ABSTRAK
Tatang Sudrajat, 3190230016. Kebijakan Pengembangan Sumber Daya
Manusia Perguruan Tinggi Keagamaan Islam (Studi Mengenai Implementasi
Kebijakan Pengembangan Karier dan Profesi Dosen di STAI Persis Bandung
dan STAI Sabili Bandung)

Permasalahan penelitian berkaitan dengan kebijakan pengembangan karier dan
profesi dosen yang termasuk bad policy. Selain itu, implementasi kebijakan
pengembangan di STAI Persis dan STAI Sabili belum sepenuhnya sesuai dengan
ketentuan. Penelitian bertujuan untuk mengidentifikasi (1) berbagai aspek
kebijakan publik tentang pengembangan karier dan profesi, (2) kebijakan
pengembangan Kkarier dan profesi di dua perguruan tinggi tersebut, (3)
implementasinya, (4) faktor pendukung dan penghambat, dan (5) strategi dalam
menanggulangi hambatan.

Kerangka berpikir penelitian ini berkenaan dengan konsep pengembangan
sumber daya manusia yang akan menentukan kinerja perguruan tinggi. Kebijakan
pengembangan karier dan profesi dosen, melalui kajian terhadap substansi dan
implementasinya dapat memberi rekomendasi tentang alternatif kebijakan
pengembangan dosen di masa depan.

Penelitian menggunakan pendekatan kualitatif, dengan metode deskriptif,
evaluasi kebijakan dan yuridis normatif. Pengumpulan data dilakukan dengan
wawancara mendalam, observasi, dan dokumentasi. Analisis data dilakukan secara
kualitatif model Miles Huberman, dan analisis isi. Uji atau teknik keabsahan data
terdiri atas uraian rinci, perpanjangan keikutsertaan, analisis kasus negatif,
ketekunan pengamatan, dan pengecekan sejawat.

Hasil penelitian menunjukkan bahwa (1) Kebijakan publik mengenai
pengembangan karier dan profesi dosen ditetapkan negara/pemerintah, berbentuk
undang-undang, peraturan pemerintah, peraturan presiden, peraturan menteri,
permen bersama, keputusan menteri, surat edaran menteri, dan surat edaran dirjen.
Beberapa kebijakan ada yang rancu, tidak operasional, tidak lengkap, tumpang
tindih, tidak konsisten, dan kontradiktif; (2) Kebijakan di STAI Persis dan STAI
Sabili terdapat dalam Statuta dan Rencana Strategis, berupa fasilitasi studi lanjut,
pengurusan jabatan akademik, kenaikan pangkat, sertifikasi dosen, serta untuk
peningkatan kompetensi dan promosi; (3) Implementasi kebijakan melibatkan
Wakil Ketua I, Wakil Ketua IlI, pimpinan program studi dan staf bagian
kepegawaian. Pimpinan mengidentifikasi kebutuhan pengembangan dosen,
fasilitasi dukungan dana dan administratif, mendorong untuk peningkatan
kualifikasi akademik dengan membuka peluang kerjasama, serta peningkatan
kesejahteraan; (4) Faktor pendukung meliputi rasa ukhuwah, komunikasi dan
kebersamaan, fasilitasi yang konsisten, ketersediaan jurnal, sebagian dosen tetap
masih berusia muda, interaksi positif antar pimpinan, dosen dan staf administrasi,
serta rasa memiliki terhadap lembaga. Faktor penghambat meliputi kemalasan,
pemahaman yang belum utuh, kelenturan aturan, serta penerapan aturan yang
kurang konsisten; (5) Strateginya diantaranya pimpinan terus mendorong semangat
pengurusan jabatan dan pangkat, peningkatan kualitas pelayanan, melengkapi
dokumen, serta responsif terhadap kebutuhan pengembangan karier dan profesi.
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ABSTRACT

Tatang Sudrajat, 3190230016. Development Policy of Islamic Religious
Higher Education Human Resource (A Study into Implementation of Lecturer
Career and Profession Development Policies at STAI Persis Bandung and
STAI Sabili Bandung)

The research problem is related to the policies of career and profession
development for lecturers which are classified as a bad policy. In addition, the
implementation of development policies at STAI Persis and STAI Sabili has not
fully complied with the provisions. The research aims to identify (1). various
aspects of public policy regarding career and professional development, (2). career
and profession development policies in the two tertiary institutions, (3). their
implementation, supporting and inhibiting factors, and (5). strategies for
overcoming these obstacles.

The framework for thinking about this research relates to the concept of
developing human resources which will determine the performance of tertiary
institutions. Lecturer career and profession development policies, through a study
of substance and implementation, can provide recommendations on alternative
policies for future lecturer development

The research used a qualitative approach, with descriptive methods, policy
evaluation and normative juridical. Data collection was carried out by in-depth
interviews, observation, and documentation. Data analysis was carried out
qualitatively using the Miles Huberman model and content analysis. Data validation
tests or techniques consisted of detailed descriptions, extension of participation,
analysis of negative cases, persistence of observations, and peer checking.

The results of the study showed that (1). Public policies regarding lecturer
career and profession development were stipulated by the government, formed of
laws, government, presidential, and ministerial regulations, joint candy, ministerial
decrees, ministerial circulars, and director general circulars. Several policies that
were ambiguous, not operational, incomplete, overlapping, inconsistent, and
contradictory; (2). Policies at STAI Persis and STAI Sabili were contained in the
Statutes and Strategic Plans, in the form of facilitation for further study,
management of academic positions, management of promotion, management of
lecturer certification, assignments for competency improvement and promotion;
(3).The implementation of policies involved Vice Chair I, Deputy Chair 2, heads of
study programs and staff of the staffing department. Leaders identify lecturer
development needs, facilitate financial and administrative support, encourage to
improve academic qualifications by opening opportunities for collaboration, and to
improve welfare; (4). Supporting factors included a sense of ukhuwah,
communication and togetherness, consistent facilitation, availability of journals,
and a sense of belonging to the institution. Inhibiting factors among others laziness
and enthusiasm in management, incomplete understanding, and inconsistent
application of rules; (5).The strategy among others was that leaders to encourage
the spirit of managing academic positions and ranks, to complete documents, and
to be responsive to career and profession development needs.

Xii



