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Abstract

This research focuses on the main problems related to human resources in government agencies, namely how the
implementation of training carried out in government agencies so far and how to improve the quality of human
resources and career development. This study uses a qualitative method with a phenomenological approach. The data
source in this study is primary data obtained from the answers of participants through interviews conducted by 9 staff
in 3 government institutions with the aim of gathering information about their experiences in training and how their
experiences in career development after going through training. In addition interviews were also conducted with 3
Heads of Human Resources Departments in 3 government institutions to explore how the policy related to training for
employees is applied. Based on the results of the analysis, it is known that training and development is necessary to be
conducted by the government institutions especially to improve staff performance.
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Introduction

Civil servants are laying the foundation of implementing the government system. As stated by Musanef (1996) that the
existence of civil servants is essentially the backbone of the government in carrying out national development.
Therefore civil servants are expected to be able to mobilize and launch government tasks in development, including
serving the public. This opinion was corroborated by Gatot (1992) who stated that civil servants are those who already
have the conditions specified in the legislation in force, which are appointed by the competent official, and are
entrusted with duties in a public office. In accordance with its main function as the main executor of this country's
government, the civil servants are required to have a high work ethic and time discipline. This is certainly a challenge
that must be answered by all civil servants in this country, not only in the top ranks, but also in all staff to the lowest
level. This is based on the idea that however it cannot be denied, although it is not the only determining factor, the
progress of this country depends on the performance of government agencies, in this case the civil servants themselves.

Good and advanced human resources quality will have a positive effect on the agency itself. In order for the institution
to progress and be able to provide service excellence, competent and qualified human resources are needed to support
the institution's progress. To achieve the quality of human resources, of course, government institutions must hold
certain trainings for its staff.

Tamim (2004) argues that one of the attitudes that must be possessed by civil servants is to be able to use and manage
time properly in their performance or performance, because time-efficient performance will display the behavior of
respecting time. In addition, an employee is also required to be able to compete and be professional in working as a
consequence of the increasing demands of their work.

Many complaints come from the public about the performance of civil servants, especially regarding issues related to
service. Complaints that often occur are such as delaying the time of service that should be provided to the community
immediately without any clear reason. This condition is in accordance with the opinion of Tamim (2004) who revealed
that of around four million civil servants spread throughout Indonesia, only 40% were truly professional, productive,
and qualified. Of the total number of civil servants throughout Indonesia, around 24 percent of them were High School
graduates. The assessment shows that civil servants are not able to work in teams, lack innovation, and lack motivation.
In 2016, the number of civil servants in Indonesia reached 4.37 million people, equivalent to 1.7 percent of
Indonesia's population.’To date there are still problems relating to the quality of the civil servants, such as the low
competence and level of education of the civil servants, the low number of specialist or functional personnel, and the
unequal distribution of expertise.
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Apart from only high school graduates, the majority of civil servants also do not have special expertise. Sixty two
percent of civil servants, which is more than half, only have administrative capacity. Therefore, smart and quality staff
is an important factor to achieve development goals and to respond to the challenges that will be faced in the future
such as the 4th Industrial Revolution and also the Digital Government. However, there is still much that needs to be
addressed related to the quality of civil servants in Indonesia, especially in Jakarta as the capital city where all
government agencies are centralized here.

Therefore, training for civil servants is needed to upgrade the capabilities of each employee. It is not sufficient if
training to be held only once at the beginning of a new employee being hired. Periodical training is required to maintain
the stability of employee performance so that it is balanced with future career development. Given the complexity of
the problem of human resource quality in government agencies, this paper is intended to answer the following
questions:

1.How has the training been implemented in government agencies so far?
2.How to improve the quality of human resources and career development after going through training?

Literature Review

Training and Development Program

Development programs worth investing so much into, as most successful organizations consider the progress
of workforce and therefore invest in their training. This results to increase in skill and competence that improve morale
and productivity (Sheeba, 2011).According to the dynamic developments of all work fields, the organization must
develop their HR to strategic HR, because organizations cannot apply a strategic training plan unless they have a
strategic human resource management system in place. In the strategic human resource management literature, strategic
training is regarded as a vital way of raising employee efficiency (Richard et al., 2009). Chandra (1997) states that
management of the organization firmly believes that human assets unlike other asset cannot be depreciated and
must necessarily be appreciated over entire tenure. Therefore training is regarded as investment and not a cost.
Even long term intangible gains such as attitude change, are to be considered as valuable returns. Training is
considered as vehicle for effective communication and coordination. Training is catalytic in any man management
matrix for cohesiveness, compatibility, and cooperation in every organizational endeavor.

Training is defined as “a planned process to modify attitude, knowledge, skill or behavior through learning experience
to achieve effective performance in an activity or range of activities. Its purpose, in the work situation, is to develop the
abilities of the individuals and to satisfy the current and future needs of the organization” (Manpower Services
Commission, 1981, p. 62 ).Training is an ongoing planned process that replicates many of the stages involved in the
task in order to achieve the intended benefit. Bratton and Gold (2007, p. 197) define Human Resource (HR)
planning as ‘the process of systematically forecasting the future demand and supply for employees and deployment
of their skills within the strategic objectives of the organization’.

According to the Michel Armstrong (2001), training is systematic development of the knowledge, skills and attitudes
required by an individual to perform adequately a given task or job. Meanwhile, Edwin B Flippo(1984) says that
training is the act of increasing knowledge and skills of an employee for doing a particular job. William Fitzgerald
(1992) defines that training as an achievement of the understanding and skill for present the tasks. Next,
Goldstein& Ford, (2002) describe training as a systematic method for learning and development to increase person,
team and the organizational efficiency. Continuous training and development of human resource is very crucial and
vital because training and development are very important in a world where technological advancement is very rapid
and is very important for any organization’s success (Laing, 2009).For any organization, training is considered to be of
very much importance in order to achieve excellence and competencies (Akhter etal, 2011). Due to weaknesses
of vocational training and educational systems in some countries, companies have to increase their budgets for training
and development (Hannif and Vo, 2011).

Quality development through training is a major factor determining long term profitability and optimum performance
of the organization (Laing, 2009).Mel Kleiman (2000) described that the essentials parts of a worthy employee training
program are constructed on orientation, management skills, and operational skills of employees. These theories are
the groundwork of any employee development program. Kane (1986) said that if the training and development
function is to be effective in the future, it will need to move beyond its concern with techniques and traditional
roles. He describes the strategic approaches that the organization can take to training and development, and suggests
that the choice of approach should be based on an analysis of the organization’s needs, management and staff
attitudes and beliefs, and the level of resources that can be committed. This more strategic view-point should be of
use in assessing current efforts as well as when planning for the future.
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Regardless of individual differences and whether a trainee is learning a new skill of acquiring knowledge of a
given topic, the person should be given opportunity to practice what is being taught. Practice is also essential after the
individual has been successfully trained (Sims 1990). The process of training and development is a continuous
one. The need to perform one’s job efficiently and the need to know how to lead others are sufficient reasons
for training and development and the desire to meet organizations objectives of higher productivity, makes it
absolutely compulsory (Akinpeju, 1999). According to Swart et al., (2005), bridging the performance gap refers to
implementing a relevant training intervention for the sake of developing particular skills and abilities of the employees
and enhancing employee performance. According to Wright &Geroy (2001), employee competencies change through
effective training programs. It not only improves the overall performance of the employees to effectively perform the
current job but also enhance the knowledge, skills and attitude of the workers necessary for the future job, thus
contributing to superior organizational performance.

According to Kenney & Reid (1986) planned training is the deliberate intervention aimed at achieving the learning
necessary for improved job performance. Planned training according to Kenney and Reid consists of the following
steps:
Figure 1
The Process of Planned Training
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Employee Performance

Performance in the form of task performance comprises of job explicit behaviors which includes fundamental job
responsibilities assigned as a part of job description. Task performance requires more cognitive ability and is primarily
facilitated through task knowledge (requisite technical knowledge or principles to ensure job performance and having
an ability to handle multiple assignments), task skill (application of technical knowledge to accomplish task
successfully without much supervision), and task habits (an innate ability to respond to assigned jobs that either
facilitate or impede the performance) (Conway, 1999).There is a huge need of career development programs since
the new century started and the number of organizations using them has steadily increased since the mid 1970s, as
more organizations strive to meet needs of their employees (Merchant, 1995).According to Pfeffer (1998) employee
performance can be increased by effective management because human resource has been vital for sustained
performance and employee performance is affected by performance management in certain organizations but not
in all (Azmi,et.al., 2009).

One of the ways to improve the quality of human resources is through training. Training has been defined as mainly
contributing factor to the organizational effectiveness (Schuler and MacMillan 1984). Exploration on this topic
recommends that investment in training and development program can be justified by the impact it creates to
developed individual and organizational effectiveness (Bartel, 2000). Furthermore, the earlier researches have
mentioned causation between training and effectiveness of the organization (Blundell, et.al., 1999).
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Bartlett (2001) recommends that one of the glitches that is usually problematic to identify, is proposing an effective
calculation of performance of the organization. Blundell et. al.(1999) supported this by describing that lack of
suitable data and methodological difficulties prevents the adequate assessment of impact of human capital
appreciation and performance of organization. However, there is an increasing factor that human resource
management practices impacts on attitudes and work-related manners (Allen et al., 2003).

To evaluate the effectiveness of training and development program, it has been advised that check directly the
relationship of training and organizational commitment. Further it has been revealed as certainly correlated to the
efficiency of the organization (Bartlett 2001). According to Lee, et-al, (2011), in a study titled —The effects of internal
marketing, job satisfaction and service attitude on job performance among high-tech has always been regarded as an
important item in organizational management defined job performance as workers’ total performance in meeting the
anticipated worth and achievement of tasks under the procedure and time requirements of the organization. Similarly
Liao et-al, (2012), define job performance as the standard for advancements, redundancy, rewards, punishments,
reviews and salary changes.

Employee performance brings about innovation performance and firm performance as a whole, in such a way that
successful effort of fulfilled, inspired, and devoted human resources produce innovative ideas for new products or
services and increase quality performance, operative performances, and client satisfaction directly (Sadikoglu and
Cemal, 2010).Performance of an employee hence, gives room for innovativeness among employees and general firm’s
performance and innovativeness, in a manner that prosperous work of accomplished, inspired and zealous human
resources yield ground breaking concepts for newer goods or services and also upsurge performance quality and
satisfaction of the clients (Sadikoglu & Cemal, 2010).

According to the results of the study conducted by Yang (2008) on individual performance showed that performance of
the individuals cannot be verified. Similarly he asserts that organizations can use direct bonuses and rewards based on
individual performance if employee performance is noticeable (Yang, 2008). In line with Yang (2008), Bishop (1987)
investigated employee performance and revealed that acknowledgment and recognition and reward of performance of
employees direct the discrimination between employee productivity. Moral and productivity of employees is highly
influenced by the effectiveness of performance of an organization and its reward management system (Yazici,
2008).Employee performance is normally looked at in terms of outcomes. However, it can also be looked at in terms of
behavior (Armstrong 2000). Kenney (1992) stated that employee's performance is measured against the performance
standards set by the organization.

Quality development through training is a major factor determining long term profitability and optimum
performance of the organization (Laing, 2009). Employee performance has been increased by training and
development which enhances job satisfaction and productivity of the organization (Saleem et.al.,2011). Training
and development have positive impact on employee performance (Ghafoor, et.al., 2011) as seen in the following figure.

Figure 2. Training and Development have positive impact on Employee Performance

Training

Employee Performance
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Source :Ghafoor, Ahmed abdAslam (2011)

Research Methods

In this research, a qualitative research method is employed. The purpose of qualitative research is not formulating
general statements but exploring specific social contexts to achieve better understanding of specified social settings

( Patton as quoted in Crabtree & Miller, 1992 p. 19). That is why the qualitative sample is selected purposefully and
case study approach was adopted in this research.

In this research, a phenomenological approach is applied. According to Creswell (2007) a phenomenological study
“describes the meaning for several individuals of their lived experiences of a concept or a phenomenon” (p. 57). In
other words, it focuses on describing a phenomenon that all the participants have experienced, such as learning a
second language in a school system. The purpose of the phenomenological method is to “reduce individual experiences
with a phenomenon to a description of the universal essence” (Creswell, 2007, p. 58).
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To achieve this goal, a researcher will usually identify a phenomenon for study. For example, Miller et.al. (2003)
identified children who experienced life with diabetes. She then collected data from the children who experienced this
phenomenon; and then, described what all the experiences had in common, which is considered the essence of the
experiences of this group of children. This description provides “what they have experienced” and “how they
experienced it” (Creswell, 2007, p. 58).

The primary and secondary data are required in this study. Data collection takes place through in-depth interviews and
multiple interviews (Creswell, 2007). Other forms of data, collected through observation or reviews of journals and art,
can be included as well (Creswell, 2007). During an interview, an investigator may ask very general questions. The
data were collected by interview, questionnaires and documentation techniques. This study employed semi-structured
interviews, because it can direct the interview more closely, to have a pre-determined set of questions while
simultaneously allowing the interviewees sufficient flexibility to shape the flow of information given (Wilkinson and
Birmingham, 2003). Therefore, the researcher believes that the phenomenological approach is suitable for this research.

Participants for in depth interview consists of 12 people from 3 government institutions namely 9 staff and 3 Heads of
Human Resources Departments. The purpose of interviewing staff is to dig deeper the experience they have gained
pertaining to training and development in their institutions. Three (3) Heads of Human Resources Departments are
important to be interviewed to gain the information related to the needs and types of training they have conducted and
how they implement the career development as the post training result.

Research Findings And Discussion

From the interviews conducted with 3 staff from a government institution, all felt that when they were just accepted to
work at an agency, they received training once before starting to work. All employees who have been accepted were
trained in the training center. However, the training they received was more general in nature, such as institutional
history, corporate culture, institutional policies, and materials related to regulations for employees. Having finished the
program, they immediately started working in their respective departments. Of the 3 staff interviewed, all said that this
training did not equip new employees with something related to selfmotivation. The training organizers were also
taken from internal trainers, namely staff in the Human Resources Department, so the results were not optimal.

“What is needed by new employees is actually more training that can provide motivation and confidence so that we can
prepare ourselves before being deployed to a new workplace, because at that time most of those trained were fresh
graduates from universities who had no work experience, so to my point of view training on soft skills is more
demanded, because the purpose of the training is to improve the quality of self, behavior, attitude, communication as
well as skills and knowledge.”

This is in accordance with the statement in the Manpower Services Commission (1980, p.62). However, when asked
whether regular training is always conducted to improve the capacity and quality of employees, the 3 employees said
that employee training was very rarely done in their institutions. If any, those were more related to technical matters,
such as the introduction of new technology or new mechanisms as a result of the new policy. The most concerning
thing is that the training was held only to carry out programs and obligations as formalities in the HRD department, but
after that there was no evaluation of employee competencies so that it did not have an impact on employee career
development.

Meanwhile from the interviews with 6 staff from 2 other government institutions, it is found that before they started
working, they were given training related more to self development such as Effective Communication, Motivation,
Work Ethics, and Career Development, so that fresh graduates can be better prepared to face the workforce. The
training organizers are also chosen from the professional training institutions so that they gain not only new knowledge
but also exciting new experiences. These employees also said that after the training was held, other training sessions
were held regularly, at least every 6 months. The training module is adjusted to their field of work, so that it is more
specific and technical.

“ The institution where I am working always organizes training for employees on a regular basis in collaboration with
professional training institutions. Employee skills and competencies are also perceived to be increasing. In my opinion,
the role of HRD is very big in determining the training institutions to be sub-contracted, not only in terms of modules
and learning methods but also professional trainers make the training more exciting and fun. This has a very good
impact on the competencies achieved by trainees. "

This is in accordance with the statements of Akhter, Ali, Sadagat and Hafeez (2011) who said that for any organization,
training is considered to be of very much importance in order to achieve excellence and competencies.In addition,
an important aspect of training is employee career evaluation and development.
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From the interviews with 6 staff in 2 government agencies, it was found that evaluation and career development were
very well implemented. Every employee who has participated in the training was given assistance so that he or she
could properly implement the skills and knowledge had gained from the training. The HRD department also
periodically evaluates employee performance.

"The training organized by the HRD department is indeed motivates employees to work better. In addition, HRD
always conducts evaluation and performance appraisal to see the progress of the employees and those who excel and
able to show good achievements will be rewarded in the form of various types of prizes as well as promotion. "

This is in accordance with the statement of Swart et al., (2005) that bridging the performance gap refers to
implementing a relevant training intervention for the sake of developing particular skills and abilities of the employees
and enhancing employee performance.

Interviews were also conducted with 3 Heads of Human Resources Departments to find out how their perspectives
were related to training for employees, as well as how they conducted training programs in their respective institutions.
Of the 3 people interviewed, only one said that the training carried out at agencies was held more internally, with
internal trainers from HRD staff and internal officials as well. This is due to the limited budget allocated for employee
training. "If you have to invite training institutions from outside the office, you will certainly need a significant amount
of budget.” From the answers given, it can be concluded that not all agencies understand that employee training is an
investment and should not be considered as a 'cost' or a burden on agencies as stated by Chandra (1997).

However, the interviews with staff also show the data that there are still many aspects need to be improved, namely:

1. The implementation of training which is often less effective, because training is generally carried out in the office so
that many employees are late entering the classroom because they have to solve problems in their department. The
training should be held outside the office or outside the city, so that each employee can focus on joining the program
until completion.

2. Training held in agencies is mostly related to technical matters or hard skills and HRD very rarely provides training
related to soft skills, even though soft skills are really needed by all employees in order to maintain their performance
continuously.

3. Government agencies should cooperate with professional institutions with good track records in organizing training, so
that the program runs as expected with optimal results.

4. Competencies achieved by employees from training must be accompanied by career development so that the training
program does not become a waste.

Meanwhile, the authors’ interviews with the Head of Human Resources in 3 government offices show that in the
current global era, employee training has become a demand in all government institutions, given the very rapid changes
and increasingly sophisticated technology, if not followed by the quality of human resources, then Indonesia will be far
behind those of its neighbors.

“The most important thing before we determine what type of training will be held, the HRD section always has to do a
need analysis related to employee training. This is important so that the training we hold is right on target. After that we
also have to determine where the training location is. Based on experience, training held at the office is indeed less
effective because many participants have to leave the training room and finish their work. It is different if the training is
conducted out of town, the results are far more effective. Related to the methodology (technique) applied and the
trainers, we cooperate more frequently with professional training institutions which are experienced and have a good
track record. This is very important because it influences its output and is in accordance with the Government
Regulation of the Republic of Indonesia Number 31 of 2006 concerning the National Training System which states that
the training institutions are government agencies, or legal entities or individuals who meet the requirements to organize
training. "

This statement is in accordance with the concept of Michael Armstrong (1995). In addition, all employees who are
trained should be given the opportunity to practice what is being taught. Practice is also essential after the individual
has been successfully trained (Sims, 1990). When confronted about budget issues for employee training, not all of them
understand that the costs incurred for employee training are actually an investment for the institution. There are still
institutions that assume that the cost of training employees is a burden on companies so that their use must be
tightened. This is not in accordance with the opinion of Sheeba (2011) which states that development programs are
worth investing so much into, as the most successful organizations, consider the progress of workforce and therefore
invest in their training. Meanwhile related to the evaluation and career development of employees after attending the
training, the three Heads of HRD said that until now the most difficult thing faced was the placement of employees
according to their expertise. This is caused by the large number of employees in government agencies that are not in
accordance with the existing position.
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Therefore HRD in government agencies are always judged to be too slow in handling issues related to employee
promotions. Nevertheless, HRD in government institutions must be selective in determining the position of an
employee in accordance with their competencies.

Conclusion

From the above analysis it can be concluded that training and development is very important and has a large role in
improving employee performance. However, the training program carried out at government agencies in Jakarta has not
been fully implemented as expected. There are still agencies that consider that training costs are a burden rather than
investment for the institution. This mindset must be changed so that government agencies can improve the quality of
their human resources to be more professional. For future research researchers can discuss in more detail related to
training evaluation with different approaches.
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