First, to prepare a SWOT analysis questionnaire before distributing it to respondents, researchers first conducted an in-depth interview with Khairul Anhar, chairman of STAI As-Sunnah about the appropriate internal and external factors. Furthermore, the researcher appointed several respondents who were directly related to the development of SDI, namely the Chairman of STAI As-Sunnah, Assistant Chairman II of STAI As-Sunnah, LPM Section, HR Section, Members of the Campus Senate and several lecturers and employees in the STAI As-Sunnah environment.

RESULTS AND DISCUSSION
Description of Human Resource Development Information Documentation
Since STAI As-Sunnah was established, how do foundation trustees see the welfare condition of SDI in STAI As-Sunnah until now?
“Since the establishment of STAI As-Sunnah, the foundation has seen positive developments in the welfare conditions of SDI in STAI As-Sunnah. There have been improvements in facilities, funding and teaching quality.” (Muslim, 2023)
Muslim also explained that the foundation has shown a strong commitment in maintaining and improving the welfare of SDI, as well as being active in overcoming the challenges faced. Increasing collaboration and participation of all relevant parties is highly emphasized in maintaining and improving the quality of education. Although challenges still exist, the trustees of the foundation are proud of the achievements that have been achieved and are committed to continue working hard to improve the welfare and quality of education for SDI students at STAI As-Sunnah.
The trustees of the foundation have made several efforts to improve the welfare of SDI (Islamic Students) at STAI As-Sunnah. These efforts include scholarship programs, skills training, curriculum development, and the provision of supporting facilities such as libraries and laboratories. The Foundation has responsibility for providing funding, facilitating welfare programs, and providing guidance and direction to students and educators. 
Internal and External Environment of the Islamic College of North Sumatra
Referring to the processed SWOT analysis data, it can be seen that the strategy that has been carried out at STAI As-Sunnah is in the status (Growth Strategy) with a focus on utilizing the internal strengths of the organization to take advantage of existing external opportunities. In this context, the human resource development strategy refers to the efforts made by STAI As-Sunnah in improving the quality and welfare of SDI are: 
Strengths
First, Adequate Facilities and Infrastructure: STAI As-Sunnah has adequate facilities and infrastructure, including lecture buildings, libraries, laboratories, and other supporting facilities. This allows SDI to have an optimal learning experience.
Second, Qualified Teaching Staff: STAI As-Sunnah has qualified and competent teaching staff in their fields. They have extensive experience and are able to deliver learning materials well to SDI.
Third, Strong Industry Network: STAI As-Sunnah has strong industry networks, both with related companies and organizations. This provides opportunities for SDI to get internship opportunities, research collaborations, and career opportunities after graduation.
Weaknesses
First, Lack of Soft Skills Development Program: STAI As-Sunnah still does not have an adequate soft skills development program for SDI. This can be an obstacle for them in facing competition in the world of work that requires non-technical skills.
Second, Lack of Alumni Involvement: Alumni involvement in supporting SDI development is still limited. This can reduce the potential network and support that can be provided to SDI.
Opportunities
First, Industry Involvement in Curriculum Development: There is an opportunity to involve industry in curriculum development that is relevant to market needs. By paying attention to the demands of the industry, STAI As-Sunnah can prepare SDIs with appropriate skills and increase their employment opportunities.
Second, Entrepreneurship Program Development: There is potential to develop entrepreneurship programs at STAI As-Sunnah. By encouraging an entrepreneurial spirit in SDI, they can become independent entrepreneurs and contribute to creating jobs.
Threats
First, Competition with Other Educational Institutions: STAI As-Sunnah faces competition with other educational institutions in attracting prospective students and providing quality education. This can be a threat to STAI As-Sunnah in maintaining its appeal as an educational institution.
Second, Technological Changes and Industrial Demands: Rapid technological changes and evolving industrial demands can become threats if STAI As-Sunnah cannot keep up with these developments. STAI As-Sunnah needs to ensure that the educational programs and curriculum provided remain relevant to the latest technological developments. In addition, STAI As-Sunnah also needs to pay attention to industry demands in developing SDI skills and knowledge.

CONCLUSION
Based on the results of the research and discussion conducted, conclusions can be drawn in accordance with the following problem formulation: a) The strategy of developing human resource management in improving the welfare of SDI in STAI As-Sunnah is currently quite good but needs to be improved; b) The strategy to improve the welfare of SDI in the As-Sunnah Islamic high school environment is to focus on utilizing internal strengths and utilizing external opportunities, followed by overcoming internal weaknesses and external threats.
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