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Abstract

This study examines the employee recruitment strategy implemented by shoe manufacturing companies in
Rembang Regency, Indonesia, through an anti-zoning approach designed to broaden employment opportunities
for communities in both coastal and inland areas. In this study, anti-zoning refers to an inclusive recruitment
strategy that removes residential proximity as a criterion for employee selection, thereby ensuring more equitable
access to employment across geographically dispersed communities. The study is motivated by the increasing
labor demand in the labor-intensive footwear industry and the unequal distribution of prospective workers, many
of whom reside in rural areas with limited access to employment information, transportation, and formal
recruitment networks. A descriptive qualitative research design was employed, using observation, semi-structured
interviews, and documentation as the primary data collection methods. The participants included factory
managers, human resource personnel, employees, job seekers, village government officials, and community
members from coastal and inland villages. The findings reveal that the anti-zoning strategy is operationalized
through diversified job information channels, collaboration with village governments, utilization of community-
based social networks, improved transportation accessibility, and recruitment procedures that emphasize
applicants' potential, motivation, and work readiness rather than geographical location. These practices have
expanded employment opportunities, reduced disparities in access to labor market information, and strengthened
the participation of rural communities in the industrial workforce. The study concludes that anti-zoning
recruitment represents not only an effective strategy for addressing industrial labor shortages but also a mechanism
for promoting inclusive regional development and local economic empowerment. The findings contribute to the
human resource management literature by introducing a spatially inclusive perspective on recruitment practices
within labor-intensive industries in non-metropolitan regions.

Keywords: anti-zoning, employee recruitment, shoe factory, labor, coastal areas, inland areas,
Rembang Regency.

Introduction assembly workers, sewing workers,
packaging workers, and other production-
support positions. At the national level, the
footwear industry remains one of the
strategic industries because it contributes to
exports, investment, and employment
absorption (Armstrong & Taylor, 2020;
Barber, 1998; Fashihullisan et al., 2026).
The Ministry of Industry has also
emphasized that the leather, leather goods,
and footwear industries play an important
role in the national manufacturing chain,

Labor-intensive industries play a
strategic role in regional employment
absorption, particularly in non-
metropolitan areas undergoing economic
structural transformation from agrarian,
fisheries, and informal sectors toward
industrial sectors. One relevant labor-
intensive sector is the footwear industry,
including shoe manufacturing, because this
sector requires a large number of workers,
especially for production operators,
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while industry reports show that this sector
absorbs hundreds of thousands of workers
and supports socio-economic stability as
part of the labor-intensive industrial sector
(Badan  Pusat  Statistik = Kabupaten
Rembang, 2024, 2025).

Rembang Regency is a coastal region
located on the northern coast of Central
Java and has distinctive geographical and
socio-economic characteristics. This region
does not only consist of coastal areas close
to centers of economic activity, but also
includes inland and rural areas that are
relatively distant from industrial centers,
employment information sources, and
regular transportation access. Based on
labor data for Rembang Regency, the
number of people in the labor force in
August 2025 reached 403,612, an increase
compared with August 2024, with a Labor
Force Participation Rate of 75.97% and an
Open Unemployment Rate 0f 2.90%. These
data indicate that community participation
in the labor market is relatively high;
however, more equitable and inclusive
employment absorption strategies are still
needed (Misidawati et al, 2024;
Granovetter, 1995).

The establishment of shoe factories in
Rembang has created new employment
opportunities for local communities. The
Rembang Regency Government previously
stated that, in the initial stage, a shoe factory
in the region planned to recruit
approximately 1,000-1,500 workers and
prioritize residents living around the factory
area or in the first-ring villages (Balai
Pemberdayaan  Industri  Persepatuan
Indonesia, 2024; Noe et al., 2021). On the
one hand, prioritizing communities around
the factory can be understood as a form of
support for residents directly affected by
industrial activities. On the other hand,
recruitment patterns that are too strongly
based on residential proximity may create

unequal access to employment for
communities living in distant coastal areas,
inland areas, or villages that are not
included in the priority recruitment zone.

In this context, the concept of “anti-
zoning” becomes important to examine. In
this study, anti-zoning is not understood as
opposition  to  equal  employment
opportunities; rather, it refers to a
recruitment strategy that does not restrict
prospective workers based on a particular
residential zone. This strategy emphasizes
broader access to job information, a more
equitable distribution of opportunities, and
a selection mechanism that considers the
potential, readiness, motivation, and work
capacity of prospective employees, rather
than merely their geographical proximity to
the factory location (Breaugh, 2008;
Ningrum et al., 2024; Hariyadi et al., 2021,
2022, 2024). Thus, anti-zoning is
positioned as a recruitment approach
oriented toward cross-regional labor
inclusion, particularly for communities in
coastal and inland areas (Pemerintah
Kabupaten Rembang, 2019; Kanzunnudin
et al., 2025; Noe et al., 2021).

The main problem in labor
recruitment in coastal and inland areas is
not only the availability of job vacancies,
but also access to  information,
transportation, social networks, work
readiness, and community perceptions of
industrial employment. Inland communities
often face challenges related to distance,
mobility costs, limited formal job
information, and minimal administrative
assistance in the job application process.
Meanwhile, coastal communities that have
traditionally depended on fisheries, small
trade, and informal work also need to adapt
to the standardized, time-disciplined, and
target-oriented work rhythm of
manufacturing industries (Armstrong &
Taylor, 2020; Al-Faruqi et al., 2024). The
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research gap in this study can be identified
from three perspectives: empirical,
theoretical, and practical. First, empirically,
there is still limited research that
specifically discusses labor recruitment
strategies in labor-intensive industries in
non-metropolitan regions such as Rembang
Regency. Studies on the footwear industry
generally focus more on production,
exports, supply chains, industrial relations,
and working conditions, whereas studies
examining how companies reach local
workers from coastal and inland areas
remain underdeveloped (Becker, 1993). In
fact, labor-intensive industries strongly
depend on the availability of local workers
who are distributed across areas with
different levels of access.

Second, theoretically, research on
employee recruitment has generally
focused on person-job fit, selection
effectiveness, and organizational needs
(Chapman et al., 2005; Granovetter, 1995).
Such approaches have not sufficiently
incorporated spatial or regional dimensions
as important factors in the recruitment
process. In the context of Rembang,
prospective workers’ residential locations,
distance to the factory, village-based
information networks, and transportation
conditions are important factors that
influence their opportunities to access
industrial employment. Therefore, there is a
gap in human resource management
studies,  particularly in  integrating
recruitment theory with issues of
geographical access and equal employment
opportunity.

Third,  practically,  recruitment
patterns that prioritize communities around
factory areas may accelerate labor
fulfillment and reduce social resistance
among nearby residents. However, such
strategies may also limit opportunities for
people in distant coastal and inland areas

who also need employment (Mathis et al.,
2017; Shofwani, 2019). This gap indicates
the need for a more open, adaptive, and
inclusive recruitment model, so that
companies can meet their labor needs
without creating regional exclusion. In
addition, previous studies have rarely
examined the term “anti-zoning” as a
concept in industrial labor recruitment. The
term zoning is more commonly used in
studies of education, spatial planning, or
public services, while its use in the context
of labor recruitment remains relatively new.
Therefore, this study offers an opportunity
to develop a new meaning of anti-zoning as
a recruitment strategy that rejects narrow
residential-zone-based  restrictions and
promotes equal employment opportunities
across regions. From the perspective of
regional labor policy, further studies are
also needed to explain how companies,
village governments, labor offices, and
communities can collaborate to expand
employment access. As the labor force in
Rembang continues to grow, employment
absorption strategies cannot rely solely on
passive job vacancy announcements, but
require active recruitment mechanisms that
reach coastal and inland villages. Based on
these gaps, this study aims to address both
academic and practical needs by examining
how the anti-zoning recruitment strategy is
implemented by shoe factories in Rembang,
how the strategy reaches workers from
coastal and inland areas, and how it
contributes to  equal employment
opportunities for local communities.

The anti-zoning recruitment strategy
in Rembang shoe factories is important
because it can bridge industrial labor needs
with community demands for fairer
employment access. This strategy can be
implemented through collaboration
between  companies and  village
governments, cross-district dissemination
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of job vacancy information, utilization of
social media and local community
networks, provision of transportation for
workers from distant areas, simplification
of administrative procedures, and pre-
employment training for prospective
employees. Through this approach,
recruitment is not merely an administrative
corporate process, but also an instrument
for local community economic
empowerment.

Academically, this study is important
because it connects human resource
management studies with issues of spatial
inequality, employment access, and local
economic development. So far, studies on
employee recruitment have tended to

emphasize selection, qualifications,
competence, loyalty, —and  worker
productivity. Research specifically

examining how labor-intensive companies
reach workers from coastal and inland areas
remains limited (Sutrisno, 2017; Rukmiati
et al., 2026). Therefore, research on the
anti-zoning  recruitment  strategy in
Rembang shoe factories is expected to
provide  conceptual and  practical
contributions to the development of
inclusive recruitment models based on
regional characteristics.

The novelty of this study lies in the
development of the concept of ‘“anti-
zoning” in the context of labor recruitment
in labor-intensive industries. This concept
offers a new perspective that employee
recruitment should not be viewed merely as
an administrative process to obtain
workers, but also as a socio-economic
strategy to expand employment access for
communities across regions. First, this
study presents conceptual novelty by
defining anti-zoning as an inclusive
recruitment strategy that does not restrict
prospective workers based on the proximity
of their residence to the factory (Mathis et

al.,, 2017; Werner & DeSimone, 2012). In
this context, anti-zoning becomes a
recruitment model that emphasizes
equitable employment access, information
openness, and equal opportunity for coastal
and inland communities. Second, this study
offers contextual novelty by selecting
Rembang Regency as the research site.
Rembang has coastal, rural, and inland
characteristics that allow an analysis of the
relationship  between industry, local
communities, and labor access. Thus, this
study differs from recruitment studies that
are generally conducted in large industrial
zones or urban areas.

Third, this study offers practical
novelty in the form of an expanded-
outreach recruitment strategy model. This
model includes cross-village dissemination
of job vacancy information, collaboration
with village governments, involvement of
community leaders, use of digital media,
transportation facilitation for workers,
administrative assistance in  job
applications, and work-readiness training
for prospective employees from coastal and
inland areas. Fourth, this study contributes
novelty to human resource management
studies by integrating recruitment,
geographical access, and local community
empowerment. Thus, this study contributes
not only to the development of recruitment
theory, but also to the discourse on regional
development, reduction of employment
access inequality, and strengthening of
relationships  between industry and
surrounding communities. Fifth, this study
produces the perspective that the anti-
zoning recruitment strategy can serve as an
alternative corporate policy for creating
more inclusive industrial relations (Werner
& DeSimone, 2012). Companies not only
obtain workers according to production
needs, but also play a role in opening socio-
economic mobility for rural communities
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that have had limited access to employment
information and formal job opportunities.

Method

This study employed a qualitative
approach with a descriptive research
design. A qualitative approach was chosen
because this study aimed to gain an in-depth
understanding of the employee recruitment
strategy of shoe factories in Rembang
Regency through an anti-zoning approach,
particularly in reaching prospective
workers from coastal and inland areas. The
descriptive design was used to describe the
processes, patterns, strategies, challenges,
and implications of labor recruitment
contextually, based on the experiences of
the parties involved. The research was
conducted in Rembang Regency, Central
Java, with a focus on shoe factories that
recruit local workers. The selection of this
location was based on the consideration that
Rembang is a coastal region with diverse
socio-economic characteristics, ranging
from coastal and rural communities to
inland communities. These geographical
conditions allow differences to emerge in
access to information, mobility, and
employment opportunities for prospective
workers. The research subjects included
factory management, human resource
development personnel, factory employees,
prospective workers from coastal and
inland areas, village officials, and
community leaders who were involved in or
had knowledge of the dissemination of job
vacancy information. Informants were
selected using purposive sampling, namely
the selection of informants based on certain
considerations relevant to the needs of the
research data. The criteria for informants
included individuals who understood
recruitment policies, had been involved in
the selection process, were targets of

recruitment, or had information regarding
community access to employment
opportunities in shoe factories (Sugiyono,
2019).

Data collection techniques consisted
of observation, in-depth interviews, and
documentation. Observation was used to
obtain an overview of the recruitment
process, patterns of job  vacancy
information dissemination, prospective
workers’ access to factory locations, and
interactions between the company and local
communities. In-depth interviews were
conducted to explore information regarding
the recruitment strategies used by the
company, the reasons for implementing the
anti-zoning approach, the experiences of
prospective employees in accessing job
information, and the challenges faced by
coastal and inland communities in
participating in the selection process.
Documentation was used to examine
supporting documents, such as job vacancy
announcements, recruitment data, records
of cooperation with village governments,
photographs of recruitment activities, and
other relevant documents.

The main instrument in this study was
the researcher, supported by observation
guidelines, interview guidelines, and
documentation sheets. The interview
guidelines were developed based on the
research focus, namely the anti-zoning
recruitment  strategy, mechanisms of
information dissemination, accessibility for
prospective workers, recruitment barriers,
and the impact of recruitment strategies on
equal employment opportunities. The
interview questions were open-ended,
allowing informants to explain their
experiences, perspectives, and assessments
freely and in depth.

Data were analyzed using an
interactive analysis model consisting of
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data reduction, data display, and conclusion
drawing. Data reduction was carried out by
selecting, simplifying, and grouping data
according to the research focus. Data
display was presented in the form of
narrative descriptions explaining
recruitment strategies, actors involved,
target areas, challenges, and forms of
company adaptation in reaching workers
from coastal and inland areas. Conclusions
were drawn by interpreting the field
findings to obtain an understanding of the
effectiveness of the anti-zoning strategy in
expanding employment access for local
communities. Data validity was tested
through source triangulation and technique
triangulation. Source triangulation was
conducted by comparing information
obtained from factory management, human
resource development personnel,
employees, prospective workers, village
officials, and community members.
Technique triangulation was carried out by
comparing the results of observation,
interviews, and documentation. Through
these techniques, the data obtained were
expected to have stronger credibility and to
provide a more objective description of the
realities of labor recruitment. Ethically, this
study upheld the principles of informant
confidentiality, voluntary participation, and
the use of data solely for academic
purposes. Informants were provided with
an explanation of the research objectives
before the interviews were conducted. The
data obtained were analyzed carefully to
avoid causing harm to the company,
employees, or communities involved as
research subjects.

Results and Discussion

1.  Anti-Zoning Recruitment Strategy
in Reaching Local Workers

The findings show that the employee
recruitment strategy of shoe factories in

Rembang Regency is not only carried out
through conventional recruitment patterns
centered on applicants who come directly to
the company, but also through a more open
approach that reaches wider areas. This
strategy can be referred to as an anti-zoning
recruitment strategy, namely a recruitment
pattern that does not limit prospective
workers only to areas around the factory or
first-ring villages, but opens opportunities
for communities from coastal, rural, and
inland areas.

The  anti-zoning  strategy  is
implemented to respond to the need for a
large number of workers in labor-intensive
industries. ~ Shoe  factories  require
employees in various production divisions,
such as operators, sewing workers,
assembly workers, packaging workers,
quality control workers, and other
supporting positions. These labor needs
cannot always be fulfilled solely by
communities living around the factory
location. Therefore, companies need to
expand their recruitment areas in order to
obtain sufficient prospective employees
who have work motivation and are willing
to follow the industrial work system
(Chapman et al., 2005; Hariyadi et al.,
2021).

The implementation of anti-zoning
recruitment is carried out in several ways.
First, companies disseminate job vacancy
information not only through notice boards
around the factory, but also through social
media, village WhatsApp groups, village
officials, community leaders, and networks
of employees who are already working at
the factory. Second, companies establish
informal communication with village
governments or local parties to help deliver
information to the community. Third,
companies provide opportunities for
applicants from various sub-districts as
long as they meet the administrative
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requirements and demonstrate work
readiness.

This strategy shows that recruitment
is no longer understood merely as a process
of finding workers, but also as a process of
building social access for communities that
have been distant from formal employment
information centers. In a region such as
Rembang, job vacancy information is not
always  distributed evenly.  Inland
communities often receive information
later than people living near urban centers
or industrial locations. Therefore, the anti-
zoning approach is important to reduce
disparities in employment access between
regions.

2.  Expanding Access to Employment
Information for Coastal and Inland
Communities

The findings indicate that one of the
main problems in labor recruitment is not
the lack of community interest in working,
but limited access to information.
Communities in coastal and inland areas do
not always know the schedule of job
openings, administrative requirements,
selection procedures, and types of jobs
available in factories. =~ Employment
information tends to be received more
quickly by communities that have close
networks with the company or with
employees who already work there.

Through the anti-zoning strategy,
companies attempt to expand the
distribution of employment information.
Disseminating information through village
officials and community social networks is
considered  effective  because  rural
communities tend to trust information
delivered by familiar parties. In addition,
the use of digital media, such as WhatsApp
and Facebook, also helps accelerate the
spread of information, especially among

young people who are accustomed to using
communication technology.

However, the use of digital media has
not fully solved the problem of information
access. Some community members still
experience limited digital literacy, are not
actively following job vacancy information,
or do not fully wunderstand online
registration  procedures (Werner &
DeSimone, 2012). This condition shows
that the anti-zoning recruitment strategy
should not only focus on information
dissemination, but also needs to be
supported by administrative assistance.
Such assistance may include explaining job
requirements,  helping  with  form
completion, preparing documents, and
providing guidance on the stages of the
selection process.

In this context, village governments
play an important role as a bridge between
companies and communities. Village
officials can help identify potential
workers, deliver official job vacancy
information, and reduce public
misunderstanding about the recruitment
process. Thus, the expansion of
employment information access becomes
one of the key indicators of the success of
the anti-zoning strategy.

3.  Labor Mobility and Geographical
Barriers

The findings also show that
geographical barriers are an important
factor in the labor recruitment process.
Communities from inland or distant coastal
areas need not only employment
information but also mobility access to
reach factory locations. Residential
distance, transportation costs, availability
of public transportation, and travel time are
major considerations for prospective
employees before deciding to apply for a
job or continue working.
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For communities living near the
factory location, access to the workplace is
relatively easier. In contrast, prospective
workers from inland areas face greater
challenges because they have to travel long
distances every day. This condition may
affect  discipline,  physical fatigue,
economic expenses, and employment
sustainability. Therefore, the anti-zoning
strategy needs to consider transportation as
an integral part of the recruitment system.

Several possible solutions that can
support this strategy include providing
departure meeting points, establishing
employee  transportation  cooperation,
arranging working hours that consider
travel distance, or implementing job
placement systems that take into account
workers’ areas of origin. If mobility aspects
are not considered, recruitment strategies
that are open across regions may face
obstacles at the employee retention stage. In
other words, companies may succeed in
recruiting workers from distant areas, but
may not be able to retain them if
transportation problems remain unresolved.

This discussion shows that anti-
zoning recruitment should not stop at
expanding recruitment areas. The strategy
must be understood as a system that
includes information, selection,
transportation access, work adaptation, and
employment sustainability. Therefore, the
success of anti-zoning is not only measured
by the number of applicants from outside
the factory zone, but also by the company’s
ability to create working conditions that
enable employees to stay and develop.

4. Work Readiness of Prospective
Employees from Coastal and
Inland Areas

The next finding shows that
prospective workers from coastal and
inland areas have great potential to meet
industrial labor needs, but not all of them
have the same level of work readiness.
Some prospective employees previously
worked in informal sectors, agriculture,
fisheries, small trade, or had no prior
experience in industrial work. The
transition from informal work to
manufacturing work requires adaptation to
time discipline, production targets, division
of labor, company regulations, and factory
work culture.

Work readiness is an important factor
in the success of recruitment. Prospective
employees who have strong motivation,
discipline, learning ability, and readiness to
follow rules tend to adapt more easily. In
contrast, prospective workers who do not
yet understand the rhythm of industrial
work may experience difficulties during the
early stages of employment. Therefore, the
anti-zoning recruitment strategy needs to be
accompanied by job orientation or initial
training before employees enter the
production division.

Initial training may include the
introduction of industrial work culture,
occupational health and safety, work ethics,
discipline, workplace communication, and
basic production skills. This training is
important because recruitment from coastal
and inland areas is not only aimed at
obtaining workers, but also at transforming
local communities into workers who are
ready to participate in the modern industrial
system.

From the perspective of human
resource management, good recruitment
does not only select qualified applicants,
but also prepares them to work
productively. Therefore, companies need to
view local prospective workers as human
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resources that can be developed. This
approach strengthens the role of companies
not only as economic actors, but also as
agents of regional community
empowerment.

5. The Role of Social Networks in
Employee Recruitment

The findings show that social
networks play an important role in the
employee recruitment process of shoe
factories in Rembang. Job vacancy
information often spreads through family
members, neighbors, friends, existing
factory employees, village officials, and
local communities. This pattern indicates
that labor recruitment in rural areas does not
only take place through  formal
mechanisms, but also through strong social
relations.

Social networks have two sides. On
the one hand, they help spread job
information quickly and build public trust
in the company. Prospective applicants tend
to be more confident in applying when they
receive information from people who
already work at the factory. On the other
hand, recruitment based on social networks
may also create inequality if information
circulates only within certain groups.
People who do not have connections with
factory employees or particular village
actors may be left behind in obtaining
information.

The anti-zoning strategy attempts to
address this weakness by expanding
information channels so that they do not
depend solely on personal networks. Job
vacancy information needs to be delivered
openly, transparently, and accessibly to
communities across regions. Transparency
in the recruitment process is important to
build public trust and avoid the perception
that employee recruitment only prioritizes
certain groups.

6. The Impact of the Anti-Zoning
Strategy on Equal Employment
Opportunities

The anti-zoning recruitment strategy
has a positive impact on equal employment
opportunities for local communities. By not
limiting recruitment only to areas around
the factory, communities from distant
coastal and inland areas have greater
opportunities to enter the formal industrial
sector. This is important because formal
employment can provide more stable
income, work experience, new skills, and
opportunities for social mobility for rural
communities.

Equal employment opportunities also
contribute to strengthening household
economies. Employees from inland or
coastal areas can help increase family
income, reduce dependence on seasonal
work, and broaden their understanding of
the industrial work environment. In the long
term, the presence of industries that are able
to absorb workers across regions can
encourage socio-economic change in local
communities.

However, equal employment
opportunities do not automatically occur
simply because companies open job
vacancies more widely. Equity must be
supported by an open information system,
fair selection, transportation access, job
training, and protection of employee rights.
Without such support, anti-zoning will
remain only a formal concept that does not
fully address the problem of unequal
employment access.

Therefore, the anti-zoning strategy
needs to be viewed as an inclusive
recruitment approach. This means that
companies should not only open
employment opportunities
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administratively, but also actively remove
barriers that make it difficult for certain
communities to access jobs. These barriers
may include geographical distance, limited
information, low administrative literacy,
limited transportation, and lack of work
readiness.

7. Implications of the Anti-Zoning
Strategy for Human Resource
Management

From the perspective of human
resource management, the anti-zoning
strategy has important implications for the
design of recruitment in labor-intensive
industries. Recruitment can no longer be
understood merely as an activity to find
employees based on production needs, but
must be designed as a system that considers
the social, geographical, and economic
contexts of local communities. Companies
located in non-metropolitan areas need to
understand that potential workers are
distributed across various regions with
unequal access.

The anti-zoning strategy encourages
companies to be more active in conducting
area-based recruitment. Companies need to
map the origins of prospective workers,
community  characteristics, = mobility
barriers, and the most effective sources of
information in each region. This mapping is
important so that recruitment strategies are
not general in nature, but are truly aligned
with the conditions of coastal and inland
communities.

Another implication is the need for
cooperation among companies, local
governments, village governments,
vocational  training institutions, and
communities. Local labor recruitment
cannot be entirely assigned to companies
alone. Local and village governments can
help provide data on prospective workers,
facilitate job vacancy outreach, provide

basic training, and connect companies with
communities. This collaboration can create
a more effective and inclusive recruitment
ecosystem.

Thus, the anti-zoning strategy can
serve as an alternative model for labor
recruitment in labor-intensive industries.
This model is relevant for regions with
widely dispersed populations, unequal
access between areas, and a strong need to
expand employment opportunities. The
findings of this study strengthen the view
that employee recruitment cannot be
separated from social and geographical
contexts. In human resource management
theory, recruitment aims to attract
prospective workers ~ who match
organizational needs. However, in a region
such as Rembang, this match is not only
determined by individual competence, but
also by the company’s ability to reach
prospective workers distributed across
various areas.

The concept of anti-zoning expands
the understanding of recruitment by
incorporating the dimension of access
equity. Effective recruitment does not only
generate a sufficient number of applicants,
but also ensures that employment
opportunities are accessible to communities
that have long been outside industrial
information centers. Therefore, this study
contributes to the development of inclusive
recruitment studies, namely recruitment
that  considers equal  opportunity,
geographical barriers, and local community
empowerment.

These findings are also relevant to the
concept of local economic development.
Industries established in local regions
should not only function as centers of
production, but also as drivers of broader
community economic development. If
recruitment is centered only on zones close
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to the factory, the benefits of industrial
development tend to be limited to certain
community  groups. Conversely, if
recruitment is carried out through an anti-
zoning approach, the economic benefits of
industry can spread to wider areas,
including coastal and inland communities.

Conclusion

Based on the research findings and
discussion, it can be concluded that the anti-
zoning recruitment strategy implemented
by shoe factories in Rembang Regency is a
recruitment approach that expands access to
employment for communities living around
factory areas, as well as for people from
coastal and inland regions. This strategy is
carried out through broader dissemination
of job vacancy information, the use of
community social networks, collaboration
with village officials, the use of digital
media, and the provision of selection
opportunities for prospective employees
across different areas. The findings indicate
that anti-zoning recruitment does not
merely serve to fulfill the labor needs of
labor-intensive  industries, but  also
functions as a means of promoting equal
employment  opportunities for local
communities. However, its implementation
still faces several challenges, including
limited access to information, geographical
distance, transportation costs, low
administrative literacy in job application
procedures, and differences in prospective
workers’ readiness to adapt to industrial
work culture. Therefore, the anti-zoning
strategy needs to be supported by a
recruitment system that is transparent, well-
directed, and adaptive to the socio-
geographical conditions of Rembang
society.  Theoretically,  this  study
emphasizes that employee recruitment
should consider access equity and local

community empowerment. Practically, this
strategy can serve as an alternative model
for labor-intensive industries in non-
metropolitan areas to meet workforce
demands while reducing employment
access disparities among communities
around factory areas, coastal regions, and
inland areas.
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