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ABSTRACT

The purpose of this study is to describe the implementation of Education and Training
Leadership (Diklat PIM I11) Level 111 for Civil Servants (PNS) in the Education and Training
Center Ministry of Manpower (Pusdiklat Kemnaker RI) so that it can be used by
policymakers to improve its implementation. The research method uses the program
evaluation model CIPP (Context, Input, Process and Product) and Impact. Evaluation was
carried out on the implementation of PIM Il Training and Training held in the 2015-2016
period by the Pusdiklat Kemnaker RI. In this study involved 57 informants from the Ministry
of Administrative and Bureaucratic Reform (PAN RB) as regulators, the Center for Training
and Development of the State Administration Institution (P3D LAN) as a technical policy
regulation, BNP2TKI (National Board for Placement and Protection of Indonesian Workers)
as a place for alumni Diklat PIM 111l from Pusdiklat Kemnaker as the organizer. The validity
of the instrument is carried out towards content, construction and language through expert
consultations. Data is collected by considering triangulation, namely interviews,
observations, document studies and expert opinions. Data analysis was performed based on
themes or sub-focus and content on compliance with evaluation criteria. Overall the results
of the evaluation research on the implementation of the Diklat PIM 11l Program by the
Pusdiklat Kemnaker RI are considered lacking or 57.69% of the evaluation criteria can be
met. Very Poor Achievement in the Impact (I) alumni sub-focus on the organization. The
recommendation for regulators is the implementation of the Diklat PIM 11l Cycle Model as
part of the Echelon Il Position Selection with the central point of the Echelon 111 Structural
Position Competence set by the measured and traceable PANRB to produce superior and
competitive human resources personnel.
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INTRODUCTION

Coaching and developing civil servant (PNS) competencies can be carried out through
Education and Training (Diklat), in the form of Position Training for Echelon Il Officials
namely PIM Tk. I1l. Regulation on the implementation of Program Diklat PIM lllis carried
out by the Ministry of Empowerment of State Apparatus and Bureaucratic Reforms
(Kementerian PANRB) and operational policies implemented by the State Administration
Agency (LAN), which is regulated in PerKaLAN Number 19 of 2015. Education Center and
Training of the Indonesian Ministry of Manpower (Pusdiklat Kemnaker), as organizer of
the PIM Tk. Ill for Echelon Il Officers in the ward. The Ministry of Manpower and
stakeholders such as the National Board For The Placement and Protection of Indonesian
Migrant Workers (BNP2TKI) is a National Board that reports on the implementation of the
program to the President through the Minister of Manpower of the Republic of Indonesia.

The results of a previous study at the Ministry of Manpower Training Center that in the
implementation of Program Diklat PIM 111 has not been oriented towards meeting the target
number participants become the formation of competent leadership qualities; not yet the
whole thing is to prepare training facilities and infrastructure and facilities for group
discussion, Program Diklat PIM 111 is still part of the training, teaching materials and the
module have not been found in the library and the Ministry of Education and Training Center
web site, standard competency of an Echelon I11 Officer who has been determined has not yet
become an internal reference learning in the classroom, benchmarking and laboratory but it
focuses on agenda.

The results of the preliminary study at BNP2TKI as one of its organizations
alumni PIM 111 Training and Education Education and Training Center (Pusdiklat Kemnaker)
58 people (80.56%) out of 72 Echelon Il people, Echelon IV positions as many as 197
people and 113 people (57.36%) alumni from the Pusdiklat Kemnaker. Public opinion on the
performance of the institution BNP2TKI with an achievement of 54% or less, the
recommendation of the results of the Puslitfo study as policy input only reached 44% or less,
as well the ability to absorb the budget experiences a downward trend every year. The
performance of this government agency is believed to be a product of performance Echelon
[l officials, where the program executes the echelon Il order (Report Performance
Accountability of Government Agencies / LAKIP in 2015, 2016 and 2017).

BNP2TKI budget performance in 2014-2016, the trend continues to decline and in 2017
and 2018 it increased (7.75%) due to the Up Grading Skills Program organized by the Sub
Directorate Competence Harmonization of Mapping and Quality Directorate of BNP2TKI.
Budget performance that has this downward trend indicates an inability to plan the less
careful, the inability to predict change and anticipation, do not understand the tasks and
functions that must be carried out or overlap, and the inability to make changes i.e. prepare,
place and protect formal sector migrant workers aims to improve the welfare and dignity of
migrant workers in Indonesia and abroad.

While the previous study at the sending institution participants of Education and
Training PIM 11l (Program Diklat PIM 1I1), obtained information in the form of not yet
preparing for the process selection in accordance with applicable regulations so that
participants who are delegated will indeed be promoted; Program Diklat PIM 11l has not been
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a part of PNS career planning; and participants sent are still there to cover lack of
participants. Observing this, it is necessary to find a solution so that the implementation of
Program Diklat PIM Il can be effective and efficient. Through The Evaluation Program
Diklat PIM 111 can be used as an alternative solution.

The Diklat PIM Il Program Evaluation Research is important for decision making for
regulatory institutions, technical implementers and users in terms of the planning and
implementation process and evaluating products and impacts that are appropriate to the
institutional context. This agrees with the research of Tootian, S. (2019) that the context,
input, process and product are interrelated. Gunung, Nyoman and IK Darma (2019), that the
constraints on product components are closely related to context, input and process. Research
Rehman, Zahra, Muazza Mahmood and Shamza (2018), that in the learning process that only
focuses on learning theory and memorization will result in low product and impact on the
organization. Research Mulyatiningsih (2016), suggests that in practice curriculum material is
reproduced so that it can be applied to daily work, on the other hand there are participants
who are still incompatible between positions with training material. Dina Amaluis Research
(2015), using the Kirkpatrik evaluation model suggesting the need conduct training needs
analysis so that the implementation of training programs can improve the competency of
participants.

LITERATURE REVIEW
A. Definitions

Evaluation

Evaluation as a systematic process for determining or making a decision to what extent
the teaching objectives have been achieved by students in the Grondlund’s learning process in
Purwanto (2006). According to Wringstone, the truth is an assessment of learning growth and
progress toward inner goals and values curriculum that has been established and formulated
by educational institutions concerned (Djaali and M. Pudji, 2008). Evaluation is a systematic
process in the selection, collection, analysis and provision information carried out through
measurement and assessment to make the right decision for a phenomenon, by comparing
results or output with evaluation criteria, so that it can be determined that the object being
evaluated is valuable or beneficial to the organization.

Program

The program can be called the realization of the policy (Suharsimi Arikunto & Cepi
Safruddin Abdul Jabbar, 2009). The program is a complex people, organizations,
management, and resorts that collectively make up a continuing endeavor to reach some
particular outcomes, in response to some perceived educational, social or commercial
problems (Fitzpatrick, Jody L.; James R, Sanders; & amp; Blaine R.Worthen, 2004).

Program Evaluation

Program evaluation is a process of providing information which can be used as a
consideration to determine prices and services of the objectives to be achieved, design,
implementation, and impact for help accountability and increase understanding of the
phenomenon of a program (Widoyoko, 2016).

B. Aims of Program Evaluation

The purpose of program evaluation according to Mulyatiningsih (2011; 114-115)
carried out with the aim to: show the contribution of the program towards the achievement of
organizational goals. The main objectives of program evaluation according to Arikunto and
Jabbar is an effort to find out the implementation level of a policy carefully by knowing the
effectiveness of each component. The main purpose of program evaluation according to
Talmage (Fitzpatrick. Et al. 2004; 11) are (1) To render judgments on the worth of the
program, (2) To assist decision-makers responsible for deciding policy, (3) To serve a
political function.
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C. Program Evaluation Models

The program evaluation model according to Kaufman and Thimas is a quote by
Arikunto and Jabbar (2009), namely: a). Goal-Oriented Evaluation Model; b). developed by
Tyler, Goal Free Evaluation, developed by Scriven; c). Formative Summative Evaluation
Model, developed by Michael Scriven; d). Countenance Evaluation Model, developed by
Stake; e). CSE-UCLA Evaluation Model, emphasizing on evaluation time done; f).
Discrepancy Evaluation Model, developed by Provus; g). The Kirkpatrick Model, developed
by Donald Kirkpatrick; h). CIPP Evaluation Model, developed by Stufflebeam.

In the evaluation of this program, the CIPP Model will be used which focuses on
context, input, process, and products as well as Impacts alumni on organizational
performance. Based on opinions, Nana Sudjana and Ibrahim (2004) each of these components
mean the following:

a. Context: situations or backgrounds that affect educational goals types and strategies that
will be developed in the system concerned, such as for example the problems with
education felt, the state of the country's economy, people's outlook on life.

b. Inputs: facilities, materials and strategic plans that are set to achieve educational goals.

c. Process: implementation of strategies and use of facilities, capital, materials in real
activities in the field.

d. Product: results achieved both during and at the end development of the relevant
education system.

e. Impact: the impact of alumni on the performance of their organizations he led. In this
study, PIM 111 alumni institutions were selected is BNP2TKI.

D. Previous Research Studies

Mulyaningsih (2016) analyzes evaluations implementation of education and training
(training) resource competencies apparatus organized by BKD Magelang City. This research
shows that the implementation of competency training has been running good and in
accordance with the specified criteria although still available some obstacles.

The conclusion is that the implementation of the resource competency training
apparatus organized by BKD Magelang City has been in accordance with aspects of
education and training although still encountered few obstacles. In the curriculum aspect, the
proportion between theoretical material and material practice to reproduce practice material
so that training participants can apply in daily work. Aspects of participants, still there
mismatch between the participants' daily work tasks and the material training that he
followed.

E. Evaluation Criteria

Program evaluation is an attempt to find out the level implementation of a program or
policy. So that the results are objective in evaluating the program, it is necessary to make a
benchmark as standard in the form of evaluation criteria as a measure of success. Evaluation
Criteria used as a benchmark to measure context, input, process, product, and impact. Further
evaluation criteria can be examined in the results and discussion.

METHODOLOGY

A. Research Objectives

This study aims to describe the implementation of Level 111 Leadership Training (PIM)
for Civil Servants (PNS) organized by the Education and Training Center of the Ministry of
Manpower (Pusdiklat Kemnaker) so that it can be used by policy makers to improve their
implementation. Specifically, the purpose of this study is to: 1). determine the goals,
priorities, and objectives of the Leadership Training and Education Program (PIM) Il
organized by the Republic of Indonesia Education and Training Center. 2). Review
availability resources, steps needed to achieve the goal and the objectives of the Leadership
Training and Education Program (PIM) 11 held by the Education and Training Center of the
Ministry of Manpower (Pusdiklat Kemnaker) which is held continuously. 3). Reviewing the
implementation of the Leadership Training Program (PIM) Il which organized by the
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Education and Training Center of the Ministry of Manpower (Pusdiklat Kemnaker). 4).
Assessing success the implementation of the Leadership Training Program (PIM) 111 held by
the Education and Training Center of the Ministry of Manpower (Pusdiklat Kemnaker).

B. Place and Time of Research

The place of this research has been conducted at the Education and Training Center of
the Ministry of Manpower (Pusdiklat Kemnaker), BNP2TKI, LAN RI, and PAN RB. The
research time in the first semester of 2018, with the main target in this study is Education and
Training Leadership (PIM 111) which was held in the 2015-2016 period.

C. Research Approach, Method and Design
1.  Research Approach

The approach used in this research is a qualitative approach to evaluative the research.
Individuals involved play a role as research partners (co-researchers) and partner actors (co-
subjects). As research partners, very useful for the process of idea creation, formulation and
organizing research designs, and drawing conclusions experience-based. As a partner, the
perpetrators are examined to participate in activities that are being researched (Norman K. &
amp; Lincoln, 2009). Researchers interact directly with the individual organizer's program,
where the program is organized by the Education and Training Center of the Ministry of
Manpower (Pusdiklat Kemnaker) and Training Center and in the PIM Ill Diklat alumni
organization, BNP2TKI.

2. Research Methods

The method used is the evaluation research method, by measure the quality of the PIM
I11 Training Program with the use of evaluation criteria as a measure of success as well
involving the organization responsible for administration PIM 111 like PAN RB and LAN RI.

3. Research Design

The study design was designed by connecting between criteria evaluation in each aspect
evaluated by the CIPP and Impact models. Basically, this evaluation research activity is an
assessment effort for the performance of the PIM Il Training Program as a regulatory
product and legislation from PAN RB and LAN. For this, it is necessary to describe a
research model design as follows.
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Figure 1. Design Research

D. Research Instruments
The instruments used for data collection are: Observation Guidelines and Interview
Guidelines.

E. Data Collection Techniques and Procedures
1.  Data Collection Techniques

According to Emzir (2012) as for general data collection techniques used in this
research are: Interviews, Observation and Study Document.

2.  Data Analysis Techniques

The qualitative analysis technique used in this study is a model Miles and Huberman
(1984). There are three types of activities in the analysis of qualitative data, namely: Data
reduction, Data Model (Data Display) and Verification Conclusion.

3.  Withdrawal of Informants

From all the results have been recorded in the field notes, then the researchers reduce
the field notes by confirming the concepts found in the field through in-depth interviews or
in-depth interviews with a number of selected informants.

Tabel 1. Matrix of Possible Choices Selected Informants

Focus Parameters Possible Choices
Selected Informants
CONTEXT 1. Ministry of Administrative Bureaucratic Reform
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RESULT AND DISCUSSION

Evaluation of the PIM IIl Training Program at the Republic of Indonesia Ministry of
Education and Training Center conducted March - July 2018 at the PIM Ill Education and
Training Program PIM 111 which was held in the period of 2015 and 2016 in the Education
and Training Center RI Ministry of Manpower. Informants in the evaluation totaled 57
informants from Kemenpan RB, LAN RI, Kemnaker RI (Pusdiklat Kemnaker, Bureau
Organization and Staffing of the Ministry of Manpower, Research and Development Agency
Ministry of Manpower), National Agency for Placement and Protection Indonesian Workers
(BNP2TKI), and PIM 11l Training participants alumni. The informant is obtained based on
the actor who represents the regulator, technical implementer or user. Informants also
obtained by snowball sampling recommended by the informant beforehand. The
characteristics of the informants in this study can be seen in more detail in the following
table.

Tabel 2. The Characteristic of the Informants
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Data collection method using in-depth interviews (in-depth interview), documentation
study, observation and participatory observation by the researcher himself as a PIM Il
Training participant in 2017. Researchers’ reason participatory observation is expected to
obtain more data and information deep. Data collection instruments in the form of
observation guidelines and interview guidelines.

Furthermore, the results of the evaluation and discussion of this study will be presented
with reference to the focus, sub focus, evaluated aspects and criteria evaluation. Evaluation
instruments were prepared based on the references above then described in accordance with
the findings in the field, both obtained through interviews, documentation studies, and
observations. Ignoring the criteria evaluation on each aspect evaluated is presented in the
form of a percentage for each aspect that is evaluated then to sub-focus. To facilitate
searching the results of the evaluation in more detail, the researchers made the master table
first then details each sub-focus.

Based on the results of research that can be mapped the evaluation results the
implementation of the PIM Il Education and Training program with Spider Web about
Evaluation Results of the PIM Ill Education and Training Program at the Indonesian Ministry
of Education and Training Center, as shown below.

1. CONTEXT {40.43%)
100.00%
50.00%
£.00%
70.00%
£:0.00%
50.00%
a0.00% 4
5. IMPACT (1115} 0,005 1. INPUT (77.92%)
10.00% i
10.00%
0.0

4. PRODUCT [59%) "3, PROCES | 100%)

Figure 2. Spider Web about Evaluation Results of the PIM Il Education and Training Program

Evaluation of the PIM I11 Training Program is a provisioning process information about
achieving goals, designs or models, implementation of the organization and impact of
graduates on their organization that can be made consideration of decision-makers.
Information for retrieval decisions can be either terminated or resumed. So the point central
evaluation is the availability of information to consider in decision making that has the right
precision.

Similar with Stufflebeam and Shinkfield, J.S. Stark & Thomas, Griffin & Nix,
Fitzpatrick etc, and Wholey that evaluation is a process systematic design in terms of
selection, collection, analysis, and provision of information carried out through measurement
and assessment as well compare the achievement of evaluation criteria with the results of the
assessment and measurement so that the object being evaluated can be judged useful or
valuable to the organization.

PIM 1l Training Program is a strategic education and training program that was
initiated by the government in this case the policy by the Ministry of Utilization State
Apparatus and Bureaucratic Reform (Kemenpan RB), technical policy by State
Administrative Institutions and operational operations by the Pusdiklat in each ministry, one
of which is the Indonesian Ministry of Education and Training Center. Observing this, the
State considers that the PIM 1Il Training Program has benefits and value for government
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organizations in terms of producing program leaders according to the tasks and functions of
the organization.

Achievement of evaluation criteria in the PIM |1l Education and Training program as a
whole the average lack of 57.69% of the achievement of the evaluation criteria. This matter
means there is a gap of 42.31% or 42.31% of the evaluation criteria can't be fulfilled yet.
Sequentially, the evaluation criteria are compared to those the largest to the smallest as
follows: Subfocus The process of achieving very value good or 100%, Input Subfocus
achieved good value or 77.92%, Subfocus The product reaches less value or 59%, the
Context Subfocus reaches the value very less or 40.43% and the impact on organizational
performance reaches very poor value or 11.1%. The most critical point of this PIM 1lI
Training Program is there in Context Subfocus, which can affect massively Subfocu next. In
the Focus Subfocus, the first priority is on the assessment needs that will determine the goals
and objectives of the program.

To achieve maximum success of about 91-100% evaluation criteria, it is necessary to
make improvements to the focus according to priority by paying attention to aspects that are
evaluated. More detailed discussion accordingly Subfocus is described in the following
article.

1.  Context Subfocus

Context Subfocus which consists of 4 aspects that are evaluated, namely the law
foundation, need assessment, goals, and objectives to achieve compliance with average
evaluation criteria are very less or around 40.43%. Percentage of achievement to the
evaluation criteria from the largest to the smallest, namely the legal basis achieve good value
or 86.7% of the evaluation criteria, objectives reached a value of very less or by 50% of the
evaluation criteria, need assessment reaches a value of very less or by 25% of the criteria the
lowest evaluation and achievement in the target aspects achieved very poor value or by 0%
against the evaluation criteria.

1.1. Aspects Evaluated '"Legal Basis" Achieve Good Value or 86.66% of the

Evaluation Criteria.

On the legal basis of the legal basis of the PIM 111 Training Center in the Education and
Training Center The Indonesian Ministry of Manpower is: (1) Preamble of the 1945 Basic
Law, paragraph 4; (2) PP 101 Year 2000 About Education and Training for Civil Servants'
Position; (3) Head Regulation State Administration Agency Number 19 of 2015 concerning
Guidelines Organization of Level 11l Leadership Education and Training; (4) Law No 15 of
2014 concerning ASN; (5) PP 11 of 2017 concerning Management Civil servants; (6)
Regulation of the Minister of Administrative Reform and Reform Bureaucracy of the
Republic of Indonesia. Act No. 38 of 2017 concerning Standards Competency Position of the
State Civil Apparatus; (7) Ministerial Regulation Republic of Indonesia Employment Number
38 Year 2015 About Organization of Education and Training for Civil Servants Employment
(8) Circular Number: 108 / K.1 / HKM.02.3 About Statement of Commitment to Implement
Post-Training Change Projects; and (9) Procedure for Organizing Leadership and Technical
Training, No. Doc: DSM / P / 10, No. Revisions: 05, Date Published: 9-12-2016. Of the 15
Evaluation Criteria about the legal basis, which have not been able to found is in the
curriculum and modules used are not yet available appeal clause if the training participants
are judged to have not passed or are not yet competent, and no modules that can be used.

1.2. Aspects Evaluated Objectives achieve a value of Very Poor or 50% of the

Evaluation Criteria.

The purpose of the PIM IlI Training is to get a Structural Officer Echelon 11l as a
Tactical Leader in a program in an organizational unit he led. Tactical leader in the program
in the unit he dreams of having 8 evaluation criteria, namely: 1). graduated at a change
project seminar plan, 2). graduated at the seminar on the report on the results of project
changes, 3). attendance of at least 95% of total activities, 4). never get verbal or written
reprimands from the host institution, 5). competent in the lead competency test, 6). competent
in technical competency tests, 7). competent on competency test managerial, 8). Competent in
the socio-cultural competency test. From the 8 results criteria, 4 pieces of yield criteria cannot
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be fulfilled namely numbers 5-8, so they get designation Very Less or only reached 50% of
the evaluation criteria.

Evaluation criteria that have not been fulfilled, are listed in the regulations and the
applicable laws and regulations, including Law No. 19 of RI 2015 concerning Guidelines for
Organizing PIM Training Ill. The four evaluation criteria it is written as a competency that a
Structural Officer must possess Echelon 111 namely: lead competence, technical competence,
competence managerial, and sociocultural competence. To assess the competency tests should
be carried out, but never implemented competency tests are performed after following PIM
I11 Training.

1.3. Aspects Evaluated Need Assessment reaches a value of Very Less or 25% of the

Evaluation Criteria.

There are three evaluation criteria that need to be implemented achieved, namely need
assessment conducted by involving stakeholders, the organizational structure that is
responsible for conducting need assessments and document needs assessment activities. It is
very necessary, bearing in mind the need assessment activities are the initial foundation
before training well implemented. In line with the opinion of Kaswan (2011) that need
assessment is the first step in training design, if it is not done well, regardless of the method
or learning environment, training will not achieve the results or benefits expected by the
organization.

1.4. Aspects Evaluated Targets reach Very Poor values or 0% of the Evaluation
Criteria.

Aspects Evaluated The objectives of conducting PIM 1l Training are increased
competency as a Tactical leader in programs in institutions he leads. There are 4 evaluation
criteria that are not fulfilled there are increased leadership competency, increased technical
competence, increased managerial competence and increased social competence cultural. In
accordance with the mandate of Law No. 15 of 2014 concerning ASN; PP 11 years 2017
About PNS Management; Perka LAN No. 19 of 2015 concerning Education and Training
PIM I11; and Regulation of the Minister of Administrative Reform and Reform Republic of
Indonesia Bureaucracy Number 38 Year 2017 Concerning Standards State Civil Apparatus
Competency Position, that the target of the Training is increased lead competency, increased
technical competence, managerial competence and social-cultural competence. These four
competencies never measured in the implementation of PIM Ill Training, well before
implementation and completion. According to the CHR. Jimmy L. Gaol (2015), measurement
of competence is an important series after it is present competency model.

2.  Input Subfocus

Input Subfocus has 9 Evaluated Aspects, there are organizational structure, Standard
Operating Procedures (SOP), infrastructure, facilities, training staff, participants, curriculum
and modules as well as financing. Input sub-focus reached the whole of the criteria of
evaluation of the average Good or of 77.92% of evaluation criteria. Achieving the largest
percentage of evaluation criteria to the smallest namely Very Good organizational structure
(100%), Very Good planning and activity strategy (100%), Very Good Infrastructure (92%),
Good trainer (85.7%), Good financing (85.75), Good SOP (82.6%), Less participants (60%)
and lowest curriculum and modules Very Less (40%).

2.1. Aspects Evaluated Organizational Structure achieves value Very good or 100%
against evaluation criteria.

Evaluated Aspects Organizational structure has 7 evaluation criteria, namely: 1) the
element responsible; 2) elements that take care of administration, participants, facilities and
infrastructure; 3) elements that take care of education personnel; 4) elements take care of
monitoring and evaluation; 5) elements that take care of participants; 6) elements who take
care of the infrastructure and; 7) elements that take care of infrastructure.

All evaluation criteria can be fulfilled. This organizational structure is what tasked with
carrying out all procedures from beginning to end based on their respective duties and
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functions. This research found that aspect The evaluated organizational structure meets all the
evaluation criteria stipulated by Shipping Number 19 of 2015.
This is consistent with research results from:

a. Tootian, S. (2019); The objective of this study was to examine the evaluation of
training courses applied in succession planning in organizations using the CIPP model.
This was an applied research in terms of purpose and descriptive-survey in terms of
data gathering type. Statistical population of the study included 100 employees of
Chamber of Commerce, of which a sample size of 80 people were selected using the
random sampling method. The results revealed that context, input, output (product)
and process components in the evaluation model of training courses used in succession
planning are at a favorable level.

b. Gunung, Nyoman and IK Darma'’s research (2019); This study aimed at finding out the
level of effectiveness of the implementation of teaching at PNB viewed from the
relatedness of the components of 1) context; 2) input), 3) process, and 4) product. This
study used the CIPP (Context, Input, Process, Product) model evaluation method. The
data were collected using questionnaire, interview guide, and related documents. The
subjects consisted of students, lecturers, and the management sfaff of departments in
Politeknik Negeri Bali (PNB). The result of analysis showed that the effectiveness of
the implementation of the teaching program at PNB viewed from the relatedness of
context, input, process, and product falls into fairly effective category. While the
obstacles in the implementation of the teaching programs at PNB include those in the
components of context, input, process and product components. The outstanding
obstacle occurs in the product variable.

Research from Lusiana (2017), on the Management of Diklat PIM 1V in the Lubuk
Linggau Training Center. The research method used is descriptive qualitative, with the results
of the Diklat PIM 1V in the institution implemented to build operational leadership
competencies that will occupy echelon IV positions.

2.2. Aspects Evaluated SOP reaches Good value or 82.6% against evaluation criteria.

The aspect which was evaluated in the form of SOP of this program has fulfilled the
criteria evaluation of SOP in accordance with Section No. 19 of 2015. Only it is still general.
Therefore, the Republic of Indonesia Education and Training Center itself detailing the SOP
by making a new SOP that is more detailed and specific. There are 4 SOPs, namely Leading
Competency Test SOP, SOP Technical Competency Test, SOP Managerial Competency Test,
and SOP Test Sociocultural Competence. The four SOPs are important and is the main
objective of the competency improvement activities to be achieved from PIM Il Training. So
that in the future PIM I11 Training would be better, all four things it needs to be made in the
form of a Competency Test SOP, so that the results you want achieved from increased lead,
technical, managerial and competence sociocultural has a standard of evaluation and
measurement that is traceable and measured.

2.3. Aspects Evaluated Infrastructure reached Very Good or 92.3% of evaluation
criteria

Evaluated Aspects Infrastructure has 13 evaluation criteria, only 1 of which does not
fulfill that is in terms of function and age such as the hall, class, and dormitory which is more
than 20 years old, so it needs to be renovated. Infrastructure conditions which are available
when going to the field indicates the need for renovations on a scale large enough.

The Education and Training Center of the Ministry of Manpower should conduct
maintenance of the infrastructure. One of the maintenance of educational infrastructure aims
to ensure the operational readiness of equipment to support the smooth work so that the
optimal training results are obtained. In addition, maintenance of infrastructure good results
rarely damage which means the cost of repairs can be suppressed to a minimum (Matin and
Fuad, 2016).
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2.4. Aspects Evaluated Facilities achieving Good value or 75% against evaluation
criteria

Evaluated Aspects Facilities have 4 evaluation criteria. Criteria which not met, namely
reference books, modules or teaching materials about managing human resources and good
leadership available in the library and can be accessed through the Education and Training
Center of the Ministry of Manpower (Pusdiklat Kemnaker) and Pusdiklat website. Source this
vital learning cannot be fulfilled by the Pusdiklat so that it can affect the precision of
achieving goals and objectives. The Pusdiklat in the future implementation must comply with
deficiencies in the Aspects Evaluated by Facilities material procurement. According to Benny
A. Pribadi (2014), there are ways to fulfill these shortcomings, namely by producing their
own training materials or buy the training material from another party.

2.5. Aspects Evaluated Educator and Trainers (Widyaiswara) Achieve Good Grades
or 85.7% of the evaluation criteria.

Education staff does not meet the evaluation criteria in full, that is there are
Widyaiswara Practitioners, Committees, Examiners, Guides and Counselors. Evaluation
criteria that have not been met is the development of Widyaiswara's competence by LAN RI
through the task line study. According to Sugandi (2016), Widyaiswara must be a learner
throughout life that always adjusts skills and knowledge with a tendency that occurs in
society. More specifically, the task of widyaiswara according to Misriadi (2016), is as a
source learning, facilitator, manager, demonstrator, guide, motivator, and evaluator.
Widyaiswara is a position that has a scope of duties, responsibility, authority and right to
conduct educational teaching activities, training civil servants (Dikjartinh PNS). Widyaiswara's
task is not an easy task, they are required to continue to develop competencies in order to
become good widyaiswara. It is unfortunate if the LAN as a responsible institution giving
tasks to widyaiswara not giving activities competency development in the form of learning
tasks.

2.6. Aspects Evaluated Participants score less or 60% against evaluation criteria.

Evaluated Aspects of Participants there are 5 evaluation criteria and those that have not
fulfilled 1 namely participants from central, regional and various agencies department.
Section 19 of 2015, requirements are stated PIM Ill Training participants, namely that
"Participants from the province/district/ city follow the Education and Training outside the
province of origin, so attach a Letter Information / Recommendation following the Education
and Training from the Government Training Institute Province of origin accredited. " From
these regulations that PIM Ill Training can accept participants in one batch consists of
agencies from the Central, Regional and various departments. Diversity of the background of
the participants, it is possible constructive communication across agencies on a Central-
Regional scale. Forward, The Ministry of Manpower Education and Training Center needs to
improve recruitment and selection so that PIM 111 Training to be better.

2.7. Aspects Evaluated Curriculum and Modules achieve value Very less or 40% of the

evaluation criteria

The curriculum in this program is fulfilled 2 of 5 evaluation criteria. The three
evaluation criteria that have not been met are: There is no assessment towards the eyes of the
education and education program with the title of graduation; there is no reference book yet
the main or modules as a minimum reading, and there is no bank case yet leadership and
managerial. The assessment of the mastery of the material for each subject is sourced from
the attendance and activeness of participants. Mastery of knowledge has not yet been
measured. Mentor and evaluators who give values differ from each other because they have
not there are standard standards that can be used to give an objective value in each eye
training. In addition, there are no books or modules used during the training process. In fact,
according to Hamid Hasan (2014), books or modules are an important component of a
curriculum.
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2.8. Aspects Evaluated in Planning and Strategy Activities reached Very good value or

100% against the evaluation criteria

Evaluated aspects which are evaluated in the form of Planning and Strategy This
program activity gets Very Good value because of all the criteria evaluation is fulfilled. The
five evaluation criteria in preparation for implementation include: 1) there is the formation of
an executive committee, recruitment of participants, recruitment of lecturers, accommodation
and consumption preparation, scheduling, facilities and infrastructure, invitation list at the
opening and closing events; 2) there is an evaluation plan for training staff, participants, and
committees; 3) there is a strategy of activities in the classroom and outside the classroom; 4)
there is a reporting plan accountability, and 5) there is a post monitoring and evaluation plan
training.

2.9. Evaluated Aspects Financing reaches Good value or 85.7 against evaluation criteria

Evaluated Aspects Financing has not met the evaluation criteria as a whole. That is
because in the study of documentation and participatory observation documents have not
been found related to the scope of this program financing.

3. Process Subfocus

This program process sub-focus has 3 aspects that are evaluated, i.e. announcement,
acceptance and implementation with each achievement 100% Overall evaluation is carried
out on this sub-focus get very good results because it meets all the criteria evaluation.

3.1. Aspects Evaluated Announcement achieves Very Good scores or 100% against

evaluation criteria

The aspect that has been evaluated in the form of an announcement on this program has
been met the evaluation criteria. The entire scope of the evaluation criteria is in aspects. This
announcement, namely: the time of implementation, the criteria and requirements of
candidates participants, the deadline for submission of candidates is received by the
Education and Training Center, announced on the website openly, and schedule activities.
The latest data found to announce the PIM 11l Training Program in the form of a Circular of
the Minister of Manpower of the Republic of Indonesia Number: Se.01 / Naker-SJ / Xii /
2017 Regarding Education and Training in the Field Ministry of Manpower and Capacity
Building Employees Employment in 2018.

3.2. Aspects Evaluated Acceptance achieves Very Good grades or 100% against
evaluation criteria.

Evaluated Aspects Admission to this program has also been fulfilled all evaluation
criteria. There is an administrative Officer accepting participants, check administrative
completeness, distributing participant's equipment (training kit), share rooms and orient room
plans and order, acceptance of participants, as well as opening and orientation of the program,
takes place with well. Even if there are deficiencies, especially in the participant selection
phase, the implementation of PIM 11l Education and Training at the Republic of Indonesia
Ministry of Education and Training Center can take place optimally. The structure that is
responsible for implementation. PIM 1l Training is the Head of Education and Training
Center, Head of Organization, Head of Subdivision Functional, head of education and
training, widyaiswara, program and evaluation head, head of administration, and quality
control. Sri Widoyo (interview, February 20, 2018).

3.3. Aspects Evaluated Implementation achieves Very Good scores or 100% against

evaluation criteria

The Aspects Evaluated Implementation consists of Opening and program briefing;
Learning activities on campus (Phase I - On Campus) - for 8 days; Project area approval
activities change at each institution each (Phase Il - Off-Campus or Taking Ownership) for 7
days; Activity campus learning and benchmarking (Phase Il - On Campus) - for 18 day;
Activity of implementing project plan changes to each institution each (Phase IV - Off-
Campus) - for 60 days; Closing and giving reward.
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4.  Product Focus

Product subfocus consists of 3 aspects that are evaluated, namely the report
implementation, alumni quality and impact on organizational performance after participants
return to their home institution. Achieve fullness towards evaluation criteria average Less or
43.03%. The biggest percentage achievement the evaluation criteria are reports with a Good
value or 75% and the smallest the impact is Very Poor or 11.1%, and the quality of the
alumni is Very Poor or 43%.

4.1. Evaluated Aspects Reports reach Good or 75% against evaluation criteria

The Aspects Evaluated in the form of Reports of this program have met the criteria
evaluation of 3 of the 4 evaluation criteria. Evaluation criteria that have not been met are the
report has no theoretical foundation. This aspect gets good grades or 75% evaluation criteria
can be fulfilled. The theoretical foundation needs to be a part of making reports so that the
report has a solid footing. Theoretical foundation that is not contained in the PIM 11l Training
Program report is part of the scientific principles of an implementation report Training.
According to Djuju Sudjana (2008), the Diklat report is a scientific work which should have a
theoretical basis. The PIM Il Training Report should contain an empirical study of primary
and secondary data from Diklat activities PIM I11 is based on a theoretical study.

4.2. Aspects Evaluated Alumni Quality reaches a Very value Less or 43% of the
evaluation criteria

The results of the qualitative evaluation that researchers conducted on the evaluated
aspects of the Quality of PIM I1l Training Participants in Government Agencies where they
served as echelon Il officials found that PIM Ill alumni officials' competency characteristics
as PIM 11l products such as which has been described above is generally not measurable.
Accordingly qualitatively, the expected competency is realized in PIM Il alumni it can
indeed be felt by echelon Il as a boss, colleague and level subordinate. However, the
competency is not something that is obtained from PIM Il brief training activities, but
because of the character already attached to the personality of the alumni who work under his
position, along also in the course of his life pursuing a career for decades as Government
employees.

5. Impact or Impact reaches a value of Very Less or 11% on evaluation criteria

PIM 11l training is actually very good for selecting prospective officials structural
echelon 111 because the program seeks to increase the capacity of Civil Servants as human
capital. PIM 11l Training Pathway which implemented leading to efforts to increase: 1).
Attitude and enthusiasm community service-oriented to the interests of the people, nation,
and state homeland; 2). Technical, managerial, and / or leadership competence; 3).
Efficiency, effectiveness, and quality of the tasks performed by the spirit of cooperation and
responsibility in accordance with the work environment in the organization. The impact of
graduates on organizational performance has never been evaluated so that the benchmarks of
success at sending agencies as which is expected from the Program Diklat PIM Illactivities
has not been determined.

Limitation

This research has limitations, such as in interviews, document observation, and image
capture. In general, among others, i.e. all informants are only willing to be interviewed
individually, and not willing photographed for various reasons. Data collection permit, until
writing this report is not willing to be issued, especially from PANRB.
In conducting interviews there are several limitations, namely (1) only willing to be
interviewed by telephone; (2) the informant submits to subordinates but subordinates feel
they do not have authority; and (3) the informant feels that he is not in his capacity because
he has just been appointed a new position or hand it over to old officials who have moved
institutions; (4) informant so busy that he is only willing to be interviewed individually; (5)
limited time from researchers, related to the completion of studies.
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Efforts to quantify the qualitative research findings into the form of numbers is unusual.
But researchers hope in research this can be objective so quantification is done through
achieving percentages against evaluation criteria, even though researchers are aware of the
measurement results through interviews cannot be equated with the results of measurements
through observation or study documents.

CONCLUSION & RECOMMENDATION

A. Conclusion

The conclusion of the PIM 11 Training Center for the Education and Training Center of
the Republic of Indonesia Ministry of Manpower general achievement of success against
evaluation criteria reaches a value less or 57.69%, with the achievement of the assessment of
the aspects evaluated as follows: 1). The aspects that are evaluated are highly rated good is
the organizational structure that is responsible, the availability of infrastructure,
announcement to prospective participants, acceptance of participants in the education and
training center, implementation of activities according to the PIM IIl Training phase; 2).
Aspects that are evaluated that received a good rating that is the legal basis, the availability of
SOPs, the availability of facilities, education staff, planning and strategy activities,
availability of costs and implementation reports; 3). Aspects that are evaluated only
participants received less assessment; and 4). Aspects which is evaluated which gets a very
poor evaluation, namely need assessment, goals, objectives, curriculum and modules, quality
of training alumni and impact on performance alumni of the organization.

Based on each Subfocus CIPP and Impact method, the conclusion can be described
below. Context Subfocus (C) achieves Very Poor value especially on achievement of aspects
evaluated such as good legal foundation, need the assessment found no documents and no
organizational structure responsible for the implementation of need assessment, goals are
lacking because they were only able to meet some of the evaluation criteria, the targets were
very lacking because it does not meet all the evaluation criteria. So the average percentage
against the evaluation criteria obtained by 40.43%.

Input Subfocus (I) achieves Good value because it fulfills aspects that are evaluated,
include: a very good organizational structure responsible and infrastructure; good: SOP,
facilities, education staff, and financing; those assessed as lacking in participant aspects; very
lacking in aspects of the curriculum and module. So that the average percentage of the
evaluation criteria obtained amounted to 77.92%.

Process Subfocus (P) achieves very good success because all the aspects evaluated are
the announcement aspects, acceptance aspects and aspects implementation which includes:
diagnosis of organizational needs, taking ownership, design changes and build teams,
leadership, and laboratory evaluation. So that the average percentage of the evaluation criteria
obtained by 100%.

Product Subfocus (P) achieves less success by reason of aspects that are evaluated: that
achieves good value of the implementation report; that achieving very poor grades in the
quality of training alumni and the impact of alumni performance towards the organization.
The quality of alumni is very poor because there are 4 criteria evaluation that has not been
done is the lead competency test, competency test technical, managerial competency test and
sociocultural competency test. Criteria the evaluation that was fulfilled was the attitude
assessment, the project plan evaluation change and assessment of project changes report. So
the average percentage of the evaluation criteria obtained by 59%.

Impact Subfocus or the impact of produced product, namely the impact of Alumni
performance towards the organization they lead only meets the criteria. ‘The development of
the project implementation changes by superiors and training centers’. While the criteria that
have not been met are: a). Assessment from the direct supervisor about: leadership,
managerial, technical and competency enhancement sociocultural; b). Assessment of your
fellow level colleagues with echelon 1ll positions to the directorate regarding leadership
competency improvement, managerial competence, technical and sociocultural; c).
Assessment of subordinates with echelon 1V positions to the directorate regarding leadership
competency improvement, managerial competence, technical and sociocultural; d). The
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ability to carry out its duties and functions; €). The ability to absorb a budget to optimize its
tasks and functions; f). The ability to make staff studies / studies as policy material; g). The
ability to develop staff or subordinates; and h). Ability to delegate tasks to coworkers. So the
average percentage of the evaluation criteria obtained was 11.1%.

B. Recommendation
The recommendations of this study are:
1. For PAN RB, elaborating Leading Competencies, Technical Competencies, Managerial

Competencies, and Sociocultural Competencies into Performance Criteria so that they
can be more measured and traceable.

2. For LAN RI's Program Development and Training Center (P3D) in conducting a need
assessment related to the needs of the PIM Il Training Program for Echelon IlI
Structural Officials and documenting the results. Implement the PIM 111 Training Model
as part of the Echelon 111 Position Selection and not as part of coaching.

Perencanaan &

Strategi Kegiatan

g

KONTEKS |

INPUT
1. Landasan Hukum 1. Struktur organisasi yang
2. Need Assessment bertanggungawab
3. Tujuan 2. SOP
4. Sasaran ) 3. Prasarana
Kompetensi Kompetensi 4. Sarana
Memimpin Teknis 5. Tenaga Kediklatan
8. Peserta
7. Kurikulum & Modul
8. Pembiayaan
Kepemimpinan
Taktikal
IMPACT
Kinerja Alumni
Terhadap Y x Pengumuman
Organisasi Kompetensi Kompetensn & Penerimaan
Sosiokultural Manajerial
PROSES

PRODUK Tahap | (on campus) Diagnosa Organisasi, 8 hari.

Tahap Il (off campus) Taking Ownership, 7 hari.

1. Lap. Penyelenggaraan Tahap Il (on campus) Benchmarking, 18 hari

2. Mutu Alumni J Tahap IV (off campus) Implementasi Proyek Perubahan, 80 hari.
Tahap V (on campus) Evaluasi, 5 hari.

Figure 3 : Program Diklat PIM 11l Cycle Model As Part From the Echelon Il Structural
Position Selection

From Figure 3 of the Diklat PIM I11 Cycle Model Il as Part of Selection above, can be
explained as follows: the central point of program implementation Program Diklat PIM 111
contained in the middle circle in the form of Job Competence Echelon Ill Structural as
Tactical Leader. A Tactical Leader has 4 competencies, namely: leadership competence,
managerial competence, technical competence, and sociocultural competence. The four
competencies as leaders. The tactical competencies leader an integral part of the sub-focus
context, input, process, and product. The integral part referred to is an inseparable part of
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each sub-focus, so the Tactical Leader Competency becomes a benchmark success at each
stage of the next sub-focus.

3. For the Education and Training Center of the Ministry of Manpower, to improve things
that are lacking such as:
a. Availability of online learning materials, references related to leadership and

managerial in the library, a collection of the latest leadership and managerial issues
that come from print and electronic media.

b. Using competency standards set by PAN RB in designing classroom learning,
benchmarking, designing change projects and final evaluation.

c. The final evaluation is carried out not only to assess the results of the project changes
report but also to measure the achievement of the competencies of participants by
conducting competency tests based on the competency standards of Echelon Il
Officers.

d. Propose a training budget comprehensively including evaluation of post-training.

4. For BNP2TKI to select prospective participants of the PIM Il Training Program using
guidelines published by LAN RI and evaluate the implementation of integrated change
projects with employee performance appraisal using the 360-degree method.
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