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PREFACE

THE CHAIRMAN OF THE NATIONAL
INSTITUTE OF PUBLIC ADMINISTRATION

We express our gratitude to Almighty God, for His blessings,
help and guidance that this Anthology of State Civil Apparatus
Competency Development: Theory, Policy, and Practice book can
be presented to readers. Apart from being expected to add to the
repertoire of understandings and to share practical experiences of
developing State Civil Apparatus competencies which are
expanding day by day, this book is also expected to be able to
provide the maximum benefit to various groups of people.

In today's era of disruption, the birth of various scientific
works from functional officials is highly expected. This time is the
right time for functional officials to collaborate with the community
of other functional positions in order to create various scientific
works that are able to ignite, encourage, and inspire improvements
in the quality of government, development, and public services. My
sincere thanks to the functional officials of the National Institute
of Public Administration of The Republic of Indonesia (LAN RIl) who
are members of the Community of Practice - LAN RI for
collaborating, synergizing, and contributing to produce this work
that deserves appreciation. We encourage you to continue to work
and make concrete contributions to your particular functional
officer community, institution, and to Indonesia at large.

We also sincerely appreciate Tanoto Foundation for
providing tangible support in realizing this joint work. We hope that
in the future there will be greater collaboration in various fields of
study. Finally, on behalf of the National Insitute of Public
Administration (LAN RI), | hope that this book can bring another
fresh perspectives related to the development of State Civil
Apparatus competencies. Thus, readers can be motivated to
explore and find the best formula for the development of the nation
and state.

Jakarta, December 22, 2021
Chairman of The National Institute of Public Administration

The Republic of Indonesia

Dr. Adi Suryanto, M.Si



FOREWORD
CEO GLOBAL TANOTO FOUNDATION

Since the beginning of its establishment, Tanoto Foundation
has paid special attention to the world of education. Tanoto
Foundation is a philanthropic organization whose mission is to
develop the potential of human resources through quality and
transformative education. Tanoto Foundation has supported and
assisted various programs in the field of education and competency
development.

In line with this mission, Tanoto Foundation supports
National Institute of Public Administration in developing State Civil
Apparatus competency in order to actualize the World Class
Bureaucracy in 2024. Through this Anthology of State Civil
Apparatus Competency Development: Theory, Policy, and Practice
book, Tanoto Foundation hopes to continue to support the
development of State Civil Apparatus competencies which later is
expected to be able to contribute to improve the quality of
governance, development, and public services.

In this regard, Tanoto Foundation is ready to collaborate

further to support and contribute to the success of the programs
that are in line with the objectives of the Tanoto Foundation.
To close the statement, we would like to thank the National
Institute of Public Administration of the Republic of Indonesia for
producing this book through the functional official learning
community, Community of Practice - LAN RI. Hopefully this could
be useful and enjoy reading for all respective readers.

Jakarta, December 22, 2021
CEOGIlobal Tanoto Foundation

Dr. J. Satrijo Tanudjojo




FOREWORD
DEPUTY CHAIRMAN FOR RESEARCH AND
INNOVATION OF ASN MANAGEMENT

The Anthology of State Civil Apparatus Competency
Development: Theory, Policy, and Practice that is now in the
reader's hand is a collection of ideas, analysis and sharing of
experiences from various functional positions in the National
Institute of Public Administration. Therefore, substantially this
book presents variants of expertise from these various functional
positions which makes this book is unique and interesting. While a
book is usually written by an author or a team that has almost the
same expertise, this book is presented from a varied expertise but
stillonthe same track.

We really appreciate the presence of this book as a proof
that functional officials who have been seen as solitaires or lone
wolves, can actually collaborate and strengthen synergies nicely.
For readers, we hope that the presence of this book can add a little
more understanding and new perspectives on the development of
State Civil Apparatus competencies which include theory, policy
and best practice levels on the practical level.

We express our deepest appreciation to our fellow
functional officials at Community of Practice - LAN Rl who have
collaborated to produce this book and we would like to express our
sincere gratitude to Tanoto Foundation which has been very
supportive to the National Institute of Public Administration in the
Knowledge Creation development agenda.

To sum up, we hope that this book will be able to have a
positive and beneficial impact on all readers from various
backgrounds.

Jakarta, December 22, 2021

Deputy Chairman for Research and Innovation
of ASN Management

Dr. Agus Sudrajat, MA
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EDITOR'S NOTE
Anthology of State Civil Apparatus Competency Development: Theory, Policy,
and Practice in Responding to the Challenges of CompetencyDevelopment in the

Disruption Era

INTRODUCTION: INDUSTRIAL REVOLUTION 4.0, CHALLENGES AND OPPORTUNITIES
OF COMPETENCY DEVELOPMENT

The world is facing radical changes in various sectors. Technological developments
plus the impact of the pandemic are trigges for change (Avgerou, 2010; James, 2005; World
Bank Group, & Flagship, 2016). Conditions that are very dynamic and uncertain necessitate
all aspects of life to adapt quickly. In the public sector, during a pandemic, the services
provided to the community are demanded not to deteriorate. It is not going to be easy that
despite all limitation in many aspects, the government must continue to provide optimal
services. Various innovations were carried out in response to these challenges.

Improvement and adaptation to public services must be supported by accelerating
State Civil Apparatus competency as the engine of the bureaucracy (Noe, RA, et. al, 2016).
Competent State Civil Apparatus will produce optimal public services. The development of
State Civil Apparatus competency is an absolute prerequisite and must be a shared concern
in order to create the ideals of theWorld Class Bureaucracy.
Changes in the strategic environment occur very dramatically. While we still are facing
changes due to the industrial revdution 4.0 (Fonna, 2019; Schwab, 2019), we are also
encountering the Covid-19 pandemic situation. industrial revolution 4.0 and the pandemic
seem to trigger the world to adapt quickly (Lee, J., Lapira, E., Bagheri, B., & Kao, H., 2013).
State Civil Apparatus with good digital literacy plus a leap of innovation in the organization
will bring out optimal public services (Hermann, M., Pentek, T., & Otto, B., 2015). However,
it must be acknowledged together that these ideal conditions are still a homework for & of
us.

The application of IT in Indonesia, especially in the public sector, is still relatively low.
According to a survey conducted by the United Nations (UN) about electronic government

(e-government)the E-Government Development Indék¥GDI), Indonesia is ranked 88th out of

193 countries in 2020, and this EGDI score was below the average for countries in the
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Southeast Asia region. Another study conducted by the World Bank in 2019, for example,
showed that the Government Effectiveness Index w@sl8 or ranked 86th out of 193
countries, making Indonesia ranked below neighboring countries such as Malaysia and
Thailand.

Opportunities and challenges are like two sides of a coin. To maximize opportunities

and avoid challenges, smart State Civil Apparatus ineeded. One of the ways to get it is
through competency development.
With the development of competency that is adaptive to Industrial Revolution 4.0, it is
expected that there will be no more competency gaps in the bureaucracy. Adaptive
Competency devebpment is an ultimate component of the success of competency
improvement.

The colossal book entitled "Anthology of State Civil Apparatus Competency
Development: Theory, Policy, and Practice" is presented here as an effort to answer this
challenge. In additon, this book is written as a form of contribution from the ideas of the
National Institute of Public Administration Agency (LAN) employees to the development of
competency development in the future. Through the Functional Position LAN RI (JFT LAN)
community or better known as the Community of Practice€CoP) LAN, a book that contains
contributions of thoughts about competency development was initiated. A total of 33 LAN
RI functional employees have put their ideas and ideas into 20 articles which are coriied in
5 chapters.

In CHAPTER Ithere are 4 articles reviewingthe Contemporary State Civil Apparatus
Competency Development. In the first article entitled Acceleration of State Civil
Apparatus Competency Development through Policy Changes, Tri Saksonoand Bambang
Suhartono try to review Competency development policies such as Act Number 5 of 2014
about State Civil Apparatus, The Regulation of The Government of The Republic of
Indonesia Number 11 Year 2017 in conjunction with Regulation of The Governmenof The
Republic of Indonesia Number 17 Year 2020 about State Civil Apparatus Management, and
the National Institute of Public Administration Regulation No. 10 Year 2018 about State
Civil Apparatus Competency Development. The author proposed that in the futire,

competency development will be developed based on IT and has a strong policy basis. The

second article from Ajriani Munthe Salak and Indrawati entitled Curriculum Development
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Strategy and Competency Development Syllabus: Opportunities and Challenges describes
the importance of curriculum and syllabus development within the framework of
competency development. According to the results of their research, trainers currently do
not have sufficient competency and not really engaged in curriculum and syllabs
development. Consequently, collaboration is required to enhance the quality of
Competency development syllabus and curriculum. The third team of authorsllima Fitri
Azmi and Asmarianti, argues that with the development of existing conditions,
competency development regulations and policies need to be published immediately,
especially inresponse to the era of Society 5.0. According to them, the existing form of
competency development is adequate, but the scope of the material needs adjustments, for
example by adding materials onrobotics, artificial intelligence, big datetc. according tojob
descriptionsand urgency in the era of society 5.0. The fourth article of Chapter | written by
Alih Aji Nugroho and Rima Ranintya Yusuff o ¢ u s eAmalysisnof Sate Civil Apparatus
Competency Devel opment Ne e dThe developménein tierfuaureo f D
needs to be accompanied by adjustments to all its instruments, including Competency
Development Analysis (AKPK) adapted to the era of disruption. Thre are two arguments
presented. First, the competency gap analysis is carried out by identifying the competency
needs in the era of disruption. Second, Competency Development Analysis (AKPK) can be
carried out more effectively and efficiently when utilizing IT such as the use of the
Information System of State Civil Apparatus Competency Development (SIPKA) at LAN RI.
ACCELERATION OF COMPETENCY DEVELOPMENT TOWARDSWORLD CLASS
BUREAUCRACY

The condition of the bureaucracy that suffers from chronic pathology needs serious
attention. Based on the results of the 2019 WEF study,the problem with Indonesia's low
Global Competitiveness Indexcaused by the high level of corruption and ineffectiveness of
the bureaucracy. Moreover, the world is facing a crisis due to the pandemic (Scarabel, Pellis,
Bragazzi, & Wu, 2020). To achieve the common goal of creatingveorld class bureaucracy in
2045, it is necessary to accelerate the development of competecies that are able to reduce
corruption and increase the effectiveness of the bureaucracy. One of the concepts

developed and used by various developed countries is competency development through

Corporate University (CorpU) (Garzon Castrillon, 2019).
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CHAPTER llof this anthology book focuses onState Civil Apparatus CorpU and the
competency development acceleration strategy . The first article discusses the
Implementation of Corporate University in State Civil Apparatus Competency
Development: A Learning Breakthrough in the Era of Disruption written by Amrillah
Mersa and Haris Faozan. The author provides an overview and analysis related to the
implementation of CorpU that can be replicated in government agencies. Through a
comparative study of three sectorssuch as public, governmentowned enterprises (BUMN),
and private, excellent CorpU development has to possess three basic things including (a)
continuous learning(b) talent management, and (cpoal drivenThe next article from Dewi
Sartika deepens the previous article discussion. Sartika argues that the development of
CorpU is very much needed in State Civil Apparatus Competency development in the
industrial 4.0 era. Through an articleentitled Corporate University in the Context of State
Civil Apparatu s Competency Development in the Industrial 4.0 Era, Sartika outlines the
stages of the framework that can be carried out to build a Corporate University in government
organizations, namelfl) Determining the Main Objectives of the Corporate UniversipgRam,
(2) Developing Knowledge and Skills Transfer Methodology, (3) Launching and Activating
Corporate University, and (4) Analyzing changes on an ongoingThasigext two articles in this
chapter explain the competency development strategy in the Indistrial Revolution 4.0 era
through the implementation of 70:20:10 written by Yuyu Yuningsih and the use of the
Massive Open Online Course (MOOC)concept written by Sherwin Mikhael Soantahon.
Yuyu Yuningsih argues that government agencies are expected to delop programs and/or
activities for developing State Civil Apparatus competencies integratedly using the 70: 20:
10 model which is expected to be a lever for employee performance and overall
organizational performance. Then, Sherwin added that the develoment of digital State Civil
Apparatus competency in the future using the MOOC method could be a strategy for
developing State Civil Apparatus competency in the era of technological disruption. Utilizing
the learning method using theMassive Open Online Cae(MOOC) is open, online and mass.

Next, Chapter lll elaborates on several matters related toCompetency development
in the 4.0 Era. The era of Industrial Revolution 4.0causes private and public organization

encountered a raise ofvolatility which meansunstable environment that changes quickly and

occurs on a large scale uyncertainty in which it is difficult to predict accurately what will
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happen, Complexitywhich means that the challenge becomes more complicated because
multiple factors are interrelat ed andAmbiguity which is thé&ck of clarity about an event and
its chain of consequences. Those four terms are then known as 'VUCA' (Krawczynska
Zaucha, T: 2019). In the first article in this chapterAzizah Puspasari and Adhani Abdullah
focus on State Civil Apparatus Performance Management in the Industrial 4.0 Era. The
authors describe performance management related to Employee Performance Targets
(SKP). Before preparing Employee Performance Targets (SKP), it is necessary to conduct a
dialogue between superiors and subordinates, then an explanation of the alignment
(cascadinglrom the organizational level to the individual level. After that, the monitoring of
the performance is carried out bycoachingand mentoring which is then carried out with a
performance assessment, the results of which are used as the basis for talent management.
Then the second article bySinta Dame Simanjuntak and Anastasia Satrikirana, two trainers
from LAN RI Languange Center, with the title Strategy for Development of Language
Technical Competencies in Response to the Demands of theWorld Class Bureaucracy
emphasizes the importance of technology adoption in English language training. The author
tries to provide insight and motivation for State Civil Apparatus to develop their linguistic
competency, especially English, a globdingua franca and encourage decision makers to
make policies and facilitate the development of English in their work environment.

The demands for enhancing State Civil Apparatus competency in facing the era of
disruption need to be seriously considered by stakeholders. There should be no gaps in
managerial, sociocultural and technical competencies. The third article in Chapter Ill ly
Sarinah Dewi entitled Concept of Technical Competency Development for State Civil
Apparatus in Response to the Industrial 4.0 Era offers a technical competency
development using the Learning Management SystgiidMS) and is carried out in @lended
learning method. In order to ensure that the Competency development runs well as
expected, three stages of evaluation need to be carried out, such as (Reaction Evaluating,
to measure the level of participant satisfaction; (2)Learning Evaluatingto measure the
effectiveness of competency development towards the achievement of learning objectives

or learning outcomes; (3) Behavior Evaluating to measure the effectiveness of the

development of competency to training alumni behavioral change based on the competany.
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Competency development for State Civil Apparatus is the right to support the smooth
implementation of the tasks and jobs, especially in facing Industrial Revolution 4.0. The next
article from the team with members Suryanto, Naufal Sabda Auliya, and Od¢a Suhartono
entitled The Relevance of Contemporary Competency Development in the Industrial Era
4.0 tries to provide an overview of the latest Competency development in the Industrial
Revolution 4.0 era. Several policy strategies offered by the author toimprove the
effectiveness of competency development include: a). identification of contextual
development of State Civil Apparatus competencies Need; b). integration of the learning
process with organizational performance in realizing the direction of national and
institutional policies; c). The relevance of competency development to talent management
and career development; and D)Hi-Techin competency development. The fifth article in
Chapter lll, the closing chapter presents the importance of transbrming the mindset of
State Civil Apparatus to be more competitive. The article written bySt. Nurhikma Maulida
and Musdalifah , entitled An Important Ground for Developing Competitive Advantage
Oriented State Civil Apparatus Mindsets argues that existing development demands a real
breakthrough in changing the negative mindset of State Civil Apparatus into a mindset
oriented towards achievement and performance in order to realize the organization of the
bureaucracy (good governancelhe mindset can be deviped through a series of efforts and
actions. One method that can be developed is th&ersonal Growth InitiativéPGl).Personal
Growth Initiativecan be understood as a deliberate active involvement by individuals in their
personal growth process (Robitghek, 2009). Personal Growth Initiativeefers to skills that
are used when a person is actively involved in the process of cognitive, behavioral, or
affective change (Robitschek et al., 2012). With a change in mindset, it is hoped that State

Civil Apparatus 's performance will be more optimal.

COMPETENCY DEVELOPMENT THROUGH APPLIED EDUCATION AND ADOPTION OF
INFORMATION TECHNOLOGY

Link and Matchoetween the world of education and the world of work is still a problem in
Indonesia. College graduates are considered not to be able to work immediately because

they are not familiar with field practice. This condition is no exception in the world of

bureaucracy. In addition, the adoption of information technology in competency
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development has not been maximized. Competency development through applied
education and efforts to adopt technology is one of the keys to achieve avorld class
bureaucracy.

In CHAPTER 1V, this book discusses vocational education as a Competency
development strategy in the era of disruption. Porman Lumban Gaol and Muhammad Rizki
, In their article entitled Development of State Civil Apparatus Competency Based on
Industrial 4.0 Vocational Education (Comparative Study of D4 Government
Administration Study Program, FISIP UNPAD and Institute Governance of Home Affairs ),
try to provide an overview of the development of vocational education in Competency
development. In the two campuses tha are benchmarks for appeal, the authors conclude
that vocational development is pursued through integration into the curriculum, lecture
materials, selfdevelopment activities, regulations and various activities outside of study
hours organized by campus,both scheduled and incidental.In the era of the industrial
revolution 4.0 towards a World Class Bureaucracy RTPJM 4 (2B@PR4) it is expected that a
State Civil Apparatus is able to become a smart a State Civil Apparatus who has hard skills and soft
skills such as: Integrity, Nationalism, Professionalism, Global Insight, Mastering IT and Language
Foreign, Hospitality, Networking and Entrepreneurship.the next article, Sitti Khadijah
Heryani Darsyim and Jessica Fransisca Tonapaleepen the previous writing by focusing on
State Civil Apparatus Competency Development Based on Vocational Education in the
Industrial Era 4.0. Darsyim and Tonapa arguethat competency development based on
vocational programs can prepasgate Civil Apparatusto be more competent in the digitalization
era by placing more emphasis on competency development which is directly carried out in the
workplace (on the job training) with direct supervision and guidance from mentors and coaches
who be in the agencY¥hen, Erwin Musdah writes an article entitled Disruption of Industry
4.0 on the Development of State Civil Apparatus Competency Based on Vocational
Education. Musdah tries to elaborate further on how the industrial revolution 4.0 will
disrupt the development of State Civil Apparatus through vocational education and provide
recommendations on how to deal with these challenges. The elaboration starts with a
discussion of the impact of the industrial revolution 4.0 on public sector employment, the

development of State Civil Apparatus through vocational education and ends the narrative

with practical steps that can be taken to anticipate this disruption.
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From various reviews written in the previous chapter, the adoption of information
technology in competency development is an absolute prerequisite to face Industrial
Revolution 4.0. INnCHAPTER V,which is the last part of this book, we present ideas on this
matter. Firdaus Suharta in an article entitled Mini Learning SeriesStrategies for Utilizing
Information T echnology in State Civil Apparatus Competency Development in the
Industrial 4.0 Era provides an overview of the new method of IT adoption in Competency
development. Suharta emphasized that the use of IT can be done through a learning process
using theMini Learning Serig®LS) model which is presented in the form of Microlearning as
a strategy in designing learning content into small focused segments. TheWitra Apdhi
Yohanitas in an article entitled Implementation of Competency Development Technology
Literacy through Information Technology -Based Learning Community , deepen the
arguments related to literacy and the use of IT. These conditions can save time, be more cost
effective, expand the network, make better decisions, learn faster and more efficientlyand
are environmentally friendly. Its implementation requires an integrated information system
consisting of Learning Governance System, Learning Management System, Knowledge
Management System, Community Based Learning. A system that emphasizes community
based competency development of learners is still not developed. LAN RI is currently
developing such a system called the Indonesian Trainers Smart Home (RCW8useno, in his
third article entitted Excellent State Civil Apparatus: LAN RI Public Service Imovation
during the Covid-19 Pandemic,shows an example of IT adoption in the banking services at
the National Institute of Public Administration RI. Finally, as the closing of Chapter VAsrini
A. Saeni and Wahyu Nurdiansyah Nurdin, discuss about theStrategy for Encouraging
Public Sector Innovation through Transformative Leadership . One of the main indicators
in supporting the realization of public sector innovation is the transformational leadership
style whose dimensions direct followers/subordinatesto solve problems in new ways.
CONCLUSION: CoP AND ACCELERATION THROUGH CONTRIBUTION OF IDEAS

This 400 pages book is quite a unique work. First, the book was written in a group by
many Functional Officers of LAN RI. The incorporated functional officers cosists of various
positions, ranging from Trainers, Lecturers, Researchers, Policy Analysts, Personnel
Analysts, and so on so as to present various perspectives. Second, the content of the book is

very responsive in capturing the challenges faced by competecy development which is one
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of the core businesses bAN RI. Through this work,Community of Practicelearly shows that
collaboration among Functional Officers can have a significant impact on organizational
development.

The government's indicators of siccess have not yet reached the target. Thease of doing
businessindex conducted by the World Bank puts Indonesia at number 73 out of 190
countries with a value of 69.6 in 2020. This order is far below Singapore, Malaysia and
Thailand, which are at numbe 2.12. , and 21. For the corruption perception index conducted
by Transparency International, Indonesia scores 37/100, which indicates that Indonesia is
one of the countries where the government tends to be corrupt. With this value, Indonesia
is in the order of 103 out of 190 countries. In addition, the public confidence index measured
by Edelman shows that the Indonesian people's trust in the government has decreased by
five points to 70 from 2020 to 2021.

In completing this homework, the government muststrengthen the competency of its
bureaucrats through the development of competencies that are adaptive to Industrial
Revolution 4.0. Moreover, we are still faced with a pandemic condition that forces the
bureaucracy to be able to adapt more quickly(agile)in providing services. Through various
studies in theory, policy, and practice, it is hoped that future competency development can
be more focused to achieve the goal of creating a world class bureaucracy 2045.

This book also seems to be an oasis in theidst of arid scientific works related to
competency development, especially those written by groups of practitioners. We, on behalf
of the LAN RI, really appreciate the initial step of strengthening the discourse of
Competency Development through this book. However, strong intentions will not be
realized without the support of several stakeholders. Hence, we would like to express our
thanks for the support from The Bakti Tanoto Foundation and other stakeholders that have
contributed to the publication of th is book. Without any abundant support, this book would
never have reached the hands of readers. All editorial team expresses sincere thanks, and

we wish you enjoy reading of this anthology book from CoP LAN RI.
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SUMMARY

Empl oyee competency development is an urgent thing to
must be in harmony between individual needs and organizational needs. Currently, competency development carried
out through training has been idéfied as not yet maximal. This article tries to describe how competency development
should be carried out from the perspective of policies/regulations. There were three regulations discussed, namely the
Law No. 5 Year 2014 about State Civil Apparatusy@oment Regulation No. 1¥ear 2017 in conjunction with
Government Regulation No. 17 of 2020 concerning State Civil Apparatus Management and the National Institute of
Public Administration Regulation No. Xear 2018 concerning Development of State CAjiparatus Competency.

In addition, it describes many achievements that have been accomplished by LAN RI as a competency development
organization in dealing with various strategic environmental challenges, especially the -C@gHndemic. The
development bIT-based training is the prime solution. Implementing blended learning a combination of classical and
non-classical could also be a solution. With this breakthrough, State Civil Apparatus competency development
activities will continue to be carried oaimd mayn produce professional State Civil Apparatus.

Keywords: competency development, regulations, covid19 pandemic

INTRODUCTION

The National Medium-Term Development Plan (RPJMN) 20202024 is the last five-
year development agenda within the framework ofthe National Long-Term Development
(RPJPN) 20052025 with the focus on human resource development. This is in line with the
vision of the President and Vice President delivered in the Inaugural Speech on October 20,
2019 entitled "The Realization of a Deelopedindonesia that is Sovereign, Independent, and
Working together to achieve a mutual goal ". This vision could then be achieved through 9
(nine) missions, better known as the Second Nawacita, one of which is to improve the quality
of Indonesian people.

In the second term of his administration, President Jokowi attempted to reform the
bureaucracy to create a bureaucracy that is more agile, simple, and has a public service

mindset.Furthermore, the expectation is that State Civil Apparatus as the driving force of
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the bureaucracy are able to compete in the international arena and the world market. This
can be successfully achieved through the preparation of various competency development
programs, which are caried out in contemporary ways.

For this reason, the development and provision of reliable and quality State Civil
Apparatus in an organization is very important and needs to be prepared from the beginning
of recruitment in the organization. This preparation as well as the competency development
process needs to be well planned. The development of State Civil Apparatuscompetency
through formal education with a studying assignation mechanism or study permit, and
classical and nonrclassical training.

The implementation of competency development for State Civil Apparatusis regulated
in the Law No. 5 Year 2014 on State Civil Apparatus. State Civil Apparatus consists of State
Civil Apparatus (PNS) and ContractBased Government Employees (PPPK). Qapetency
development for State Civil Apparatus, both State Civil Apparatus (PNS) and Contraet
Based Government Employees (PPPK) is carried out openly and everyonehas the same
opportunity to be included in competency development.

In practice, there are differences in the regulation, for example the competency
development of State Civil Apparatus is carried out for a minimum of 20 hours of training
(JP) per year, while for PPPK it is carried out a maximum of 24 hours per year. This is done in
the context of fulfilling the competency standards for positions as regulated in the
Regulation of Minister of State Civil Apparatus Empowerment and Bureaucratic Reform of
the Republic of Indonesia Number 38 of 2017 concerning Competency Standards for the
Positions of State Civil Apparatus. Competency standards are work abilities that every
human resource (HR) must possess, and they cover three important aspects: aspects of
knowledge, aspects of skills, and aspects of work attitudes, all of which are absolutely
required by an employee in carrying out his official duties.To improve the competency, an
employee requires a series of knowledge, skills and abilities improvement programs, both in
the form of hard skills and soft skills. In this paper, we focus on competency delgpment for
State Civil Apparatus because they already have complete regulations, while competency
development for PPPK does not.

Next, to find out the novelty of this writing, here are some previous writings to grasp

the differences of this writing with previous research. For example, the article entitled
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Urgency of the Sustainable HR Competency Development Program in Government
Agencies, written by Raden Yudhy Pradityo Setiadiputra, (2017), explores that HR as an
asset has an important role in maintainirg the existence of the organization. Competency
development is based on two policies, namely The Law No. 5 Year 2014 Year State Civil
Apparatus and Government Regulation No. 11 Year 2017 on Management of State Civil
Apparatus. This development is carriedout by the agency's Human Resource Development
Center. Competency development is based on a hierarchy of needs as expressed by Maslow.
So, in other words, competency improvement is one of HR needs.

Next, the second article entitled Competency Developmentin Supporting the Main
Duties and Functions of Government Apparatus at the Regional Government and
Development Coordination Agency that iswritten by Achmad Resa Fachrizi, (2016) The
author tries to analyze the things that affect the development of competercies associated
with the form of support for improving employee performance.. The development of
competency in this paper is purely related to the theory of human resource development
which has not been adapted to the laws and regulations regarding competey
development.

The third article is Competency Development to Support the Main Duties and
Functions of Government Apparatus at the Regional Government and Development
Coordination Agency written by Irwan Fathurrochman (2017). This paper describes how
competency development is based on education and training, and it focuses on staffing
development or coaching related to employee performance at STAIN Curup in improving
employee quality in accordance with the standards of the Law No. 5 Year 2014 on State Qliv
Apparatus, including dissecting the factors that distinguish high and low performers..

Another article is about the Reorientation of the Basic Paradigm of Teacher
Professionalism Development, written by Pujiriyanto (2019). This paper focuses more on
how to develop teacher competency as part of an organization that requires strengthening
institutional capacity, positioning teachers as learning subjects (center of learning), and
improving education programs. The conditions presented are in order to encourge
inefficient patchwork programs, a directive professional development system, and work in a

fund-dependent discharge mode.
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Meanwhile, the next article about Apparatus Competency Development in Improving
Employee Performance at the Marine and Fisheries Sgice of East Kalimantan Province,
written by Agung Sugiarto, (2018) tries to describe and analyze the development of
apparatus competency in improving employee performance. This competency development
can be seen in the diverse work ethic of employees ahin the training process that is
followed as one of the requirements in advancing one's career, but it is not based on the
applicable laws and regulations.Based on several writings from previous studies, it can be
said that this paper has significant diferences because this paper tries to describe various
regulations related to competency development that are currently in effect. In addition, it
also tries to describe the challenges and developments of the strategic environmental
situation, including the COVID-19 pandemic that has hit the world, including Indonesia.

1. Paradigm Change and Development Modelof State Civil Apparatus Competency
According to Article 56 of Law No. 5 of 2014 Concerning State Civil Apparatus, every
government institution, regardless of location, is required to list the needs for the number
and type of State Civil Apparatus positions that will later be used in the famulation,
planning, implementation, assignment, and and competency development as career
development requirements based on the qualifications for developing technical
competency, managerial competency, and sockgultural competency. These three
competencies are indispensable ifa State Civil Apparatus wants to get higher career position.
Fulfilling these competency standards may necessitate a development process that is not
easy or quick (instant), and also necessitates time and exercises to be reliable.Meahile,
viewed from the theory related to the competencies provided by Spencer and Spencer
(2008),competency can be interpreted as an individual's ability to show his work in
accordance with the required standards. The main focus of competency is the capagior
behavior brought by an employee into his position to carry out his duties and functions
effectively.

In this relation, there needs to be a determination of aimed competency standards so
that HR has clear definition in five types of competency charadatristics such as:
motives,traits,self-concept, knowledgeand skills. This is important so that the knowledge,
skills and behavior capital possessed and their subsequent development can have a

significant contribution to achieve the aims, objectives, indicéors and targets of the
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organization. Thus, competency is part of a person's personality and maypredict behavior
and performance widely in all situations and job tasksln other words, competency can be
understood as a human characteristic that shows a wagf behaving or thinking andapplies
generally in various situations and lasts for a long period of time.

In the same notion, according to Palan (2008) competency can be classified into four
types including: (1) Core Competencies at the organizational levelvhich are a set of skills
and technologies that allows them to generate much higher value for customers; (2)
Functional Competencies related to position levels that describe work activities and
outputs, such as the knowledge and skills required to performa job; (3) Behavioral
Competencies at the individual level which are the basic characteristics needed to do work;
(4) Role Competency which relates to the level of position and refers to the role that must
be carried out by someone in a team. To analyzdéé direction and strategy for developing
human resources, it is necessary to pay attention to a variety of key success factors, such as
the development of a unified, proportional, and rational staffing system capable of
anticipating developments in the strategic environment, as well as to strengthen State Civil
Apparatus professionalism in accordance with organizational needs, career development,
and employee welfare.Moreover, according to Desilia (2019), competency development
must be packaged using cognive science reframing , better known as the brain science
which believes that efforts to increase HR competency will be more difficult and may even
fail when the method used ignores the role of the human brain as central driving force of
human work and this can be done using eeframingapproach.

2. Development of State Civil Apparatus Competency Development Regulations

Government policies that regulate the development of State Civil Apparatus
competencies are the Law No. 5 of 2014 on State Civil Apparatus, @ernment Regulation
No. 11 of 2017 in conjunction with Government Regulation No. 17 Year 2020 concerning
Civil State Apparatus Management, the National Institute of Public Administration
Regulation No. 10 Year 2018 on State Civil Apparatus Competency Devepment. Here is
the discussion as follows.

a. The Law No. 5 of 2014 concerning State Civil Apparatus
The Law No. 5 Year 2014 regulates the rights of State Civil Apparatus including the

right to obtain competency development, as mentioned in article 21 letterc and article 22
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letter d. Regarding competency development, Article 25 letter ¢ states that LAN RI has the
authority to develop, and administer education and training
Furthermore, it is explicitly stated in Article 70, that:

1) Every State Civil Apparatus has the right and opportunity to develop competency,

2) Competency development is carried out through education and training, seminars,
courses, and upgrading,

3) The process must be evaluated by the Authorized Official and used ase of the bases
for job appointment and career development,

4) In developing the competency of each Government Agency, it is obligated to prepare an
annual competency development plan which is included in the annual work plan of the
respective agency's budget

5) State Civil Apparatus are given the opportunity to carry out work practices in other
agencies at the center and regions within a maximum of 1 (one) year and the
implementation is coordinated by LAN RI and National Civil Service Agency (BKN) , and

6) There is opportunity for State Civil Apparatus to develop competency through
exchanges between State Civil Apparatus and private employees within a maximum
period of 1 (one) year and the implementation is coordinated by LAN RI and National
Civil Service Agency (BKN).

b. Government Regulation No. 11 Year 2017 concerning State Civil Apparatus
Management

Government Regulation No. 11 Year 2017 concerning State Civil Apparatus

Management was promulgated as the implementation of the State Civil Apparatus Law,

especilly Article 55 concerning State Civil Apparatus Management. The goal of this policy

is to produce State Civil Apparatus who are professional, have basic ethical values, free of
political intervention, corrupt practices, collusion, and nepotism.. This poky, at
least,regulate about equal opportunities and rights for all employees to get competency
development of a minimum of 20 hours per year with various types and levels of competency
development. However, in practice it is not easy to fulfill this obligtiondespite the
regulationhas set the minimum number of competency development hours must be earned

by each State Civil Apparatus.
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This regulation does not distinguish high leadership positions (JPT), Administrator
positions (JA) orstructural positions at echelon Il level, Supervisory positions (JP) or
structural positions at echelon IV level and functional positions. In the process of developing
competency, there are three domains of competency for State Civil Apparatus, namely
technical competency,managgrial competency and social competency.

The need analysis for competency development is carried out through the following
stages: a. an inventory of the types of competencies that need to be developed from each
State Civil Apparatus; b. verification of the Competency Development plan; and c. need
validation and Competency Devel opment pl an.
competency development needs plan, it is processed and compiled into the national needs
plan, and the data from the competency gp analysis is submitted to the ministry in charge
through LAN RI.

1) State Civil Apparatus Competency Development Planning

Based on article 207, competency development is prepared based on the needs plan
and agency competency development plan carried out ¥ the Authorized Official (PyB)
according to the type and track of competency development and is based on the level of
performance appraisal value and the competency gap possessed by an employee. This
government regulation mandates each agency to prepare aplan for competency
development needs within a period of 5 (five) years with job analysis,workload analysis and
organizational development.

Chapter V regulates the competency development process through education and
training, seminars, courses, upgradingnd/or internships.

This competency development is an effort to fulfill the competency needs of every
State Civil Apparatus element with job competency standards and an integrated career plan.
This is done in order to ensure that the career development pocess can be carried out
openly, both institutionally and nationally. This means that all employees have the right to
have a career not only in their respective agencies but openly in all other government
agencies nationally and vertically, horizontally ard diagonally.

As a result, when developing a plan for competency development needs, it is critical to
consider the competency gap analysis of State Civil Apparatus in their respective agencies

in order to ensure that the development of these competencies $ on target and in
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accordance with needs. The competency development plan must be carried out at the
agency and national levels, and it must be adapted to the competeneyuilding agency's
curriculum development for each managerial, technical, and socieultural competency, and

it must be carried out based on the LAN RI competency development information system to
ensure that all institutions have prepared a competency development plan.

2) Implementation of State Civil Apparatus Competency Development

The implementation of this competency development is carried out in the form of
education and training. The education is carried out through study assignments and/or study
permits while training is performed through classical or nonclassical methods. During ths
pandemic period, the implementation of education and training was led to be conducted
integratedly in a blended learning way, a combination of classical and nedassical
3) Evaluation of State Civil Apparatus Competency Development

Article 221 mandates that the implementation of competency development must be
evaluated. This evaluation is to see the suitability of planning and implementation, and the
conformity of competency development needs with its fulfillment. This evaluation is
associated with the career development of the employee. So, the implementation of
competency development does not stop at its implementation, but there are career paths
that can be achieved.

The agencies responsible for this evaluation are divided into two as follows: (1)
managerial and sociocultural competencies are performed by LAN RI, while (2) technical
competencies are conducted by each relevant technical agency. The results of the evaluation
are submitted to the Minister who handles empowerment of the state civil appaatus, which
in this case is the Minister of State Civil Apparatus Empowerment and Bureaucratic Reform
of the Republic of Indonesia (MenPANRB). This evaluation resuly will be published

nationally in a training information system that is integrated with the information system.

C. The National Institute of Public Administration Regulation (PerLAN) Number 10 of
2018 concerning Competency Development of State Civil Apparatus
The National Institute of Public Administration Regulation (PerLAN) Number 10
Year 2018 concerning State Civil Apparatus Competency Development is intended as an

elaboration of competency development as mandated by Government Regulation No. 11
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Year 2017 concerning Management of State Civil Apparatus. This The National Ingtite of
Public Administration Regulation describes in detail the process of implementing
competency development, with various competency development options, emphasizing
that the stages of Competency Development are performed through the preparation of
Competency Development Requirements and Plans, Competency Development
implementation, and Competency Development evaluation.

1) State Civil Apparatus Competency Development Planning

State Civil Apparatus competency development planning is an activity that identifies
competency development needs for each State Civil Apparatus in the organization, taking
into account the State Civil Apparatus's profile and track record, competency gap @alysis
data, and performance, including previous competency development history.Through an
assessment by internal assessors, this analysis is required to ensure that the proposals and
plans for competency development are in accordance with the needs of #norganization and
the needs of the employees involved in carrying out daily taskd-dowever, if a government
agency has not conducted a competency test, it can use the superi@ubordinate dialogue
method to assess the level of competency it has and whas required.

As a result, the direct supervisor's role in determining and approving need planning is
up to the agency staffing officer, especially since the process of inventorying the required
types of competencies, verifying and validating the competencylevelopment plan.The data
obtained from the analysis process is used to determine the level of competency gap, as
regulated in articles 11 and 13 which are divided into 4 (four) levels, namely:

1). there is no gap, if the results of the comparison of the @npetency name with the
Position Competency Standard meet all behavioral indicators and obtain a performance
assessment of 91 (ninety one);

2). low, if the result of the comparison of the Competency name with the Position
Competency Standard is at least 34 (three-fourths) of all behavioral indicators and scores
between 76 (seventy-six) to 90.99 (ninety point ninety-nine);

3). moderate, if the result of the comparison of the name of Competency with the
competency standard of the position is at least 1/2 (oe half) of the behavioral indicators and
performance appraisal of State Civil Apparatus, the score is between 61 (sixty one) to 75.99

(seventy five point ninety nine) ); and
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4). is high, if the result of the comparison of the Competency name with the Posiin
Competency Standard is less than 1/2 (one half) of the behavioral indicators and theNS
performance assessment gets a score of less than 61 (sixty one).

The analysis of the competency development plan that has been completed for 5 (five)
years is upladed into the Apparatus Competency Development Information System
(SIPKA), which is carried out in stages, beginning with the direct supervisor and progressing
to the agency level. The process of planning and implementing competency development in
the agercy is also expected to have been developed in accordance with talent management
to make it easier for those who will develop their competencies, as well as considering the
suitability of the type of competency development that will be carried out and the tudget
availability. Talent management will be developed from the process of planning and
implementing agency competency development. This is done to make it easier for those
whose competency will be developed, as well as to consider the suitability of thg/pe of
competency development that will be carried out, as well as budget availability. This agency
document will then serve as the source material for national planning submitted and be
evaluated by LAN RI
2) Implementation of State Civil Apparatus Comp etency Development
In this case the form of Competency Development can be done through education and
training. Education is carried out in the form of learning assignments in formal education,
while training is carried out in the form of classical trainingand non-classical training and
trainingemphasizes the onthe-job learning process and/or learning outside the classroom.

Classical training at least through: (1) structural leadership training; (2) managerial
training; (3)technical training; (4)functional training; (5) socio-cultural training (6)
seminars/conferences/workshops; (7) workshops or workshops; (8) courses; (9) upgrading;
(10) technical guidance; (11) socialization; and/or (12) Competency Development pathways
in other classical forms of training

Non-classical training is emphasized on the learning processork practice and/or
learning outside the classroom. Meanwhile, the implementation model can be carried out:
(1) coaching(2) mentoring;(3) e-learning;(4) remote training; (5) detachment (secondmeny);
(6) outdoor learning (outbound); (7) benchmarking(benchmarking)(8) exchange between

State Civil Apparatus and private employees/stateowned enterprises/regional-owned
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enterprises; (9) independent learning (self development)(10) a learnng community (
community of practicesjl1) guidance in the workplace; (12) internship/work practice; and
(13) the Competency Development method in the form of other nonclassical training.

The process of implementing the development also explains the ragnition of the
number of hours from the implementation of competency development activities as written
in the appendix, both at the national and international levels. For example, for competency
development carried out at the international level, the recognition of hours is added by 20%
of the number of hours carried out, while for the national level the recognition is the same as
the number of hours of implementation (for classical). For norclassicd  learning, the
recognition of hours varied differently according to the level of implementation of
competency development.

The implementation of this organizational level will then be compiled as a national
priority program of course with an evaluation process related to the type and level of the
training, with the division that the implementation of the development of managerial
competency and sociecultural competency at the national level is under the coordination of
LAN, while the implementation for technical and functional is under the coordination of
technical agencies and functional officer managing agencyr{stansi Pembina JFIn terms of
the implementation at the national level, this is intended to equalize perceptions of the goals
and objectives of national development.

3) Evaluation of State Civil Apparatus Competency Development

Evaluation is performed both at the agency level and at the national level. For agency
level, evaluation is carried out through an assessment mechanism on: (1) the suitability of
the Competency Development Plan withthe implementation of Competency Development;
and (2) the benefit among the implementation of competency development towards
competency improvement and employee performance improvement. The implementation
of this evaluation is intended to ensure that there is a match between competency
requirements and job competency standards and career development.

Next, the results of the evaluation of competency development at the national level
are carried out through an assessment mechanism on the conformity betweenhe national
level competency development plans and national priority programs. Similar to the

implementation, the evaluation of managerial and sociecultural competency development
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at the national level are also carried out by LAN RI. The evaluation resuis then presented
to the Minister. Meanwhile, the evaluation of the development of technical competency at
the national level is carried out by technical agencies and specific functional position
supervisory agencies.

The outcomes of planning, implementéion, and evaluation are carried out using
information and computer technology (ICT), which is an information system for developing
apparatus competency managed and developed by LAN RI.. However, in terms of
implementing competency development, government agencies (outside LAN RI) can
develop a learning system in their own network that aims to expand opportunities for
fulfilling employeerHs competency devel opment
apparatus competency development information system

The need for this alignment is because competency development is basically
inseparable from one another, for example studying leadership must also be harmonized
withtechnical and socio-cultural competencies. In line with this, Riane (2015:112) provides
an overview of spiritual leadership, which the author defines as a combination of leadership
competency and sociecultural competency, where spiritual competency does not only refer
to how a leader's attitudes and duties are, but also how leaders must be &bto behave with
socio-cultural competency.

d. LAN RI Policy as a Leading Agency for State Civil Apparatus Competency
Development in a Pandemic Period

Entering a period of adaptation to new habits definitely requires adjustments in
competency development. Inother words, changes in State Civil Apparatus competency
development are something that must be done. In this regard, LAN RI as a coaching agency
that is obligated to guard the competency development of State Civil Apparatus has and will
continue to strive to develop new approaches so that it can always run and transform
according to the needs and developments of the times. According to Adi Suryanto (2020)
there are at least 3 main aspects in the competency development policy framework in the
new normal era, such as:learning management systemntegrated development of
Competency development, development of trainers competency and accreditation policy to

support training organizations.
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One of the most important aspects of implementing competency developmenis the
presence of facilitators/trainers with sufficient competency to respond to current issues and
future learning needs by compiling learning modules with interesting content that is
oriented to problem solving, problem based learning, project basedgarning, and high impact
learning. To ensure that competency development is not hampered during the Covid9
pandemic, NIP Rl has made various adjustments in the implementation of COVHL9
training that focuses more on the pattern of the digital economy, atificial intelligence, big
data, robotics, and so on, also known as the phenomenon disruptive innovation.

Therefore, the implementation of competency development has been designed with
the help of information and computer systems (ICT).This system is knowasASN Unggul
which can accommodate the needs of training providers so that if there are organizing
institutions that are not ready with information systems, they can use the system developed
by LAN RI. This application allows participants to access traing via smartphones, personal
computers, or other technological devices, enabling all training participants in the context of
developing this competency to access material from anywhere and anytime.

A survey was conducted in 2021 byThe Center for State Gvil Apparatus Competency
Development Program and Policy Development (P3K Bangkom ASN) with the aim of (1).
Getting an overview of the management of State Civil Apparatus competency development
in ministries/ agencies and local governments, (2). Knowing # level of data coverage of
competency development management in ministries/ agencies and local governments . The
survey revealed that the there are 63 ministries are still on the initial stage, while at the
mature level there are 10 agencies and the remaiing 24 are at the moderate stage. In 2021,
The Center for State Civil Apparatus Competency Development Program and Policy
Development Center (P3K Bangkom ASN) conducted a survey related to the leveling of
competency development implementation. This surveyaims to get an overview of the
management of State Civil Apparatus competency development in ministries/ agencies and
local governments, and to find out the level of data coverage of State Civil Apparatus
competency development management in ministries/ gencies and local governments.
Based on the survey results, it can be revealed that 63 institutions are still in the initial stage,
, While in the mature level there are 10 agencies and the remaining 24 are in the Moderate

stage. The expected ideal condibn is that most institutions are at the mature level, but what
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is found is that the institutions are still at the initial level. The initial level indicates that the
agency still has a lot of incomplete or ungenerated data related to competency development
In addition, based on the results of a survey conducted byhe Center for State Civil

Apparatus Competency Development Program and Policy Development (P3K Bangkom

ASN), there are three criteria in Competency Development such as: (1). competency

development planning, (2). implementation of competency development, and (3).

competency development evaluation. All competency development agencies has to meet all

those standard criteria and must upload the data into the information system prepared by

The Center for State Civil Apparatus Competency Development Program and Policy

Development Center (P3K Bangkom ASN) as follows:

1. Competency development planninghas 3 (three)criteria, including:

a. The agency has technical competency standards which include: managerial, technical and
socio-cultural competency standards; b, The agency has gap analysis that
includes: gap competency performance gaps; and

b. The agency hasompetency development planning document which contains learning
hours, budget availability and track content along with uploading them.

2. The implementation of competency development, with 2 (two) standards:

a. The implementation of classical training viewedfrom the perspective of implementation
aspects; and

b. The implementation of non-classical training analyzed from the perspective of
implementation aspect

3. The evaluation of competency development which instrumentscan be observed from the
perspective of implementation aspect.

At least there is a fact that the training institute is ready to implement it through
blended learning, and it can be said that the competency development is already quite good.
This is basedn the existence of 10 agencies that have reached the mature level. In addition,
there are 45 agencies that have competency development planning documents performed
by training institutions under the guidance and coordination of LAN RI cqThe Center for
State Civil Apparatus Competency Development Program and Policy Development Center
(P3K Bangkom ASN), considering the transformation of the competency development

paradigm in response to environmental changes, by entering a period of adaptation to new
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habits at this time it is necessary to change the paradigm of State Civil Apparatus
competency development into something that is inevitable, so leaps are needed in the
context of competency development.

Do not expect too much from the organization since the oganization can provide
minimum 20 hours of competency development only based on the policy, so State Civil
Apparatus have to do selfdevelopment. This is in line with Bernadetha (2019) that sel
empowerment is a series or cycle of activities in an efforto improve the quality and capacity
of a person or group to realize the expected goals. There are commonly two ways in
implementing self-empowerment, conceptually and empirically. conceptual self
empowerment means increasing the ability to create ideas omore specifically the process
of self-awareness. Furthermore, empirical empowerment is carried out by individuals to
improve life in a practical way.

Currently, LAN RI regulates various policies in the implementation of State Civil
Apparatus competency dewelopment throughout Indonesia through various development
efforts with new approach models, ensuring that State Civil Apparatus competency
development can always run and transform in accordance with the needs and developments
of the circumstances. Accordirg to Adi Suryanto (2020), there are at least 3 main aspects in
the competency development policy framework in thenew normakra , namely: (1).learning
management systen(2). Integrated competency development development, competency
development of trainers and (3). accreditation policies to support training organizations.
Current training is also encouraged to achieve organizational goals. It's not just about
fulfilling employee rights. Now is the time for the training package to be designed to support
the organization's strategic goals or achievements.

In accordance with the speech of the President of the Republic of Indonesia at the
annual session, the Covid crisis has emerged. We are shifting the way of workingfrom normal
to extra normal, from ordinary to extraordinary, from long and complicated procedures to
smart shortcuts, and from procedural orientation tobe result oriented.

Minister of Education, Culture, Research and Technology (MendikbudRistek)
Nadiem Makarim said the challenges to be faced in thuture were complex. So it requires a
lot of competency. On that occasion, Nadiem said, among others, creativity, collaboration,

the ability to work together, the ability to process information critically, the ability to solve
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problems, the ability to empathize. These six competencies are considered very important.
"These are competencies that are very much needed in our future. There is no memorization
competency. There is no competency to be able to condense all the information in the brain
and the greatest memory," he said while giving a speech at Century Hotel, Merdeka.com
Jakarta on Friday (13/12).

Dunwill (2016) as quoted by the Sunderman Journal said that there will be many
changes in the future, and predicts how the classroom trend will look in th@ext 5-7 years,
such as (a) major changes in classroom layout, (b) virtual and augmented reality will change
the educational landscape, (c) flexible assignments that accommodate many learning styles
(preferences) and (d) MOOC and other online learning optins will have an impact on
secondary education.

With student -based learning (student centered) , the teacher/educator/facilitator
must be able to become friends with the participants. There are at least three important
things as stated by Rayinda (2019) irhis writing about student-based learning, including
being partners in learning, community developers, and activators.

Being Partners in learning means that teachers don't have to know everything, but as
partners in learning, they can be models of lifelog learning and empowerment for students
to explore their passions and interests while employing valuable skills. More importantly,
they can learn to learn rather than just consume information with a focus on authentic
learning and incorporating those 21st century skills as critical thinking, collaboration and
problem solving.

Being a Communitydevelopers means thatrelationship is fundamental to the learning
community, and teachers play an important role in developing relationships with individual
students while also building communities in which students form relationships with one
another. In contrast to teacher-directed compliance-based classrooms, the structure of
many such teachers as community guidelines and regular classroom meetings can empower
learners to work together, help students understand diverse perspectives, solve problems,
and communicate effectively with one another.

Being an activator means the teacher's ability to create experiences. He connects students
to community andresources, and activates their agency to develop the skills, knowledge, and

disposition to solve problems.
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Figure 1. Draft Model of State Civil Apparatus Competency Development

Source: developed from various sources byrhe Center for State Civil Apparatus

Competency Development Program and Policy Development(P3K Bangkom ASN)
From the explanation above, in the future teachers/educators/facilitators must have
adequate digital conpetency so that they can beenganged in discussions with participants.
Since the pattern of competency development is designed based on the needs of
participants, the facilitator must get closer to the participants. the participants no longer
have to adaptthemselves with the teacher/educator/facilitator. By having adequate digital
and literacy skills, future teachers/educators/facilitators are expected to be able to interact,
engage, share and collaborate with participants through digital technology platbrms that
are being developed in several training institutions at this time.

In this regard, Rayinda (149:2019) offers a 21st century learning model, namely the
cooperative learning model. This modh be carried out using welknown learning methods,
for example: (1).Jigsaw;(2). NHT (Numbered Heads Togethe(B). STAD (Student Teams
Achievement Divisions)(4). TAI (Team Assisted Individualizatioatau Team Accelerated
Instruction); (5). Think-Pair-Share;(6). Picture and Picture(7). Problem Posing(8). Problem
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Solving; (9). Team Games TournamenGT); (10). Cooperative Integrated Readingnd
CompositionCIRC); (11)Learning CycléDaur Belajar); dan (12)Cooperative ScripgiCS).

CLOSING

In this period of uncertainty and COVID-19, the society has introduced various
policies to ensure that the capacity development process of State Civil Apparatus will not be
disturbed. Technical support is also very important to ensure the continuation of this
capability development process and various plicy adjustments initiated by LAN RI in order
to continue proper management according to the needs of the organization and employees.
The model for implementing competency development based on development needs and
based on the student center (developed hsed on the needs of participants) is no longer
aligned as a training institution activity package because it has been designed based on the
development of the current strategic environment, so that the need for elearning becomes
a massive and planned ne# The elearning is periodically evaluated, both in terms of its
suitability between the plan and implementation, and its suitability with the development
needs of both employees and the organization.

All of this must be packaged with a management inform@on system using reliable
information technology and can reach the presence of all employees without time, place and
location limits, of course, by continuing to collaborate between updating the strengthening
of facilitators/trainers abilities, modernizin g the curriculum, and supporting adequate

infrastructure .
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SUMMARY

Employee competency development is a critical tobfor increasing employee loyalty and performance. Each
organization makes various efforts to compete on a national and global scale, as well as to have superior
knowledge and skills. The demand for curriculum and syllabus development is increasing togethevith the
demand for employee competency development. As a result, the curriculum and syllabus designed in every
education and training program, as well as the development of other competency models, must meet the needs
and demands of the people served wite taking into account their expectations. Curriculum and syllabus
development is a difficult process that necessitates focused thinking and the participation of all parties,
particularly trainers. With the urgency of the need for various competency devebpments and the discourse of
State Civil Apparatus Corporate University, an appropriate, timely, and innovative curriculum and syllabus in
response to a life that is all VUCA is required (volatile, unpredictable, complex and ambiguous). This paper is
aimedto provide information about: 1) the meaning and purpose of the curriculum and syllabus; 2) the party
responsible for developing it; 3) the framework of thinking in developing curriculum and syllabus; 4) the
challenges faced by competency development instutions in developing curriculum and syllabus; and 5)
strategies for developing the ideal curriculum and syllabus. It was discovered through theoretical analysis and
a survey of more than 150 trainer respondents that the trainers lacked sufficient competacy and involvement

in developing the curriculum and syllabus. Managers of competency development institutions must pay
attention and include trainers in the development of the necessary curriculum and syllabus. Implementing the
strategy by improving technical competency and collaborating is an opportunity that should be taken
advantage of. It is expected that by using the collaborative principle, it will be possible to meet the availability
of the required curriculum and syllabus.

Keywords: curriculum and syllabus, curriculum development, trainers, training institutions

INTRODUCTION

Competency development is an important instrument in increasing employee loyalty
and performance in order to prepare professional Apparatus Resources. Evemyrganization
makes various efforts to be able to compete at a global level and have superior abilities, skills,
knowledge and motivation (Aguinis and Kraiger, 2009). There is a positive relationship

between employee participation in competency development activities with career
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satisfaction and employee'marketability’' (De Vos, et al, 2011). What is meant by employee
marketability is the ability of employees to have the knowledge and skills needed to provide
services and show their best performance.

The ned for curriculum and syllabus development (later coined akursil) grows along
with the need for competency development. Thekursilissue is very important to discuss
considering that the Law no. 5 of 2014 concerning the State Civil Apparatus mandates the
development of competency for each State Civil Apparatus. The dynamics of competency
needs encourage employee managers and competency development institutions or often
known as Training and Education Institutions Diklat) to be able to design programs inhe
form of training and non-training that can be classicalhybrid, distance andmicro learningo
address current competency deficiencies. and the future. Competency development is
challenged to be able to provide attractive options, not limited byspace and time and give
impact on employees in improving their personal and organizational performance.

Whatever the form of competency development and the method, a program
framework that is systematic, clear and measurable, processes and results is needleThis is
where the importance of the availability of kursil. Kursil has strategic importance and the
presence of a comprehensive and rich in content is a hallmark of a higberforming country
(Steiner, 2017). This is also a characteristic of higherforming and productive education and
training institutions, they have a number of highquality programs that have a positive
impact on the performance of participants and the organization. Then what does the kursil
mean to us? Understanding the meaning of tlsikursil is the foundation in developing a kursil.
Edgar Dale coined the term kursil, or instructional design, in 1946, when he wanted to train
workers in the industrial sector. It was expanded upon by psychologists FB Skinner (1954)
and Benjamin Bloom (B56). (1956). Kursil, in general, can be defined as a plan of knowledge
and skills acquired by students (ASCD, 2005 as quoted in Bowes, 2006). The presence of
kursil will assist the teaching staff in developing strategies, activities, and techniques that
foster a desire to learn both directly and through technological mediation (Bowes, 2006).
Kursil is an organizational framework for how a learning program is organized based on
three logical bases: 1) a product that focuses on knowledge reproduction, 2) agctice that
emphasizes embodiment of understanding in order to implement the knowledge gained, and

3) a praxis that focuses on critical reflection of learning outcomes that are also determined
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by the learning community (Gosper & Ifenthaler, 2014). It is gtical to remember the
purpose of a kursil, which is to provide direction and scope for the learning journey in an
education and training program (Boyle and Charles, 2016). According to Mouzakitis (2009),
the curriculum serves as a "pathway" for the devabpment of professional knowledge and
skills, facilitating the transformation of theory into practice. Thus, a kursil can serve several
important purposes, including: 1) providing direction for many fields that require technical
skills rather than academicknowledge; 2) providing flexibility of existing programs from
various sources; 3) serving as a frame of reference in administration, including
administrative, academic, and budgeting aspects; and 4) serving as reference material in
evaluation for future program development.

The provision of kursil, despite its strategic importance, has received insufficient
attention from training institution managers. The number of institutions interested in
participating in the Management of Training training program or technical training related
to kursil preparation demonstrates this. Social and political changes in society, rapid changes
in the bureaucratic system, tug of war interests, program priorities, and the availability of
human resources for the development of kirsil have rendered kursil provision unfulfilled.
KURSIL: Who's Responsible?

The academic manager is the person in charge of providing kursil in the context of the
educational and training institution's structure. A curriculum developer, also known as an
instructional designer (ID) in the context of science and expertise, is the person in charge of
organizing and coordinating the work of planning and designing the kursil. In the context of
a larger state and organization, the president and the minister or e equivalent are the
individuals who provide direction for State Civil Apparatus competency development
policies. An ID is a person who can manage the curriculum development process and capture
the direction of established policies (Morrison, Ross, and Kmp, 2007). However, just having
an ID isn't enough. He should be assisted by an expert on the topic of developing
competency, stakeholders on the topic, and a program evaluator. In order to be accepted and
implemented successfully, a competency developmenprogram must involve stakeholders.
Looking at the current government education and training institutions' training programs,
such as Basic Training for State Civil Apparatus Candidates and Leadership Training, the

responsibility for the development of kursil is not only carried out by supervisory institutions
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like LAN RI. Various parties, including policymakers, teaching staff, curriculum development
experts, and parties who will implement the program, as well as the finance department, are
also supportingthe development of this training course.

The presence of a kursil is not only intended to make competency development
programs more efficient and effective, but it is also expected to aid in the development of a
simple learning process (Morrison, Ross andKemp, 2007). Currently, the Minister of
Education and Culture's initiative of independent learning encourages the learning
environment and process to provide a sense of happiness for students. As a learning
participant, every adult desires a happy enviroment that is not burdened by learning
activities. As a result, there is a very strong correlation between employee competency and
kursil (Spottl, 2009). In order to develop an ideal competency program, it is necessary to
involve the various parties mentioned previously. The kursil process and results will be
influenced by the kursil development model chosen. In the case of extremely complex
conditions, a participatory or collaborative model in the development of the curriculum for
the development of manageial, technical, and sociecultural competencies is strongly
advised. Involving the development of a kursil | requires a multstakeholder approach from
various layers as well as a global perspective (Aguinis and Kraiger, 2009).

Another critical aspect of competency development is the presence of a written
policy that ensures the effectiveness of a development program (Murti, 2020). Curriculum
development is a difficult task that necessitates numerous decisions (Taba, 1962).
Determining the general objectives of the kursil, specific objectives, learning experiences
that participants will pass, how to evaluate participants, and the time required to achieve
these learning objectives. Because of the Covid9 pandemic, deciding whether to use an
online or offline learning model has proven difficult. Administrative, academic, cultural,
technological, and political decisions are all taken into account. Taba emphasized that
technical ability in curriculum preparation is not sufficient; an ID or Curriculum development
team must also understand content, target participants, learning theory, learning culture,
national goals, and even technical matters. Curriculum management entails many
administrative processes and procedures to obtain accurate and wto-date information

about what is required in a curriculum (Mandukwini, 2016), so the development of a kursil
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program of training is weak if carried out by a single party. It is suggested that breastfeeding
and kursil development be participatory and involve all stakeholders
KURSIL DEVELOPMENT PREMISE

The premise, also known as the rationale, is required in the Curl development process
for kursil developer. The quality of the curriculum will be achieved by adhering to this
premise. The application of this premise in the kur$ development process reduces the bias
and ego of certain parties in determining goals and the learning process. Morrsion, Ross, and
Kemp (2007) offer the following seven (seven) important premises in their book "Designing
Effective Instruction™:

Premise 1: The kursil development process must take into account systemic
procedures as well as program specifics. Morrison, Ross, and Kemp translate the systemic
procedure as an orderly procedure that employs a logical method in identifying, developing,
and evaluating strategies used to achieve specific development program goals.

Premise 2: The development of a program by Kursil begins with the identification of
employee performance issues or problems. Employees who lack the necessary
competencies can lead to perbrmance issues. As a result, the kursil program design model
based on the ADDIE cycle (analyse, design, develop, implement, and evaluate) must be
thoroughly understood by the kursil designer team. They will begin by analyzing the
performance issues that the participant candidates are experiencing. Identification of areas
for improvement Various tools, such as the results of reports and performance appraisals,
surveys, focus group discussions, and other tools, can be used to assess performance.
Regulation of the National Institute of Public Administration number 10 Year 2018
concerning the competency development of State Civil Apparatus, that competency needs
can be carried out by comparing employee competency profiles with the competency
standards of the postion carried out through competency tests or through superior and
subordinate dialogue

Premise 3: Kursil is created for the benefit of the creator, not the participants. You may
have seen the Training Program Design and Course Program Design documents.€Be two
documents are part of a package that must exist in order for a program to be implemented.
For a competency development program, this is referred to as a curriculum document and a

syllabus. This document is used by the design team as a sketch/consttion of a competency
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development program and the construction of how a training course will be delivered to
participants. This document is similar to a detailed matrix that includes at least: 1) general
kursil goals or basic competencies; 2) learning oebmes indicators; 3). allocation of time for
the program/training subject; 4). description of the program/training subject; 5). subject
matter; 6). method to be used in the program; 7). media to be used; and 8). evaluation that
will be used to test program/learning success. Although modern and postmodern curriculum
development theories claim this classic curriculum development model (Taylor, Weber, and
Fayol), this is an industrialera approach to the formation of behavior (behaviorism) (Cheng
Man Lau, 2006). Learning outcomes were measured.

Premise 4: When creating a kursil, every effort should be made to ensure maximum
participant success. This premise is critical in order to avoid other interests such as the
wishes of 'orders' from stakeholders. In the catext of the kursil's development, it is strongly
advised that the program design be completed before the budget provider's budget ceiling
is breached. Many competency development organizations face a quandary in that they only
develop curriculum after the budget has been decided. As a result, achieving maximum
success, which became the third premise, is extremely difficult.

Premise 5: The accuracy of the information received by the development of the kursil
has a significant impact on the success of the ksil. If we imagine the kursil Development
Team as a tailor, the tailor must be able to obtain accurate information about the profile of
the person who will wear the shirt. A competency development curriculum has a very
specific nature. A kursil that was ceated for one group of employees cannot be used for
another. If it is to be used as a foundation for future development, it can be accomplished
through an analysis of information about the characteristics of a group of employees to be
developed. Taba (19@) emphasized that the kursil developer must have a scientific
understanding of the culture and personality of a prospective participant or group of
prospective participants. As a result, the developers will frequently invite resource persons
to gain a deger understanding of the culture, personality, and psychological aspects of
prospective participants, as well as to explore learning theories, during the learning process.

Knowles (1998) asserts that understanding learning theory is essential if you are a
policymaker for a competency development program, a change agent, a learning specialist,

or a learning consultant. The ability to comprehend theory and apply learning theory in kursil
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design will allow you to achieve the desired results. We will be able tbave a perspective, be
more open, and obtain a perspective that can be meaningfully justified by learning about
various learning theories (Taylor and Cranton, 2012).

Premise 6: The curriculum development process is concerned with the individual
rather than the content. That is, rather than focusing on the amount of content provided in
a development program, kursil was created to improve the performance of an individual or
group of individuals. The basic questions for the kursil developer are: 1) target auence; 2)
what performance in the person should be improved; 3) how best to improve these
competencies; and 4) how we measure the success of participants, namely the way we
evaluate participants and the program itself.

Premise 7: There is no single best method for designing a kursil. This premise is equally
important to remember in order to avoid ego clashes between stakeholders during the kursil
design process. Understanding approaches and models in kursil design ains teduce the
use of intuition, a 'trial and error' approach, or a 'cheatonly' approach in kursil development.
The systematic, logical, and participatory process of kursil development greatly aids kursil
developers in achieving 'construction accuracy' in he design of a competency development
program.

THE KURSIL DEVELOPMENT MODEL

The evolution of kursil in any context is a manifestation of power distribution in society
(Cheng ManLau, 2006). In the world of bureaucracy and education, decision makers are
constantly subjected to change, which has an impact on the learning theory approach and
the learning model adopted. Furthermore, the need for the type of competency
development, competency development methods, and budget politics all have an impact on
the curriculum development process and results. Competency development for State Civil
Apparatus at any level, like in schools, is not a vacuum from power and change in society.
Kursil development models are reference patterns used in the kursil development procss.
Using the kursil development model leads to increased efficiency and productivity.

The kursil development model analysis can provide conceptual abilities to the critical
processes and stages of the kursil development process (Lunenberg, 2011). The Edtion
and Training Curriculum Development Module (Firdaus, 2016) mentioned 7 (seven) models

of kursil development, as shown in table 1

40




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

Table 1. Kursil Development Model

No Model Kursil Development Process

1 Administrative - Using top-down procedure. The Initiative for

(Smith, Stanley andkursil development starting from the level officials who

Shores) make decision about needssomething program makesdecisions
about the needs of a prograncompetency development and its
implementation.

- Requeging support from institutions

Development builder

competency.

- Establishing a steering committee consisting of toplevel

administrative officials, such as institutional leaders, structural

2 Grass Roots
(Smith,

-The so-called grassroots model, where initiatives and designs a

carried out from the bottom up.
Stanley, and

Shores)

- Involve teachers

and participants who become important points in the
development and implementation of the kursil .

- The involvement of trainers from the beginning in curriculum
development is very good considering that they are th¢

implementers of kursil in the classroom.

3 Demonstrative - Kursil is generated through the process of testing i
(Smith, Stanley, andexperimental situations.

Shores) -Has several alternatives

implementable curriculum.

- Changes in the form that specific such as segments on t
curriculum helps

sustainable change.

- This model can be called the development of a research kurs|

Although time-consuming, but the results of the kursil have

good test.
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4 Beauchamp - Taken from the name of the inventor of this model, namely
George A Beaucamp.

- Focus on milestones or important steps such as:

0 The first step, the authorized official in

curriculum development

determine in advance the location or area that will beused as a
pilot project for curriculum developm ent. If the curriculum you
want developed on a macro or national scale, the area or locatig
that will be used as a pilot project is the province,

if it is regional or micro scale then

5 Tabat#s Kursil development is conducted classically by forming a
Inverted Curriculum development team.
Model The team will carry out development by stages:

Conducting competency development needs analysis and
developing the formulation of competency development
objectives;

Formulating a comprehensive curriculum design based on the
formulated competency development objectives;

Constructing kursil units according to curriculum design;

Implementing the kursil that has been designed.

6 Tyler

- In starting the formulation of the kursil , the Tyler model asks
four key questions:

- What are the objectives to be achieved from the program?

- What learning experiences ae provided to achieve program- --
- objectives.

- How to organize these experiences?

- How to ensure these goals are achieved?

42




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

7 Rogers Model of |- Carl Rogers is a psychologist who introduced the importance o
Interpersonal interpersonal relationships in the process learning. He also
Relation introduced the importance of being personcenterd in the

development of kursil , not on the amount of content that must
be given to participants.

- Using a nondirective and humanistic approach in teaching and
planning kursil .

- Emphasizing theconcept of human relations not on subjects in

Curriculum development.

- Criticize sharply 'ignorant' people who do not involve the

Source: Education and Training Curriculum Development Module (Firdaus, 2016)

CURRICULUM DEVELOPMENT CHALLENGES

The presence of the Regulation of the National Institute of Public Administration
Number 10 year 2018 concerning State Civil Apparatus competency development is an
opportunity for Employee Managing Institutions (Lembaga Pembina Kepegawajaand
Education and Training Qiklat) institutions to select and design appropriate, innovative and
attractive competency development programs in various forms. The dynamics of changing
models and pathways for competency development have not been responded to quickly by
many institutions. Abs (2004) mentions that there are several causes for the slow response
to kursil development, such as the unpreparedness of the teaching staff, the formal aspects
of kursil development, the level of utilization of the kursil itself and alack of review from the
perspective of educational psychology. In addition to these aspects, the development of
kursil faces the issue of the internet of things which requires adaptation, changing the
current way of life and ways of learning as well as theeadiness of learning infrastructure. It
is hoped that the computer network will provide an alternative or choice to the design of the
curriculum, its development, storage, distribution, access to teaching materials in a program
(Chou and Tsai, 2010).

A random survey of trainers was conducted to support this paper. The selection of
trainers is very appropriate because it is stated in Article 1 paragraph 3 of the Regulation of
the Minister of State Civil Apparatus Empowerment and Bureaucratic Reform Number22

Year 2014 concerning Trainer Positions and Credit Scores that trainers have the
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responsibility and authority to educate, teach, and train {likjartih), evaluate, and develop
education and training. There are interesting facts that can be used as a refemee for
developing strategy to accelerate the development of kursil based on the results of a survey
of more than 150 trainers in various central competency development institutions (55
percent) and regional competency development institutions (45 percent)conducted by the
deputy for the implementation of the competency of the National Institute of Public
Administration in February 2021. The following questions were asked in the survey: 1) the
respondent's experience as a trainer; 2) their experience in desoping curriculum; 3) the
number of kursil they have developed; 4) the most prevalent challenges faced in developing
curriculum in institutions; 5) opportunities that can assist them in developing kursil; 6) the
knowledge and skills they will need to devéop a kursil; and 7) where do they get this
knowledge and skills?

The exploration of the experience of being a trainer and the experience of the
respondents in developing the curriculum is aimed at seeing the relationship between the
experience of being atrainer and the opportunity to develop the curriculum. From the
existing data, it shows that the tenure of being a trainer affects the experience of developing
a kursil. A total of 82% of respondents said they had developed a curriculum of 2 to 5 kursil
during their tenure. A total of 18% of respondents said they had never been involved in the

development of kursil and these respondents generally had 1 to 3 years of experience.

Span of Time Working as a Trainer

7%

P

27%

y 1-3 years «46 years «#9 years«10-12 years «1315 years
Fig 1. An overview of the experience of being a Trainer

Source: Author team survey
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The challenges faced by trainer in developing kursil can be described as follows.

Table 2. Challenges in the development of kursil

No Challenges Faced Total Percentage
1
13 8,55%
Never been involved by the leadership
2
44 28,95%
Do not have the appropriate competency
3 [The institution does not have the authority|
. 4 2,63%
to formulate the kursil
4 |Institutions do not have budget 15 9,87%
5
The institution has not seen the importance 32 21.05%
of the need for a kursil in the
implementation of training
6 |Curriculum designed by consultant 12 7.89%
7 |Other reasons
32 21,05%
Explanation of other reasons:
Have never participated in training to
_ 7 21,88%
compose a curriculum
) ) 6 18,75%
Using the old curriculum
10 31,25%
Trainer has not beeninvolved
) - 9 28,13%
Curriculum has not been utilized

Source: Author team survey
According to the table above, the respondents faced three major challenges in the
development of kursil in the following order: 1) lacks the appropriate or sufficient
competency to develop kursil; 2) competency development institutions do not see kursil as
a critical document; and 3) Other factors to consider are that they have not been trained, are
still using the old curriculum, have not been fully involved, and are not using the newly

developed curriculum.
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According to data collected by The Center for State Civil Apparatus Technical and
Sociocultural Competency Development on the implementation of technical training
programs in 2019 and 2020, 365 people (2019) and 297 people (2020) who managed
training institutions received curriculum preparation training through Management of
Training (MoT) organized by The Center for State Civil Apparatus Technical and
Sociocultural Competency Development. In terms of participating institutions, the MoT had
8 central training institutions and 4 regional training institut ions (2019). In the meantime,
there will be 11 central institutions and 2 regional training institutions by 2020. It is clear
from this that not all managers of competency development institutions have received
structured and formal training on how to develop kursil. Managers of training institutions
are also frequently faced with changing positions, which means they do not have the
opportunity to apply the skills they have learned in learning development, despite the fact
that the number of educational inditutions registered with SIPKA in 2020 is around 719.

Other factors influencing the ability and interest in developing a curriculum include: 1)
the lack of references or guidelines that can be used to develop the curriculum; 2) the lack of
management interest in participating in the training organized by LAN RI throughThe
Center for State Civil Apparatus Technical and Sociocultural Competency Development
(Pusbangkom TSK); and 3) the lack of maximum encouragement to improve the competency
and involvement of Trainer i. As a result, the current availability of kursil is a 'given’ or a gift
from a specific program supervising agency.

Respondents also said that there are basic knowledge and skills that they need in
developing a kursil , especially how to techitally compose a kursil and carry out an analysis

of competency development as illustrated in Figure 2 below.
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Figure 2.Knowledge and skills requiredin curriculum development

Source: team survey

Based on the data of respondents who were involved in the development of kursil in
the workplace, it was discovered that they obtained their knowledge through various
channels such as independent learning (33.11 percent), technical training on curriculum
preparation (25.17 percent), tiered trainers training (23.84 percent), and MoT training (only
9.93 percent). This data suggests that learning channels related to the development of kursil

designing competency should be carried out and given ample access.

COURSE DEVELOPMENT OPPORTUNITIES AND STRATEGIES

Despite the current constraints, respondents believe that there are opportunities to
fulfill the availability of kursil. First, the existence of various types and forms of competency
development provides impetus for the development of kursil. Collaboration with other
lecturers as well as other institutions is a positive opportunity. LAN RI has initiated
collaboration between trainers and institutions through the development of curricula and

teaching materials for basic training for State Civil Apparatus candidates, leadership
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training, and technical training. The last thing to do is maximizing the trainer's involvement

in the development of the kursil from the start (Ayesh, 2016).

Peluang apa yang Anda dapat membantu Anda dalam
menyusun/mengembangkan kurikulum?

Figure 3. Opportunities to Develop Curriculum
Source: Author team survey

According to Figure 3, respondents (28%) saw the need for institutions to 'supply’ a
number of required competencies to employees as an opportunity in developing kursil, and
28 percent stated that collaboration with other institutions and trainers was a way to
accelerate kursil development. Cooperation with other trainers/institutions is the quickest
way to learn. Working together will result in a process of competency scaffolding from
experienced people to someme who is inexperienced, while another 23% believe the
institution should organize agency technical training courses, and 15% believe technology

makes work easier.

CLOSING

The obligation to develop competency and the fulfillment of competency
development rights are two important factors in improving individual and institutional
performance. The primary goal of competency development is to improve one's
performance, which will lead to increased'marketability’ of employees. The presence of rules
governing the minimum requirement for learning, as well as rules governing various models
of learning approaches, including the presence of the State Civil Apparatus The CorpU

concept provides an opportunity for any educational or training institution to develop
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relevant, innovative, and impactful courses. As a result, a competency development
institution must create a curriculum development strategy. Expanding channels for learning
about kursil development must be done immediately so that trainers and managers of
education and training institutions have a variety of learning modes to choose from.
Furthermore, collaboration with trainers and other institutions is an excellent strategy
because it fosters knowledge sharing (scaffolding learning methods) and accelerates
knowledge absorption. Furthermore, selecting appropriate models for kursil development
will improve the quality of the competency development program.
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SUMMARY

The Era of Society 5.0, which promotes the concept of the Super Smart Society, brought about significant
changes in the proéssional lives of the State Civil Apparatus. This is due to the demand for the use of
technology to complete a job or service quickly and on time, allowing the Society 5.0 goal of overcoming
societal problems to be realized. The current situation (status go) demonstrates that there is an imbalance in
the competency of the State Civil Apparatus in various scattered agencies, and there are still many State Civil
Apparatus whose education level has not been able to meet the organization's needs in achieving agile
organization in the era of Society 5.0. As a result, a competency development policy for State Civil Apparatus
that is relevant to the competency needs of Society 5.0 is required. The current form of competency
development is adequate, but the scop of the competency material provided should be adjusted, for example,
by adding material on robotics, artificial intelligence, big data, and so on, in accordance with the job description
and needs in the era of society 5.0. As a result, resources must peepared to support the implementation of
this competency development program, such as qualified and competent resources to provide education and
training, as well as technological tools to carry out competency development programs. The government must
also show strong support for this program by promoting the 5.0 leadership concept, which prioritizes digital
literacy and adaptive organizations.

Keywords : public policy, competency development, State Civil Apparatus management, society 5.0, State Civil

Apparatus competency.

INTRODUCTION

The Japanese Government Cabinet coined the term "society 5.0" by initiating the
realization of a super smart society (Holroyd, 2020; Shiroishi et al, 2018; Zengin et al, 2021).
This is a humancentered and technology-based society that seeks to overcome soal
problems by balancing economic progress and solving social problems through the use of a
system that combines physical and virtual space (Misbah & Budiyanto, 2020). In other words,
society 5.0 is a community that can overcome social challenges by conming fourth -

industrial -revolution innovations (such as IoT, big data, Al, robots, and the sharing economy
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in every industrial and social life) (Holroyd, 2020) Society 5.0 invariably implies the need for
human resources who can keep up with the times andra responsive to technological
innovations such as the digital economy, artificial intelligence, and robotics, implying the
need for future skills (Predy et al, 2019).

Although research/study on the need for human resource competencies in the era of
society 5.0 is still in its early stages, it has been discovered that the skills required are not
only technological skills, but also social technology skills, namely the ability to initiate and
establish interactions between communities and society. The scope fotechnology will
expand. This is because the goal of Society 5.0 is to use technology to balance economic
progress with the resolution of human-centered social problems and the facilitation of all
aspects of community life (Misbah & Budiyanto, 2020). As &esult, there is an urgent need
to continue upskilling or reskilling human resources based on current needs (Rohida, 2018).
In fact, the competency of the apparatus's human resources at both the central and regional
levels cannot be said to have met the manization's needs in welcoming the era of society
5.0. The study's findings indicate that some of our apparatus resources still have limitations
in work competencies, such as a lack of competency in providing excellent community
service (Yulianto, 2020),a lack of expertise / digital literacy (Rumata & Nugraha, 2020), poor
communication skills at work (Hasan, 2019), a lack of mastery of ICT (Dhahir, 2020), and a
low level of education (Ridho & Watora, 2019). This demonstrates that there is an imbalance
between State Civil Apparatus competency and the need in the real world today to support
world -class government, so it appears that the topic of State Civil Apparatus Competency
Development regulations and policies that need to be published immediately in rgponse to
the era of society must be raised.

Several previous studies examined the State Civil Apparatus Competency
Development policy in the context of the Fourth Industrial Revolution. The strategies
implemented include transforming State Civil Apparatus education and training by utilizing
various methods of continuous learning (Yanti, nd), making HR development a national
priority program, fulfilling the obligation of 20 lesson hours per employee per year and
conducting e-learning programs (Sari & Widiatuti, 2020), providing jobs that are in
accordance with employees competency and potential; and providing opportunities to open

perspectives and learn new knowledge (Faedlulloh et al, 2020). The majority of the research
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discussed above focuses on ASN del@pment strategies for the era of the industrial
revolution 4.0, but there are almost no studies that focus on the development of ASN
competencies in the era of society 5.0.

This paper intends to identify policies that must be issued immediately to assisthe State
Civil Apparatusin developing its competency to welcome the era of society 5.0, with the
hope that a more competentState Civil Apparatuswill support the realization of a

government that prospers its people.

PRESENT CONDIITION

The data shows hat the competency of State Civil Apparatus has not been able to meet
the needs and demands of the times. 43 percent of State Civil Apparatus are general
administrative functional groups and State Civil Apparatus with age ranges around 51 years
are as muchas 20.36 percent. Another problem faced by the government bureaucracy is the
low competency and work performance of State Civil Apparatus (Firman Syah & Fahrani,
2019). The capacity and level of State Civil Apparatus education is also still low which isly
0.5% of employees with a doctoral education level; 53.3% of employees with S1/D4 level and
the remaining 37% are diploma, high school. In addition, there is still the problem of a
shortage of specialists, as well as at least State Civil Apparatus wittechnical functional
positions (outside teachers and medical personnel) (Sari & Widiastuti, 2020). The data above
shows a gap between the conditions demanded and the existing reality and shows the
urgency to take steps to develop human resources in accordae with the demands of the
era of societ.0.

To overcome the problems above, basically the LAN RI has identified and explored the
path of developing State Civil Apparatus competency either through classical channels such
as seminars, workshops, upgradig, courses and so on while noitlassical pathways include
e-learning, distance training, mentoring, employee exchange, outbound,temporary
employee deployment to other agencies detasering), coaching, benchmarks for appeals and
internships (Sari & Widiastuti, 2020). Many institutions or agencies administering State Civil
Apparatus competency development programs have implemented technology in their
education and training processes, for exampldlip classroomand e-learningorganized by the

LAN RI (LAN RI2019). Financial Education and Training Agency of the Ministry of Finance
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of the Republic of | ndo#hearsingavithaut limhs, aisd ddreducts a s h t ¢
State Civil Apparatus competency development programs with the microlearning method
for state financial treasury training (The Center for Education and Training of Budget and
Treasury of the Ministry of Finance of the Republic of Indonesia, 2021). The Ministry of
Religion through the Ministry of Religion's Education and Training Center alscorganizes
remote training as a form of implementing technology primarily during the pandemic
(Religious Training Agency Makassar Ministry of Religion of the Republic of Indonesia,
2021). In his research, (Arief, 2011) found that many competency developmenprograms,
namely education and training, prioritize technological literacy and utilize technology in its
implementation, for example basic computer literacy and multimedia for participants

However, based on the existing literature, the development of Stée Civil Apparatus
competencies is still limited to managerial, sociecultural and technical competencies, so
efforts are still needed to develop competencies more specifically and massively to train
State Civil Apparatus about technology literacy and theability to use it in their work.
THE EXPECTED CONDITIONS

State Civil Apparatus' primary competencies as they enter the era of society 5.0 are

essentially the ability to use information technology to perform their primary functions
related to the welfare of people. As a result, the primary objective is to cultivie a
technological literacy culture among State Civil Apparatus. Numerous countries, including
Thailand and Singapore, have offered short courses to State Civil Apparatus and their public
officers on big data skills, data security, data creation and sharm strategic change
initiatives, cybersecurity, and technology (Civil Service College Singapore, nd.; Office of the
Civil Service Commission, nd.; Singapore Cooperation Program, nd). According to the
author's analysis, several factors must be taken into amunt in debriefing/training State
Civil Apparatus to develop State Civil Apparatus competencies in welcoming society 5.0:
1. Information technology is used to advance social equality and welfare in the Era of Society
5.0. In other words, all facets of goernment administration and public services are expected
to grow in order to improve the public's access to highquality service. Efforts to improve the
quality of public services in line with Society 5.0 have the potential to result in the invention
of novel methods for providing more effective public services, which State Civil Apparatus

are expected to initiate and implement (Faruqgi, 2019). In the era of industrial disruption,
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(Wardani, 2019) research findings indicate that public services must be commuty -oriented
in order to provide high-quality services; public services in the industrial era 4.0 must be
digital-based; innovation is required so that each service provider can adapt to all changes;
resource development in each government institution mustcontinue and be sustainable;
and public service innovation must be evidencebased. This demonstrates the critical nature
of public servants having a working knowledge of and proficiency with information
technology in order to provide more precise, timely, affordable, and high-quality public
services to the community, including the ability to use eservice systems (internet/digital-
based services) and create digital content for public service. The information technology
that requires investigation is how to provide and utilize big data for public services such as
population data integration, taxes, licensing arrangements, eservices, and providing public
information for governme nt transparency, to name a few.

2.The government must anticipate the use of advaned technology such as big data,
artificial intelligence, robots, and software to implement various government administration
systems, such as a big datdriven financial management system, in order to achieve a clean
and corrupt-free government centered on the community's interests (achieving public
welfare). As a result, State Civil Apparatus must also be prepared to make use of cutting
edge technology that is relevant to their jobs (Saksono & Manoby, 2021).

3. State Civil Apparatus must also be prepareda adapt rapidly to changes and
technological advancements; thus, in the society 5.0 era, the ability to innovate is critical
(Saksono & Manoby, 2021). The adaptation process is facilitated by incorporating
technological advancements into daily work, for example, by transitioning from manual to
automated/digital work patterns or by stimulating employees through the use of
information systems to manage organizational tasks and functions. This will be much easier

to initiate if it is planned for in the organization's strategic plan and bureaucratic reform.

OFFEREDSOLUTION

To prepare State Civil Apparatus for the era of society 5.0, with the acceleration of
technology and its use to achieve socioeconomic equality, there are essentially no barriers
in the exiging competency development model, because the National Institute of Public

Administration (LAN RI) prioritizes not only traditional learning, but also learning methods
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that adapt to technological developments, such as blended learning and the use of e
learning. The solutions provided are in the form of education and training materials for
competency development that are specifically tailored to the requirements of the society
5.0 era. The training/educational topics that can be offered are expanded in sca&p not
limited to existing technical training, but focusing on technological literacy and other skills
necessary to perform work in the era of society 5.0, such as the following:

a). Eservices (Wardani, 2019) or technologybased public services (Kumorotono, 2020);

b). Cybersecurity;

c). Innovation (Nastiti & Abdu, 2020; Saksono & Manoby, 2021);

d). Big data analysis for policy/public decision making, including social data analysis,
historical data analysis, and predictive data analysis (Rahmant®ribadi, & & Priyanto,
2021);

e) . Management Planning Society 5.0 (Gumulya, 2021);

f) . Sustainable development / problem solving (Five & Santos, 2020), etc.

The scope of topics studied in the competency development program can be even more
diverse basedon the technical competencies needed in the field and different for each
position based on their suitability with technological developments in the era ofSociety5.0.
For example, the Japanese government has announced the use of robots for medical
purposes (Kumorotomo, 2020), so that State Civil Apparatus professional doctors/health
workers can be given education and technical training regarding the use of robots that are
relevant to conditions in the medical world.

To support the human resource developmeat program focused on training/education
and the competencies required in the Society 5.0 era, as detailed above, several policies
regarding the following matters must be implemented:

a) A clear legal policy is required for the development of the state cil apparatus's
competency, which must include the skills and competencies required in the era of society
5.0; b) A curriculum formulation team is required for this competency development program
in order to accurately identify the competency needs of StateCivil Apparatus in the era of
society 5.0; and c) Significant resources are required to organize program development
capabilities in highly specialized areas such as robotics, artificial intelligence, and big data.

Along with competent experts, which are still in short supply, large facilities and

56




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

infrastructure, particularly in the form of technological instruments, are required. This is
consistent with previous research (Arief, 2011), which found that one of the barriers to using
information technology in competency development activities (training) is a lack of facilities,
such as the internet, satellite dishes, and so on; d) Technological instruments in the
workplace should also be adapted to the technological instruments taught in competency
development programs, so that state State Civil Apparatus can apply what they have
learned. As a result, leadership 5.0 is required to ensure the continuity of this State Civil

Apparatus competency development program.

CLOSING

Existing competency development prograns are largely excellent, and incorporate
elements of technological advancement, such as the concept of blended learning. However,
the scope of skills/competencys that must be provided and developed for the State Civil
Apparatus has been adjusted to meet lie needs of the society 5.0 era. As a result, a
curriculum development team is required to identify the appropriate competencies to
develop in accordance with the spirit of the Society 5.0 era, which is to fully leverage
technology for the benefit of society. As a result, it is also necessary to immediately issue a
policy for developing State Civil Apparatus competency in the era of society 5.0, which
includes specific competencies for the era of society 5.0, as well as adequate funding for the
competency development program. Additionally, the government must demonstrate its
commitment to this program by promoting the 5.0 leadership concept, which places a

premium on digital literacy and adaptive organizations.
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SUMMARY

In Indonesia, issues relating to the competency of State Civil Apparatus continue to require serious attention.
Because the gap between job competency standards and existing competencies remains msificant,
competency development is critical. A competency development needs analysis (AKPK) is required to
comprehensively map the competency development needs. Through AKPK, competency development will be
tailored to the organization's, position's, and ndividual employees' needs, while also maintaining and
increasing participants' motivation to participate in development programs, organizational cost efficiency, and
an understanding of organizational problems. The disruption era has ramifications for céd for a new approach

to bureaucracy. The bureaucracy must demonstrate significantly increased competency and performance. To
meet the changing and developing demands of the times, it is necessary to develop the competency of
bureaucratic administrators in accordance with the changing demands of the environment. As a result, the
implementation of AKPK can be accelerated by leveraging information technology. The National Institute of
Public Administration (LAN RI) is utilizing information technology in the development of AKPK through the
development of the State Civil Apparatus Competency Development Information System (SIPKA) application.
SIPKA is a webbased application that is used to manage a series of processes for developing the competencies
of State Ciil Apparatus. SIPKA can be used by government agencies, State Civil Apparatus, and educational
institutions for State Civil Apparatus to plan competency development, manage competency development,
accredit educational institutions, and calculate the fulfilment of competency development rights across all
government agencies. The SIPKA application enables the integration and monitoring of competency
development data on a national scale. Each State Civil Apparatusn manage their own account and update
personal data such as job history, competency development history, selissessments, and competency
development plans through SIPKA. Superiors can directly verify the proposed competency development that
will be followed by State Civil Apparatus using this apfication. Additionally, the supervisor can monitor the
implementation of competency development, as well as the completion of required implementation hours, as
well as evaluate the suitability and utility of completed competency development. Through the us of SIPKA,
agencies can conduct an inventory of different types of competencies, verify competency development plans,
and validate needs and competency development plans via an information system, allowing work to be
performed anytime, anywhere, and withgreater effectiveness and efficiency.

Keywords : Competency Development Needs Analysis, SIPKA, Information Technology
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INTRODUCTION

Along with the times, the demands for organizational productivity are getting higher.
This is also happen at government organizations both at the central and regional levels. The
community as service users must always be served with all the complexity oheir needs as
an environmental context. In modern government, government is required to be faster and
take appropriate policies (Etzioni, 1992). The speed and accuracy of the bureaucracy in
modern government can run well if it is supported by optimal orgatizational performance.
Optimizing organizational performance is an absolute prerequisite for modern governance.
Organizational performance can be said as the accumulation of the performance of the
individuals who work together in it. Likewise with the performance of government
organizations that cannot be separated from the performance of State Civil Apparatus (PNS)
as individuals in them. There is a link and intertwined between individual performance and
organizational performance.

Several previous studieshave shown that there is a strong relationship between
employee performance and employee competency (Yunus, 2012). Spencer and Spencer
(1993) in their research revealed that competency is a very influential factor in determining
a person's performance and superiority in his work. Competency is a fundamental
characteristic for every individual that is associated with superior and effective
performance in a job or situation (Rande, 2016). Likewise, in the context of governance,
increasing individual competerncy and performance will significantly increase government
productivity in providing services to the community. The increase in individual performance
is influenced by the fulfilment of the competency of employees who occupy certain
positions. Especially n conditions of such rapid development as now, or better known as the
Industrial Revolution 4.0. There has been a leap in innovation in various sectors as a result
of the adoption of information technology (Neo, 2020). To be able to provide optimal
services, the public sector must adapt to the development of the environment.

In the context of Indonesia, the competency of State Civil Apparatus in Indonesia is still
experiencing problems. As stated by the former Minister of State Apparatus Empowerment
and Bureaucratic Reform, Azwar Abubakar in 2012 that Indonesia is experiencing a crisis of
competent State Civil Apparatus. As many as 4.7 million State Civil Apparatus in Indonesia,

95% of whom do not have competency in their fields (Hartawan imttp://national.tempo.co/
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, 2012). The same thing also emerged from the expert on Management and Public Policy of
the Faculty of Social and PoliticalSciences, Gajah Mada University and the former Head of
the National Institute of Public Administration (LAN RI), the late Agus Dwiyanto. The
problem of State Civil Apparatus in Indonesia is not solely on the quantity that is too large,
but more fundamentally on the quality, namely the very minimal competency (Prayoga in
http://www.antaranews.com/ , 2015).

This condition shows that the competency of State Civil Apparatus in Indonesia is a
problem that needs seriousattention. Competency, according to the Regulation of LAN RI
No. 10 Year 2018, can be interpreted as the knowledge, skills, and attitudes/behavior of a
State Civil Apparatus that can be observed, measured, and developed in carrying out the
duties of his pasition. One of the efforts that can be taken in overcoming the problem of State
Civil Apparatus competency is by developing competency. The implementation of
competency development can be divided into two stages, namely the development of
competency at theagency level and the national level. The need for agency level competency
development is the policy of the Minister, LAN RI, Commitment Making Official (PPK),
Authorized Official (PyB) and verification teams, and State Civil Apparatus. Competency
development can be done through education and training (Diklat) as Hafid published a study
showing that education and training can be used as an alternative in an effort to develop
State Civil Apparatus competency (Hafid, 2015 inhttp://makassar.lan.go.id/ ). The same
thing was also found in the research conducted by Helena (2009). The results showed that
there was a positive, strong, and significant relatbnship between Level IV Leadership
Training with the competency of State Civil Apparatus in the Local Government of Aceh
Tamiang Regency (Helena, 2009)he Ministry of Interior and Japan International Cooperation
Agency(JICA) in the TNA guidebook statedthat the education and training is needed
because it ensures that State Civil Apparatus have the right knowledge and skills to be able
to carry out their duties effectively and competently (Ministry of Interior and JICA).

Normatively, the government's commitment to State Civil Apparatus training can be
seen in the enactment of Government Regulation No. 101 Year 2000 on Education and
Training of State Civil Apparatus. The National Civil Service Agency (BKNgstablished the
State Civil Apparatus Education am Training (Diklat). This institution serves as a controller,

developing and supervising job competency standards and regulating the employment of
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education and training graduates. Additionally, there is a training agency, the National
Institute of Public Administration (LAN RI), that is in charge of regulating, coordinating, and
implementing education and training for State Civil Apparatus. Since the enactment of Law
No. 5 Year 2004 on the State Civil Apparatus and Government Regulation No. 11 Year 2017
on the Management of State Civil Apparatus, the development of State Civil Apparatus
competencies has been a primary objective for enhancing organizational performance. The
issues that arise when the expected work results do not match the actual performancare a
primary focus of competency development planning. This is why a competency development

needs analysis (AKPK) is necessary to gain a more precise understanding.

The Need for Competency Development Needs Analysis in Indonesia

This does not necessarilymply that the State Civil Apparatus training conducted thus
far in Indonesia has been unsuccessful. It is well established that the difficulties encountered
during State Civil Apparatus training stem from a mismatch between the education and
training received and their needs. Saleh et al. (2013) confirm that the various trainings
provided to State Civil Apparatus are largely irrelevant to the nature and scope of the work
they perform. This demonstrates that the education and training of State Civil Apparéus is
not beneficial to the organization.

Given the persistent problems with the implementation of State Civil Apparatus
education and training in Indonesia, it appears that an appropriate formula for improving
State Civil Apparatus education and trainingis required. There is a method that can be used
to address the issue of education and training being organized in ways that do not meet the
needs of the organization.

This concept is referred to as Training Needs Analysis (AKD) or Training Needs
Analysis (TNA) internationally, and it is currently referred to as Competency Development
Needs Analysis (AKPK). In general, the need for AKPK is motivated by the desire to identify
the gap between the current state and the desired state, or the gap between das seand das
sollen. Additionally, Brown (2002) identifies four major reasons for the need for AKPK prior

to developing an Education and Training program, including identifying specific problems
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within the organization, obtaining management support, producingdata for evaluation
purposes, and determining the benefits and drawbacks of an education and training.

Thus, in the context of State Civil Apparatus Education and Training, the mindset
must always be directed toward the principle that the most critical sep in developing a State
Civil Apparatus training program is the Competency Development Needs Analysis (AKPK)
activity, which is inextricably linked to planning for competency development needs.
Comparing the expected level of competency to the level of cmpetency currently
possessed by State Civil Apparatus demonstrates the need for competency development.
On the basis of this and several of the theoretical and empirical facts discussed previously, it
can be concluded that the importance of AKPK is critich This project aims to demonstrate
the effectiveness and efficiency of an education and training program designed to support
the development of State Civil Apparatus' competency in Indonesia, resulting in an increase
in the performance and productivity of government organizations in the country. Certainly,
the implementation of AKPK cannot be separated from local government support. As a
means of decentralizing staffing, it is aboutime for local governments to adopt AKPK as the
standard for implementing State Civil Apparatus competency development programs.
Competency Development Needs Analysis (AKPK)

As described in LAN RI Regulation No. 10 Year 2018, competendevelopment is an
effort to meet the competency needs of State Civil Apparatus through job
competency standards and career development plans. As a result, all personnel managers
are required to develop job competencystandards for all positions and to map their
employees' actual competencies. The gaps discovered indicate the need for
competency development. The analysis's findings will serve as the foundation for
determining the need for competencydevelopment, a process referred to as a
competency development needs analysis. State Civil Apparatus receive at least 20 lesson
hours per year for compdency development.

As outlined in The National Institute of Public Administration Regulation No. 10 Year
2018, agencies are responsible for developing competencgevelopment needs and plans.
This process includes inventorying the types of competencies thaheed to be developed in
each State Civil Apparatus, verifying the Competency Development plan, and validating the

needs and competencydevelopment development plans. AKPK is a process that identifies
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and documents any gaps in knowledge, skills, and attitles that can be addressed through
the Human Resources Development Program.

There are five distinct types of competencydevelopment needs that can be used to
guide the development of AKPK in the disruptive era, namely normative needs, perceived
needs, expressed/stated needs, comparative needs, and future needs. The AKPK itself has
five objectives: to serve as a basis for developing development programs, to use
competency discrepancies as development program objectives, to serve as input for
organizing follow-up activities and determining priority programs, to maintain and increase
work productivity, and to deal with new policies and tasks.

The benefits of AKPK are that development will be aligned with the organization's,
position's, and individual employees'needs, that participants' motivation to participate in
the development program will be maintained and increased, that the organization's cost
efficiency will be increased, and that employees will have a better understanding of
organizational problems.

The purpose of AKPK is to identify needs that are relevant to the task or job, to
prioritize those that are critical for resolving performance issues, to obtain information
about competencydevelopment that is not possessed by employees who are unable to
perform, and to obtain information about competencydevelopment that is not possessed by
employees who are unable to perform.

AKPK in Competency Development Perspective

As previously stated, training needs analysis, alternatively referred to as Training Need
Analysis (TNA), is the initial stage that must be completed prior to conducting educational
and training programs or activities. Mangkunegara (2003) defines TrainingNeed Analysis
(TNA) as a systematic examination of an educational problem through the collection of data
and information from a variety of sources in order to arrive at a solution or
recommendations for further action. The information gathered on training requirements
will assist the company in determining the priority of the type of training to be conducted, as
well as the schedule, budget, and other resources. Additionally, this can be done to avoid
unnecessary training and education.

Training needs analwis is a diagnostic process that identifies current and future

challenges that must be addressed through training and development programs (Rivai and
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Sagala.2009). According to Hariandja (2007), analyzing training and development needs is
critical, complicated, and difficult. This is critical because, in addition to forming the basis for
subsequent activities such as selecting the appropriate training method, training costs are
not cheap, and if the training does not meet the organization's needs, it willlso cost a lot of
money. Additionally, it is described as complicated and difficult because it is necessary to
diagnose current organizational competencies and the competencies required to address
changing trends in the environmental situation that existsnow and will exist in the future.

The circumstances under which an organization requires TNA are extremely varied,
but in this case, the circumstances under which a TNA is required are as follows: There is a
disconnect between the established performance sandards and employees' performance
and work performance as a result of internal and external factors. The organization's new
policies, both in terms of targets, new products produced, and new markets, are the
objective. The establishment of a new organizaonal structure in order to expand or
streamline the business. There is a policy of modernization in the management, facilities, and
infrastructure sectors. New laws and government regulations necessitate organizational
changes.

According to Panggabean (R04), the objectives of the needs analysis are as follows:
Identifying necessary job performance skills to boost performance and productivity,
conducting an analysis of participant characteristics to ensure that the program is
appropriate for the participant's level of education, experience, and skills, as well as their
attitude and motivation, and acquiring precise, quantifiable, and objective knowledge. At
this stage, there must be confidence that the decline in performance is not due to
dissatisfaction with compensation but rather to be improved by training.

According to Arep and Tanjung (2002), the Training Need Assessment Tool (TNR)
method is used to analyze the gap between an employee's Job Position Ability (KKJ) and
Personal Work Ability (KKP), i.ean employee's ability to perform the work assigned to him.
The TNA-T method's advantage is that it reduces the subjectivity of the assessment, but its
disadvantage is bias. This is because the employee who is evaluated did not provide accurate
(true) information. If a discrepancy between KKJ and KKP is discovered, training must be
conducted. This gap exists as a result of employees' lack of knowledge, attitudes, and skills.

To help you visualize the concept, here is the formula.

67




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

TNA-T : KKJ- KKP

KKP + Trainings

KKJ = The Lack of work skills that need to be trained
= Overcoming lack of work skills that require training
According to the aforementioned concept, training requirements can be determined using
two instruments: instrument 1 is measuring performance capability and instrument 2

interpreting performance capability data.

State Civil Apparatus AKPK Challenges in the Era of Disruption

The bureaucracy is currently going through a phase of disruption. Change in the era
of disruption is no longer as simpleas climbing stairs; rather, significant and comprehensive
changes occur in all aspects of life, necessitating a swift response from government. Global
competition and technological advancements amplify disruption. The era of disruption
places a premium onthe government's ability to respond quickly and appropriately. The
paradigm shift requires us to make a significant leap (leapfrogging) in order to survive and
thrive. If the bureaucracy maintains its centralization and rigidity, decisions will be made
slowly. This inaction results in a loss of momentum for resolving social problems, which is
frequently referred to as time-lag or decisionmaking delays (Jovanovski and Muric, 2019 in
Purwanto, 2019:8).

The disruption era compels bureaucracies to adopt an ag way of thinking, working,
and communicating. The bureaucracy's characteristics with the new behavior can only occur
if it adopts an agile way of thinking, working, and interacting. Many governments around the
world have embraced the agile paradigm ovethe last two decades, recognizing the need to
work more strategically, flexibly, and provide superior public services. Agile development is
required to incentivize public bureaucracies to work more strategically (Purwanto, 2019:
10). The requirement for an agile bureaucracy necessitates the development of bureaucratic
administrators’ competencies in response to the demands of development and change.
Responding to changes in the demand for agile bureaucratic competency in an era of
disruption can be accompished through needs assessment, curriculum design,

implementation, monitoring, and evaluation, as well as the use of information technology.
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A. State Civil Apparatus Competency Development Planning

Planning for the development of State Civil Apparatus compéency is inextricably
linked to the regulations governing the administration of the State Civil Apparatus, most
notably the Regulation of Minister of State Civil Apparatus Empowerment and Bureaucratic
Reform No. 38 Year 2017 on Position Competency Standarsl Additionally, the competency
development plan is linked to performance, which is classified into nine talent management
boxes as specified in the the Regulation of Minister of State Civil Apparatus Empowerment
and Bureaucratic Reform No 3 Year 2020 on @lent Management for State Civil Apparatus,
which measures performance and competency in these nine talent management boxes.
Thus, there should be a link between competency development and performance in an ideal
world.

In the era of disruption, the strategy for developing State Civil Apparatus competency
has shifted away from training and toward learning and development. Training is a concept
in which learning occurs through the presentation of content by an instructor, and the
instructor directs the expected and desired behavior change (Sloman, 2005). While the term
"learning" refers to the process of expanding one's knowledge and skills, it also refers to the
process of developing one's attitudes or beliefs so that he or she is capable of making
decisionsand choices (Thorpe and Clifford, 2007). State Civil Apparatus and ContraeBased
Government Employees comprise the State Civil Apparatus (PPPK). Both State Civil
Apparatus and PPPK members have the right to competency development, though the
objectives of potential development differ. For State Civil Apparatus, competency
development efforts are concentrated on meeting the requirements of competency
standards and careers within the organization, whereas for PPPK, efforts are concentrated
on expanding knowedge.

B. Competency Development Curriculum Design in the Era of Disruption

The challenge in developing competency in this era of disruption is how to build a
comprehensive State Civil Apparatus mindset that is integral through increasing the ability
to master technology, have high integrity, be professional, serve, and considehé critical

occupation of each agency, and the link between competency development and
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performance and performance. not forgetting the function of State Civil Apparatus as the
bond of national unity.

New competencies that must be possessed by State Civil pparatus in the era of
disruption include digital literacy and data literacy. Competency in digital literacy, as well as
the ability to use digital technology and other information technology used in completing
work, need to be mastered by the State CiviApparatus. Another competency that must be
mastered is related to data literacy. The high potential of abundant data and the growing use
of big data are competencies that must be possessed by the State Civil Apparatus in policy
makers to present policies hat are right on target, and provide quality and targeted services.
C. AKPK implementation

The implementation of a competency development needs analysis requires an
adequate infrastructure, which may include a human resource database, a competency
development information system (SIPKA), competency maps, Position Competency
Standards, national standards for competency development methods, career patterns, and
competency development programs that can be chosen.

Technological advancements have the ability to accerate change. The disruption
era provides a strong incentive to accelerate the digital transformation of the analysis and
implementation of State Civil Apparatus competency development needs through the use of
technology.

D. AKPK Monitoring and Evaluation

According to Article 70 of the Law on State Civil Apparatus, State Civil Apparatus
competency is constructed through education and training, seminars, courses, and
upgrading. Additionally, competency development can be accomplished through work
experiences n other agencies, both central and regional, as well as through exchanges
between State Civil Apparatus and private sector employees.

It is necessary to evaluate the implementation of competency development to ensure
that it has a significant impact on individual and organizational performance. The
implementation of competency development is evaluated to determine its effectiveness, the
realization of required learning hours, the suitability of the competency development to the

position's competency requirements, and the benefits to the organization.
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E. The Use of Information Technology in AKPK

The implementation of a competency development needs analysis requires an
adequate infrastructure, which may include a human resource database, a competency
development information system (SIPKA), competency maps, Position Competency
Standards, national standards for competency development methods, career patterns, and
competency development programs that could be an option. AKPK implementation can be
accelerated through the use of information technology, in addition to efforts to accelerate
and integrate AKPK implementation. Technological advancements have the ability to
accelerate change. The disruption era provides a powerful incentive to accelerate the digital
transformation of the analysis and implementation of State Civil Apparatus competency
development needs through the use of technology. The National Institute of Public
Administration (LAN RI) is utilizing information technology in the development of AKPK
through the development of the State Civil Apparatus Competency Development
Information System (SIPKA) application.

AKPK Best Practice with IT: State Civil Apparatus Competency Development Model in the
Era of Disruption through the State Civil Apparatus Compet ency Development
Information System (SIPKA)

According to Law No. 4 of 2014 about State Civil Apparatus, the National Institute of
Public Administration (LAN RI) has numerous functions, one of which is the education and
training of State Civil Apparatus. The National Institute of Public Administration (LAN RI) is
responsible for the regulation, coordination, and implementation of competency
development, as stated in Government Regulation No. 11 Year 2017. Implementation of
competency development guided by araining information system linked to the State Civil
Apparatus information system.

SIPKA is a webbased program that is used to carry out a number of tasks related to
public servant competency development. Starting with the State Civil Apparatus's seH
assessment and ending with the PPK's approval and verification of the incoming data.
Personnel managers can access a complete and ip-date State Civil Apparatus profile via
SIPKA since each State Civil Apparatus can manage and update their own personal dat
such as position history, competency development history, and selassessment, through

their own account.
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SIPKA (Staff Competency Development Information System) is a development of the
SIDA (Apparatus Training Information System) program for StateCivil Apparatus. The
relevant State Civil Apparatus can complete monitoring and assessment data on State Civil
Apparatus competency development using the SIPKA program. As a result, agencies can
keep track of how competency development is being implementedas well as how many
hours are being put in. It's also a tool for determining whether the competency development
plan is compatible with competency development execution.

Superiors can also see State Civil Apparatus data such as profiles, position histosie
and competency development histories, as well as submit State Civil Apparatus competency
proposals. Superiors can directly verify suggested competency development that will be
followed by State Civil Apparatus using this method. Superiors can use thispalication to
examine the acceptability and use of the competency development that has been completed.
Government agencies, State Civil Apparatus, and State Civil Apparatus training educational
institutions can use SIPKA to plan competency development, copetency development
management, training education institution accreditation, and calculating the fulfillment of
competency development rights across all government agencies. Competency development
data is pooled and monitoredacross the country using SIPK.

We can learn about national competency development needs and plans through
SIPKA, which includes Managerial and Social Cultural Competencies (prepared by LAN RI),
Technical Competencies (compiled by Staff Development Officers (PPK) at technical
agencieg, and Technical Competencies for Functional Position (compiled by PPK at
Functional Officer Managing Agencies).

Meanwhile, at the agency level, SIPKA becomes a tool for formulating ageneyide
needs and strategies for competency development. Agencies camse SIPKA to conduct an
inventory of different types of competencies, evaluate competency development plans, and
validate competency development needs and strategies.

The relevant agency can use the superiesubordinate discussion as a competency
assessmen technique through the SIPKA application for agencies that do not yet have a
State Civil Apparatus competency profile established through the State Civil Apparatus

Competency Test.
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CLOSING

The era of disruption necessitates the bureaucracy's ability to dapt swiftly and
precisely to changes. The new way which the bureaucracy operates necessitates a
bureaucracy with significantly improved competency and performance. To speed up
operations and increase service quality, State Civil Apparatus must have new #ls in digital
literacy and data literacy. As a result, the growth of State Civil Apparatus competency must
be carried out in response to a variety of developments.

A Competency Development Needs Analysis is required to construct appropriate
competency development based on needs. Competency Development Needs Analysis
implementation begins with requirements planning, curriculum design, implementation,
monitoring, and evaluation, as well as the use of information technology to improve
transformation. The State Civil Apparatus Competency Development Information System
(SIPKA) is a notable example of using information technology to manage competency
development. Of course, the effectiveness of managing competency development will be

determined by organizational capability, resource support, regulations, and leaders.
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SUMMARY

The era of disruption can be an obstacle as well as a trigger for accelerating State Civil Apparatus competency
development. Implementation of Corporate UniversitfCorpU) in government agencies is a breaktrough in
learning in this era. Changes in the strategic environment and Covid9 have also increasingly made the
urgency of CorpU's implementation in competency development cannot be ignored. Not to mention the fact
that State Civil Apparatus and the bureaucracy in Indonesia in terms of effectiveness are ranked 89th out of
193 countries and the State Civil Apparatus professionalism index is "very low". This paper aims to provide an
overview and analysis related to the implementation of CorpU in governmentagencies with a literature study
approach and comparative studies from three sectors, namely public, BUMN, and private and in other
countries. The representation of this comparison results in an analysis that CorpU needs to have three basic
things, namely(a) continuous learningp) talent management, and (cyoatdriven.The contextualization of the
three also needs to be adopted by the government as a strategy, besides being able to be used as a
consideration in policy formulation, it also provides a more creative and innovative perspective in developing
STATE CIVIL APPARATUS competencies.

Keywords : Corporate University, State Civil Apparatus Competency Development, Era of Disruption

INTRODUCTION

The landscape of the strategicenvironment of government agencies today is clearly
increasingly dynamic and cannot be predicted. Such situations and conditions require very
high awareness for every government person, be it the president as the highest government
leader, ministers, highranking officials to the State Civil Apparatus (administrators) who
serve the community with increasingly complex needs. The industrial era 4.0 forces all of us
to be aware and prepare for all the consequences that must be faced, technological
sophistication must be understood so that we can fulfill plenary services.

Covid-19 is one of the concrete issues in the Era of Disruption that has hit all parts of
the world. Until now, no country has been able to conquer this pandemic. Covid9

challenges the arrogaiace and preeminence of various establishedsectors. In Indonesia,
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several sectors have been affected by Covidl9. The tourism sector including the hotel
sector collapsed, the transportation sector fell into a slump, the property sector fell and the
manufacturing sector also stuttered (BPS, 2020). Other sectors are conducting variougial
and error efforts . Likewise, the government sector looks giddy and confused. The
government bureaucracy must be able to take lessons from this situation and condition.
Apart from the pandemic, we can see the Era of Disruption from the rapid development and
adoption of technology. The term revolution 4.0 is also increasingly familiar in society.
However, the hallmark of the Era of Disruption was rapid and unpredictable chage.

The general description above shows that State Civil Apparatus requiredearning
agility so that State Civil Apparatus has the ability to adapt quickly to unpredictable changes.
thus, State Civil Apparatus must not only master the 3 standardized compencies -
managerial, technical, and sociecultural competencies (Law No. 5 of 2014} but also must
have strong and resilientlearning agility. Thislearningagility requires a willingness to learn
and apply what has been learned in new situations (Jatmi&and Puspitasari: 2019). Steve
Jobs called it "keep hungry, keep foolish".

Based on the data from the State Civil Service Agency (BKN), the number of State Civil
Apparatus throughout Indonesia is 4,168,118 people with a distribution, 958,919 Central
State Civil Apparatus and 3,209,199 Regional State Civil Apparatus (Badan Kepegawaian
Negara, 2020). This number becomes a challenge in developing competency. The 2019
World Bank study, for example, revealed the fact that the Government Effectiveness Index
was 0.18 or ranked 86th out of 193 countries below neighboring countries such as Malaysia
and Thailand. This figure is also close to the regional average of 0.17. The indication that this
figure is still low is also from the threshold value of 0, while belowhat number, it includes
ineffective government. One of the indicators to be assessed is the effectiveness of the
government and the quality of policies. These two indicators are then closely related to
human resources in this case State Civil Apparatus (Witd Bank, 2020).

Other studies in the country also provide a similar picture. BKN in 2019 published the
results of the State Civil Apparatus professionalism index measurement with a qualification
value of "very low" or 56.5 out of 100. Although it is not drectly related to State Civil
Apparatus competency, professionalism can be a reference according to the functions of

State Civil Apparatus which have been discussed previously and are closely related to the
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function public servants (State Civil Service Agncy, 2020). In other words, if the value of
this professionalism index is "very low", it is certain that the function of the public servant
will be low as well. This is further strengthened by the results o& study from the Organization
for Economic Coaration and DevelopmerfOECD) and theAsian Development Bar{ADB) in
2019 regarding public satisfaction with public services in Indonesia with a score of 77 out of
100 and still below the regional average of 79. This figure also makes Indonesia lag betiin
neighboring countries such as Malaysia and Thailand (OECD & ADB, 2019).

These facts cannot be separated from the description of the State Civil Apparatus and
our bureaucracy. A serious breakthrough is needed in a comprehensive and sustainable
manner in order to be able to improve the current low competency of State Civil Apparatus.
Most State Civil Apparatus probably already understand and are even tired of the
conventional approach to competency development in their respective agencies. The
current condition is that the planningfor competency development of State Civil Apparatus
employees does not have a clear roadmap, as long as they send employees to attend training
and it isalso alleged that their competency development has no connection with national
development goals. (Pimbangkom ASN: 2019). This condition is a very serious problem that
needs an immediate solution.

Many education and training experts agree that a welplanned competency
development will have a positive impact on improving the competency of State Civil
Apparatus. The increase in State Civil Apparatus competency will be directly proportional to
the State Civil Apparatus culture set in behavior and performance Given the importance of
this, it is not an exaggeration if President Joko Widodo then gives a mandate so that human
resource development becomes a national priority in 20192024. In the context of
government agencies, the focus is on developing State dlvApparatus competencies.
Observing this, then among government agencies the idea that is increasingly emerging to
develop a corporate university (corpu) within government agencies.

The implementation of the CorpU model in government agencies was initiatd by the
Ministry of Finance since 2018 with the issuance of the Decree of the Minister of Finance of
the Republic of Indonesia No. 924/KMK.011/2018. It was this regulation that made the
Ministry of Finance a benchmark for CorpU within the government becatse it succeeded in

making learning integrated with the 70:20:10 model. Meanwhile, in the BUMN and private
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sectors, such as PLN and Bank BCA, they also carry out CorpU in their own way to manage
human resources. The discussion of these three will be more 4depth in the next sub
chapter. However, in simple terms, CorpU can be understood as an integrated State Civil
Apparatus competency development entity, both at the institutional and national levels,
which is expected to be able to meet the demands of puldi needs and the strategic
environment in accordance with the dynamics of the strategy developed by the government
(Faozan, 2021). In order to achieve the realization of SMART ASN 2024 and world class
bureaucracy 2025, developing the corpu of government agacies is a reasonable choice.
This paper aims to describe the implementation strategy of government agencies'
corpu learning in developing State Civil Apparatus competencies. The method used in this
writing is by conducting a literature study and comparative study. The discussion will begin
with a comparative description of corpu in three different sectors. Then will describe the
contextualization of corpu in government agencies. Next, a generic strategy of corpu
learning will be described in developing conpetency in government agencies. At the end of

this paper will be closed with a conclusion.

Comparison: Today's Corporate University

In its development, CorpU can actually be a solution in solving State Civil Apparatus
competency development problems. Tosee it more comprehensively, several comparisons
can be taken from the three sectors that have indeed implemented corpu, namely from
government agencies, BUMN, and the private sector. The best practices from Ministries/
Agencies that can be taken are the Mistry of Finance, which has been in place since 2018.
The best practices from GovernmentOwned Enterprises (BUMN) can be taken from PT
PLN (Persero), while from the private sector, namely from Bank BCA.

In 2018, the Ministry of Finance issued the Decreeof the Minister of Finance of the
Republic of Indonesia Number 924/KMK.011/2018 concerning the Ministry of Finance for
Corporate University. This decision later become the main foundation for the formation of
human resource competency development with knowedge management.

In the implementation of the Ministry of Finance's Corporate University (Kemenkeu
CorpU) there are at least two forms of competency development, such as (a) education and

(b) learning. Education is the most commonly used form of competercdevelopment, by
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giving learning assignments to formal education or by carrying out vocational education at
the State Finance Polytechnic of STAN, for example. Another interesting form of
competency development is in the form of learning, for example th&’0:20:10 model which

is also applied to the Ministry of Finance CorpU

Rementeran

H. mbelsjarsa dilakukan serara
ruktur dan/etau belajer mandirl

ran dilakukan secara
yatif dalam sebush
as maupun bimbingan

ANALISIS KEBUTUHAN PEMBELAJARAN

Figure 1. Competency Development Model 70:20:10
Source: Ministry of Finance, KMK RI No.
924/KMK.011/2018

This 70:20:10 learning model emphasizes integrated learning in the workplace. The
70% proportion is given to learning participants to be able to further deepen their
competency in their daily activities. The remaining 20% is collaboratively in a
coaching/mentoring community, and the remaining 10% is structured learning/conventional
self-study as we know it today. This means that the learning model in the workplace becomes
a priority in efforts to develop relevant competencies. This is also in line with reearch from
Fauziah and Prasetyo (2019), which essentially is learning in the workplace is continuous
learning or continuous learning that can be continuous and familiarize individuals with being
involved in the learning culture of an organization (Fauziatand Prasetyo 2019).

This continuous learning is reinforced by the characteristics implemented by the
Ministry of Finance CorpU. Still in the same regulation, it explicitly states that there are 4
(four) learning characteristics, namely (a). relevant, (b)easy to apply, (c). impact, and (d).
easily accessible. If it is associated with continuous learning, then these four become very

important points in order to "perpetuate” this learning process. However, this time the
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author focuses more on point (d), naraly the ease of accesgaccessible)in practice
(accessible) ismbodied by the Ministry of Finance CorpU in the form of a knowledge
management application system. This means that there is an effort to be able to use
technology to make it easier for students to get information and of course it can be accessed
anywhere and anytime.

The 70:20:10 method with easyto-access learning characteristics will open up more
opportunities for learners in terms of knowledge exploration. The exploration of knowledge
carried out by these learners can be done independently as well. A 70% percentage of
learning in the workplace, for example, will involve the learner in terms of the experiences
that the learner will actually do. Learners will be aware that the work will thenshape their
competency starting from giving responsibilities from superiors, working in teams and
colleagues, or being directly involved in services to the community or stakeholders. In terms
of characteristics, 70% of learning in the workplace is very easto access by learners, plus
another 20% and 10% are supported by information technology infrastructure that is
increasingly advanced and needed today. Learning Management System (LMS) is now
increasingly becoming a prima donna and demands for needs inrtas of acceleration and
the accessibility of learning for organizations as well as individual levels

From the BUMN sector, PT PLN (Persero) can be an example of a good CorpU
implementation in terms of managing and managing the talent of its human resource This
can be studied from the initial side of determining criteria and implementing the learning
model afterwards. On the initial side of determining criteria, PLN has started since 2018,
although in previous years there has been a model for determiningmployee criteria, but in
2018 the term Leader Development Program (LDP) began to be applied. This LDP was
originally prepared for employees who have talent and potential to be developed in terms of
leadership and competency. However, in its development, DP has also eventually become
a talent recruitment program outside PLN who will only join with a slightly different name,
namely the Management Trainee PrografT) (Prajartoro 2020).

Both LDP and MT have similarities in terms of the initial determinationof criteria called
HiPO Talent or High Potential Talent whose determination or assessment is based on the
results of a capability assessment, organizational commitment, and sellevelopment

motivation. In the recruitment process, talent candidates from theMT program, for example,
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are rigorously selected in terms of cognitive and emotional abilities as well as mastery of
Language. Meanwhile, organizational commitment and selflevelopment motivation are
obtained from a layered interview model, starting from the Human Resources and
Developmen{HRD) division and the user or direct supervisor. This assessment is not just one
time, but is carried out periodically according to the contract of the MT program which is
usually 1 year and can be carried out 2 timedajartoro 2020).

Next up is the LDP program which aims to rescreen and develop the talents of PT PLN
employees who already have experience and expertise in certain fields. The assessment
process is slightly different from MT, which is indeed from the be@ning the recruitment has
been narrowed down to join the program. In the process of selecting HiPO Talent LDP uses
3 variables, namely from (a). portfolio, (b). performance, and (c). assessment. The following
table guides the selection of HIPO Talent to nake it easier and provide a more detailed
picture.

Table. 1 Variables and Criteria for Selection of PT PLN's HiPO Talent

Variable | Criteria

Portfolio

a. Position level

a. Position level

b. Length of office

b. Length of office

c. Talent value

c. Talent value

d. English

d. English

Performance

a. Performanceunits/
Section / Sub Unit

a. Highest performance

b. The trend of improving performance in
Last 3 semesters

b. Achievement

Have achievements at the National / Regional level

c. ITSKkills

a. Able to operate Microsoft

b. Play an active and applicable role in the use of Socig
Media (PLN info posting)

c. Have a habit in Big Data management

d. Active inutilization
calculation computer,
Cloud, Al and Robotics
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Assessment

a. Aspiration
b. Ability Pass the assessment selection

c. Interest

Source: processed by the author based on Prajartoro (2020

Based on table 1. above, it can be seen that each variable has criteria that must be met
by prospective LDP cadres. In addition to the assessment variable, two other variables such
as portfolio and performanceare other keys for prospective LDP cadres to b able to compete
and also have the potential to develop their competency.

Furthermore, at the implementation stage, both MT and LDP programs use the
Parenting Progranfearning model. This model borrows terms from the world of parenting
and health,that isby applying talents as children to be cared for by parents, or in the context
of an organization, be it leaders, mentors or coaches. So it can be seen that the methods that
will be followed by these talents are mentoring and counseling. Of course, this maa is not
the only model that is applied, but this model is unique because its goals are in terms of
problem solving, building networks, personal and professional selflevelopment,
understanding business processes, and adaptability.

Meanwhile, from the private sector, Bank BCA as the largest private banking company
in Indonesia, even number 3 in Southeast Asia can be used as an interesting sample to take a
deeper look at the management of its HR competencies. As we all know that the private
sector is a veryclear sector in terms of targeting and achieving company performance
because of itsprofit orientednature . The clarity of this target or goal can be a good example
in learning in the world of work.

In the learning process at the individual level, eachmployee'sgoaltdriven approacthas
actually existed since the beginning of recruitment until the time the employee occupies a
certain position. This goal can not be separated from the evaluation efforts for employees to
be able to produce a performance. Wile at the organizational level, for example, Bank BCA
has the concept of habitual behavior which is designed to achieve a certain goal or target. In
practice, it is also almost the same at the individual level that the target that is successfully
passed o achieved will get the simplest bonus, namely in the form of material. In its
implementation, this target will be very flexible and can be adapted to the strategic

conditions of the environment.
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This habitual behaviais then translated into 4 indicatorsin seeing a target including (a).
work performance, (b). quality, (c). quantity, and (d). responsibility. Out of the four, a target
is not only a matter of quantity, but there are other indicators to be able to make this a lesson.
For example, work performance that an employee or a certain branch office can meet
minimum standards and comply with SOPs, for example. Or indicators of the quality of how
services are provided to stakeholders. Likewise, how much responsibility can be taken by
individuals or organizations (branch offices). The four can then be justified, that thisabitual
behaviorcan ultimately realize what is the main goal of Bank BCA (Sutoro 2021).

A wider comparison can be taken from other countries, for example Germany, which
has been developng the CorpU model for a long time in terms of knowledge management
and competency in its country. The beginning of the use of the term CorpU in Germany was
23 years ago or 1998. In its initial development, CorpU became a policy to be able to
overcome the problem of the low competency of workers in Germany, especially at the
middle-upper manager level. In
the development of CorpU in Germany is more directed to vocational training or learning for
workers. However, there are 4 strategies that can be used abenchmarkgdo see what the
characteristics of CorpU in Germany are (Andresen and Lichtenberger 2007).

The first is to determine the specific abilities or competencies needed by the
organization to achieve a certaingoal. This means that there needs to be a mapping and
identification of organizational needs in advance. Second, it is focused on supporting change
or encouraging initiatives at the organizational and strategic levels. Third, be able to
understand limitations and uncover opportunities, as well as predict the strategic
environment in the future. Fourth, look at internal and external developments
comprehensively from political, economic, and ecological factors. If we look further, actually
CorpU's strategy in Germany is more about strengthening in terms of identifying problems
which can then be resolved together by the organization taking into account changes in the
strategic environment.

Research from Hilse and Nicolai (2004), for example, looks at the adoioin of CorpU in
the private sector in Germany. His research involved 1000 large companies in Germany that
had implemented CorpU and saw its implementation. The findings of this study are

interesting to be used as a lesson, namely the focus of CorpU accongj to Hilse and Nicolay
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is training, strategic change, and changing structure and culture. Based on the results of the
three, training is the highest focus, with 47% of respondents stating the importance of
training. In the discussion, training in CorpU ca contain specific training subjects (specific
needs), dialoguechange workshopand action-learning projectsAll of these strategies can be
understood that CorpU can be a solution as well as a strategy in dealing with problems that
are even more comple and unpredictable.

Contextualization of Corporate University: State Civil Apparatus Competency
Development

Based on several examples of previous comparisons that Corpbas three important
things, which can be a breakthrough for the development of ASN competencies, including
(a). continuous learning(continuous learning)b). talent management, and (c)goal based
(goatdriven).Then, what about the contextualization with the condition of ASN competency
development in Indonesia?

First, in terms of continuous learnindpased on the results of the previous comparison,
there are two important methods that can be used as interesting examples from the Ministry
of Finance, nanely the 70:20:10 learning model and the accessibility characteristics of
learning. 70:20:10 learning model can be adoptedas an effort to continue to create an
atmosphere of continuous learning. A large proportion, which is 70%, is taken from daily
activities (experiential learningyhich are indeed close to the responsibility of the learner, so
that the learner can adjust and also develop appropriate and relevant competencies.

In addition, accessibility characteristics are also attached to the 70:20:10 leming
model because it is the learners who are directly involved in the learning process at work. In
addition, accessibility can be created through LMS which in this case is related to
information technology. It is undeniable that in today's era of disrupion, the role of
technology is very central. LMS can be a solution to break the boundaries of both space and
time for learners to be able to get information and knowledge. In addition, technology will
also facilitate the use of cost efficiency, for example Thus, obstacles such as distant,
expensive, and inefficient training or education can be solved by themselves. The after
effect is clear that the continuous learningxpected of a CorpU will be achieved.

Second, namely the matter of talent management takn from the BUMN sector, the

case study of PT PLN (Persero). In practice, PT PLN implements an assessment process for
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the recruitment of the best talents or HIPO Talent and is then fostered with the Parenting
Program learning model. Both can be adopted inCorpU, that the core of competency
development also needs management and efforts to continue to develop the best potential
of talent in an organization, including State Civil Apparatus

A reflection of the current condition that the assessment interms of recruitment of the
best talent needs to be acknowledged that it is still far from perfect. The Regulation of the
Minister for Empowerment of State Apparatus and Reform (Menpan RB) regarding Talent
Management of the State Civil Apparatus only cameinto effect in 2020 through The
Regulation of the Minister for Empowerment of State Apparatus and Reform No. 3 Year
2020. However, what is actually interesting is the recruitment system for selecting the best
talents from outside the organization, such aswhat was done by PT PLN with the MT
program. The recruitment of State Civil Apparatus so far, especially State Civil Apparatus,
has not allowed the country's best talents to join and be immediately prepared athe lower
middle-upper manager leveln fact, the MT practice carried out with of course the right
assessment and learning model can make this a great potential for the government to attract
the best talent in this country. In addition, learning models such as thparenting prograntan
also be an exanple in terms of nurturing the best talents.

Third, there is a need for a clear goal or goal for the government to be able to manage
its ASN in a more comprehensive and directed manner. In the example of Bank BCA, they
carry out habitual behavior by familiarizing individuals and even organizations to be able to
continue to achieve the targets set by Bank BCA itself. This means that it is clear what their
targets are in terms of work. That reflection may be a bit difficult for us to get in the ASN
world. Nationally, what exactly is the purpose of ASN in working? The answer to this
guestion will vary greatly. Technically and in reality ASN works for the state to run the
bureaucracy, which of course is adjusted to national goals in this case the National Medium
Term Development Plan or RPIJMN/RPJP. CorpU needs to capture this as a big goal, so that
all competency development activities will later lead to the RPIMN/RPJP or national goals.
These three breakthroughs can then change the current landscape of State GhApparatus
competency development, as well as solve problems that were previously partial and not
integrated. Now, the development of ASN competency is no longer a matter of developing

individual competencies, but also to achieve the goals of the organation itself. CorpU for
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the development of State Civil Apparatus competency should adopt several examples of the
results of comparisons and previous studies so that the implementation is more
comprehensive and becomes a solution that is able to have a reahpact. In terms of
government regulations and policies, it is actually possible to implement CorpU. For example
from the ASN Law No. 5 of 2014 which has given a mandate and space for competency
development. Therefore, it is only natural that CorpU can bea breakthrough and can be
implemented in the public sector.

Corporate University Learning Strategy in State Civil Apparatus Competency
Development

It is not easy and not a trivial job to be able to improve aspects of ASN competency
development in Indonesia. A comprehensive and continuous breakthrough or innovation
from the government is needed in a mature corpu design. CorpU development itself can
actually be categorized into three types, hamely as an organizational structure, philosophy,
and approach (Raémakers, 2018). CorpU as an organizational structure will be less relevant
to the president's spirit to be able to streamline the organization and make the bureaucracy
more effective. Moreover, coupled with the conditions of the era of disruption, the focus of
the budget will be more heavily on the development of technology and health in the context
of a pandemic. Meanwhile, it is very unfortunate if CorpU is only a philosophical debate, and
cannot become a practice. The government's logical answer shouldefto make this CorpU
an approach for institutions that provide training and competency development.

As an integrated learning approach, context (a). continuous learningcontinuous
learning)(b). talent management, and (cgoal based(goatdriven)requires the alignment or
integration of learning in order to achieve a larger goal. Of course, simply CorpU can support
the goals of an organization. Meanwhile, in a larger context, namely national, for example,
CorpU must be able to translate the president'svision and mission contained in the RPJMN.
What kind of competency development context can then support the achievement of these
national goals. The key word is in the integration, that efforts to provide continuous learning,
manage talent, and have cleagoals are the true spirit of CorpU.

Furthermore, this approach is not only the realm of academic study. The government,
in this context the National Institute of Public Administration (LAN RI) can take a role in

implementing the CorpU approach. As we all kow that LAN RI has the task of developing
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State Civil Apparatus competencies with upto-date training models. Therefore, it is time to
integrate, from training to knowledge management into a policy.

This becomes very important so that competency developrant is no longer stagnate
and is only a "formality”. On the contrary, it is aimed to give guide from ideal to technical
aspects. The writing of Wang et al. (2010), for example, have provided an overview of the
CorpU development model for government agencies that can be used as BAN Rlreference

as well in policy making
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Figure 2.Corporate Universitfpevelopment Model
Source: processed bytheauhor of T A FunCWS TonWdn Modtel alf of

Based on this model, CorpU is actually the core to achve ASN competency
development and organizational culture change in the end. However, before that, there
needs to be arrangements regarding ASN career development and knowledge management.
The condition of the era of disruption could actually be a blessingn disguise for the
government because like it or not, the public sector is forced to adopt new technologies and
perspectives as a logical implication. Therefore, career development and knowledge
management should be able to make more use of thislessing. Technology adoption is a
must, especially since CorpU's passion forontinuous learningalent management, and goal
drivencan be aligned with this.

A study from The Center for State Civil Apparatus Competency Development

Management Innovation (Pimbargkom ASN), for example, illustrates that there are seven
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State Civil Apparatus CorpU models, one of which is th&lorthern Orient Line$NOL) model.
The ZERO model illustrates that CorpUis like a building consisting of a foundation, pillars,
and a roof. In the foundation section, it is necessary to adjust that the knowledge which is the
core of competency development needs to be mastered by all employees. Meanwhile, the
pillars are suppating knowledge coordinated by executive knowledge in managing it

In addition, what is not less important is the implementation of this CorpUdown to
the lowest layer. The ZERO model can enrich our perspective on CorpU, which must be
strongly structured like a solid building. Of course, we don't expect CorpU's policy to only
dwell at the central level or at the top. However, broad involvement d government agencies
across Indonesia is required in implementing this approach. Even this perspective of CorpU
can target State Civil Apparatus individuals to develop their competency independently.
Accommodation and responsibilities of government and agncies will actually be clearer to
be able to provide opportunities for each individual to gain knowledge that is in accordance
with the goals of the organization. So that CorpU's policy can become a relevant approach in
every era.
CLOSING

Competency development in the era of disruption can indeed be seen as two sides of a
coin. The dynamics of this strategic environment, on the one hand, can become an obstacle,
while on the other hand it can become a whip. The implementation of CorpU in the context
of developing State Civil Apparatus competency seems to be a breakthrough to answer both
sides of the coin. CorpU is expected to be able to answer obstacles in competency
development, such as the low level of professionalism of State Civil Apparatus due to
inadequate training or low level of innovation because State Civil Apparatus competency
often stutters to face the new era. CorpU is also a whip that accelerates the development of
this competency with an integrative approach and has a clear goal.

Examples of caruption cases in the Ministry of Finance, PLN, and Bank BCA, for
example, further enrich the perspectives related to corruption that can be applied to become
national policies. The Ministry of Finance, for example, applies CorpU in its agencies with the
70:20:10 method which later becomes the standard in the training and competency
development process. In addition, the use of technology also supports sustainable learning.

Meanwhile, PT PLN sees that CorpU needs a talent management by screening its best
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talents to be developed using a parenting model, thus ensuring that the best talents can
receive learning according to the needs of the organization. Bank BCA from the private
sector interprets CorpU as a means of whipping up its employees to achieve their g¢s. In
addition, the award becomes an important factor when the goal can be achieved.

The three contexts of this case example are (a). continuous learnin¢continuous
learning),(b). talent management, and (c). based on goalgoal- driven)which can then be
concluded that CorpU can have many perspectives and approach models. Thus, the public
sector and government need to contextualize it in accordance with publig¢national). A policy
on CorpU is absolutely necessary to be able to adapt the model and iistegrative nature.
The management ofState Civil Apparatus in this era of disruption can even be carried out
to the lowest level, namely individuals and can get competency development which is then
in accordance with national goals. The policy in implemating the integrated CorpU is what
later becomes a solution approach in providing a breakthrough for the development o$tate

Civil Apparatus competency.
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SUMMARY

The development of the competency of the State Civil Apparatus has become a concern for policy holders in
government institutions in line with the issuance of Law No. 5 of 2014 concerning State Civil Apparatus.
Welcoming the era of the industrial revolution 4.0, everyState Civil Apparatusis required to have competency
standards that are adaptive to change. One of the efforts to overcome employee competency gaps can be
achieved by implementing the Corporate University model in government organizations. Thee are four stages
of the framework that can be carried out in order to build a Corporate University in government organizations,
namely: (1) Determining the Main Objectives of the Corporate University Program; (2) Develop Knowledge
and Skills Transfer Methodology; (3) Launching and Activating Corporate University; (4) Analyze changes on
an ongoing basis. Corporate University in the context of developing State Civil Apparatus competencies should
ideally be proactive, strategic, aiming to gain institutionalbenefits, integrated with the agency's core business,
and consider learning activities as a continuous process.

Keywords: Corporate University, state civil apparatus, competency development, industrial revolution 4.0.

Introduction

The development of the competency of the State Civil Apparatus is a concern for
policy holders in government institutions along with the issuance of Law No. 5 of 2014
concerning the State Civil Apparatus in fulfilling the ideals of a world class bureaucracy.
Ideally, each agency has a standard of position competency as a reference for developing
ASN competency. However, only a small number of government agencies have developed
competency standards for positions, even though these still do not fully cover techrmal,
managerial and sociecultural competency standards.

Competency standards are a basic reference for minimum competencies that must
be possessed by every State Civil Apparatus, because public services are currently required
to be more agile, adaptablen fulfilling their duties, as a consequence of the development of
information technology, where the world is currently facing digital innovation and the
challenges of globalization. Therefore State Civil Apparatus must also improve their skills
and compdencies to adapt to this changing trend. The problem is that the current

bureaucratic structure is still found to be gaps in the development ofState Civil Apparatus
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competencies, in addition, efficiency as a consequence of the implementation of informain
systems, creates a level of attrition (permanent employee dismissal) that cannot be avoided.

The same thing also happens to private organizations, where increasingly fierce
market competition requires them to innovate in order to survive against the chdlenges of
the times. One of the efforts that can be done is to provide training to talented employees in
order to improve their competency and retain them, in order to build competency through
training patterns that are more relevant and in line with the company's business strategy.
The learning system and employee competency development are generally designed in an
integrated manner and integrated with the organization's business strategy, where each
type of training activity is consolidated, aligned andconfigured to suit the business strategy
and integrated with other company functions.

Every public or private organization should view training activities as an investment
and not just an expense. This is in line with the results of the American Societyrf@raining
and Development report in 2003, which stated that private organizations in the United
States spend an average of USD 126 billion annually on employee training. In another survey
included in Great Place to Work, it was reported that employee traning and development
were the main focus of the top 100 companies that participated in the survey. The survey
al so predicts that by 2015 organizations wit/
more profits than competitors, because they have buil a learning culture and keep their
employees updated and skilled (llyas, 2017).

Currently, many of the world's large private organizations are adopting the
Corporate University (CU) model as an innovation in meeting the training needs of their
employees.For example General Motors (GM), General Electric (GE), McDonalds, and so on.
The Corporate University model can further add business value in terms of revenue and
profit, increase customer visits, increase employee productivity, reduce costs and retain
talent. The adoption of private organizational innovations in building employee
competencies in the face of information technology developments and globalization with
the Corporate University model is certainly interesting to study in the context of developing
State Civil Apparatus competencies. So this study seeks to explain how Corporate
University can be adopted in developingState Civil Apparatus competencies, especially in

the era of the industrial revolution 4.0.
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CORPORATE UNIVERSITYDEVELOPMENT

Several studies to see the opportunities for implementing the Corporate University
model, including exploratory-descriptive surveys through literature review studies and from
electronic databases conducted by Fresina et al., in 2010. Developmérmf a new model of
Corporate University in Network (CUN) in explaining the demands of companies and
organizations public or private, about the expectations and needs of various stakeholders.
This paper concludes that the Corporate University guidelines sbuld be configured as a
collective learning environment that is oriented towards the demands of the organizations
and stakeholders that make up its ecosystem. Corporate University should be implemented
with knowledge management principles and focus on deveping human and social
resources through education, training, corporate education and network learning.
Furthermore, the implementation of Corporate University should be aimed at all different
interests in the success of the organization's strategy, whetlkr external or internal,
operational, managerial or strategic (Garzon Castrillon, 2019).

The development of the Corporate University model takes place gradually in various
diverse organizational cultures. The training model in organizations has generally den
redefined and restructured as an organizational learning model. Previously, the concept of
staffing capacity development was often thought of only as an administrative function or a
set of instruments needed to ensure that employees have the necessarskills to carry out
the assigned work, but over time, employee capacity development has turned into a kind of
organizational learning model.

Musielak (2019) stated that there are several differences between the traditional
education model and the CorporateUniversity model. Traditional education models tend to
be reactive, tactical, aimed at individual development, tend to be static where training is
often seen as a mere event. In contrast to the Corporate University model, which is
proactive, strategic, ams to gain institutional benefits, is integrated with business strategy,
and considers learning activities as a continuous process. This certainly has conformity with
the historical concept of Corporate University which was born from a dialectical processof

traditional education models as illustrated in the following scheme:
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Model 1
Traditional education model

Model 3
‘ f Corporate University Model
Modei 2
Traditional organization
mode, Training & U
Development

Figure 1: The emergence of the Corporate University model

Source: (Garzon Castrillon, 2019)

In a period of more than a decade, each person and organization may have different
definitions and meanings related to the Corporate University model. This can be described
in a simple table from the Corporate University as follows:

Table 1. Definition of Corporate University

Year Description Writer

2008 Sycheva (2008)
Educational institutions that innovative with a business

model that integrates staff development with corporate
development, organizational learning and corporate

strategic development

2012 Rubio (2012)
The tool for the implementation of the company's strategy

and its basic goal is the improvement of performance, bot
the company as a whole and its business area, as well as th

who collaborate on achievements goal
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201 varsi Vi tal
01> The goals of a Corporate University can be summed up veseta
(2015)

three areas: development leaders for the future; contribution
to development, integration and support for strategy

implementation organization

2016 Main function of Corporate University is training| Lytovchenko
employees from various level management knowledge| (2016 p.41)
formation shared corporate values, cultura

development enterprise, innovation promotion

2018 Barrow
Aimed at the development of new business activitie (2018)

and creation of new structures and organizational

relationships

Source: (Garzon Castrillon, 2019)

By looking at the terminology of Corporate University in the table above, there are
several key words, namely: strategy; organizational learning; to improveperformance and
management of human talent. From this definition, the use of the term university is only used
more because of the symbolic quality of an organization's learning, not imitating the practice
of universities in general. It can also be said thaCorporate University is different from the
training department because it reports directly to the Top Management, not to the Human
Resources Manager (HR). Aims to be a critical tool in educating employees to achieve
personal and corporate growth goals pofessionally, both formally and informally in a
positive and conducive organizational climate.

The main key of the Corporate University is the focus on meeting organizational goals
and priorities and development based on the satisfaction of individual need, by integrating

the development of employees as individuals, as a team and as an organization through
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building high-performance teams. This confirms that Corporate University is not a physical
entity but as a concept of organized learning through work eperience, as illustrated in

Figure 2 as follows :

Manajemen Manusia
Teknologi  dabbm  Manajemen Pembelyaran  berdasarkan
proses dan prosadur
- 1 peny n g bakat
® generas tarban
. Perencanaan kans
- Keterampdan kena
Evaluas: inera
Manajemen pengetahuan dan
Pembelajaran Organisasi Alamat
;_ E 1 Komitmen manajemen saniar
. Jarngan dan aftact (koneksi
3 dan etruktur pendidican luas)
i 3 Pengembangan manajesial
5,

Figure 2. Corporate University Model
Source: Produced by Garzon (2018) from various

source (Garzon Castrillon, 2019)

Garzon Castrillon (2019) explains the Corporate University model, which emphasizes
that Corporate University must face a new mission; such as program elaboration with
internal clients, individual and team mentoring, project advice and coaching and change
mentoring, or also innovation management processes with clients. The proposed Corporate
University model shows the relationship between four key processes of Corporate
University, management and senior management commitment; knowledge management
and organizational learning; human management; and knowledge management
technologies, well descrbe the means of exchange of learning that exist between core
processes and which help explain action in terms of its contribution to organizational
learning.

With this important role, the institutionalization of Corporate University becomes
important in private and public organizations. In the public dimension, Corporate University

accelerates individual development, aligned with the organization in a higkperformance
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team to achieve organizational goals, namely higiperformance public services for the
greatest benefit of the people. In the private dimension, the achievement of organizational
goals is to achieve maximum profit by developing a Corporate University.
Industrial Revolution 4.0

Technological advances enables automation in almost all fields. Newethnologies
and approaches that combine the physical, digital, and biological worlds will fundamentally
change the pattern of human life and interaction (Tjandrawinata, 2016). Industry 4.0 as a
phase of the technological revolution changes the way human divities are carried out in
scale, scope, complexity, and transformation from previous life experiences. Humans will
even live in global uncertainty, therefore humans must have the ability to predict a very fast
changing future.
The state must be able to espond to these changes in an integrated and comprehensive
manner, involving all global political stakeholders, from the public sector, private sector,
academia, to civil society so that the challenges of industry 4.0 can be managed into

opportunities.

Table 2. Factors, Design and Challenges of the Industrial Revolution 4.0

Irianto (2017) | Lee et al (2013) Lifter & Tschiener Irianto (2017)
(2013)
Industrial Data volume|interconnection  via[Ecosystem innovation
Readiness computing  power,(internet of Things and
connectivity Internet of People
Trusted Business analyticsinformation Competitive industry
Workface capabilities andtransparency base
intelligence
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Ease of socigNew interaction of[Technical assistanc¢{nvestin technology
cultural machine and humarfor decision making
arrangements performing  various
tasks /and visual an

physical assistance

Diversification [Transfer instruction ASI decentralizedMSME integration and

X decision

and creation

Employment (digital to the|(the ability of virtual [Entrepreneurship
and industrial |physical world suchphysical systems fo
opportunities  |as robotics and 3Ddecision making ang

printing task effectiveness)

Source : (Sartika, 2020)

The table above informs that the industrial revolution 4.0 as a manifestation of the
development of science andechnology, will be able to have a major impact on the changing
environment social development in society, this change will certainly have an impact on
governance. The government must be able to compensate for these changes by participating
in internal improvements as an adaptive step to changes in their social environment.

The ideal hope, of course, is how to shape the quality &tate Civil Apparatus who
have competencies that are able to adapt to changes and fulfill the ideals of a world class
bureaucracy. Each agency is expected to have a standard of position competency as a
reference for developing State Civil Apparatus competency, so that it has a clear orientation
regarding what efforts must be made to overcome competency gaps that occur in individal
State Civil Apparatusin each work unit of government organizations.

The era of the Industrial Revolution 4.0 marked a major change in the way human
activities were carried out from previous life experiences. Global uncertainty requires
everyone to be ale to predict a future that is changing very fast. Likewise, state governance
is also required to be able to respond to these changes by involving all surrounding
stakeholders, ranging from the public sector, private sector, academia, to civil society. Eh

challenges of the industrial revolution 4.0 can certainly be managed into opportunities, in
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realizing bureaucratic governance accompanied by the development of adequate
competencies to achieve the goals of the world class bureaucracy.

The use of informaiton technology in every activity of people's lives is unavoidable,
almost every community activity is in direct contact with information technology, as a
consequence of the industrial revolution 4.0. improvement of public services from
information technolo gy-based government organizations must be followed by the ability of
the apparatus as the operator of the application, so that increasing the competency of the
apparatus is important to continue to be improved in line with the changes and needs of the
times.

In the era of disruption where there are very dynamic changes in the structure and
culture of society, the adaptability of an organization is a very important action. There are
many large private organizations that have been forced to collapse and clogéeir factories
simply because they are unable to adapt their corporate culture to the changes that occur,
as has happened with big companies such as Nokia, Motorola, Kodak and others, which were
forced to stop production due to changes in product marketirends.

The development of the industrial revolution requires organizations to transform
into an ideal form, assessing the strengths and weaknesses of the organization to realize
public services prime one. Technological innovation plays an important roleniorganizational
performance (Dewi Sartika, 2015) as well as the disruption phenomenon from the Industrial
revolution 4.0 which led to a technological revolution that fundamentally changed the way
of life, work and organizational relations (Cahyono, 2018)which required government
organizations to transform to responsive to change. Digitalization of technology on the
leadership dashboard for supervision from the planning stage to reporting, selfiriving, self-
power, creativity and innovation, good teamworkpromote collaboration and synergy
PRESENT CONDITION

The results of the assessment carried out by the State Civil Service Agency (BKN) in
2020 on a number of Pratama High Executive Officers (JPT Pratama) (228 people) and
Administrative Officers (707 people) in Indonesia showed somewhat worrying results. This

fact needs serious attention because JPT Pratama plays a strategic role in its agency.
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Thus, policy implementation of competency development is really urgent and must
be an important agenda for the central agencies and local governments. The competency
development policy mandated by the State Civil Apparatus Law on the one hand is an
opportunity to improve the competency of State Civil Apparatus which is expected to be
correlated with improving organizational performance (Syafig, Putra, & Nugroho, 2018). The
development of science and technology is getting better and needs to be anticipated
properly, so that it does not have a negative impact on the institution. Routine activities can
cause boredom for employees. Therefore, there needs to be a solution to overcome this,

namely by identifying through an analysis of training needs.
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The era of 2013 is still a rulebased bureaucracy or personnel administration, in 2018
it is hoped that it will become a performancebased bureaucracy or HR management and
finally in the era of 2025 it will become a worldclass bureaucracy based on the development
of human potential (dynamic governance). ) namely clean, competent and serving
bureaucracy. The quaity of the state civil apparatus State Civil Apparatus) is still far from
what is expected due to the lack of expertise possessed and the very low motivation &tate
Civil Apparatus in serving the community. 64% of the 4,475 millionState Civil Apparatus of
whom only have administrative abilities, even at the last State Civil Apparatus appointment,
almost 58% came from honorary staff, which means that no competency test was taken
(Dewi Sartika & Kusumaningrum, 2018; Anggoro, 2017). The low competency fo
government officials, especially government officials, is strongly influenced by the
recruitment system which is dominated by the central government and the limited local
government budget. All this leads to some drawbacks on both sides. For the commupgitthey
will get less quality service, for the government cannot carry out the people's mandate
optimally.

BUILDING A CORPORATE UNIVERS'Y IN GOVERNMENT ORGANIZATIONS

One of the efforts to develop apparatus competency can be done by buildingtate
Civil Apparatus Corporate University. Unfortunately, most of the Human Resources
Education and Training Centers (Pusdiklat SDM) often still maintain the classic learning
method or the face-to-face method. This activity model is often not able to cover all
employees, considering the class capacity is not proportional to the number of training
participants who will be educated and trained. This has an impact on the learning process
cannot be accessed by every employee. Increasing the competency of the organizational
apparatus should be consistently taught and accessed by all employees.

One of the efforts to overcome the employee competency gap is to apply the
Corporate University model. This concept is a strategic umbrella for developing and
educating employees and dIstakeholders of the organization to achieve its goals. Corporate
University is more like an internal unit that focuses on training, a hierarchybased evaluation
system that is integrated with predetermined indicators. Corporate universities also
provide a formal structure to provide effective learning and development sustainably and

integratedly.
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The adoption of new innovations into an organizational culture is not an easy task, a
systematic, measurable and sustainable effort is needed to ensure the addipn of these
innovations is internalized in the organizational culture and becomes an integral part of the
local work culture. Likewise, with the implementation and development of Corporate
University within government organizations, a stage is needed thaican make the concept
internalized and integrated into the work culture of government organizations.

There are four stages of the framework that can be carried out in order to build a
Corporate University (Musielak, 2019). This concept can be adopted andanodified into
government organizations, with reference to the following stages:

1. Determining the Main Objectives of the Corporate University Program

The first step in this stage is to determine the main objectives of the Corporate
University program. This stage is the most important step in the process of establishing a
Corporate University because it is related to how to build the foundation of the program,
namely by building a common paradigm of thinking from all components in the organization.

At this stage, the organization must carry out an internal assessment and analysis in
determining the position and goals to be achieved, regarding the type of Corporate
University that needs to be developed, there are at least three types of Corporate University
orientation models, namely:

Prototype I: Strengthening and Maintaining Culture

In this type, the Corporate University is formed in order to strengthen the valuesand
mission of the organization. The organizational culture that has been built isonsidered to
have good and positive goals in supporting the goals and mission of the organization, so that
what needs to be done is to maintain and strengthen the internal work culture.

- Prototype Il: Managing Change

When organizational culture is considered no longer able to respond to the demands
and dynamics of changing times, efforts to change organizational culture that are more
adaptable are needed. In this typology, Corporate University is emphasized to be able to
make a change in organizational culire that is able to answer contemporary problems.

- Prototype Ill: Forming an Organization

Every organization needs to be encouraged to form a core culture which is a

fundamental value in organizational culture. In this type, the Corporate University aims to
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encourage all organizational stakeholders to play an active role in controlling the
organization's strategic goals. Corporate University can be a vehicle for different groups,
such as leaders and subordinates to be able to think about the organization fra various
strategic perspectives, where this step is taken to empower each individual with the skills
needed to run the organization into the future.

2. Developing Knowledge and Skills Transfer Methodology

Organizations need to consider carefully in selecing and determining the best
methodology to use for sharing knowledge and skills. In learning strategies there are many
different ways and methods of disseminating knowledge, and everyone has different
interests and responses in receiving the information.

The Corporate University curriculum can be adapted to the conditions and situations
of employees as learners in the organization, both from the point of view of responsibility,
access to information technology, the amount of time spent in the classroom, dn a virtual
workspace, it is important to consider the audience and the material to be delivered. before
deciding on the most effective learning methodology to deliver.

Strebel and Keys (Deusto, Deusto, Review, & Review, 2013) developed the Corporate
University model with a management development methodology that focuses on
intellectual, emotional, and experiential. Other experts in adult learning theory (andragogy),
such as Knowles (1989), have focused more on how to learn based on experience (learning
by-doing). Knowles stated that experiential learning should comprise 70% of managerial
training and development. This is because adults generally learn differently from one
another. The way they think, make decisions, and acquire new knowledge and skills is
influenced by genetics and previous experience. Therefore, efforts must be made so that all
learners can find the most suitable way to acquire new knowledge or develop their skills.

In addition, the development of information technology has certainly becane a work
demand as well as an important instrument platform in packaging information media in
transferring knowledge and skills to every employee. Currently, we can probably assume
that almost every employee is familiar with the use of smartphones, with anumber of
applications in it such as the Google search engine, Youtube video sharing media, and the
like. So that optimizing the role of information systems and information technology in

supporting the implementation of Corporate University is important t o consider.
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3. Launching and Activating Corporate University

The initial launch of a Corporate University program is an opportunity to create a first
impression. As in launching a new product or a service product, an effective initial marketing
strategy will be the main factor to achieve successful market penetration and broad public
acceptance.

The launch and activation of the Corporate University program is also a momentum to start
a new change or milestone of a redefinition ofatganization's mission, this is important in order
to build internal commitment as a stage when the implementation of a new culture for their
organization begins, as well as being a benchmark later in assessing success rate through evaluation
of future or@nizational performance.

4. Analyzing change on an ongoing basis

As with program implementation in general, it is necessary to carry out a series of
analysis and evaluation efforts on changes that occur in an organization so that the program
can run in a sistainable manner. The Corporate University curriculum must be designed so
that it can adapt well to changes, the system must be ready to make changes when there is
information or a new concept that is better than the previous concept used by the
organization.

Corporate University Evaluation Model in Government Organizations

Corporate University was originally established to meet business needs in employee
training and development. Corporate University activities generally influence corporate
strategy and develop corporate values and organizational culture. Currently, many
corporate universities are opting for a hybrid model (combining faceto-face training with
online training), with a lot of emphasis on orthe-job training, as well as more experiential
based training (learning by doing).

There are several models/types in tle development of Corporate University. As
explained earlier, the difference between these models lies in the internalization of the
Corporate University function. So that the Corporate University evaluation model in
government organizations basically has o difference with private organizations, where the
measurement of the impact and performance of Corporate University can use Key

Performance Indicators (KPI), as stated in the organization's strategic plan.
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In addition, Corporate University has an important role in implementing
organizational work culture, spreading organizational values, and developing internal
leadership models. Indicators can be measured regularly through assessments and surveys
that link the efforts of the Corporate University with the commitment of
employees/employees to their professional development. These indicators will identify the
gaps that exist between the current culture, values, or leadership competencies and the
desired conditions.

Another way to measure the impact of training is through the development of action
learning projects. This model is similar to the implementation of change projectspfopen in
the State Civil Apparatus leadership training model. This training is sponsored by the
employees' direct supervisors and the result is presented to a committee consisting of
coaches and organizational leaders to assess whether the action project can be realistically
implemented, and is able to answer the problems encountered in the work location, and how
it impacts on organizaional performance. In addition, to measure the impact of Corporate
University, it can be done through audits that identify the expectations of participants and
companies and monitor activities, instructors, content, and course logistics in real time

during the implementation of the program.

CLOSING

Corporate University is basically one of the model instruments in managing the gap
in human resource competency in the organizational environment, which is performed by
optimizing the components of the organiztion's internal resources to synergize in achieve
organizational goals. There are four stages of the framework for establishing a Corporate
University in government organizations including; (1). Determining the Main Objectives of
the Corporate University Program; (2). Developing Knowledge and Skills Transfer
Methodology; (3). Launching and Activation of Corporate University; and (4). Analyzing
change on an ongoing basis.
The key element of the success of Corporate University is the togetherness of each eteent
of the organization to develop themselves and the organization towards the predetermined
goals simultaneously and sustainably, particularly in the very dynamic era of the industrial

revolution 4.0.

107




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

BIBLIOGRAPHY

Anggoro, B. (2017). Kualas ASN Masih Rndah. Retrieved June 15, 2021, from
https:// mediaindonesia.com/ politik-dan- hukum/96192/kualitas -asn-masih-rendah

Badan KepegawaiarNegara (BKN). (2019). Hasil Assesment Center.

Cahyono, E. (2018). Revolusi Industri 4.0 dan Transformasi Organisasi Pemerintah. Retrieved April
10, 2019, from Sekretaris Kabinet RI website: https://setkab.go.id/revolusiindustri -4-0-dan-
transformasi-organisasipemerintah/

Deusto, H., Deusto, H., Review, Bdan Review, B. (2013)Harvard Deusto Business Review. 6267.
Garzon Castrillon, M. A. (2019). Proposednodel of corporate University. Vision de Futuro, (23, No 1
(Enero-Junio)),24-41. https://doi.org/10.36995/j.visiondefuturo. 2019.23.01.0 06.en

llyas, M. (2017). Making of a CorporateUniversity Model: Transition from Traditional Training to
Learning Management System. Journal of Education and Practg 8(15), 8590. Retrieved from
https://search.proquest.com/docview/ 1913347770?accountid= 10382%0Ahttps://eric.ed.gov/?id
=EJ1143877

Musielak, L. (2019). Corporate Universities - Strategic Organizational Learning Corporate
Universities: Strategic Organizational Learning Inspirant Group | Consulthg Redefined. (May 2019),
0-26. https:// doi.org/10.13140/RG.2.2.15581.56807

Sartika, D. (2020). Decentralization and regional autonomy in the industrial revolution 4.0 era.
PROCEEDING MICEB (Mulawarman ..., 83-95. Retrieved from
http://journal.feb.unmul.ac.id/index.php/MICEBProce eding/article/view/7097

Sartika, D. (2015). Inovasi Organisasi Dan Kinerja Organisasi: Studi Kasus Pada Pusat Kajian Dan
Pendidikan Dan Pelatihan Aparatur Ill Lembaga Administrasi Negara. Jurnal Borneodministrator,
11(2), 129-151. Retrieved from https://media.neliti.com/media /publications/52293 -
ID- inovasi-organisastdan-kinerja-organisas. f

Sartika, D., dan Kusumaningrum, M. (2018). Pengembangan Kompetensi Aparatur Sipil Negara di
Lingkungan Pemerintah Provinsi Kalimantan Timu. Jurnal Borneo Administrator, 13(2), 131-150.
https://doi. org/10.24258/jba.v13i2.310

Syalfig, M., Putra, R. D., & Nugroho, T. D. (2018). Reformasi Kebijakan Pengembangan Kompetensi
PNS Pasca Lahirnya Undang/ndang Nomor 5 Tahun 2014 Tentang Aparatur Sipil Negara.
Reconstructing Public Administration Reform To Build World Class Government, 108.

Tjandrawinata, R. R. (2016). Industri 4.0 : revolusi industri abad ini dan pengaruhnya pada bidang
kesehatan dan bioteknologi.https://doi.org/10.5281/zenod0.49404

108



https://mediaindonesia.com/politik-dan-hukum/96192/kualitas-asn-masih-rendah
https://setkab.go.id/revolusi-industri-4-0-dan-transformasi-organisasi-pemerintah/
https://setkab.go.id/revolusi-industri-4-0-dan-transformasi-organisasi-pemerintah/
https://doi.org/10.36995/j.visiondefuturo.2019.23.01.0
https://search.proquest.com/docview/1913347770?ac
https://doi.org/10.13140/RG.2.2.15581.56807
http://journal.feb.unmul.ac.id/index.php/MICEBProce
https://media.neliti.com/media/publications/52293-ID-inovasi-organisasi-dan-kinerja-organisas.pdf
https://media.neliti.com/media/publications/52293-ID-inovasi-organisasi-dan-kinerja-organisas.pdf
https://doi.org/10.24258/jba.v13i2.310
https://doi.org/10.5281/zenodo.49404

Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

The Implementation of 70: 20: 10 in Development
Competency of State Civil Apparatus in
Industrial Revolution 4.0 Era: A Theoretical Overview and Practical
Yuyu Yuningsih
The Center for Training and Development and State Civil Apparatus Competency
Mapping (PUSLATBANG PKASN)
yuyu.yuningsih3i0@gmail.com

SUMMARY

Government Regulation No. 11 Year 2017 mandates that every State Civil Apparatus (PNS) is entitled to
competency development of at least 20 hours of lessons per year. The strategy for implementing the 70: 20:10
learning method in developing ASN competencie needs to be continuously developed to fulfill this mandate
and a learning organization needs to be established to improve organizational performance. The 70:20:10
model is a learning model that combines 70% of learning activities centered on experientidéarning, 20% of
learning activities focusing on social learning, and 10% of learning activities centered on formal learning. This
research is a qualitativedescriptive research that aims to find out about what and how to apply 70: 20: 10 in
developing State Civil Apparatus competencies. The data used is secondary data from scientific journals,
reports, books and other libraries. The findings revealed that the 70: 20: 10 method had been partially
implemented by several government agencies. It is expectedrdm the organization management to develop
programs and/or activities for developing State Civil Apparatus competency integratedly using the 70: 20: 10
model. This model is expected to be a lever for employee performance and overall organizational performae.
These activities include special assignments in the field of ICT, innovation, and others; involvement in the
community, both formal and informal and participation in various forms of training both online and offline.

Keywords: Competency Development,Method 70:20: 10, ASN Training

INTRODUCTION

State Civil Apparatus profession comprises of State Civil Apparatus (PNS) and
Government Employees with Work Agreements (PPPK) who work in government agencies.
The development of State Civil Apparatuscompetency is regulated by the Law No. 5 Year
2014 concerning State Civil Apparatus elaborated more in the Regulation of the Minister for
Empowerment of State Apparatus and Bureaucratic Reform (PermenpanRB) No. 17 Year
2020 on Amendments to the Minister for Empowerment of State Apparatus and

Bureaucratic Reform (PermenpanRB) No. 11 Year 2017 concerning the Management of

109



mailto:yuyu.yuningsih3i0@gmail.com

Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

State Civil Apparatus. Later the regulation is cleared up in the National Institute of Public
Administration Regulation No. 10 Year 2018 cacerning Development of State Civil
Apparatus Competency. One of the mandates in this regulation is that every State Civil
Apparatus is entitled to competency development of a minimum of 20 (twenty) hours of
lessons per year.

In general, competency is defied as a combination of skill, knowledge and attitude
possessed by an individual in carrying out the tasks emphasized to him in the organization.
Competency is also defined as the individual's ability to do various tasks and show their work
results according to standards and satisfactorily based on clear tasks and criteria
(Abdussamad, 2017; Anwaruddin, 2006; Arets, 2017; Day, 2017; Efendi, 2015; Faisal et al. .,
2020; Fathurrochman, 2017; Gardiner & Riecmann, 2015; Kusmiati & Rahadi, 2020).

Competency devdopment is one of the efforts to improve technical, theoretical,
conceptual and moral abilities of employees through increasing knowledge, skills and
behavioral attitudes in dealing with work dynamics according to needs (Faisal et al., 2020;
Momor et al.,2020). One form of competency development is education and trainingdiklat).
Diklat contributes to increasing productivity, effectiveness and efficiency as well as
organizational performance (Arets, 2017; Fathurrochman, 2017; Momor et al., 2020).

However, according to Arets (2017), the connection between competency and
organizational development is currently weak, if not nonexistent.The competency model is
not as effective as is generally assumed and is very weak in predicting organizational
performance. Competency measurement is ambiguous and problematic, and competency
models are typically managed by HR divisiomather than management, requiring each
employee to try to understand and apply the competency dictionary to the task at hand,
which not all employees are capable of doing. The 70: 20: 10 model is here as a solution in
overcoming this.

The 70: 20: 10 model is a learning model that combines 70% of learning activities
centered on experiential learning and is carried out in an integrated manner with gpport in
the workplace; 20% of learning activities are centered on social learning and learning
through relationships with others, especially with direct supervisors; and 10% of learning
activities centered on structured or formal learning (Arets et al.,2016; Johnson et al., 2018;

Rabin, 2014; Stef Scott & Ferguson, 2014; Suharso, 2020). According Tmwards Maturityin
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Arets (2017), currently, formal learning - in this case training- is still the main activity in the
competency development process. Whié there are many formal learning solutions (10), this
approach is not intended to be a 70:20:10 model. Social learning (20) is designed to be a part
of formal learning (10+) in this case. Similarly, workplace tasks designed in formal learning,
such as obsevations, reflections, or experiments, are a 10+ approach because the design
adds practice.

This 70:20:10 model goes beyond the standard competency model because for
professionals, working and learning are naturally connected and they understand that
personal development is not limited to formal learning and they need to develop themselves
continuously throughout their careers to improve performance. By working, they also learn
to solve problems, collaborate, make continuous improvement, update, and so oalthough
this may be done unconsciously. Therefore, the 70:20:10 model is one method for building a
learning organization in order to improve organizational performance (Arets, 2017). This
study aims to describe what the 70:20:10 method is in competency deelopment and how to
apply it in organizations. Research data is obtained from secondary data that the authors get

from scientific journals, reports, books or other library materials.

PRESENT CONDIITION

As of December 2020, there were 4,168,118 State CitiApparatuses, with 2,176,588
women (52 percent) and 1,991,530 men (48 percent) spread across 958,919 people in
central government agencies and 3,209,199 people in local government agencies (77
percent ). In terms of age, the 5160 year old group currently leads with 1,578,138 people
(38 percent), followed by 41-50 year olds with 1,258,259 people (30 percent), 3140 year
olds with 1,005,922 people (24 percent), and those over 60 years old with 0.93 percent
(BKN, 2020).
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Figure 1. Distribution of State Civil Apparatus in Indonesia as of December 2020

Source: (BKN, 2020)

There are 775,424 State Civil Apparatuses with elementary- high school education
background (19 percent ), Diploma as many as 636,315 people (15 percent ) and bachelor
and master degreeas many as 2,756,379 people (66 percent ) withundergraduates
dominating with a total of 2,316,514 people. The diversity of State Civil Apparatuses profiles
in Indonesia certainly results in a diversity of competencies according to their respective
positions, where structural positions are filled by 456,372 people (11 perent ), functional
positions (teachers, lecturers, medical, technical) as many as 2,080,942 people (50 percent )
and executive positions as many as 1,630,804 (39 percent ). Each of these positions will
undoubtedly necessitate the development of different competencies, depending on the job

requirements, type of position, and, of course, the organization's needs.
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Figure 2. Educational background of State @il Apparatus in Indonesia perDecember 2020

Source: (BKN, 2020)
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In 2020, the number of PPPK(teachers, lecturers, health workers, and agricultural
extension workers) will be around 45,949, bringing the total number of civil state apparatus
to around 4,214,067 people (Idris, 2020). With the formation opening recruitment for CPNS
and PPPK as many 1,272,000 people in 2021, the number of civil state apparatus will
continue to grow (Kencana, 2021). Every year, every civil state apparatus is entitled to
competency development.

The number of State Civil Apparatus generation X, or the millennial genet#on,
between the ages of 21 and 40 years, continues to dominate with a total of approximately
2.8 million people in 2020, while the number of State Civil Apparatus generation Y, or the
millennial generation, between the ages of 21 and 40 years, reachedatal of approximately
1.3 million people. Millennials are thought to be an important part of the bureaucracy that
will face the challenges of the Industrial Revolution 4.0 era, despite being a minority.

According to Adi Suryanto, the Head of LAN RI, in Fiyani & Deviani (2019),
Indonesia's State Civil Apparatus has low competency, potential, work quality, and integrity,
and competency development programs are not in line with organizational needs and
national development goals. Similarly, there are age/gnerational differences that make it
difficult for the younger generation of State Civil Apparatus to break through in public
services with a limited number of State Civil Apparatus.

Cultural clashes between generations are possible because the millennigleneration
is typically very familiar with information and communication technology, everything is
instant, and they want convenience in their work. They are often bored with routine and
prefer to work behind the scenes. This is in contrast to Generation Xand the baby boomer
generation, who are less technologically savvy and more bureaucratically rigid (Mashuri &
Adam, 2019). This cultural clash, combined with the challenges of the fourth industrial
revolution, where the use of information and communication technology is increasing, will
have an impact on the organization's operations.

The development of State Civil Apparatus competency, although facing various
challenges, is something that must be done by every individual and organization. According
to Dr. Muhammad Taufiq, DEA as Deputy for State Civil Apparatus Competency
Development Policy of LAN RI in his presentation at the knowledge sharing about the Merit

System carried out by KASN on 19 May 2021, the challenges of competency development
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include (1).competency development is a formality to fulfill administrative requirements;
(2). competency development has not been considered as an investment requirement in the
field of human resources; (3). competency development has not been linked to the strategic
plan; (4). competency development has not been related to career patterns; and (5). budget
constraints. This challenge must be addressed by the management to achieve the goals and
objectives of competency development.

The current form of competency devebpment is divided into two, namely education
and/or training. The form of education is carried out by giving learning assignments to formal
education at the higher education level, while the form of training is carried out in the form
of classical trainingand non-classical training. The classical form of training is carried out
through activities that emphasize the faceto-face learning process in the classroom, which
is at least carried out through leadership structural training, managerial training, tecical
training, functional training and socio-cultural training, seminars/conferences/selections,
workshops or lokakarya courses, upgrading, technical guidance, information and knowledge
sharing (sosialisagiand/or other competency development method inthe forms of classical
training. Non-classical forms of training may be carried out through coaching, mentoring,-e
learning, distance training, temporary employee deployment to other agenciesdetasering,
outdoor learning (outbound), benchmarking, exchangs between State Civil Apparatus and
employees from private sector/Government-Owned Enterprises (BUMN)/ Local
Government-Owned Enterprises (BUMD), independent learning, learning communities,
workplace guidance, internships and other nonAclassical method (IAN RI, 2018).

The classical form of structural leadership training consists of Level | National
Leadership Training (PKN Tk. I), Level Il National Leadership Training (PKN Tk. II),
Administrator Leadership Training (PKA), Supervisor Leadership Training (PR), Basic
Training for State Civil Apparatus Candidate (Latsar CPNS) and Prservice Education and
Training for State Civil Apparatus Candidates of group I, group Il and/or group Il who are
appointed from honorary staff Category 1 and/or Category 2 Qiklat Prajab CPNJ This form
of training is organized by an accredited training institution and considered as a mandatory
training.

Each agency must plan nofmmandatory classical and noamandatory non-classical

training to develop employee competency. Since 200, during the COVID-19 pandemic,
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leadership training has been delivered using a combination of facéo-face/traditional
methods and online via the Zoom cloud meetings application as a virtual class with the same
curriculum. In accordance with The Nationallnstitute of Public Administration Regulation
No. 1 Year 2021, the implementation ofCPNS Latsas held with a blended learning pattern
which is divided into 3 (three) major stages, namely (1) the MOOC (Massive Open Online
Course) stage using the LMS (laening Management System) which was built by the National
Institute of Public Administration (LAN RI); (2). the distance learning stage through the zoom
cloud meetings application as a virtual class; and (3). the classical/fate-face stage directly
at each training institution.

The training implementation in the government environment described earlier has
adopted the characteristics of the 70: 20: 10 model of learning. This is observable from the
design of the training curriculum which includes formal (1), social (20) and experiential (70)
learning process. The example can be seen on the agenda IMGHNS LATSARhe habituation
agenda, where participants perform the process of actualizing the training substance that
has been learned in previous formal darning. This actualization process is carried out
through designing actualization ideas to be implemented in their respective workplaces as a
form of social and experiential learning. This is similar with leadership training in which the
trainees initiate an innovation to be implemented in each participant's home institution, or
known as change action and change project. Nevertheless, this does not fully meet all the
characteristics of the 70: 20: 10 learning model.

Arets et al., (2016) and Rabin (2014) stted that in the long term, structured or formal
learning activities (10) tend to have a smaller impact on performance than 70 and 20 learning
activities. The application of the 70: 20: 10 model will goes beyond the 10+ model because it
clearly states howto act to achieve results. This model enables a consistent relation with the
expected results, shows the business impact and strengthens the learning function in which
a shift in value from learning value to business value takes place. Therefore, the prefgion
of a 70: 20: 10 learning method adapted to organizational conditions is a primary thing to do
(Arets et al., 2016).

The industrial revolution 4.0 requires the government to change, especially in the
mastery and use of information and communication technology to perform their duties,

functions and roles. The Smart ASN concept launched by the government since 2019 is one
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of the strategies in dealing with this 4.0 industrial revolution era. The Smart ASN generation
is expected to have a profile and competency that could follow the changing demands.
Nevertheless, looking at the current circumstances of State Civil ApparatusSmart ASN
doesn't seem to come true easily. Optimizing the millennial generation in the bureaucracy
and implementing Corporate University is one way to realize this Smart ASN generation
(Faedlulloh et al., 2020).

Additionally, FaedIulloh et al., (2020) denonstrated that Corporate University is one
of the training models for the State Civil Apparatus competency development paradigm in
the disruptive era, where State Civil Apparatus is positioned as a lonterm investment in an
organization and knowledge maragement is the focal point for developing human resource
competencies in a bureaucratic environment. This 70:20:10 learning method is a
manifestation of the Corporate University in several Government-Owned Enterprise
(BUMN) organizations, including Garudalndonesia, PLN, Pertamina, Telkom, Mandiri, BNI,
BRI, Wijaya Karya, and Semen Indonesia.

Faedlulloh et al., (2020) revealed that until now corporate universities in government
agencies are still rarely applied. The government agency that initially establtsed this
corporate university was the Ministry of Finance (Kemenkeu) in 2018 which applied the 70:
20: 10 learning method for improving the effectiveness of training and human resource
development programs that are oriented towards expected behavior changdo have impact
on organizational performance. Other government agencies then also starts establishing
corporate universities, including the West Java Provincial Government and East Java
Provincial Government through the signing of a Memorandum of Understading with LAN
RI and The Ministry of State Civil Apparatus Empowerment and Bureaucratic Reform
(Kemenpan RB) (Anggraini, 2020; RO/O109, 2020).

THE EXPECTED CONDITIONS

According to Dr. Muhammad Taufig, DEA as Deputy of Competency Development
Policy for Sate Civil Apparatus in his presentation at the knowledge sharing about Merit
System carried out by Committee of State Civil Apparatus (KASN) on 19 May 2021, the risk
of the availability of talent or employees who have superior competency and performancesi

raising. It means that it is hard to find these talents. Thus, a competency development
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program that is in line with developments and needs is absolutely necessary to oveome or

minimize this condition.

Talent Development as the main challenge in the post-Covid world
World Economic Forum 2019

Figure 3. The Biggest Risk After the Covidl9 Pandemic
Source: (Readers, 2020)

The types of ASN competencies that must be developed are divided into Barts,
namely technical competency, managerial competency and socioultural competency (LAN
RI, 2018). In addition to these three competencies, in facing the development of the digital
era or the era of the industrial revolution 4.0, another competency that is needed is basic or
advanced technologyrelated competency related. To deal with this, the organization can do
several things, including: (1) Retrain, by boosting employee competency through
technology-related training; (2) Redeployment, by making a Hft (rotation/mutation) of
employees by means of redefining work tasks and redesigning work processes; (3) Hire, by
recruiting more employees and/or hiring individuals or teams with the skills required by the
organization; (4) Contract, by involving extemal workers as freelancers; (5) Release, by
implementing the moratorium of the recruitment process, waiting for employees to retire or
even terminating non-performing employees (Bughin et al., 2018).

The development of employee competency is the mandate ofaws and regulations

that must be implemented. The development of this competency is a personal and/or
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organizational responsibility. According to Abdussamad (2017), the individual competency
must always be improved and/or developed, even when an organiz@mn faces many
problems or difficulties.

Improved employee competency can be seen in changes in skills, attitudes and
behavior at work which finally have a positive impact on improving organizational
performance (Efendi, 2015). Consequently, the preparaton of competency development
programs must be well planned to adjust with the conditions of State Civil Apparatus in each
agency, both formally and informally to realize Smart ASN and link organizational needs
with employee learning needs.

Smart ASN is tle ideal profile of State Civil Apparatus that upholds the value of
nationalism, integrity, global perspective, hospitality, networking, information technology
literate, mastering foreign languages, has an entrepreneurial spirit and acts as digital talent
and leader who supports bureaucratic transformation to create a world-class bureaucracy
(Faedlulloh et al. al., 2020). One of the strategies of the Ministry of Civil State Apparatus
Empowerment and Bureaucratic Reform in bringing Smart ASN into reality is he
development of State Civil Apparatus capacity through education and/or training. State Civil
Apparatus Corporate University is presented as a trend in the practice of training and
competency development in public sector organizations that aims to operag all government
agencies as learning organizations by combining various progressive and educative training
systems integratedly between individual and organizational learning. Corporate University
offers the idea of learning anywhere, anytime and from angne through a dynamic learning
process (Faedlulloh et al., 2020).

According to Arets (2017), the preparation of a training model must be carried out
systematically, results-oriented, through development-based methods and involves various
methods. Generally, training and development units in an organization aim to demonstrate
the value of learning, while others aim to demonstrate its influence so that they will use
different methods. These goals must be clearly defined and measurable. The activity plan
must be prepared in a systematic/trace manner based on the guidelines and using the
benchmarks that have been set to achieve the organization's goals. This plan is constantly
being developed based on research, both practical and theoretical, and based on

professional experience.
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This model is structured through a developmentbased method which is divided into 2,
namely processbased and methodbased. In a procesdased way, the methods are
arranged in a certain order and direction depending on the purpose and sgematics. In a
method-based way, the method is composed of a series of different methods for each phase.
This is a professional framework that can save time and energy. Some of the advantages
obtained by developing the right model including the ability toprovide services according to
user needs, cutting down errors and duplication. In other words, it may improve services,
facilitate monitoring and support long-term development (Arets, 2017). It is expected that
every organization can develop the right moal to become a learning organization that goes
beyond the formal model. Formal learning solutions (10) such as training, -learning,
coaching are not enough for professionals. They mostly learnybworking together (20 and
70).

The 70:20:10 learning method has 5 (five) new roles and 31 (thirty one) important
tasks in a continuous improvement project. The roles are as performance detective,
performance architect, performance builder, performance rule changer and performance

tracker. In more detail, these roles and tasks are illustrated in the following figure:

Figure 4. 70: 20: 10 Method Roles and Duties Source: Arets (2017)
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These roles are dynamically linked and are not executed sequentially. Its application

is a cyclical process aslustrated in the following figure:

{3
4

Figure 5. 70: 20: 10 Method Role Flow
Source: Arets (2017)

The 70: 20: 10 model is a learning model that combines formal, social and experiential
learning. 70% of learning activities are centered on experiential leaning and performed
integratedly with support in the workplace, for instance, through the assignment of
challenging and direct work practices such as internships, temporary employee deployment
to other agencies (letasering and employee exchanges among StatCivil Apparatus and
private employees/BUMN/BUMD. 20% of learning activities focus on social learning and
learning through the relationship with others, especially with direct supervisors, and
support from colleagues and management. This activity may takplace in the form of sharing
in a community or guidance through interaction or observation, for instance through the
process of cooperation, collaboration, feedback, coaching, mentoring and benchmarking.
The last 10% of learning activities centered on stuctured or formal learning. This learning
activities are enabled through lecturing methods inside and outside the classroom such as
course, workshop, technical training, distance training, and seltudy (Arets et al., 2016;
Johnson et al., 2018; Rabin, 204; Stef Scott & Ferguson, 2014 ; Suharso, 2020).

The 70: 20: 10 learning model helps change the mindset and learning practices that
have been implemented by the organization. This model emphasizes the learning process
through experience and interaction with others to foster learners from "know-what"

learning to "know-how" effective learning. So, the organizations could become supporters,
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facilitators and drivers of change in the learning process (Arets et al., 2016 ; Scott &
Ferguson, 2014)

This 70: 20: 10 learning model can be elaborated as follows:

70:20:10 Framework

Realised .
value 2 o

Social Learning

10

Formal Learning

Point Solutions Continuous development
learning sepatate rom work Iraming Integrated with work

Figure 6. Learning Model 70: 20: 10
Source: (Scott & Ferguson, 2014)
The application of the 70: 20: 10 learning model as a competency development model
is essential for boosting uporganizational performance. This is achieved by cultivating a
supportive work environment to deal with organizational challenges, particularly in
competency development. This model is a combination of formal learning with informal
learning opportunities. This model helps organizations widen their focus on learning and
development beyond faceto-face classes and dearning to build superior employee
competencies and create the culture of continuous learning. This model is not a rule. Instead,
it explains that learning is natural, seltdirected, and offers tools to accelerate and support
the learning process as a part of the daily workflow through working and interacting with
colleagues and experts in structured, safe and convenient development activities (Ats et
al., 2016; Johnson et al., 2018; Rabin, 2014, Stef Scott & Ferguson, 2014) .

OFFERED SOLUTION

To bring the concept of Smart ASN and learning organizations into reality, every
organization needs to develop a competency development program based on the 70: 20: 10
learning model - as the basis for the formation of a Corporate University- comprehensively,
systematically, in a resultoriented way and using certain methods by paying attention to the
method roles, tasks and flow. Organizations may start by identifying the desired outcome or

goal, then developing a method following the order and directiondepending on that goal,
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and then designing a solution using a 70:20:10 approach in this order. This 70:20:10 solution
should be consistent with the objective of focusing on performance improvement.

The development of this model emphasizes that the majorityof learning occurs
outside of formal learning situations. This model also emphasizes the importance of context
in learning. Nonetheless, this 70:20:10 ratio should not be a fixed percentage. Nowadays,
informal learning and learning in the workplace are beoming more prevalent and have
become the focal point of learning. Each organizational culture will have its own workplace
profile, social conditions, and opportunities for development which possibly enable the
variation in the application of this numerical model. These three components of 70:20:10
should not be separated into two distinct parts due to their interdependence. Coaching,
mentoring, and courses, for instance, will perform optimally when accompanied by otthe-
job training (OJT) development (Arets et al., 2016).

Due to the highly contextual nature of learning in this model and the goal of
performance improvement, the closer learning occurs to the point of use (time and place of
use), the more likely it will have an effect. As an organization progsses from activity 10 to
the workflow in which the majority of activities 20 and 70 occur, the potential impact and
realized value increase as well (Arets et al., 2016). As a result, organizations must consider
and design competency development programsn such a way that this method is effective
and efficient. To accomplish one of the organizational goals associated with employee
competency development, namely to improve employee performance, the best thing an
organization can do is to begin with activites 70, which will result in more rapid and efficient
learning outcomes. Previously, solutions to training problems were limited to learning
strategies, whether face-to-face/classical or via elearning. This strategy is the part of
activity 10 and tends to ignore activities 20 and 70. Organizations should develop a 100
learning model,the combination of 70: 20: 10 as an effective solution for enhancing
organizational performance (Arets et al., 2016). In applying the 70: 20: 10 learning model,
definitely there must be internal and external performance support. Formal training (10) is
usually only available before or after task execution. Performance support will be valuable
when it can support employees before and during per their duties so that it will provide

benefits to the organization and to stakeholders. This performance support can be done by
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using electronic applications. Electronic performance support can add value because it can
be accessed anywhere and anytime.

The following table can help organizatios identify whether performance support is
already available or not within the organization. If the table contains a lot of "yes", then
performance support becomes an opportunity for the organization to apply the 70: 20: 10
method.

Table 1. Checklist for Rerformance Support

No Description Yes/ No

1 |Tasks that occasionally arise require broader knowledge so that the
can be carried out optimally

2 |Complex tasks require a lot
stages and knowledge to achieve the desired goal

3 |Errors that appear cannot be tolerated

Performance depends on the mastery of knowledge

Professionals depend on

the knowledge he has in

5 |adapting to changing procedures
fast

Not enough time and opportunity to practice

7 |[There is orientation

Tasks areclearly defined and delivered repeatedly

8

Tasks require the application of a certain process
9

Monitoring and recording required
10

Source: (Arets et al., 2016)

In creating Smart ASN, the application of the 70: 20: 10 model in the form of a
Corporate University must also be supported by HR management in the digital era for
Millennial State Civil Apparatus by implementing the principles as follows: (1)t heT per f e c
emp | oy eby pravidirggTwork according to competency and potential so that the
possibility of feeling uncomfortable with the work can be minimized; (2). lifelong learning

opportunities, which means providing opportunities to open perspectives and learnnew
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knowledge on the job through various methods so that these Millennial State Civil
Apparatus experience dynamic work and seek new knowledge; (3). skill recognition
institutions, by providing space for the production of ideas for Millennial ASN that canbe
converted into new/innovative and useful works, products or services; (4). inspiring working
environment by building a work culture and patterns of humanistic work relations; (5). high
level of freedom of mind, because millennials are open minded, uplebfreedom and dare so
that they tend to be responsive and critical that the organizations must treat millennials
accordingly; (6) accessible talent borders, by providing opportunities to increase self
capacity so that the passion for capacity developmenof millennials is fulfilled (Faedlulloh et
al., 2020; Perdana, 2019; World Economic Forum (WEF), 2011). The application of the 70:

20: 10 model can be seen in the following table:

Table 2. The Implementation of Model 70: 20: 10

Learning Learning o
No Model Methods Example Activities
1 70 a. T ¢ hall Doing Assignment related
(Experiential special job| to the
learning) assignments development/implementation
b. Providing work | of ICT in organization
experience 2. Doing Assignments related
specifically via OJT| to organizational innovation
(On the Job training) | activities
3. Joining the internship
program
4. Following the leadership
program
2 20 (Social a. Disscussion
learning FGD (focus group
discussion) 1. Forming and/or join with
Comparative Functional Position
Study (Benchmar | community (researcher,
king) widyaiswara, librarian,
CMC (counselling, | archivist, etc.)
mentoring, 2. Forming and/or joining
coaching) informal communities
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(sports communities, arts
communities, etc.)

3. Holding regular
individual and group CMC

sessions
3 10 (Formal 1. Education and Training
learning) a. Conventional | (Diklat)

Class / Face to face 2. Seminar/Webinars

b. Virtual Class/|3. Workshops/ Technical
Virtual  Face-to- | Guidance

face 4. Lecture

c. Elearning 5. Course

Source: Author
Organizations must develop competency development programs that are adjusted
with the needs and objectives of the organization and collaborate with related parties to
conduct this method. After the 70: 20: 10method is implemented, hopefully the competency
of ASN will improve according to the needs of the organization and the needs of
competencies that are developing today, especially related to postovid-19 pandemic

conditions and will finally boost up orgarizational performance.

CLOSING

Competency development is more than just training and is the most valuable
investment for an organization. The paradigm shift from training to learning requires
organizations, especially training institutions to develop appropriate learning methods. In
the learning process, the learner becomes the main focus in learning and the instructor acts
as a facilitator and the learning process can be carried out anytime, anywhere, through any

media and from anyone. Learning must be carried out integratedly and abl® develop the

125




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

competencies required today such as leadership competencies, critical thinking, problem
solving, technological and innovation competencies.

The 70:20:10 method is one of the methods that can be applied build an appropriate
competency development program and establish learning organizations to improve
organizational performance. The establishment of a Corporate University as the
implementation of the 70:20:10 method can be chosen by HR management support in the

digital era.
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SUMMARY

This article focuses on discussing the strategy for developing the competency of the State Civil Apparatus in
the era of digital disruption during the Industrial Revolution 4.0. by utilizing the Massive Open Online Course
(MOOC) which is open, online and mass. The purpose of this article is to review the concept and application of
the MOOC method as a choice of State Civil Apparatus competency development strategy with the application
of digital learning concepts in the future. The research method in this article is a literature review with a
description of digital learning, especially the MOOC method, its application and implementation as well as
observations on competency development programs. In this case, the competencyestelopment program is the
training that has been running using the MOOC method. In this article, the author reviews the definition of
MOOC, then analyzes whether the MOOC method can be a solution to the development of State Civil
Apparatus competency, schopefully policy makers can get an overview and input in establishing appropriate
State Civil Apparatus competency development policies in accordance with the needs and technological
developments in the country in digital era. The results obtained from ths article is that the author conclude
that the form of developing digital State Civil Apparatus competencies in the future using the MOOC method
can be a strategy for developing State Civil Apparatus competencies in the era of technological disruption.ift
expected that the use of the MOOC method in State Civil Apparatus competency development may have a
positive impact to accelerate State Civil Apparatus competency development programs and may be beneficial
for all stakeholders.

Keywords : Competency Development of State Civil Apparatus; Massive Open Online Course; Digital Learning

Technology, Industrial Revolution 4.0.

INTRODUCTION

In this article, the author will review the description and description of the use of
technology which is expected to help the process of improving and accelerating the
development of State Civil Apparatus competency development. Broadly speaking, this
article aims to discuss State Civil Apparatus competency development strategies using the

MOOC method. The quedion in this study is whether MOOC can be used as a strategy for
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developing State Civil Apparatus competency in the era of digital disruption to improve the

quality of public services.

Indonesia on the Global and Regional Stage

For more than 75 years, Inenesia is has been a sovereign and independent country
that aspires to be a prosperous, fair and wealthy country. The mandate of the founding
fathers is that Indonesia can play a significant role in the global arena and at the same time
improve the welfare of its people. Reflecting this great mandate, Indonesia continues to
develop to achieve its ideal dreams, one of which is through public services for all Indonesian
people.

Digital-based global business data platform, Statista, wrote that based on Gross
Domestic Product-Purchasing Power Parity data released by The World Bank and
International Monetary Fund (IMF), Indonesia is predicted to be one of the top 5 countries
with the largest economic power in the world in 2024 (Statista, 2020). Other Asian couries
that also belongs to the list are China, India and Japan. Figure 1. below shows that in 2024
Indonesia will be ranked as the 5th country with the largest economic power in the world
behind China, the United States, India and Japan. What is interestinig that in the years
before 2024, Indonesian economy was outside the top 10 countries with thelargest
economies in the world.

Continental Shift: The World's Biggest Economies Over Time
Countries with the highest GDP on Earth in 1992, 2008 and 2024

y Asiay Europey Americas Russia

1992 2008 2024*
WS, 1.S. T China
Japan China -
Germany < “.. .Jepan India
Russia f " h

. Russia . Indonesia _
AU ——
Italy i’ G =
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-f% '
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Based on purchasing power parity, inti, dollars
Source: IMF
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Figure 1. List of Countries with the Largest Economic Power in the World in
1992, 2008 and Future prediction of 2024.
Source: Statista, 2020

In another report, the World Bank releases the Government Effectiveness Index
every year. The index measures perceptions of the quality of public services, the quality of
State Civil Apparatus and ther level of independence from political pressure, the quality of
policy formulation and implementation, and the credibility of the government's commitment
to the policy. In the Index, each country is measured and mapped to a ranking with a
maximum value of100.

In the 2019 Government Effectiveness Index, Indonesia was recorded at value 60
with a position being ranked 84th out of 214 countries. Meanwhile, regionally, compared to
countries in Southeast Asia, Indonesia is ranked 5th below Singapore ( value 10@nked 1),
Brunei Darussalam (87/28), Malaysia (79/44) and Thailand (65/72). ).

The ranking has indeed increased from the last 20 years. If we see at the rank position
in 1998, Indonesia is ranked 27th in value, so the ranking in 2019 has improved by ®ints.
But it is not an achievement to be proud of. For more than 20 years, our four neighboring

countries in ASEAN with better rankings have always been above Indonesia’s ranking value.

1995 1968 2000 2002 204 2006 2003 2010 12 214 2016 2018

Year

Figure 2. Ranking Value of the GovernmenEffectiveness Index of Singapore, Brunei

Darussalam, Malaysia, and Thailand from 1996 to 2018 Source: World Bank, 2020
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In Figure 2 above, it can be seen that the ranking value of Indonesia's Government
Effectiveness Index is always below the four neighbong countries in ASEAN. Another
interesting fact, it was only in 2014 that Indonesia's ranking value was above the world
average ranking value (world median).

Indonesian Human Resources Development

An indicator of a developed nation can be observed fronthe development of its human
resources. The United Nations (UN) through the United Nations Development Program
(UNDP) released the 2018 Human Development Report (HDR) that the Human
Development Report in Indonesia is ranked 111 out of 198 countries in thevorld.

This ranking measures life expectancy, the estimated number and average years of
education and the Gross National Income (GNI) per capita of a country. This report can be a
reference to see if a country is already wealthy and prosperous.

In table 1 below, you can see the HDR ranking of countries in the ASEAN region. In
2017 and 2018, the HDR rankings of ASEAN countries did not change much. Compared to
other countries in the Southeast Asian region, Indonesia ranks 6th behind Singapore (HDR
rating: 9), Brunei Darussalam (43), Malaysia (61), Thailand (77) and the Philippines (106).
This ranking is clearly not a proud achievement considering that Indonesia plays an
important role in the Southeast Asian region.

Table 1. Human Resource Development Rankingeéar

2017 and 2018 Countries in the ASEAN

HDR Rating

No. Country
Year 2017 Year 2018
1. Singapura 9 9
2.Brunei 43 43
3. Malaysia 61 61
4. Thailand 77 77
5. Filipina 106 106
6. Indonesia 111 111
7.Vietham 118 118
8. Timor Leste 131 131
9.Laos 140 140
10. Myanmar 146 145
11. Cambodia 145 146

Source: UNDP, 2019
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Those data are of special concern to the Government, particularly the competency
development of the State Civil Apparatus. In his first inaugural speech wheRresident Joko
Widodo was inaugurated as the President for the second time in 2019, he stated that the
Government has determined that the human resource development is a top priority for its
government in the next 5 years.

On the same occasion, it is saithat the Human Resources Development targeted by
the Government is to develop hardworking, dynamic, skillful in science and technology, and
invite global talents to work together. Human resource development is also included in the
field of public serviceswhich is the main task of the State Civil Apparatus. The thing that is
of concern is the development of State Civil Apparatus competency as a way to do the
President's instructions. Weaknesses and limitations in this field must be eliminated with the

useof information technology and supported by disruption in the current technological era.

ASN Competency Development

In terms of State Civil Apparatus competency development, the Government issued
several policies related to this matter. The Law of the Regblic of Indonesia Number 5 of
2014 concerning State Civil Apparatus is one of the legal products that regulates State Civil
Apparatus.

In that regulation, the National Institute of Public Administration (LAN RI) is assigned
to conduct studies, education and training of State Civil Apparatus. It is more clearly
regulated in Government Regulation No. 17 Year 2020 concerning Amendments to
Government Regulation No. 11 Year 2017 concerning Management of State Civil
Apparatus, that every State Civil Apparatus PNS) is given the opportunity to obtain
competency development rights for at least 20 (twenty) lesson hours annually.

Following up on this mandate, LAN RI reviews and organizes State Civil Apparatus
competency development in terms of managerial, technical and socio-cultural
competencies. Through the National Institute of Public Administration Regulation No. 10
Year 2018 concerning the Development of State Civil Apparatus Competencies, LAN RI
provides a guidance in developing State Civil Apparatus competenes that applies

nationally.
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The development of State Civil Apparatus competency can be carried out through
two ways, education and training. If competency development through education is defined
as competency development through formal education in educabnal institutions, then
competency development through training is competency development taken through
training such as structural leadership training, managerial training, technical training,
functional training, socio-cultural training, seminars/conferences / workshops, workshops,
courses, upgrading, technical guidance, information/ knowledge sharingspsialisagi and/or
other competency development in the form of classical training.

Training can be held in 2 (two) forms, classical and netlassical. dassical form of
training is training that is held faceto-face. The facilitator and the trainees meet at the same
time physically (conventionally). The nonclassical form of training is carried out without
physical presence between the facilitator and paticipants. This non-classical training uses
electronic intermediary media such as Learning Management System (LMS)/Eearning or
other online applications using information technology and internet networks.

The non-classical forms of training is usuallymplemented outside the classroom. In
several types of nonclassical training, the use of information technology is considered very
important. Teaching and Learning Activities (KBM) are usually carried out online.

State Civil Apparatus competency developmert is planned, arranged, and organized
by all government agencies, both central and regional. All State Civil Apparatuses have the
right to get State Civil Apparatus competency development in various forms and paths that
have been determined. LAN RI as a &ling institution in the competency development
sector has the task of regulating policies, fostering, supervising, maintaining the quality of
implementation and organizing units, and also participating in organizing State Civil
Apparatus competency develgoment.

In the organizational structure at the Middle High Leadership Position level (echelon
1), LAN RI has a deputy who specifically regulates State Civil Apparatus competency
development policies and a deputy who specifically regulates the implementationof
competency development.

The types of forms and pathways for developing State Civil Apparatus competencies
as regulated in the National Institute of Public Administration Regulation No. 10 Year 2018

concerning the Development of State Civil Apparatus' @mpetencies are shown in table 2
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Education Training
Higher Education Classic Nonclassical
Diploma (D3) 1.Leadership 1. Exchangebetween State Civil

Undergraduate (S1) |structural training  |Apparatus with private

Master degree (S2) [2.Training at theemployees/state-owned

Doctoral degree (S3)national level enterprises/regional -owned
3.Managerial enterprises
Training 2. Internship/work practice

4. Technical training|3. Benchmarking

5.Functional 4. Distance training

training 5. Coaching

6.Socio-cultural 6. Mentoring

training 7. Detaseringtemporary
7.Seminar/ deployment at other institution)
conference/ 8. Elearning

workshop/ 9. Selflearning (self development)

information sharing |10. Learning community
8. Workshop (community of practices)
9. Course 11. Outbond

10. Upgrading
11.Technical

guidance

135




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

Technology Disruption in the Industrial Age 4.0

The development of technology in this modern era brings many significant impacts on
the civilization of modern human life. Now humans can interact and connect globally without
the barriers of time and space. This has led to technological disruption in the industrial era
4.0.

Judging from the historical side, the term disruption has undergonenany changes. At
first the term disruption was only used in the fields of economics and communication
because of the use of digital technology. But now the term is also used in the social, cultural
and political fields (Handayani, 2020).

Almost all human ativities are highly dependent on the use of technology. This is also
occur in the education sector, especially competency development. In his journal Kusum
Yadav (2019) states that "Rapid advancement of information and communication
technologies has beenbrought about various changes in education and the structure of
colleges and universities".

In an article written by Johanis Ohoitimur (2018), entitled Disruption: Challenges for
the Development of Science and Opportunities for Higher Education Institutions, Marshall
McLuhan notes that the internet as a concrete form of information technology has begun to
shorten the distance so that the world becomes as small as "moringa leaf" or a global village.

Furthermore, in the same article Ohoitimur concluded that there are 5 important
points about the innovative dimension of disruption, namely: disruption encourages
rebellion against corrupt dogmatism and morality in the development of science, paying
attention to the non-cognitive dimension of scientific developmert, paying attention to
learning skills rather than development of knowledge in higher education curricula,
encouraging interdisciplinary and multicultural collaboration, and encouraging research
paying attention to fundamental issues.

Like two sides of a oin, disruption also brings about changes that can turn off non
adjusting fields. Bukman Lian (2019) mentions one of the 5 challenges identified in the
Industrial Era 4.0. is the work field reduction due to automation.

Stakeholders must be able to maximizeéhe challenges of technological disruption in
the Industrial Age 4.0. to be an opportunity and even an advantage for the development of

ASN competency in Indonesia.
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Disruption also has a significant impact on the State Civil Apparatus competency
development. Several breakthroughs occurred after the era of disruption became global as
it is today. Taking the example of higher edu
held as production of knowledge, the delivery methods inclass are being transformel from
spoken lectures to showing various forms of information such as multimedia: Learning is
held as knowledge production, but the method of delivery in class is changed from the
previous oral lecture to a method that displays various forms of informaton such as
mul ti media, for example.T

This also happens a lot in the development of State Civil Apparatus competency in
Indonesia. It was started from the use of technologybased applications as a forum for
managing learning such as 4earning which uses he method by adopting the concept of
Massive Open Online Cour@dOOC).

MASSIVE OPEN ONLINE COURSE (MOOC)
Definition of MOOC

One method of utilizing technology in developing State Civil Apparatus competencies
today is the implementation of training programs using the MOOC method. MOOC is an
open, online and mass learning method/course. This is a learning concept aimed at unlimited
participation and open access via the internet with the help of an LMS.
Reviewing the understanding of some experts about thelefinition of MOOC, here are some
definitions of MOOC. According to Nina Hood and Alisson Littlejhon (2016), MOOC is an
online course that facilitates open access to learning on a large scale. Mohd Erfy Ismail et al
(2018) argue that MOOC is an online couse aimed at massive interactive participation and
open access via a website. Meanwhile, according to Abdelghani Babori et al (2019), MOOC
is a collection of activities and learning resources on the web (online/online) that can be
freely accessed by a largenumber of participants, usually at no cost and without
prerequisites. These courses open to the general public and an unlimited number of
registrants can register.

A study conducted by Shah (2015) revealed that there were around 35 million
students who signed up for various MOOC applications. Judging from the reasons for

applying the MOOC, several general factors were found which include: interest in the topic,
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access to free learning opportunities, desire to refresh knowledge, opportunity to take get
knowledge  from  world-class  educational institutions, and to  obtain
accreditation/certificates (Davis et al, 2014) . The results of the study of Christensen et al.
(2013) also found that nearly half of MOOC registrants reported their reason for applying
as losrty, just for funT, while 43.9% cited
better .7

From the elaboration of the MOOC above, it can be concluded that MOOC is an

online learning system that is open because it can be followed by anyone massively.

MOOC Dimensions, Principles and Supporting Components

Hood and Littlejhon (2016) explain that there are 4 dimensions of MOOC with the
following explanation.

1. Mass, refers to the scale of the course and alludes to the large number of students

participatin g in the MOOC.

2. Open, has several meanings including:

a. refers to access; anyone, regardless of the participant's background, previous experience
or context at the time of enrolling in MOOC

b. refers to costs; MOOCs are ideally available for free.

c. The meaning of open also relates to the open nature of knowledge acquisition in the
MOOC.

3. Online,this dimension is still bias. In some educational institutions, MOOC is sometimes
also used in the context otblended learningo complete the class (classical).

4. Coursethis dimension must have several criteria such as the limitation of starting date
and end date; courses must have a common theme or topic; and the development of
several learning activities.

In addition to dimensions, a MOOC must have principles and components that
support the quality of the MOOC. To optimize the implementation of the MOOC method,
Drake et al (2015) mention that the MOOC framework needs to be built following 5
principles. This principle aims to direct MOOC design and development towards achieving
better impact with training materials. These principles are meaningful, engaging,

measurable, accessible, and scalable.
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The 5 MOOC Principles mentioned above is elaborated as follows.

Meaningful means that MOOC has clarity in the objectives of the training through the
main learning materials and training subjects. Every activity in the MOOC must be
aimed at training objectives.

Engaging means that MOOC must be able to involve all participas to be actively
involved in every activity. Many studies state that only 5 percent of participants
complete a training using the MOOC method (Daniel, 2012).

Measurable means that the MOOC can measure the results of participant progress and
the effective ness of the training program. Each element can help teachers to see how
far the progress of their students.

Accessible means everyone can register. Because one of the characteristics of the
MOOC is that it is open , then all groups of learners can enjoy thtraining materials
offered at the MOOC.

Scalable means to achieve large scale, courses are designed for thousands of
participants through the use of automated systems. MOOC should be able to be set

according to the needs of the participants.

Some of the supporting according to Gringer i

1.

Learning video.This is usually divided into several sections with a duration of between
5-10 minutes per video.

Assessment (evaluationlt uses automatic scoring of questions based on defined
criteria.

Forum discussion.The participants can interact and communicate with other
participants and the facilitator.

Learning materials / reading materialhis component is available online and provided
by the facilitator.

Live video sessiotfit. is an enrichment that participants can interact directly with the
facilitator through live video conference.

Social media. Participants can continue the discussion on other social media platforms

such as Facebook or Google+.
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MOOC Advantages and Disadvantages
In some studies it is stated that the implementation ofcompetency development using

t he MOOC method has several advant ages. The

opinion on MOOC benéefits:

1. MIT President, Rafael Reif (2012) saidhat MOOC helps to expand access to educational
resources and educate online together with learning partners.

2. Mohd Erfy Ismail et al (2018) in their research stated that the use of MOOC can improve
the performance and achievement of students in learning beause the learning process
gets more interesting.

3. Yahya (2013) said that the use of MOOC, especially among academics, helped increase
the motivation and interest of students which began to fade due to the use of ¢earning.

4. Al-Rahmi et al (2018) argued thastudents academic performance could be influenced by
MOOC which advantage is able to facilitate the learning process by offering materials and
enabling for sharing of information.

5. Hana Silvana and Nadia Hanoum (2017) in their study mentioned that the MOQ - based
e-learningsystem has the potential to increase equitable access to higher education with
several indicators.

6. Hana Silvana and Nadia Hanoum (2017) also add that the potential benefit that Indonesia
can specifically adopt with an elearning systembased on MOOC is its ability to overcome
geographical barriers and demographic conditions.

7. Mr. Nguyen (2015) mentions the results of the research conducted stating that overall,
there is strong evidence to suggest that online learning (including the appdiation of
MOOC) is generally as effective as traditional way of learning. It can be further developed
because online learning gradually improve.

However, not only from a positive standpoint, the MOOC method has a number of
disadvantages/weaknesses as well as negative consequences that must be anticipated and
eliminated in order to make it even better. The following are some of the findings from
studies that demonstrate the MOOC method's shortcomings/weaknesses.

1. According to Baxter and Haycock (2014), MOOCs have a detrimental effect on
learning efficacy. This negative effect was reported to manifest itself in particular

through decreased participant motivation and issues with online identity.
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Additionally, it was discovered that this technology may have a negative effect on
learning participants.

2. Al-Rahmi et al. (2018) state that, unfortunately, the learning process via MOOCs is
deficient in teamwork and group work features, which are essential parts of the
learning environment. The MOOC application does not support this concept of group
and team work, which is why facilitators continue to use thirdparty platforms
outside of the MOOC.

3. Not all registrants meet all of the MOOC's requirements. The edX researchers (Ho et
al., 2014)identified the following commitment levels in the seventeen edX MOOCs:

i. only registered: registrars who never accessed training courses (35%);
ii. just looking: failed registrars who completed the program but only accessed less
than half of the availalde chapters (56%);
iii. only explored: applicants who failed to complete the program but accessed more
than half of the MOOC chapters but did not complete all claims/evaluations (4%) (5
percent).

certified: applicants who earn a certificate in MOOC and canplete all courses (5 percat).

In his report, Hill (2013) has identified 5 (five) types of participants with their attitude

patterns in the Courseraapplication in Figure 3 below.

N
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Picture 3. 5 Types of Participants in the Coursera Application
Source: Hill, 2013
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It can be seen that no more than 30% of the participants were indeed active and

completed the entire training program at MOOC.

PRESENT CONDIITION

Specifically, this article will discuss how to develop State Civil Apparatus competency
through training. This section will discuss the current training environment, the constraints
that exist, and several training programs that have been implemented usinthe electronic
training system method.Current Training Condition
At the end of 2019, a corona virusrelated disease outbreak began in Wuhan, China. On
March 2, 2020, the first case of corona virus infection was reported in Indonesiaon March
11, 2020, the WHO declared Coronavirus Disease 2019 (COVID19) to be a global
pandemic.

This condition has a significant impact on numerous aspects dfuman life. One of
them is training. Numerous previously scheduled training programs have been canceled or
postponed. For instance, the unit responsible for the development of technical and
sociocultural competencies at LAN Rl has planned to offer nine different types of traditional
training and two different types of online training in 2020. However, because it was diretly
or indirectly impacted by the pandemic, it conducted nine training sessions, all of which were
conducted online.

Some training programs continue to be held, but their numbers are declining. Certain
training programs are still being held, but the condiions for conducting classical training are
strictly regulated by health protocols. Several other programs, on the other hand, have been
adapted to use nonclassical/online methods. Teaching and Learning ActivityKBM) utilizes
digital application media in the form of online training, including Learning Management
Systems (LMS) such as ASN UnggilMS address: asrunggul.Lan.go.id), video conferencing
applications such as Zoom Meeting or Google Meet, and other internebased applications.
Problems in Current Training Implementation

The transformation of classical to a nonclassical form of training that is currently
happening is facing several obstacles in its implementation. For example, the technical

implementation of non-classical training is identical tothe classical one as if it is only moving
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activities in classical into nonclassical activities. In addition, the current pandemic situation
has slowed the development of State Civil Apparatus competencies.

In addition to the current condition of training implementatio in the pandemic era, one
of the issues that had become obstacles in developing State Civil Apparatus competencies is
the problem in the implementation of training programs, including the limited budget for
conducting training and the ratio imbalance in the number of Widyaiswara/trainer to the
number of State Civil Apparatus that must be given training to improve their competency in
supporting its function in public services.

The government has spent a large amount of money to carry out the delopment of
State Civil Apparatus competencies. The budget is attached to the budget of government
agencies, both central and regional, which is allocated to fund the competence development.

The limited number of training personnel such as supervisors ofacilitators is also
another obstacle in developing State Civil Apparatus competencies. Data from the
Functional Position Development Center for State Civil Apparatus Competency
Development (PUSBIN JF BANGKOM) by December 2020 showed that Widyaiswara/
trainer who was tasked with educating, teaching and training State Civil Apparatus only as
many as 5,131 people at all levels. This amount is not sufficient to train State Civil Apparatus,
totaling 4.2 million (BKN, July 2020). This fafreaching comparison isalso an obstacle to
accelerate the State Civil Apparatus competency development process.

The aforementioned problems occurred in the State Civil Apparatus competency
development. To overcome this, technological assistance is needed so that it can overcome
problems caused by distance and time as well as budget. Husaini (2014) said that the very
rapid development of information technology is the potential to improve the quality of
education. With the internet, learning is no longer limited by space and time.

Current Electronic Based Training Program

LAN RI as an State Civil Apparatus competency development organization has started
several technology-based training programs. Some of them are the use of LMS, thige chat
process as a form oaisynchronousion-classical learning, and the use of the MOOC method.

Almost all trainings have usede-learningas one of the components to support learning.
E-learning isused as a channel to share training teaching materials, a channel for participant

evaluation/assignments and a multidirectional communication forum. One of the services in
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e-learning islive chat This service is a tweway learning process between participants and
teaching staff but uses achat forum that is real time.In this forum, participants can learn
consult or provide guidance on learning materials in the training.

LAN RI has organized Basic Training for State Civil Apparatus Candidate (LATSAR
CPNS) using the MOOC method. MOOC is used to assist trainees in understanding the
concepts and theories ofthe substance of the training material. Apart from that, several
other training programs as well planned to use the MOOC method. Some of these trainings
are Management Of Training §IoT), Training Officer Course TOC), and Pro Green Basic
Training (GreenEconomy Training- PEH).

THE EXPECTED CONDITIONS
Digital State Civil Apparatus Competency Development in the Future

Reflecting on the current situation, a breakthrough is required to remove
impediments to the development of State Civil Apparatus competences, allowing for the
creation of ideal conditions. The future development of digital State Civil Apparatus
competencies is expected to result in an increase in the quality of public services provided
by State Civil Apparatus.

The inefficient use of funds @used by the large government expenditure on
developing State Civil Apparatus competency and the disparity between the number of
teachers and the current number of State Civil Apparatus are expected to be addressed
through the use of information technology.

In terms of budget inefficiency, programs utilizing information technology can be
developed as a solution, allowing the budget to be directed toward the development and

enhancement of electronic learning systems. If up to this point, training has been aoinated
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by programs that require physical presence, an online training system can be built with the
assistance of information technology.

The development of this electronic learning system is expected to save money on
expenses typically associated with traditional training, such as travel (transportation),
lodging (accommodation), consumption, daily official fees, and a variety of other costs.

The imbalance between training personnel and the number of State Civil Apparatus whose
potential must be developedcan also be overcome through the development of an electronic
learning system, one of which is the MOOC method.

MOOCs on State Civil Apparatus training are expected to be widely accessible and
reasonably priced. State Civil Apparatus can seek andbtain training that meets their
competency development needs without being constrained by the availability and
willingness of teaching staff. While they are still managed in coordination with human
resources within the agency, the bureaucracy is significatly reduced compared to when
training was still dominated by classical forms of instruction.

This electronic learning system can be compared to a shopping mall. Each State Civil
Apparatus can easily locate the goods they require in one location without hang to travel
from location to location.

The Creation of Excellent and Global State Civil Apparatus

After the establishment of a comprehensive electronic learning system, it is expected that
the image of the Indonesian State Civil Apparatus will be one ad superior and global State
Civil Apparatus. This is possible because any new knowledge or competency can be easily

disseminated throughout the State Civil Apparatus via a lengthy and multilevel bureaucracy.

OFFERED SOLUTION
The Application of the MOOC Concept in Training Programs as a Strategy for Developing
Digital Competency of State Civil Apparatus in the Future

To bring a digital State Civil Apparatus competency development system into reality in
the future, the MOOC concept and method is congilered appropriate because they have

several conveniences and advantages.
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The MOOC method play a role in helping accelerate the development of State Civil
Apparatus competencies. This accessible digital learning platform can help State Civil
Apparatus find the knowledge and competencies needed.

However, Bates (2015) in his book entitled "Strength and Weakness of MOOCs"
mentions that MOOC has so far been limited to the ability to develop highlevel academic
learning, or high-level intellectual skills needed n a knowledge-based society. In connection
with Bates' statement above, hopefully later in the future LAN RI will not only rely on the
MOOC method. LAN RI is expected to establish a comprehensive program to combine with
MOOC. Another alternative way to overcome the weaknesses that arise in the use of
MOOCs can be solved by developing the MOOC and the commitment of State Civil

Apparatus as participants.

CLOSING

The State Civil Apparatus digital competency development system in the future is
expected to not only solve the problems described in the previous section. Several other
problems in the State Civil Apparatus competency development are also expected to be
resolved by this system. So, in the future Indonesian State Civil Apparatus can take part and
compete globally.

The use of information technology in the State Civil Apparatus development
competency is a strategy to accelerate the quality improvement of State Civil Apparatus in
the future. The development of targeted, efficient, effective, quality and nhnovative State
Civil Apparatus competencies is the main goal that must be realized. This is to create a
professional and global State Civil Apparatus performance quality, which in the end is

expected to boost the level of public service quality.
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SUMMARY

The current government bureaucracy is entering an era that will necessitate reforms in its management. The
implementation of performance management that is adapted to the industrial revolution era 4.0 is a
breakthrough in measuring performance for State Civil Apparatus, allowing them to continuously improve

their performance as a base for addressing the industrial revolutiorera 4.0's challenges. The purpose of this
paper is to provide an overview and analysis from a unique vantage point. Implementation of Performance
Management starts from planningto performance appraisal, using a literature study approach from

components inperformance management.

Keywords: performance management, industrial revolution 4.0 era, planning, performance appraisal

INTRODUCTION

The development of governance and government institutions in the past few decades
shows a change in a good direction. T&is in line with theRoad Mayof Bureaucratic Reform
in 2020 - 2024 which aims to create aworld class bureaucradhat prioritizes improving
guality public services and making an effective and efficient government (The Regulation of
Minister of State Civil Apparatus Empowerment and Bureaucratic Reform of the Republic of
Indonesia No. 25 Year 2020 concerning Road Mapof Bureaucratic Reform 2020 -2024).

The implementation of performance management system for the State Civil Apparatus
requires the application of requirements that can provide conveniene effectively and
efficiently.

Performance, interpreted as ameasure used in the form of outputs/results from
activities/programs to be or have been achieved in connection with the use of the budget
with a measurable quantity and quality (The Regulation of the Government of the Republic
of Indonesia No. 8 Year 2006 concerning Financial Reporting and Performance of
Government Agencies) , is evaluated annually by the Ministry of State Civil Apparatus
Empowerment and Bureaucratic Reform. Based on the results of the 2020 SAKIP

evaluation, there are 1 (one) provincial goernment with AA predicate; 3 provincial
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governments and 11 district/city governments with A predicate; 9 provincial governments
and 56 districts/cities with BB predicate; as well as 20 provinces and 258 districts / cities
predicated B. Although the evaluaion was conducted by assessing and assisting government
agencies in improving the quality of performance management and bureaucratic reform
implementation, the results have not demonstrated how performance management is
implemented by state civil apparatusindividually and more specifically. Evaluation of the
current implementation of SAKIP includes an assessment of strategic planning that contains
performance agreements and performance measurement systems; assessment of the
presentation and disclosure of performance information; evaluation of programs and
activities; and evaluation of the policies of the relevant Regional Apparatus. The scope of this
assessment still boils down to the applied organizational performance. Individual
performance appraisal andmeasurement is still not fully optimized in the involvement and
success of organizational performance.

State Civil Apparatus is an icon whose performance as public servants is always
highlighted, especially during the Covid19 pandemic where people's incones in the
economic sector have decreased by 84 percent (Setiawan and Sakinah RD, 2020). In this
case, State Civil Apparatus can be considered as one of the workers who are not at all
affected by the Covid-19 pandemic (Putri and Adinda, 2021). They earn radtine income,so,
it should be in accordance with their performance at work, especially for the advancement
of the organization and government. If the performance of the employees is low, it may cause
delays in achieving organizational goals (Feng et al., 26).

Adaptation to current circumstances is a factor to consider when pursuing
organizational goals, particularly when confronted with unexpected circumstances.
Conditions that necessitate change, such as the industrial revolution 4.0, must be considered
when predicting future changes in organizational goals. The Fourth Industrial Revolution,
colloquially referred to as Industry 4.0, appears to be altering the way businesses operate
and, more importantly, the stakes on which they compete. Organizations mustletermine
how and where to invest in these emerging technologies, as well as which ones best meet
their requirements. Without a thorough understanding of the changes and opportunities
brought about by Industry 4.0, businesses risk losing their footing. Fobusiness leaders

accustomed to linear data and communications, Industry 4.0's shift to reatime access to
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data and intelligence will fundamentally alter how they conduct business. Integration of
digital data from disparate sources and locations can acis a catalyst for the physical act of
conducting business in a continuous cycle. Redlme access to data and intelligence is
facilitated throughout this cycle by a continuous and cyclical flow of information and action
between the physical and digital woitds. This flow occurs in three iterative steps referred to
collectively as a physicalto-digital-to-physical (PDP) loop. Industry 4.0 accomplishes this by
integrating pertinent physical and digital technologies, such as analytics, additive
manufacturing, robotics, high-performance computing, natural language processing,
artificial intelligence and cognitive technologies, advanced materials, and augmented reality
(Budman et al., 2017).

Another lesson that we got during the covid19 pandemic is that we can daour work
without having to go to the office every day and not getting stuck to working hours as well
as hectic conditions on the way to the office. This is definitely a blessing that we must be
grateful for by proving better performance, more optimized than before. In Indonesia, the
FWA concept has been widely applied by creative industry employees, such as media,
advertising agencies, market survey agencies, to design and architectural service
agency(Duhita in Simamora et al., 2019). As for the public star, one of the FWA concepts,
namely Work From HomgWFH) has emerged as a policy discourse since 2019 to prepare
State Civil Apparatus to be in tune with Industrial Reform 4.0. (Kompas, 2019).

The shift in working methods in State Civil Apparatus does nobnly occur in Indonesia.
In Queensland-Australia, the government supports the policy for a flexible working policy
for government employees. This is to reduce the spread of the virus among employees, while
ensuring that public services run smoothly. The ptions for working flexibly include: 1).
Work remotely (from distance); 2). Flexible start and finish times; and 3)Job sharing
(Queensland Government, 2020). In addition, various countries in the Middle East have also
changed the work patterns of their Sate Civil Apparatus during the pandemic, and continue
to ensure the provision of public services by using flexible work arrangements. For example,
the Palestinian and Moroccan authorities have directed all ministries to connect using one
intranet, provide d directions to State Civil Apparatus who work from home to be provided
with the necessary computers and software, as well as guidance deleworking(sigmaweb,
2020).
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The Flexible Working Arrangemen{FWA) method requires detailed and clear
arrangements for achieving the output/work targets that have been set at the beginning.
Currently, Performance Management, especially for State Civil Apparatus in the industrial
era 4.0, needs to be clearly regulated so that it can be used as a reference for all StatwilC
Apparatus both at the central government and in the local governmnent. Performance
Management is very important and needed in overcoming employee performance problems
that are not in line with the achievements of the Organization. (Yusuf, Supranawa, @19).
Since State Civil Apparatus is required to work quickly and responsively in the face of all
changes that occur, innovation must continue to be implemented so that all work targets
that have been set at the beginning can be achieved. The Deputy for B®nnel Management
Development of BKN, Haryomo, explained that there are eleven things that need to be
considered in a performance management system. First, performance management is based
on goals. Second, It is urgent to ensure the alignment of organizanal goals, units and
individual employees. Third, conveying the role and contribution of employees in achieving
organizational goals. Fourth, setting targets that meet the SMART principles; Fifth, it has
clear targets (fulfilling SMART principles) that may improve employee performance and vice
versa. Sixth, SMART Specific, Measurable, Attainable, Realisticd time-bounded.The next
thing is the seventh, which is ensuring the clarity of indicators of employee success and
announcing it, and encouraging eployees to make it happen. Eighth, organizational goals
must be in line with organizational strategies and goals during the pandemic. Ninth,
monitoring is followed up with the implementation of intensive coaching, mentoringnd
counseling Tenth, ensuring the placement of employees in accordance with their
competencies and interests. Eleventh, recording the results of employee monitoring as
material for performance appraisal at the end of the year (Lemhannas, 2020).

We have evolved from the habit of working manually to working digitally, starting from
employee attendance through mobileapplications andfacial recognitionywork coordination
via email, WhatsApp chat , coordination meetings through the Google Meet and Zoom
Meetingapplications, to training models that implemented with a blended learningnodel .
Therefore, it is important for us to be able to adapt to these changes so that we can still
produce optimal performance through Performance Management, especially for State Civil

Apparatus in the industrial 4.0 era.
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Performance Management is a process to manage work results in a measurable way to
ensure the targets set at the beginning can be achieved properly through planning,
evaluating, implementing, monitoring, coaching and following up on performanceln the
implementation, Performance Management can be viewed as a unit in providing input for
the career development process of employees, competency models that need to be
developed, compensation is given and discipline is enforced.

The enactment of The Regulation of the Minister of State Civil Apparatus
Empowerment and Bureaucratic Reform No. 8 Year 2021 concerning the Performance
Management System is the first step to improve the arrangement of State Civil Apparatus
Performance Management, where previasly Performance Assessment was always
associated with the Promotion Process and Work Performance Assessment (DP3). The
Regulation describes in detail the State Civil Apparatus Performance Management System.
Therefore, the author tries to put it in a language that is simpler and more applicable to
provide a more real picture to the reader so that it is easy to implement in his work, especially
as an State Civil Apparatus.

This paper aims to provide a description of the implementation strategy of
implementing performance appraisal for State Civil Apparatus. In this paper, a method that
discusses in depth is used by conducting a literature study. The description will begin by
providing a detailed description of the performance planningas outlined in the Emploge
Performance Target (SKP), which prior to its preparation it is necessary to conduct a
performance dialogue between superiors and subordinates, then an explan Rlation of the
alignment (cascadingjrom the organizational level to the individual level. Then monitoring
the performance journey is carried out by coaching and mentoring which is then carried out
with a performance assessment, the results of which are used as the basis for talent
management.

LEGAL BASIS

In the implementation of State Civil Apparaus Management, especially the application
of the merit system, it is necessary to implement objective, measurable, accountable,
participatory, and transparent State Civil Apparatus Performance Management. The Law
No. 5 Year 2014 concerning State Civil Appratus, especially in Article 78 which mandates

the Implementation of Performance Management was later elaborated more in
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Government Regulation No. 30 Year 2019 concerning Performance Assessment of State
Civil Apparatus. This regulation mandates the Perfomance Management System for State
Civil Apparatus which is a systematic process consisting of performance planing,
implementation, monitoring, coaching, performance appraisal. All of these processes are
outlined in The Regulation of the Minister of State Gvil Apparatus Empowerment and
Bureaucratic Reform No. 8 Year 2021 concerning the Performance Management System.
For the implementation in LAN RI, LAN RI refers to The Regulation of the National Institute
of Public Administration No. 8 Year 2020 concerningOrganization and Work Procedures of
the National Institute of Public Administration.

CURRENT CONDITION OF PERFORMANCE MANAGEMENT

The Implementation State Civil Apparatus Performance Management needs reforms
which are currently being implemented through The Regulation of the Minister of State Civil
Apparatus Empowerment and Bureaucratic Reform No. 8 Year 2021 concerning the
Performance Management System. the National Institute of Public Administration (LAN RI)
in particular has implemented the Performance Management Concept in the Head of LAN
RI Regulation No. 2 Year 2019 concening Integrated HR Management.

The objectivity of State Civil Apparatus development must be carried out thoroughly,
not only from the results of the preparation of the SKP which coinades with the Work
Performance Assessment (DP3) which is carried out at the end of the year or at the
beginning of every year. However, it must always be monitored and implemented
throughout the year through planning, assessing, implementing, monitoring, @aching and

following up on performance. As shown in the following image:

SISTEM MANAJEMEN KINERJA PNS

4 Tahapan Utama

PENILAIAN KINERJA

© Menitai capaian kinara
O walakaban pemerrgatan kinera

Picture 1. State Civil Apparatus Performance Management System

Source: The Ministry of State Civil Apparatus Empowerment and Bureaucratic Reform
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1. Performance Planning

Performance Planning is the initial stage in the Performance Management System
where the output is the preparation of Employee Performance Targets (SKP) that are
aligned from the organizational level to the individual level. The purpose of this pgormance
alignment is to align the performance relationship between work output and the
organization's strategic goals, so that the contribution of all employeesn supporting the
achievement of organizational goals is optimally achieved. As a result, Will increase
awareness and loyalty of all employees to the organization/institution. The alignment of
employee performance targets (SKP) starts from the national mediurterm development
plan (RPJMN) which is then elaborated in the organization's strategicplan (Renstra).
Further, Renstra will be incorporated into the performance agreement (PK) for each Middle
High Leadership Position to Pratama Leadership Position then downgraded into the
employee performance targets (SKP) administrator/coordinator up to each employee in

each unit.

(( RPIMN P
. RENSTRA =

PERIANIIAN
KINERJA

Picture 2. Alignment (CascadingpKP

Source: Team of Writers
The stages that must be carried out by each work unit, one of which is the method of
making a performance pyramid, is aimed to describe how goals are communicated the
operational level and how the steps are conveyed back to a higher level.
The following is an example of a Performance Pyramid in one of the work units at the

National Institute of Public Administration.
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Picture 3. Pyramid of Performance Source: Autlor Team
Another method to describe a good Performance Planning is to create Rerformance Tree.
This is done, among others, to:
1. Provide detailed analysis in setting out activity targets to achieve the main performance
of the organization;
2. Describe in detail the main performance of the organization down to the individual level
in achieving results for the organization;
3. lllustrate starting from the main performance and its impact in a figure/table; and
4. The solution to the main problem by looking at the causalelationship of a performance.
The following is an example of a Performance Tree in one of the work units at the National

Institute of Public Administration:
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Picture 4. Performance Tree

Source: Author Team
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The next step in Performance Planning aftercascadings to conduct a Performance
Dialogue by involving all employees in the work unit so that the targets of the Performance
Indicators that have been set in eachcascadingstage can be achieved by involvingll
employees in it so that no individual performance is not related to the achievement of the
above performance plan. The Performance Dialogue is a vergentcommunication tool and
must be carried out at the beginning of every year and monitoring is aaied out in the
ongoing process, so that when there are obstacles and difficulties experienced by
employees, direct solutions and the best solutions can be provided.

In The Regulation of the Minister of State Civil Apparatus Empowerment and
Bureaucratic Reform No. 8 Year 2021 concerning the Performance Management System, it
is explained that the performance dialogue by compiling a Matrix of Role Sharing and
Outcomes as a followup to be the basis for the plan for preparing Employee Performance
Targets (SKB. The following is an example of a Profit Sharing Matrix:

Table 1. Example of Role Sharing Matrix and Outcome
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The division of roles and outcomes matrix isa table that identifies the role of each

member of the work team to suppat the achievement of the work team and should be
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expressed in the expression of achievement (results). This is done to ensure that the division
of roles of each individual in the work team is aligned and that there is no overlap.

The work team consisting of cross work units/substance groups/sub-coordinators
must be recorded in the matrix of the division of roles and results. The steps in compiling a

matrix of division of roles and outcomes are as follows (can be seen in Figure 5. below):

INTERMEDIATE OUTCOME | PRODUK DANIAT AU LAYANAN TIM KERJA PADA UNIT KERJA

PERAN HASIL (RENCANA PERAN HA SiL (RENCANA KINERJA) PERAN HASHL ([RENCANA KINERJA)
KMERJA)

+ Paran hasil (rancana kinarja) « Paran hasil [rancana kjnarja) GL
+ Paran hasil [mncana kmeja) « Paran hasil [rancana kjnarjg)

- Peran hasil (rencana kinerja) M/A  Peran basil {rencana kinerj)
- Peran hasil [rencana kinerja) = Peran basil {rencana kinerj)

1. Write the role of coordinator/head of work team/work group at the top row of the
table; The list of all work teams/all positions involved is entered in the left column of the
matrix downwards;

2. For each table cell ask a question (what should team members produce/do, for
example: what to do to support a product/service);

3. Include the employee's role using the Languageof achievement/results not the
Languageof the activity in the appropriate cell for the position holder; and

4. The product or service produced by each employee ia performance plan that will be

written in the SKP plan format.

SPREADING INDIVIDUAL ROLES IN THE TEAM BASED ON PERFORMANCE ALAN
RICELATION

Performance (role) Individuals poured da lanMatrix-Results PerorA matrix of roles
result is simply a table that identifies the results that should be generated by each member
of the unit of work to support the achievement of team work bycascadingerformance.

cascadinginerja.

INTERMEDIATE QUTCOME | PRODUK DANCAT AU LAYANAN TIM KERJA FPADA UNIT KERJA

PERAN HASIL (RENCANA PERAN HA SIL (RENCANA KINERJA) PERAN HASHL (RENCANA KINERJA)
KINERJA)
« Paran hasil {rancana kinarig) « Paran hasil [rancana kjnarja) M M
« Paran hasil {mncana kmaja) « Paran hasil [rancana kjnarjg)

- Peran hasil [rencana kinerja) A = Peran basil [rencana kinerja}
- Peran hasil [rencana kinerja) = Peran basil [rencana kinerja}

Figure 5. RoleOutcome Matrix

Source: The Ministry of State Civil Apparatus Empowerment and Bureaucratic Reform
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2. Performance Implementation, Monitoring and Coaching

The Performance implementation is carried out in accordance with the performance
plan in the Employee Performance Target (SKP), in the event that the main performance
cannot be measured according to the measurement period determined by the agencthen
the performance implementation is preceded by the preparation of strategic action
plans/initiatives in order to achieve the main performance in the SKP of the employee
concerned. . Action plans/strategic initiatives can be prepared based on aspectsfo
guantity/quality/time/cost.  Furthermore, the preparation of strategic action
plans/initiatives can be carried out through discussions with all employees in the work
unit/team and reported to the performance appraisal officer.

Performance Implementation is documented periodically daily, weekly, monthly,
guarterly and/or semiannually. Performance documentation is carried out on performance
achievements in the form of products or outputs from the main performance in SKP and can
be in the form of other supporting data that describes performance achievements.

Performance monitoring is a series of processes carried out by performance appraisal
officials to observe the achievement of performance targets contained in the SKP.
Performance appraisal officers are required to provide continuous monitoring, which
includes one or more progress reviews at least once in each semester of the current year.
The performance monitoring period is not specifically defined and is expected to be carried
out incidentally by the performance appraisal officer to avoid bias in monitoring employee
performance. Performance monitoring is carried out by observing performance
achievements through performance documentation contained in nonelectronic
information systems and/or electronic-based information systems and can also be carried
out with performance dialogues. the causes and efforts to overcome them, as well as
acceleration so that they can achieve the goals and objectives as originally planned. In
conducting performance monitoring, the Performance appraisal officer can be assisted by
the Performance manager/ Performance management team. The results of monitoring the
performance of the implementation of SKP based on objective evidence may include
recommendations for changes to the SKP. Before producing recommendations for changes
to SKP, the results of performance monitoring are first followed up through performance

guidance and/or performance counseling.
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Performance Development aims to ensure the achievement of the Perfomance
targets set in the SKP. Performance coaching is a followp to performance monitoring
activities carried out by direct superiors to subordinates as a preventive effort to avoid
failure or deviations from achieving predetermined performance targets, the
implementation time of performance coaching is adjusted to the implementation of
performance monitoring.

Performance coaching is carried out through performance guidance which can be
carried out individually or in groups and performance counseling caried out individually.

Performance Guidance is a continuous and systematic process carried out by direct
superiors in helping State Civil Apparatus to find out and develop State Civil Apparatus
competencies and to prevent performance failures. The processiPerformance Guidance is
as follows:

1. Performance Guidance is provided by the performance appraisal official (direct
supervisor) or other party assigned a special assignment by the work unit to the assessed
employee (subordinate);

2. Performance Guidance is onducted at least once in every semester in the current year,;

3. Each performance appraisal official or other party who is given a special assignment is
required to make a record of information regarding the performance guidance process
and assessment of emplyee competency;

4. Records of such information are reported to the supervisor of the Performance appraisal
officer;

5. The supervisor of the performance appraisal officer can take the necessary followp
according to the information recorded on the results of the performance guidance;

6. Performance Guidance is a process of interaction between performance appraisal
officials (direct supervisors)

7. or other parties who are given special assignments with the assessed employees
(subordinates) or between the coordinator/head of the work team and members of the
work team in the form of a Performance dialogue; and

8. The Performance Dialogue on Performance guidance aims to build communication
between superiors and subordinates so that it can be seen the difficultie experienced by

subordinates in achieving the predetermined Performance plan as well as alternative
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constructive solutions that can be taken in the future as well as an appreciation to
employees whose performance has met the target.

Performance Counseling is a process of identifying and solving work behavior
problems faced by employees in achieving performance targets. Performance counseling
services are carried out individually by taking into account the principles of confidentiality
and responsibility. The stages of performance counseling are as follows:

1. Employee Identification which have attitude/ behavior problem;

2. Employee Identification which have attitude/ behavior problem is carried out by the
Performance appraiser officials simultaneously with performance monitoring or based on
the results of measuring work behavior using the 360 behavior appraisal method or the
inherent supervision method from the direct supervisor and/or other methods determined
by the Government Agencies;

3. The results of monitoring and measuring the work behavior of employees who have
behavioral problems are compared with the progress of achieving the latest performance
in question and/or the performance of their work team;

4. If work behavior has been assessed or has the potentidab hinder the achievement of
individual and/or work team performance, then the performance appraisal officer is
obliged to communicate it to employees at the opportunity for employee performance
guidance;

5. If there is no change in the behavior of the subrdinates, the performance appraisal
officer is required to report the problem of the employee's work behavior to the head
of the work unitin  charge of personnel management, by attaching evidence of the results
of performance guidance and reports on emgdoyee work behavior problems; and

6. The Authorized Officer or the head of the work unit in charge of personnel management

makes a list of employees who have work behavior problems.

3. Performance assessment

Performance appraisal is a process oéctivities carried out by individuals or groups
within an organization to evaluate andcommunicate how employees do their jobs by
comparing the results of their work with a set of standards that have been made in a certain

period that is used as the basi$or achieving the results of an activity.
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After setting the performance target, the direct supervisor and the employee must
determine what level of assessment will be used to assess a performance plan at the end of
the performance appraisal. The rating leel category used for each Performance plan may
differ depending on the characteristics and needs of the Performance plan assessment.
There are 4 (four) categories of assessment levels, namely:

1. In the case of a Performance plan that only needs to be asseskbased on the success or
failure of the performance achievement, 2 (two) levels of assessment are used, nhamely
Good and Very Poor;

2. In the case of a Performance plan that allows the achievement of extraordinary
performance above the expected target, then 3(three) levels of assessment are used,
namely Very Good, Good, and Very Poor;

3. In the case that a performance plan allows the achievement of extraordinary performance
above the expected target and also allows for the achievement of performance below
expectations, 4 (four) levels of assessment are used, namely Very Good, Good, Enough,
and Very Poor;

4. In the case that a performance plan allows for the achievement of extraordinary
performance above the expected target and also allows for performance below
expectations, 5 (five) levels of assessment are used, namely Very Good, Good, Enough,
Less and Very Poor. The advantage of the 5 (five) levels of assessment is that the error
tolerance limit is greater before a plan. Employee performance is declared very less
(unacceptable) compared to other rating level categories.

Performance Assessment is based on the results of annual performance
measurements, with the following stages:

1. Calculating Individual Performance Indicator (IKI) Achievements;

2. A performance plan may lave one or more Individual Performance Indicators;

3. Each Individual Performance Indicator has an achievement called IKI Achievement;

4. The achievement of IKI is obtained by comparing the realization of IKI with the target set
in the SKP;

5. The achievement of IK has 2 (two) conditions, namely:
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a. The achievement of IKI under normal conditions, where the realization of a
nominal/number greater than the target is categorized as an achievement that exceeds
the target;

b. IKI achievements with special conditions, where tle nominal/numerous realization is less
than the target is categorized as an achievement that exceeds the target; and

c. Each IKI achievement obtained is converted into an IKI achievement value whose value is

set in the following table:

Table 2.Classification of IKI Achievement Values

IKI Achievement Value Range
IKI Achievement
, Minimum Maximum
IKI Achievements Category

101%-110% Very good 110 120
100% Good 90 109
80%-99% Enough 70 89
60%-79% Not enough 50 69

0, 0
0%-59% Very Not enough 0 49

Source: Writing Team
4. Follow-up
After the performance appraisal is carried out, the performance appraisal document is
signed by the performance appraisal official. The performance appraisal document shall at
least contain:
a. employee performance value;
b. predicate employee performance;
c. employee performance problems; and
d. recommendation
The performance appraisal document that has been signed is submitted directly by the
performance appraisal official to the assessed employee no later than 14 (fourteen) days
since it was signed. Employees who are assessed and have received the results of the
performance appraisal are required to sign and return it to the performance appraisal officer
no later than 14 (fourteen) days from the date of receipt of the performanceappraisal

document. If the assessed State Civil Apparatus and/or State Civil Apparatus performance
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appraisal officer does not sign the performance appraisal document after the 14 (fourteen)
day deadline, the performance appraisal document is submitted by he performance
manager to the supervisor of the performance appraisal official to be determined and signed
by the supervisor of the appraisal officer State Civil Apparatus performance within a
maximum of 7 (seven) working days.

An employee who expresses ambjection to the results of the Performance appraisal,
the employee concerned can file an objection along with the reasons to the supervisor of the
Performance appraisal officer in stages no later than 14 (fourteen) working days from the
receipt of the Performance appraisal document. The supervisor of the performance
appraisal official conducts a thorough examination of the submission of objections to the
performance appraisal results submitted to him. Examination of the results of the
performance appraisd is carried out by asking for an explan Rlation from the performance
appraisal official and the employee concerned. The supervisor of the performance appraisal
officer can make a decision on the submission of an objection that is to strengthen or change
the results of the Performance appraisal. The decision must be made by the supervisor of the
performance appraisal official no later than 7 working days from the receipt of the objection,
in the event that the superior of the performance appraisal officialchanges the results of the
performance appraisal, the supervisor of the performance appraisal officer prepares a new
recommendation in the performance appraisal document.

State Civil Apparatus performance appraisal documents are reported in stages by
performance appraisal officials to the State Civil Apparatus Performance Assessment Team
and Authorized Officials (PyB) no later than the end of February of the following year.

The Performance appraisal document is used as a reference by PyB in:

. identify and plan education and/or training needs;

o o

. develop competency;

o

granting of allowances;

d. consideration of mutations, and promotions;

e. give awards andimposition of sanctions

in accordance with the provisions of the legislation; and/or

f. follow up on the problems specified in the SKP and Work Behavior assessment.
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Awards that can be given for the results of performance appraisals are priorities for
inclusion in the succession plan group program as well as priorities for competency
development. In addition, the Sate Civil Apparatus Supervisory Officer may provide other
awards in accordance with the provisions of the legislation. The awarding of the results of
the performance assessment is carried out based on the considerations of th8tate Civil
Apparatus Performance Assessment Team in accordance with the provisions of the
legislation. Performance appraisal documents can be used as a basis for payment of
Performance allowances. Performance allowance payments follow the provisions in
government regulations governing salaries, benefits, and facilities.

Sanctions for the results of the performance assessment are carried out based on the
considerations of the State Civil Apparatus Performance Assessment Team in accordance

with the provisions of the legislation.

THE EXPECTED CONDITIONS

The era of the Industrial Revolution 4.0 brought the development of increasing
demands for transparency and accountability from government organizations as well as
responsiveness that was fast and precise. the effectiveness of the implementation of the
main tasks and functions of the organization, prioritizing being adaptive to such rapid
changes to respond to the phenomenon ofomorrow is today.

In the Industrial Revolution 4.0 era, it is the adaptive power that is the key to success
in achieving achievements and achieving the organization's vision and mission. In the
business sector, for example, by Tokopedia, BukaLapak, has contributed to the clene in
mall turnover. Reflecting on this, government organizations should immediately improve, so
that they are able to compete in the era of the Industrial Revolution 4.0 in order tesurvivein
carrying out their main tasks and functions.

The transformation of government organizations is not only downsizing and
procedural, but it must be more fundamental to work patterns, organizational culture and
strategic values that are developed. Government organizations play a strategic role in
increasing the naton's competitiveness, in the institutional approach, from the

administrative side of the state from the executive to administrative policies.
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Therefore, this transformation must be planned and measurable, to answer the
problem statementhat characterizes the weakness of government organizations in order to
increase responsiveness, transparency, build systems and mechanisms that aaecessible
and allow for checks and balances.

This is strongly influenced by the leadership style, work culture, work processs of the
workforce, and the organizational structure that must be developed so that it is adaptive to
change and can increase the speed of the bureaucracy to increase the nation's
competitiveness.

The Industrial Revolution 4.0 provides a great opportunityto streamline the functions
and roles of government organizations in carrying out their duties, the rapid development of
IT can be an opportunity in accelerating the implementation ofe-governanceas digitizing
data and information such ase-budgeting, eroject planning, system deliveagministration. ,
e-controlling, e reporting,e-monevand other customapplications . The utilization of IT in
various government organizations is very necessary in buildingeltdriving mentality , self
power creativity and innovation.

On the HR perspective, it is not enough just to be smart because it will be lagged behind
by the machines. The right solution is to build cooperation that prioritizes collaboration and
synergy instead of competition, besides that, thee is a need for an understanding in mindset
and how to act in facing the era of digitalization of technology in all lines.

The utilization of the Internet of ThinggloT), big data,automation, robotics, cloud
computing, to artificial intelligence (Artificial Intelligence)needs to be continuously
developedThe mi ndset change of working al one,
mindset, under the pretext of risk mitigation or complianceneeds to be transformed to be
able to collaborate rather than work together. Resource efficiency is needed without
reducing the Key Performance Indicators (KPI) of each ministry/ agency.

Collaboration is carried out to complement each other's weaknesses and anticipate
rapid changes. Each work unit in different intenal government organizations and ministry/
agency can contribute in its updating and utilization, so that control and output and
outcomes of government organizations can be integrated by prioritizing the synergy

between Ministries/Agencies in one platform prioritizing efficiency and speed.
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Monitoring and reporting of development programs with the same object and spatial
structure by different Ministries/Agencies is very inefficient and consumes resources. Data
integration through the sharing economywill be very useful to reduce efficiency and
integration of reporting outputs and help achieve outcomes.

The acceleration of the transformation of government organizations is an answer to
the demands for public accountability and transparency which is getting tgher, as well as
responding to various challenges faced in the course of national development.

Optimism at various levels of leadership in government must continue to be
implemented, in order to provide input in accelerating the transformation of government
organizations in their respective work organizations, as a prerequisite for improving
governance to support the achievement of the 20262024 national development strategy
and make the transformation of government organizations one of the pillar towards
Indonesia World Class Governmdyt2025.

The industrial era 4.0 confronts us with the challenge of integrating technology into
every need in the organization, the existing system must be able to improve HR
competencies, proper management will determine theachievement of organizational goals.
Therefore, organizational performance is supported not only by the system but also by the
factor of how much talent the HR has. The relationship between the Performance
Management System and Talent Management is expeed to achieve organizational goals.

As the following concept is applied to the National Institute of Public Administration.

LRI

Alur Manajemen Talenta

Picture Synchronization of Talent Management System with Performance Management

Source: Author Team
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SOLUTION OFFER
The solutions offered to optimize the implementation of state civil apparatus

Performance Management in the industry 4.0 era are:

1. The use ofan integrated Technology-based Performance Information System starting
from Performance Planning to Followup related to the Talent Management System;

2. Changes in the work culture of organizations and individuals in the organization must be
carried out comprehensively and simultaneously;

3. The application of Coaching, Mentoring and Counseling must always be carried out
throughout the year periodically at least quarterly;

4. Performance appraisal must be related to the provision of rewards and funishments; and

5. The Performance Management System is implemented with commitment and

consistency by all individuals in the organization.
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SUMMARY
In an effort to build a World Class Bureaucraayhich is the determination of SMART ASN 2024 goal, the

development of foreign language competency for State Civil Apparatus is one of the important and urgent
elements. Rapid developments in many disciplines, particularly in Information and Communication Technology
(ICT) in the altdigital Industry 4.0 era, also demand State Civil Apparatus to be adaptable and evolve into
world -class State Civil Apparatus. As a result, a strategy for improving English technical proficiency is required,
encouraged by each institutionthrough an enticing language learning policy approach. This article is meant to
provide insight and incentive for State Civil Apparatus to improve their linguistic competency, particularly
English, the global lingua franca, and to inspire policymakers timplement policies and assist the development
of English in their work environment.

Keywords: Strategy, Technical Competency, EnglisiVorld Class Bureaucracy

LANGUAGE COMPETENCY AS ONE OF THE CHALLENGES OF A WORLD CLASS
BUREAUCRACY

T Your comfort zone ia place where you keep yourself in a

selfillusion and nothing can grow there but your
potentiality can grow only when you can think and grow
out of that zone. T
H Rashedur Ryan Rahman

Indonesia's bureaucratic reform policy has been formulated in the fom of aGrand Desigiffior
Bureaucratic Reform 2010 - 2025, which is regulated in the Presidential Regulation of the
Republic of Indonesia Number 81 Year 2010. Indonesia has completed the stages of the
bureaucratic reform plan 2015-2019, which focuses on therealization of a clean and
accountable bureaucracy, an effective and efficient bureaucracy, and a bureaucracy that

provides quality public services.

171



mailto:anastasia.kirana@lan.go.id%202

Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

Well,a more holistic study and evaluation is needed of the government's success in
realizing a clean andaccountable, effective and efficient bureaucracy, as well as quality
public services.At a macro level, however, various advancements can be seen in terms of
implementing transparent and accountable government programs that can be monitored
directly by the public via egovernment applications, implementing public services that
result in effectiveness and efficiency through onestop services, facilitating licensing, and
the presence of malls. The Law No. 5 Year 2014 on State Civil Apparatus stipulates the
management of State Civil Apparatus to produce professional employees, have basic values,
professional ethics, free from political intervention, free from corrupt practices, collusion,
and nepotism, public services will be more accountable.

President Joko Widodo (2019) elaborated Indonesia's Vision 20192024 in his speech
after being re-elected as President of the Republic of Indonesia, emphasizing the
development of Indonesia as adaptive, productive, innovative, and competitive by saying:
"Therefore, we mustlook for a new model, a new way, new values in finding solutions to
every problem with innovations.” And we all have to be willing and we will be forced to do
so. We have to leave old ways, old patterns, both in managing organizations, in managing
institu tions, and in managing government. What is no longer effective, we make it effective!
What is already inefficient, we make it efficient! ..We must move towards a more
productive, competitive country, which has high flexibility in dealing with these changs.
Therefore, we are preparing big stages. T

What are the primary stages that are defined? The Ministry of State Apparatus
Empowerment and Bureaucratic Reform (PANRB) has launched the SMART ASN concept
(2019-2024) to achieve World Class Government by establishing State Civil Apparatus with
Integrity, Nationalism, Global Insight, IT and foreign language mastery, Hospitality
(Services), Networking (Network), and Entrepreneurship (entrepreneurship). State Civil
Apparatus is also expected to be broaeminded, upholding national values and feeling pride
in being a part of the Indonesian country, able to speak various languages and have large
work networks, but still have a serviceoriented and entrepreneurial attitude. So, one of the
most crucial challenges in realizing SMART State Civil Apparatus is foreighanguage

competency, especially English as a globdhgua franca
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State Civil Apparatus English Language Needs in the Digital Age

To be able to understand the need for English in the digital era, there are several
interrelated aspects that must be understood. The first aspect is how the digital era affects
learning English. The second aspect is the definition of English competency because mastery
of English is more than just mastery of linguistics. The third aspect is data about State Civil
Apparatus who must master english. this third point will also be related to theglobal
competitiveness indeand global entrepreneurship indexd how it relates to smart State Civil
Apparatus which is a mandate for all State Civil Apparatus.

The digital era is markedby the use of various forms of technology to support various
aspects of life. One aspect that is inseparable from the rapid development of technology is
learning English. Setiawan (2017) states that the digital era was born with the emergence of
internet n etworks, especially computer information technology. This technology is backed
up with a search engine that makes it simple to access information in all fields of science,
where the knowledge is written in English, both in the form of books and journals, tich is
still a widely spoken | anguage. According to t
that still dominates as an international Language in the 21st century with 1.75 billion
speakers in the world. T Thi s <iistandirg sdiehtifict Eng
developments and current issues and the key to communicating with various parties. The
British Council (2013) also stated that TEngl
things that support e a c htates théh importahce @f miasdering a c t
English.

The high demand for English for State Civil Apparatus is evidenced by the interest of
participants in National Leadership Training (PKN) Il and | in participating in English
Language learning in order to pass th&nglish Languagetest selection, as well as prospective
participants in Supervisor Leadership Training (PKP) and Leadership Training Administrator
(PKA). This can also be seen from the high interest of participants from other institutions
such as the Suprene Court, which sends judges to learn English. The National Narcotics
Board (BNN) also sends its instructors so that they can provide drug counseling in the
international level. Then the House of Representatives (DPR) also sent participants from the

Secretary General and the Expertise Board.
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The current technological developments have massively changed the way of learning
in the 21st century. Peter (2009) as quoted in Priyatmojo (2018) states that "English learning
has changed in the sense that the teachano longer has a role as the main source of learning
but as a facilitator.” This confirms that participants are not learning objects but as learning
subjects. They are no longer participants who depend on the teacher but they are
independent learners. So tobe able to master English, they can access information from
anywhere outside of what has been conveyed by the teacher. Distance limits were imposed
as a result of the epidemic that began in early 2020. Despite the distance constraint, learning
options have expanded and become more varied. This is because many organizations and
agencies conduct international quality seminars and trainings online, without regard for
space or time constraints, which reinforces the necessity for State Civil Apparatus to be abl
to communicate in English.

Competenceor competency in the context of Language can be interpreted as
knowledge about the system of a Language. This competency is distinguished from
performancewhere this performancerefers to the ability to produce sentences both written
and spoken correctly based on knowledge of the Languagesystem which includes four types
of competencies as basic English competencies. This idea was then developed and refined
multiple times until four distinct types of abilities were identified as core English
competencies: gammatical, sociolinguistic, discourse, and strategic (1980; Canale and
Swain).

The first ability, grammatical, is the capacity to comprehend the English language
system, which encompasses vocabulary, pronunciation, spelling, and sentence structure
construction, in order to produce appropriate English sentences.The second ability, namely
sociolinguistics, is the ability to use the ability to use Languageappropriately by looking at
situations or social contexts. This is related to appropriateness in Languag&urthermore,
the third ability, namely the ability of discourse, is the ability of Languagespeakers to
produce texts or sentences or utterances in a cohesive and coherent manner so that the
interrelation of ideas and the whole text can be understood. Thdast is strategic ability, or
the ability of language speakers to employ spoken or noispoken languages to maintain
communication despite obstacles such as the lack of vocabulary expertise. These four

competencies must be learned seriously by State Civil gparatus to be able to achieve the
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expected communication goals, for example for the need for scholarship selection, for
presentations, or negotiating with other people.

According to data published in the Grand Design OF State Civil Apparatus
Development 2020-2024 in 2018, Indonesia had a total of 4,351,490 State Civil Apparatus.
932,462 individuals (21.4%) work for the federal government, whereas 3,419,028 people
(78.6%) work for municipal governments. Because State Civil Apparatus has a vital role, it is
hoped that all State Civil Apparatus, both in the central government and local governments,
have high English language competency to be able to carry out their duties in accordance
with the demands of the World Class Bureaucracyt should be noted that low English
competency can affect the achievement of other items in smart State Civil Apparatus, for
example networking. Therefore, a high level of English competency must be possessed
supervisory positions, functional officers, and staff because every StateCivil Apparatus
must be ready to carry out tasks that are in accordance with their duties and related to
English Languageskills. For example, the High Leadership Positions (JPT) are able to give
presentations at the international level and their staff are able to facilitate international
events and provide world-class services. Moreover, English Language competency can also
help to avoid situations where state civil servants hold strategic positions and have
numerous opportunities to participate in international dialogues, seminars, or conferences,
but are unable to take advantage of these opportunities due to language barriers. If this
international potential is hindered by the lack of English language proficiency, it means that
the State Civil Apparatus will be unable to learn from other countries about administering
the country or resolving a problem for the country's benefit.

SMART ASN : State Civil Apparatus that is Active and Competitive in International Level
through English Language Mastery

The expeded condition is for every State Civil Apparatus across Indonesia is to have a
high level of English proficiency, because this stage is urgent for achieving other
characteristics in Smart State Civil Apparatus, such as hospitality, networking, and mastery
of information technology. Many opportunities are available to State Civil Apparatus such
as the opportunity to study abroad through scholarship programs. Institutions that provide
scholarships include LPDP, Chevening, AMINEF, and Australia Award. Opportutres to

pursue higher education through scholarships offered by these various institutions need to
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be utilized properly. English is the Language used in teaching and research and is the
Language of communication between academics (British Council, 2013)Having good
English competency enables State Civil Apparatus to understand academic texts, write
scientific papers, and present a topic in English according to the field they are involved in
while studying in the destination country. After learning from the destination country, State
Civil Apparatus will gain new knowledge and skills that can be applied in agencies in the
country of origin. A concrete example of the opportunity to study abroad is the story of an
State Civil Apparatus colleague from the PUSATBANG PKASN who wrote his story on the
official website of the PUSLATBANG PKASN (https://bandung.lan.go.id/index.php?
r=post/read&id=374. Pratiwi (2016) stated that he had the opportunity to study in the
Netherlands for three weeks as part of the trainingprogram Facilitating multi-stakeholder
processes and social learning at Wageningen University's Center for Development
Innovation (CDI). She mentioned that the Netherlands applies an egalitarian teaching
method. Such a teaching environment proven to proule a good stimulus for the emergence
of innovations because there is no hesitation between participants and teachers when
expressing opinions. Pratiwi (2016) further stated that during the program she was asked to
write about the case of public service sevice innovation being faced which was followed by
FGD for solving the problem of the case at hand. Then she was offered a position as a
facilitator for an agricultural problem in the Netherlands, where she and her team must give
suggestions to all stakehotlers, including the Water Management Agency and the
Environmental Auditor Agency. From this information, it can be seen that in a relatively
short time, a lot of knowledge can be absorbed. The English competency possessed by the
participants as well as the assistance of professional teachers and excellent teaching
methods in the Netherlands will definitely contribute greatly to the progress of the
institution and also the country.

This also applies when State Civil Apparatus attends international seminars ro
conferences. Although seminars or conferences are generally held in a shorter time, the
knowl edge gained from this is also very use
professionals need to follow international best practice Similarly, improving English
proficiency allows business companies to access a wider range of talent and expertise than

they might have had access to just a few years ago." Through high competency in English,
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communication orally and in writing when exchanging ideas wilbe much easier because the
State Civil Apparatus on duty can obtain information from other countries that are more
advanced and successful in carrying oubest practices. The outcomes of these international
seminars and conferences must be adapted anceimgahted to improve institutions and countries,
as well as domestic servicB®t only doing idea exchange, but also doing networking at the
same time that must be done when attending international seminars and conferences, where
a large number of stakeholdrs from other countries are present. This is critical to establish
and maintain cooperation, as times are changing faster, conditions will continue to change,
and knowledge will continue to grow. In this global era, a State Civil Apparatus must be
broad-minded and should not only see the institution as a separate part of the world."One of
the main characteristics of a global society is that it is connected to one another through a
network of connections § curiosity, expansion of connections, and the desirg¢o share are
things that can no longer be limited§ and speaking English yourself, of course, is important

t o broaden connectionsiT, according to Engl i :

The hope for current and future State Civil Apparatus is that they will continue to
acquire knowledge, actively seek scholarship opportunities and international conferences,
so that Indonesia's participation can be seen and recognized throughout the world, and
Indonesia can progress as a result of the knowledge they apply. This conditioniisline with
what was emphasized by the Minister of the Ministry of Empowerment of State Apparatus
and Bureaucratic Reform. He emphasized, "Improving the quality of public services is an
indicator of the success of bureaucratic reform, because all forms gbublic administration
activities lead to public service."(Humas MENPANRB, 2021).

Furthermore, there is another value in smart State Civil Apparatus that is as important
ashospitalityand networking,namely the mastery of information technology. Foyewa 2015)
stated, "The World Association of Scientists has not officially declared English as the official
Language of science but all activities in science and technology are carried out using English."
All State Civil Apparatus hopefully could master the inbrmation technology which also
begins with the mastery of English first. Technological device developers always provide
manuals on how to operate the device in English. Various kinds of applications that can be
downloaded for free also provide instructions in English for the installation process. The

mastery of English also directly assists the State Civil Apparatus in comprehending how a
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technological device works, which greatly aids the State Civil Apparatus in completing tasks
and communicating with other parties, as well as improving public services through the use
of this information technology.
Benefits of English Mastery: Lesson Learnefiilom the Managing Global Governangarogram
BachV 2009, Germany.
TExperience is the besteheashteachntdhehbewbdrt

In general, many overseas scholarships offered to Indonesian State Civil Apparatus
require high English competency, which is often measured by TOEFL or IELTS scores,
followed by an interview in English. The author has sewal experiences of training
scholarships abroad, and one of the most memorable was studying in Germany. There are
plenty of things that a State Civil Apparatus with a strong command of English may
accomplish and achieve, such as scholarships in the form dbrmal study, training,
workshops, or conferences, etc. In 2009, the author received a scholarship for théanaging
Global Governance Batch(MGG 5) training program for 26 weeks (January-July 2009) to
Germany. This program is sponsored by Germany's Mistry for Economic Cooperation and
Development (BMZ) and coorganized by INnWEnt and DIE (now merged into Deutsche
Gesellschaft fur Internationale Zusammenarbeit). It is supplemented by two weeks of
International Futures training at the Federal Foreign Office in Berlin.

There are 3 interesting and valuable experiences that the author wants to share here.
The first is the uniqueness of theSelection process by completing an application form; the
second is an extremely engaging learning experience with a highly interactive and
inclusive learning technique; and the third is lesson learning or a highly useful learning
experience that can be experienced and implemented in performance enhancement.The
first is the initial selection process by filling outa 12 pageapplication form This is a challenge
since several of the questions require applicants to write essays demonstrating their level of
understanding regarding Managing Global Governance as well as their English Language
skills. This scholarship is aimed al¥oung Professionalwith a maximum age of 35 years,
coming from 7 countries which (at that time) were considered to be developing close to
developed countries, namely China, India, Indonesia, Egypt, South Africa, Brazil and Mexico.
What's remarkable is that the author was 42 years old when she submitted his application

and requested funding for transportation from Jakarta-Bonn-Jakarta, despite the fact that
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the application indicated that the sending institution was responsible for the trip to
Germany.The &sson learnt here is that being able to communicate in English in Indonesia requires
not just a good TOEFL or IELTS score, but also the capacity to convince sponsors that the author's
participation in this program will benefit Indonesia, particularly th&itution where the author
works.And finally the author, with an age that is quite far from the requirements, was
accepted and assisted withtravel expenseby the sponsor to Germany.

The second interesting thing is that the learning process starts 2 months before the
participants leave for Germany through e-learning.In this process, participants are given
Preparatory Modulesas material discussion and collaboration between participans. This
means that the participants already know each other and collaborate through thes-learning
platform , which is called Global Campufl. The learning methods applied are also very
varied and interesting. The participants are given many opportunitiedo discuss, collaborate
and make presentations by finding their own topics discussed througliiscovery learning.

In Germany, participants are given the opportunity to study German for 4 weeks
(optional), although the entire learning and communication pro@ss is carried out in English.
The learning process is structured in such a way that all time feels so valuable. All
participants were provided with leadership training, gisit to the United Nations in Geneva-
Switxerland, and the European Union in Brussls ¢ Belgium to learn how these large
organizations carry out their activities in communicating, negotiating and collaborating in
world regulatory settings. Participants are also provided with Diplomat Training (this
training program is called International Future@ which is held for 2 weeks in Berlin, directly
involving several European diplomats as participants, and held directly by theGerman
Federal Foreign Offic®articipants practice being 'diplomats’ in their respective countries
and discuss, negotate and even collaborate to provide solutions to global problems. Almost
all topics discussed (Country Presentation, Global Governance, German Development Policy,
Climate Change, Peace and Security, Global ecosystems and natural resources, International
development system and perspectives of multilateral/ triangular cooperation, Global dimension of
knowledge production and new technologies, Poverty Reductiete) involves world-class
resource persons, and many discussions are carried out by visiting/vieng relevant locus.
For example, when talking about Clean Energy, participants were brought to a German

Electric company that uses a lot of solar power.
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The most interesting and challenging learning program occurs when participants are
given the opportunity to complete the Research and Practice Phase through a twononth
internship with large organizations that match their interests and learning experiences, by
allowing them to select their own organization and the country that will be visited and
conduct direct communication (of course countries that are in the European Union), and the
opportunity to do benchmarkingpr visit to 2 or 3 other countries independently. The MGG 5
program ended with the presentation of each participant about the learning outcomes
obtained during the Research and Practice Phase.

Lesson Learngr the lessons learned by the author from the entire learning process at
MGG 5, is a very valuable experience learning together with colleagues from 7 different
countries, in different places with international class speakers. This experience increases
self-confidence, tolerance, discipline, ability to collaborate, and empathy for world
problems. The learning method experienced while studying in Germany has also become a
very inspiring experience for the author to apply the same thing in teaching. It all starts with
the ability to speak English. This experience is shared to provide inspiration and motivation
for State Civil Apparatus to always improve their Language skills, and see great
opport unities from that ability.

ENGLISH COMPETENCY DEVELOPMENT STRATEGY

In addition to carrying out their daily service duties, State Civil Apparatus must take
the time to improve their English skills. Numerous tactics should be used to facilitate
learning opportunities. This article proposes three highly relevant techniques for promoting
the development of world-class state civil apparatus through policy formulation, MOOC
design, and social media use.

1. Making a Policy for the Implementation of Free Language Leaming

In supporting the development of technical competency in English for State Civil
Apparatus as demanded by theWorld Class Bureaucracy, tlggvernment through training
institutions needs to provide or organize paid or free Languagetraining for State Giil
Apparatus. For instance, since 2014, the Balai Social Care program, which is a LAN RI
LanguageTraining Center program, has been in place. The Language Training Center has
been given a mandate to carry out Languag etraining in compliance with the Natici

Institute of Public Administration Regulation No. 11 Year 2020 concerning Organization
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and Work Procedures. Balai Social Care is a free English Language Training program for
stakeholders who want to improve their English skills. BSC programs that haveden held
include Public Speaking, English for Presentation Séilld, TOEFL. Given the different needs
of each State Civil Apparatus, in the future it is necessary to carry out renapping as a basis
for designing other BSC programs that suit the needs obtate Civil Apparatus.

LAN RI Language Training Center is not the only government agency to learn English.
Several other institutions / ministries that also have Languagecenters such as the Ministry
of Defense and the Ministry of Cultural Education. To meéthe needs of the 4351-490 State
Civil Apparatus spread all around Indonesia, the agency/ ministry that has been actively
organizing Language training programs in the past is expected to continue to do so in the
future. Meanwhile, institutions / ministri es that have Language centers but are not active
are expected to reactivate their Language centers to help support the development of State
Civil Apparatus English Language competency.

2. Designing MOOC According to State Civil Apparatus Needs

MOOC stands for Massive Open Online Course which was first designed by Stephen
Downes and George Siemens in 2008. MOOC, in research by Razali et al. (2019), is a free
online learning platform that combines social networks, professional facilitation in the area
being studied, and a variety of free online learning materials. Edx and Coursera are two
examples of MOOC platforms. Edx provides thousands of free and paid courses in various
fields, such as communication, Languages, food and nutrition, biology, and many more. The
facilitators are experts from world universities such as Berkeley, Harvard, and Adelaide.
Then, Coursera, on its official website states that they have collaborated with more than two
hundred world-leading universities and companies and designed more thah,100 courses.
These two big MOOC platforms can certainly be examples of MOOC designs developed for
State Civil Apparatus. Further in their study, Razali et al. (2019) states that MOOC is closely
related to the online system so that anyone from any part othe world can take courses as
long as they are connected to the internet.

Learning from what the Edx and Coursera could do, a MOOC that is designed
exclusively for State Civil Apparatus English competency has to be developed so that State
Civil Apparatus throughout Indonesia have the opportunity to learn and get access to

English Language materials easily. Of course, the development of this MOOC must be in
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accordance with the needs of State Civil Apparatus spread throughout indonesia. A survey
regarding the mapping of State Civil Apparatus english needs has to be carried out first so
that the State Civil Apparatus needs can be clearly understood before developing a MOOC.
According to Malone (2014), referenced in Mali (2017), State Civil Apparatus, which is
categorized as an adult learner, differs from other learners in that "they have other duties
outside studying, notably the responsibility to carry out employment and take care of the
family.” Another challenge for adult learners is expressed by Zhao (2004p.10) quoted in
Mali (2017) that "Adults who learn Languagesare less likely to achieve Language acquisition
like native speakers." As a result, the MOOC must be structured to address these needs and
problems so that State Civil Apparatus belonging tothe adult student category can learn
successfully and considerably increase their abilities despite having other duties.

In practice, microlearningstrategies can be applied. Hug (2005) as quoted by Alqurashi
(2017) states,"Microlearning isalso referred asbite-sized learningpecause it uses small pieces
of a unit or activity." Alqurashi (2017) also mentions thatl mi c r o luges a sefies gf
content and short activities that f oegyms a st
appropriate for adult learners because it reflects the characteristics of those who have a
variety of responsibilities in their daily lives, as stated by Alqurashi (2017): "microlearning is
indeed designed for the limited human brain by paying attetion to the attention span in
order to avoid excessive cognitive load." Even though the training is brief, other factors
should be addressed, such as the selection and quality of materials and learning activities,
because briefness is meaningless if the mearial does not meet the needs of the learner and
does not correspond to his or her level.

3. Make use of social media

Social media is no longer a strange thing in this digital era. Millions of people around
the world use social media every day. Hudson (2017: p.59) as quoted by Handayani et al.
(2020) states, TSoci al medi a ar e aletoatentimnd a
reatt I nBocidl media is a good tool for learning English because users who want to learn
English can easily search and find accounts of professionals working in the world of learning
English. These professionals also regularly share Engh content needed by their followers
on social media accounts. Various kinds of infographicspodcasts,and short videos

containing English content can be found with one click on social media such as Instagram and
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Youtube. Due to itsreattime nature , users from all over the world who follow the accounts
of these professionals also easily see which content is the latest and which content has been
uploaded on the previous day, week, month, or year.This is made easier by Instagram's 'save'
tool and Youtube's ‘download' feature, which allow users to save significant content to their
personal Instagram and Youtube accounts.

Social media is an excellent resource for selfirected learning and can help in the
development of State Civil Apparatus English proficiency. State Civil Apparatus understands
which English abilities still need to be strengthened as adult learners because, as Harmer
(2007) notes in Mali (2017), "adult learners understand why they are learning and what they
hope to accomplish.”If State CivilApparatus feels that their productive skillsnamely speaking
and writing, arestill lacking, they can independently seek information and learn regularly
from the accounts of professional English Languagefacilitators. If sociolinguistic
competence is deftient, the State Civil Apparatus can concentrate on obtaining information
regarding which phrases or vocabulary are appropriate for formal circumstances and which

expressions or vocabulary are appropriate for ordinary Language.

CONCLUSION

The Grand Designfor Bureaucratic Reform bring about the term of a World Class
Bureaucracy and a smart State Civil Apparatus for 202e2025. Integrity, nationalism, global
understanding, IT and foreign language proficiency, hospitality and services, networking
(networking), and entrepreneurship or entrepreneurship are smart State Civil Apparatus
expected characteristics. The mastery of foreign Languages, especially English, is an
important point in developing State Civil Apparatus competencies in response to the
demands ofthe World Class BureaucracBy mastering English, State Civil Apparatus is also
able to do networking and mastery of IT which generally uses English as well as being able to
be active and competitive in the international arena.This study has described thee
techniques for improving English Language competency: the first is policymaking for the
implementation of free English Language learning, the second is MOOC design, and the third
is social media use. There are many ways that State Civil Apparatus candito develop their
English competency but the most important thing is willingness and action. Time goes so fast.

The year 2024 is in sight. Therefore, all Ministries and Institutions must act promptly to
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promote and facilitate language acquisition, partialarly English, which is a critical

component of achieving world-class bureaucracy.

REFERENCE

Algurashi, E. (2017). Microlearning: A Pedgogical Approach for Technology

Integration. https://www.researchgate.net/publication/319715909 _Microlearning_A_Peda
gogical_Approach_For_Tech nology_Integration.

British  Council. (2013). The English  Effect. https://www.britishcouncil.org/
sites/default/files/eng lish-effect-report -v2.pdf.

Education First. (2020). EF EPI: Indeks Kecakapan Bahasa Inggris EF Peringkat 100 Negara
dan Wilayah menumt Kecakapan Berbahasanggris https://www.ef.co.id/epi/ .

Hamijaya, N.A. (2018). SMART ASN 2012 0 2 4 : Tujuan dan | mpian vy
Pendayagunaan Aparatur Negara https://kita.menpan.go.id/wp -
content/uploads/2019/11/Jurnal_Tahun_2018.pdf .

Foyewa, R. A. (2015). English: The International Language@cience and Technology.
International Journal of English Languageand Linguistics Research, Volume 3 (5).-34.
https://www.eajo urnals.org/wp-content/uploads/English - The-International -Languageof-
Science-and- Technology.pdf.

Handayani, R.D., Syafei, M., & Utari, A.R.P. (2020). The Use of Social Media for Learning
English. PROMINENT Journal, Volume 3 (2). 313321.
https://jurnal.umk.ac.id/index.php/Pro/article/view/5381

Humas BPKP Pusat. (2018, 28 Maret). Menuju Birokrasi Berkelas Dunia, CPNS Ikuti
Presidential Lecture http://www.bpkp.go.id/berita/read/19685/0/Menuju - Birokrasi-
Berkelas-Dunia-CPNS Ikuti -Presidential- Lecture.bpkp.

Kementerian Pendayagunaan Aparatur Negara dan Reformsi Birokrasi. (2018). Grand

Design Pembangunan  State Civil Apparatus 2020 -2024.
https://www.menpan.go.id/site/download/file/6019 - 5-grand-design-pembangunan-State
Civil Apparatus-2020-2024.

Kementerian Pendayagunaan Aparatur Negara dan Reformasi Birokrasi. (2021). Menteri

Tjahjo Dorong Kementerian / Lembaga Bkus Tingkatkan Layanan Publik.

184



https://www.researchgate.net/publication/319715909
https://www.britishcouncil.org/sites/default/files/eng
https://www.britishcouncil.org/sites/default/files/eng
https://www.ef.co.id/epi/
https://kita.menpan.go.id/wp-content/uploads/2019/11/Jurnal_Tahun_2018.pdf
https://kita.menpan.go.id/wp-content/uploads/2019/11/Jurnal_Tahun_2018.pdf
https://www.eajournals.org/wp-content/uploads/English-The-International-Language-of-Science-and-Technology.pdf
https://www.eajournals.org/wp-content/uploads/English-The-International-Language-of-Science-and-Technology.pdf
https://jurnal.umk.ac.id/index.php/Pro/article/view/5381
http://www.bpkp.go.id/berita/read/19685/0/Menuju-Birokrasi-Berkelas-Dunia-CPNS-Ikuti-Presidential-Lecture.bpkp
http://www.bpkp.go.id/berita/read/19685/0/Menuju-Birokrasi-Berkelas-Dunia-CPNS-Ikuti-Presidential-Lecture.bpkp
https://www.menpan.go.id/site/download/file/6019-5-grand-design-pembangunan-asn-2020-2024
https://www.menpan.go.id/site/download/file/6019-5-grand-design-pembangunan-asn-2020-2024

Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

https://menp an.go.id/site/berita -terkini/menteri -tjahjo-dorong-kementerian-lembaga
fokus-tingkatkan -pelayanan-publik.

Mal i, Y.C.G (2017) . Adul t LearnersH Experien
University Students in Indonesia. IJOLTL.https://ijotltl.soloclcs.org/index.php/ ijoltl/
article/view/280.

Pratiwi. (2016). Yang Berbeda dari Diklat di BeLAN Rlda.
https://bandung.Lan.go.id/index.php?r=post/read&id= 374.

Priyatmojo, A.S. (2018). Learning English in the Digital Era.
https://www.researchgate.net/publication/34046047 LEARNING_ENGLISH_IN_THE_DIG
ITAL_ERA.

Razali, M.A., Hashim, H. & Yunus, M. Md. (2019). Beyond ESL Classroom: The Use of MOOC
in Enhancing ESL Reading Skills. Journal of yics: Conference Series
https://iopscience.iop.org/article/10.1088/1742 - 6596/1424/1/012032 .

The Republic of Indonesia, The Regulation of Minister of State Civil Apparatus

Empowerment and Bureaucratic Reform No. 11 Year 2015 on Bureaucratic Reform

Roadmap 20152019.

The Republic of Indonesia, The Law No. 5 Year 2014 on ASN.

Setiawan, Wawan. (2017). Era Digital dan Tantangannya. Seminar Nasional Pendidikan

2017. http://eprints.ummi.ac.id/151/2/1.%20Era%?20Digital%20 dan%20Tantangannya.pdf

185



https://menpan.go.id/site/berita-
https://www.researchgate.net/publication/34046047
https://iopscience.iop.org/article/10.1088/1742-6596/1424/1/012032
http://eprints.ummi.ac.id/151/2/1.%20Era%20Digital

Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

The Concept of Technical Competency Development for
State Civil Apparatus in Responding to the Industrial Era 4.0
Sarinah Dewi
Pusbangkom TSK ASN, The National Institute of Public Administration of the Republic of
Indonesia

Sarinah.dewi@lan.go.idsarinahdewiOi@gmail.com

SUMMARY

The Industrial Revolution 4.0 demands theuse of information technology as a drive for developing the
competency of the State Civil Apparatus (State Civil Apparatus). There is a milestone in the implementation of
competency development based on dearning by employing information technology in the form of a Learning
Management System with the National Institute of Public Administration Regulation No. 8 Year 2018. One of
the concepts of developing technical competency for State Civil Apparatus in responding to the Industrial Era
4.0 is the implemertation of blended learning competency development. The level of effectiveness of the
concept of developing technical competency through blended learning can be determined in three ways: (1)
Reaction Evaluating, which determines participant satisfaction; (2 Learning Evaluating, which determines the
effectiveness of competency development in achieving learning objectives or learning outcomes; and (3)
Behavior Evaluating.

Keyword: Blended Learning, state civil apparatus, competency development, industrial neolution

INTRODUCTION

The human resources of the apparatus must have high competency and
professionalism because they are the assets of the nation and the state in carrying out
national development in various sectors. To create human resources of the apgpatus who
have these competencies, it is necessary to improve the quality of professionalism and
develop the insight of State Civil Apparatus. Efforts that have been taken by the
Government in improving the quality of professionalism and developing the isight of State
Civil Apparatus are through the implementation of competency development programs
including through training programs. Training is a learning process within the organization
that leads to changes in employee attitudes and behavior in meetingob qualification
expectations and organizational development demands both internally and externally.
Effective training has great potential to improve employee competency so that they are able

to make a real contribution in improving organizational performance.
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Training is one of the most effective ways to get professional government officials.
Training is a planned and systematic process that also has a lotgrm impact in equipping
government officials with competency in carrying out their duties and functions. It is hoped
that professional apparatus will be able to perform high so that the vision of the institution
where they serve can be achieved. The achievement of the vision will certainly have an
impact on the effectiveness of development carried ou by the current government. Thus,
Competency Development (Training) is a sequence of instructional activities that prioritize
improvements in an employee's knowledge, abilities, and attitude toward doing their jobs
effectively and efficiently.The provisions of the Law No. 5 Year 2014 on State Civil
Apparatus and Government Regulation No. 11 Year 2017 on State Civil Apparatus
Management (PNS) establish the framework for State Civil Apparatus to enhance three
(three) competencies, namely Managerial Competeng, Technical Competency, and Social
Competency Cultural. Even State Civil Apparatus have the right to at least 20 hours of
training each year.In the Speech of the Elected President on July 14, 2019 at SICC Sentul,
West Java, regarding the "Vision of Indonsia” it was stated that "We will give priority to
human resource development. Human resource development is the key to Indonesia going
forward. The government will identify, will facilitate, and provide educational support and
self-development for Indonesian talents. We will manage great talents, who can bring this
country to compete globally.7™ I n order to su
proclaimed by the elected President, competency development programs are needed that
are supported by Professional Training providers.

In addition, the Industrial revolution 4.0 demands the use of information technology as
a vehicle for developing the competency of the State Civil Apparatus (State Civil Apparatus).
In light of the foregoing, the National Ingitute of Public Administration has issued
Regulation No. 8 Year 2018 on Guidelines for Implementing the Competency Development
of State Civil Apparatus Through ELearning. The elearning method was introduced for the
first time by the University of lllino is and implemented in Indonesia since the 1980s by the
Open University in 1984 (Paulina P., 2017).

Numerous e-learning studies, one of which utilizes a Learning Management System
(LMS), which is an application or software used in-&earning learning programs and the

training content is capable of supporting portability and standards, consolidating website
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based training, rapidly collecting and delivering learning content, and personalization of
content that enables reuse of such learning (Bersin et al., 2).

In addition, the results of research on elearning learning methodology provide many
advantages, such as being more efficient, effective, easier, cheaper, and accommodating
many participants. (Eviyanto, 2019, Subandriyo, 2019, Uluwiyah, 2017 and 2019Pue to
the substantial nature of elearning, the Center for Technical and Social Cultural
Competency Development of State Civil Apparatus LAN RI conducts 4earning-based
Technical Training via the Learning Management System (LMS), which combinedearning
and conventional training into blended learning.

Blended learnings a teaching method which is a mixture of facdo-face learning
methods in the classroom andonline learning whether it is organized independently or in
collaboration using information and communication technology (Lalima & Kiran, 2017).
Numerous research on blended learning methods assert that the benefits of blended
learning include the fact that learning occurs independently and customarily, promotes
accessibility, and can be completedegardless of time. It is easier for learning participants to
access learning materials via an online training system, such as selirected where
participants learn independently, on demand where the learning process can be done at any
time, and actively looking for learning resources, thanks to the existence of Blended
Learning. (Widyantini, 2019; Henderson, 2003). On the other hand, the benefit of
implementing blended learning is the opportunity to fundamentally redesign approaches to
teaching and learring, thereby increasing the effectiveness, trustworthiness, and efficiency
of higher education institutions (Garryson & Vougan, 2008) and expanding learning reach,
ease of implementation, cost efficiency, optimal results, adapting to diverse learner needs,
and increasing the attractiveness of learning (Munir, 2017; Rohimah and Budi, 2019). In this
paper, we will see how to use blended learning for the Development of Technical
Competencies for State Civil Apparatus.

In the implementation of Technical Competency Development using the blended
learningmethod, several problems often arise during online learning/elearning, including
the limited infrastructure that supports e -learning. These infrastructure facilities include the
internet network which often exper iences disturbances so that it becomes a big obstacle in

the passage of elearning, both independent andsynchronousDuring the live or synchronous
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live chat poth the Widyaiswara as the trainer and the participants experience difficulties in
equalizing perceptions. This d limited features as well as space and time. When
strengthening technical competencies and or learning objectives that touch the affective
and psychomotor domains elearning is very difficult to do. Participants experience
difficulties in understanding various technical competencies as providers of competency
development without direct interaction through face -to-face in class. On the other hand,
through the implementation of technical competency development based on Blended
Learningthe allocation of face-to-face time through distance learnindor reviewing material

is very limited.

Some materials in the development of technical competency have learningbjectives
that do not only touch the cognitive domain, but also the affective and psychomotor
domains. In achieving learning objectives in the cognitive domain, -&2arning learning
methods are quite effective to be applied. Meanwhile, in achieving learnig objectives that
touch the affective and psychomotor domains, it is difficult to implement elearning learning
methods effectively.

Therefore, the purpose in this paper is to find out the concept of developing technical
competency that is effective in acheving learning objectives, both in the cognitive, affective
and psychomotor domains. Implementation of policies for technical competency
development via blended learning with four-level Kirkpatrick evaluation instruments,
particularly levels 1 and 2, withthe objective of examining the implementation of policies for
technical competency development for participants from various agencies via blended
learning conducted by the Center for Technical Competency Development and Cultural

Social Apparatus StateCivil Administration Institute.

PRESENT CONDIITION

The Implementation of Technical Training for Training Providers (TOC) is one of the
technical competency improvements organized by the Center for Technical and Social
Cultural Competency Development of State Civil Apparatus (Pusbangkom TSK ASN LAN
RI). The evaluation of the TOC implementation at Pusbangkom TSK ASN LAN RI found that
it was implemented utilizing the blended learning method, which combines autonomous

learning (asynchronous), learning via live cat (synchronous), and distance learning (distance

189




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

learning). During independent learning (asynchronousyarticipants download the material
presented in the State Civil Apparatus SuperiorLearning Management SystefMS). The
material is in the form of modules, broadcast materials and learning videos.

Learning continues with live chat( synchronous), to deepen learning materials and
review things that are not clear from the material uploaded in the LMS ASN UNGGUL which
has been studied in independent learing. This live chatin addition to discussing core
material, is also related to complementary materials and challenges faced as training
organizers in this era of the industrial revolution 4.0.

Faceto-face learning is carried out with faceto-face distance learning (distance
learning)using Zoom Cloud MeetingsThe agenda given in facdo-face through distance
learningconsists of:

a. Guidance on the Strengthening of Strengthening Courses on the application of the eight
core materials in the TOC.

b. Field Study

c. Carry out field studies virtually. To see the best practice in conducting training and
implementing the eight core TOC materials.

d. Guidance on the Preparation of Competency Test Materials

e. Guidance for participants to prepare competency test materials for he application of the
eight core TOC materials.

f. Competence test

g. To measure the success rate of participants in implementing the eight core of TOC
materials. This is one of the instruments to measure the level of success of the training

delivery (Level 2 Krkpatrick: Learning Outcomes).
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We can show the atmosphere of faceo-face distance Iearning in the image below:

Picture 1. Faceto-face Learning with Distance Learning Method

Source: Author's Documentation

Based on the implementation, the results of the training evaluation showed that in
general the training went according to plan and was able to meet the level of participants'
satisfaction with the implementation of the training. This is part of level 1 Kikpatrick's
evaluation model (Reaction Evaluating)where evaluating the reactions of learning
participants means measuring the level oparticipant satisfaction.

One of them can be seen from the results of the evaluation of Nowlassical Implementation

(e-learning), in Graph 1. below:
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Graph 1. Average Value of ELearning Implementation Evaluation Results

Source: Author
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Horizontal axis description:

. Guidelines for using the elearning web are informative and easy to understand;
. The elearning website is easily accessible;

. Ease of features (material, synchronous andvaluation) which are available;

. Systematic presentation of the material,

. Display;

. The benefits of the synchronous learning process; and

N oo o0~ WODN P

. Learning objectives can be achievedptimal.

Thus, based on the participants' evaluations of the implementation of dearning via
independent learning (Asynchronous) and live chat (Synchronous), it can be stated that the
concept of implementing elearning via independent learning (Asynchronous) andive chat
(Synchronous) matched expectations. Thus, it can be said that tltmncept of implementing
e-learning in the form of independent learning (Asynchronouspand live chat (Synchronous)
has been effective. This can be seen in the ratings in the satisfaory and very satisfactory
categories.

Along with evaluating non-traditional (e -learning) implementations, both independent
online (Asynchronous) and synchronous/live chat, an evaluation of the implementation was
conducted to determine the level of participant satisfaction in classical/faceto-face learning

via distance learning, as illustrated in Graph 2.below :
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Graph 2. AverageValue of Evaluation Results ofClassical/Distance Learning.

Source: Author
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Horizontal axis description:

. Administrative requirements according to the provisions;

. The speed or responsiveness of the provider in providing services;
. The hospitality of the organizers;

. Ease of contact;

. Ease of accessing the schedule;

. Discipline in implementing the training schedule

. Sufficient tutorial and practice time;

. Effectiveness of mentoring with distance learning;

© 00 N O O b~ W DN PP

. The effectiveness of the implementation of field studies with distance learning; and

10.  Effectiveness of competency test with distance learning.

The results of the participant's assessment of 10 (ten) indicators in the evaluation of
the implementation of face-to-face (distance learning) arall in the "very satisfactory"
category. This shows that based on Kirkpatrick's level 1 evaluationReactionEvaluating),
namely evaluating the reactions of learning participants means measuringparticipant
satisfaction, they are at the level of"very satisfactory."

Thus, if you look at the results of the participant's assessment of thdistance learning,
it hasmet the expectations of the participants. This can be seen from the assessment in the
very satisfactory category. It can also be said that the concept of distance learning is
effective in increasing the competency/professionalism of TOC participants.

Along with assessing/measuring participant satisfaction via level 1 Kirkpatrick, also
known as "Evaluation of Reaction," and assessing the success of TOC implementation via
blended learning, evaluation is also conducted by level 2 Kirkpatrick, also known as
"Evaluation of Learning Outcomes." This can be seen from the data from thpre-test and
posttest resultghat were carried out before and after the TOC training learning took place
(Graph 3) which showed that there was an increase in the average final scooéthe pre-test,
which was 5.83 and the posttest score, which was 8.30. Thus there is an increase in the
average of 2.47. This means that in general the implementation of TOC has succeeded in
increasing the knowledge and skills of TOC participants by 2.47 This is due to the

participants' awareness to learn after the pre-test is carried out by studying well the
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broadcasted materials, teaching materials, and videos as well as the tasks in the ASN Unggul

Learning Management SystdirMS) so that the posttest score is better.

Graph 3. Comparison of the AveragdPre-Testand Post
Test ofTOC Peserta ParticipantsTOC 8,30

Source: Author

Thus, it can be concluded that the concept of blended learningpased TOC training can
achieve learning objective, that is participants can apply the core TOC material in the
implementation of training. This is indicated by the results of the competency tet
assessment which occupies an average value above 80 (scakd00), which means it is in the
satisfactory category. There are participants who get a competency test score below the
average, not because of ineffective learning, but because the person coamed is not
healthy, so he cannot take part in the lesson properlyThus, it can be said that the TOC
Learning Concept based onBlended Learning isffective in achieving learning objectives or

effective in achieving predetermined learning outcomes.

PROBLEMSAND RECOMMENDATION
IMPLEMENTATION OF BLENDED LEARNING@ASED COMPETENCY DEVELOPMENT
BASED ON THE RESULTS OF LED DISCUSSION

Based on the results of the focused discussion conducted by Widyaiswarand

management within the Center for the Development of Technical and Social Cultural
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Competency of the State Civil Apparatus, the National Institute of Public Administration,

the results are as follows:

minutes for 30
participants)

minutes for 10
participants

Table 1. H the results of the Focused Discussion
No Problem Recommendation - , )
Additional information/explan
Rlation (reasoning)
1. The To optimize the
synchronous [(effectiveness of
duration is too. flearning, itis iy yyitn 4 guration of only 45
learnin increasec}/ minutes per 30 participants, it is
procesg is not[synchronous practical per participant only gets g
. . time slot of about 1 minute and the
optimal (45 duration to 45

duration per person is not enough
for effective learning interactions.
Controlling the
learning process becomes the mai
reasoning for the need to increase
the duration of time.

Participants
tend not to
read learning
materials

Need to be
supported by
assignments per
training material
and assessmenso
that participants
are more
conditioned to
read the material

An example of its application is at
the PusbinHfs tra
With assignmentsthen
participants are inevitably
encouraged to read and are more
involved in the learning process so
that it is expected to further
improve the competency of
participants.

I The implication is that it is
necessary to add an assignment
and grading menu which is
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so that
participants are
more conditioned
to read the
material

then participants are inevitably
encouraged to read and are more
involved in the learning process so
that it is expected to further
improve the competency of
participants.

I The implication is that it is
necessary to add an assignment
and gradingmenu which is
technically

appraisal measurement

I Reading is one of the gates for
the success of the learning proces

so that
participants are
more conditioned
to read the
material

then participants are inevitably
encouraged to read and are more
involved in the learning process so
that it is expected to further
improve the competency of
participants.

I The implication is that itis
necessary to add an assignment
and grading menu which is
technically

appraisal measurement

I Reading is one of the gates for
the success of the learning proces

The
competency
assessment at
the end is less
than optimal
because it is
less
measurable,
less feedback
on the
achievement of
the learning
process and

Assessment is an
aggregation of
material
assessments
(through
assignmentsand
final assessments.

The composition
needs to be agreed between the
assessment per material and the
final assessment
The proposed assessment model
does not violate existing guidelines
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Organizer final
evaluation will
be less than
optimal in
terms of the
accuracy and
honesty of the
participants. It
was as if the
participants
were less open
in giving
feedback as
reflected in the
feedback score
which was
always good,
around 80-90a,
even though
the

To encourageand
to better ensure
the openness and
honesty of the
participants, it is
recommended
that a written
statement urge
participants to
give an evaluative
assessment
openly and ensure
that the
participant's
assessment of the
organizers is not
affect the passing
grade.

According to the outcomes of the focused conversation, there are still barriers and
challenges in the implementation of blended learningbased TOC training, such as the
network's weakness in implementing elearning (synchronous) and time constraints. The
synchronouduration is too short so that the learning process is not optimal (45 minutes for
30 patrticipants). Another obstacle is that participants are still charged with job duties and
responsibilities during the training. It is alleged that the participants did nd read the
modules or material displayed on the system as a result. This can be seen from the way they
answer questions who still do not understand the training subjects duringsynchronousr live
chat. In addition, the participants’ mindsetwas still not happy to read online, but read the
material directly, so they neededhardcopymaterial . Therefore, classical training is needed
for deepening participant material and competency testing. Another issue is exam or
evaluation problems. From the discussion hove, it can beconcluded that the TOC training

based on elearning is effective for learning purposes .
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THE EFFECTIVENESOF DEVELOPMENT OF BLENDED LEARNINGBASED TECHNICAL
COMPETENCY CONCEPT BASED ON ASSESSMENT RESULTS OF TRAINING ALUMNI

To measurethe effectiveness of the implementation of blended learningbased TOC
training, it can be done by looking atbehavior evaluation, which is better known as
Kirkpatrick level 3. Besides that, it can also be seen on the impact on improving individual
and organizational performance (mpact evaluatior, which is better known as Kirkpatrick
level 4. This is sometimes referred to as a podraining assessment. Kirkpatrick levels 3 and
4 were used to assess one of the alumni who attended blended learniAgased TOC course
in Pusbangkom TSK in March 2020.The research was conducted by asking opended
guestions to respondents who were training alumni, with the following questions:

1. How does TOC training affect behavior change in carrying out duties anflnctions?

2. How is the impact of TOC training on the achievement of individual performance
improvement?

In response to the first question, "How does TOC training promote behavior change in the

performance of duties and functions?" participants (Alumni) supplied the following

explanation:

For me, | utilize the knowledge gained throughout the TOC training as a motivator and
reminder to continue being a competent trainer and to polish my skills in carrying out the
Education and Training Organizer'stasks and functions. Because before being assigned to
this training, my basis in carrying out my duties as a training organizer was the rules,
leadership directions, and suggestions from seniors in my field and work unit. When | was
assigned to participate in the training, | had been a training provider for 5 years in 2 work
units that held training/training namely Pusdiklat which we now call Pusbangkom:
Competency Development Center. At the Pusdiklat KAN, currently known as Pusbangkom
Pimnas & MASN, | woked for 1 year and 9 months from cpns to appointment. | have been
given many tasks since the first month of being a State Civil Apparatus. Along with serving
training participants (during class duty and night shift that needs me to stay in the dormitory
due to the day shift arrangement for boarding participants), | coordinate with teachers not
only from my institution, but also from our institutional colleagues in other agencies.
Correspondence, management of official manuscripts, and letter archives. Howa | carry

out my duties as a PIC even though at that time | was still new to this unit. Preparing class
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when | am on duty. Coordinate with catering, security, front desk, OB, bus drivers.
Accompany participants during visitation and benchmarking. Coordinae to unitz, such as
when | receive assignment documents, etc. from participants, | will deliver it to the Alumni
Participation and Development sector. How is the ethics when dealing with participants,
teachers, resource persons, examiners, fellow organizey; and training managers. Carry out
advocacy, assistance, facilitation tasks with training institutions. Carrying out the
implementation protocol is also not foreign to me. Likewise, when | was transferred to the
Technical and Functional Education and Traiing Center, which is currently known as the
Pusbangkom ASN, it has been 3 years now and | have learned many things. 5 years is still too
early for an State Civil Apparatus to work. But for me: a lot of work, a lot of people | met, a
lot of things, a lot d knowledge | have gained. From this B/ear journey, only the financial
sector has not been touched. Because even to make a certificate, | have done it at
Pusbangkom TSK ASN since 2 years ago.

Furthermore, for the second question above, namely "How is thempact of TOC
training on the achievement of improving individual performance?", participants (Alumni)
provided the following explanation:

In my opinion: the impact will be divided into 2 groups. | will call it group 1 and group 2.
| will give an example & group 1 as a training organizer who just started the duties and
functions, in this case it is not because he is a new employee / State Civil Apparatus but an
employee who has just been transferred to the education and training field. Group 2 is an
example of a training organizer who has carried out their duties for a certain period of time
and has just been given an assignment to become a TOC participant.

Why do | group like this? | saw from the side when | was in charge of the Technical
Coordination that facilitates TOC activities, with such a composition of participants it could
be assessed how their motivation to learn and then began to implement it in their duties as
a training organizer. If asked from the 2 groups, which in my opinion has a positivharge for
learning and becomes a provision for working in the organization, | will answer group 2.

Next, talking about the achievement of improving individual performance, for me it
goes back to the ethical aspects and work ethic of the participants. If # ethics and ethos
already exist, while studying at TOC, participants will take the benefits and begin to apply

them in carrying out their duties and functions in the training organization.
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The ,easurement of the effectiveness of the implementation of TOGraining based on
blended learning ialso carried out by submitting questions that represent Kirkpatrick's level
3 and | evel 4 measurements to alumni Hs supe
following questions:

1. How does TOC training affect the behavior change of the Alumni in carrying out their
duties and functions?

2. How is the impact of TOC training on the achievement of improving the performance of
individual Alumni and organizations?

For the first question to the alumni superiors, the following results were obtained:
Supervisor 1: Tthe behavior change isS more ac
Super vi sor 2utthd wornk alemniralwgys gud out, ma'am, everything must be
perfect according to her portion. Sometimes there are training agency thatis difficult to
balance. but the bad side is that it is difficult to carry out tasks that if she is not the PIC. Even
though the person concerned is given the mandate to contact the resource person, for
example.”

Meanwhile, the second question to alumni speriors, namely "How is the impact of
TOC training on the achievement of improving the performance of individual Alumni and
organizations?", the following results were obtained:

Supervisor 1: Tcarrying out PIC tasks at B

Supervisor 2: "If this case is the same ma'am before and after TOC."

From the results above, it can be seen that there is effectiveness in the implementation
of the TOC training concept based orblended learnindt can be seen in the increase in the

competency of Alumni in carrying out their duties and functions as training providers.

CLOSING
Conclusion

The model of learning and development of State Civil Apparatus' competencies is
dynamically changing and transforming in line with the development of tecimology and
information. With the transformation of competency development and to fulfill the rights of
State Civil Apparatus in accordance with the mandate of the law, the Training Institute needs

to understand the dynamics of transformation and training nnovation. The dynamics of
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transformation and innovation in training began with the implementation of Government

Regulation No. 11 Year 2017, which regulates the management of State Civil Apparatus, and

was followed by the issuance of The National Institué of Public Administration Regulation

No. 10 Year 2018, which regulates the form and path of competency development and its

conversion to Lesson Hours (JP) are mandatory for State Civil Apparatus.

In accordance with the results of evaluations and studies elated to the benefits of
training, transformation and innovation take places with on class activitynd off class activity
models. Training participants are required to relate and implement classroom learning
activities to their performance in their work units. In line with the rapid development of
technology and information, the training learning model has changed again by adding
elements of onlineelectronic learning .

In general, the evaluation results of the TOC training based on blended learning
indicate that the training went according to plan and resulted in qualitatively improving
participant outcomes in knowledge, skills and lehavioral attitudes. However, in the training
there are still obstacles and obstacles, such as the weakness of the network in the
implementation of e-learning (synchronousind time problems and control problems during
synchronous implementation.

In particular, in the implementation of blended learningbased TOC training, the following

conclusions

were obtained:

a. Kirkpatrick level 1 evaluation model (Reaction Evaluatinglvhere evaluating the reactions
of learning participants means measuring the level oparticipant satisfaction. Evaluation
is carried out on three implementation matters, namely:

1. Measuring the level of satisfaction of TOC training participants on the implementation
of non - classical(elearning)whether it is independent learning (asynchromus)or live
chat (synchronous.

2. Measuring the level of satisfaction of TOC training participants on the classical
implementation, whether it is face-to-face through distance learningor direct face-to-
face.

3. Measuring the level of satisfaction of TOC paticipants towards classical teachers,

whether it is face-to-face through distance learningor face-to-face.
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b. To see the effectiveness of the implementation of the blendeebased TOC through
Kirkpatrick level 2, the effectiveness of achieving learning objectves or learning
outcomes can be seen through:

1. Measuring the achievement of learning outcomes by comparing the average value of
the pre-test and the average value of the postest. The pre- and post-tests cover
eight core topics: 1) Training Organizer Ethis; 2) Training Organizer Work Ethic; 3)
Training Coordination; 4) Training Facilities; 5) Training Administration; 6)
Occupational Safety and Health in the Implementation of Training; 7) Excellent
Service in the Implementation of Training; and 8) Protocoin the Implementation of
Training.

2. Measuring the achievement of learning outcomes by looking at the results of the
competency test scores of participants, by providing case study questions to see the
level of competency of participants in applying theeight core TOC materials. The
analysis is carried out on all assessment components in the competency test
assessment which includes 1) Material Mastery Ability; 2) Skills in Answering
Questions; 3) Appearance in Competency Test; 4) Quality of PresentatioMaterial.

3. Measuring participants' success against field study reports.

c. Quantitatively, TOC-based trainees giveevaluation give blendedlearning evaluation as
follows:

The implementation of e-learning training in the categories of "satisfactory" and

"very satisfactory” for all indicators provided, namely: 1) The elearning website is easily

accessible; 2) The dearning features (material, synchronous, and evaluation) are easily

accessible; 3) Systematic presentation of the material; 4) The benefits of theyachronous
learning process; and 5) Learning objectives can be met optimally.

Thus, observing at the results of the participants' assessment of the implementation of-e

learning in the form of independent learning (Asynchronous) and live chat (Synchronousy,

can be concluded that the implementation of e -learning in the form of independent
learning (Asynchronous) and live chat (Synchronous) has met the expectations of

participants . Thus it can be said that themplementation of e -learning both in the form o f

independent learning (Asynchronous) and live chat (Synchronous) have been effective.
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d. Qualitatively, the TOC training participants are blendedlearning give evaluation

implementation of a fairly good elearning training. However, there are still some

suggestions as follows:

1.

w

N o o &

The material presentations are so theoretical that after listening to it and seeing, it is
difficult to remember;

Time for live chattoo short;

The Difficulty of taking part in online learning because of the new learning system,
and this is the first time participating in e-learning;

The participants are still given a workload during the TOC training;

The media for writing inlive chat istoo small, making it difficult to use;

The timing of thelive chatis extended;

Please conductLive chat time is not atcrowded hours , for example, it is abit late or
close to praying/ lunch hour, usually in the morning we are still busy with other official
tasks;

Making the videos moreinteresting and communicative;

At the time of giving assignments when studying independently, it would be better if
the task information only focused on the templates that had been distributed,
previously there was confusion between the questions in the template and the

guestions in themodule;

10. The facilitator must provide guidance to participants who do not understand IT;

11.For live chatsthat are conducted on Mondays and Fridays, pay more attention to the

starting time of the material so that it doesn't coincide with the time of the cerenony

and Friday prayers;

12.Improve the presentation of e-learning videos, and make it as interesting as possible;

13. Synchronouslearning session 1 which started at 8.00 am was postponed to 9.00 am

because sometimes on Mondays and Fridays we have to follow theeekly ceremony
every Monday and morning exercises. Every Friday, sometimes at 8.00 the weekly

ceremony/morning exercise has not been completed;

14.1t is necessary to develop guidelines for the use ad-learning equipped with tutorials

in the form of video tutorials that are easy to understand anduploaded from the start

(when opening the TOC training option);
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15.There is a need for faceto-face meetings (classical facgo-face);

16.The level of satisfaction through direct face-to-face cannot be compared to faceto-
face through distance learning;

17.The participants Need faceto-face learning to optimize understanding;

18.Please use more upto-date animations on presentation videos;

19.The background, if possible, has a color mdafication that makes it easier to read;

20.For the e-learning website, pleasecontinue to update to make it better in the future.

Due to being unable tolog in several times, there is a record session timeout, so we

need tolog inagain;

21.The main problem thatoften occurs is an unstable internet connection;

22.Too much work. the video shows less modern appearance;

23.The classical method is still needed, a very serious problem irlearning is the signal
that often low; and

24.1t seems that if you can directly doviCon will be more efficient than synchronous with
live chat.

e. The Assessment of TOC participants quantitatively on the basis of traditional/faceto-
face implementation via distance learning yielded findings in the "very satisfactory"
category for the following assessment indicators: 1). Administrative obligations in
accordance with applicable laws; 2) The provider's speed or responsiveness in providing
services; 3) The organizers' hospitality; 4) Ease of contact; 5) Ease of accessing the
schedule; 6) Disciplinein implementing the training schedule; 7) Adequate tutorial and
practice time; 8) Effective mentoring with distance learning; 9) Effective field study
implementation with distance learning; and 10) Effective competency test
implementation with distance learning.

Thus, Based on the results of the participant's assessment of the fadam-face
implementation through distance learning, ihas met the expectations of the participants.
This can be seen from the assessment in the very satisfactory category. It caralso be said
that distance learning is effective in increasing the competency/professionalism of TOC
participants.

f. The evaluation of TOC participants based on blended learning qualitatively on the

classical/face-to-face implementation through distance leaming, obtained a fairly good
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evaluation result. However, there are still some suggestions for future improvements as
follows:

1. The Difficulty of participating in distance learning learnifgecause of the new learning
system, and this is the first time partcipating in face-to-face learning throughdistance
learning.

2. They are still given a workload during the TOC training, so they don't focus when
face-to-face through distance learningtakes place.

3. If the Pandemic ends,STULA and Ujikom are more effective using the Classical
method

4. In his elearning-based training, the participants gets difficulty when uploading the
broadcast material due to the system or network. Maybe it can be helped for the next
process. So it's not too late in uplading broadcast material

5. During the implementation of the stula, the time given was lacking in the distance
learning process, because the capture of material about loci was not optimal without
direct visits, and the time for all questions could not be aske.

6. The use of the online meeting app is not conducive. the committee should provide
tutorials and guides for participants who have not been able to / have never used.

7. In addition, the committee should make rules and procedures for participants when
discusgng online video meetings so that the situation is conducive and time is not
wasted.

8. During live chat, it is better to increase the activity of the facilitator or divide the
group into 3 so that each group has fewer members and it is easier for tHacilitator
to accommodate participants during discussions. There are still many unanswered
guestions during live chat. but so far live chat is considered more conducive than
using online video meetings.

9. there is a guide/admin during the live discussion tgrevent crowding.

10. Time sometimes seems to pass quickly because it is fun to discuss, hopefully distance
learning will provide experience for participants. But maybe if faceto-face is better,
there are no signal problems, etc.

11.the preparation of the STULAand the competency test had some problems during its

implementation.
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12.In distance learning, many obstacles arise, especially the problem of unstable internet
signals so that it interrupts the course of learning, the input of classical methods is still
more considered in the future if Covid 19 is over.
13.The appearance of the material is not really smooth, hopefully it can be improved
again.
14.The time allocation is too short
15.So far, distance learning has been efficient, it may only be ineffective because
participants from all over Indonesia, not all participants have access to a good
internet network.
16. Discussion time with trainer hopefully can be added in the future because it's too fast.
17.the provision of information from the organizers to participants should beclearer so
that participants are not confused and already have a clear picture of what will be
done during the training.
18. For field studies using distance learning, | think it's less effective and it's a bit difficult
to get an idea ofthe locus if onlythrough questions and answers
g. The implementation of classical TOC through Distance Learning aBapelkes Batarhas a
higher assessment result for the assessment indicators, below:
Administrative requirements according to the provisions
The speed or responsieness of the organizer in providing services
Host hospitality
Ease of contact
Ease of access to schedule
Discipline in implementing the training schedule

Sufficient tutorial and practice time

© N o g b~ w0 Dd P

Effectiveness of mentoring with distance learning
It has a lower rating for indicators of the effectiveness of implementing field studies
with distance learning and effectiveness of competency tests with distance learningAs a
result, it can be inferred that implementing guidance on the development of fi eld study
reports and guidance on the preparation of competency test materials will be more

effective if conducted in traditional face -to-face meetings.
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Additionally, we can see that the seventh assessment criteria, "adequacy of
instructional and practice time," has the lowest average score, both in the distance learning
and faceto-face implementations. This means that the participants feel that the time
allocation is too narrow/limited for tutorials and practice. Thus, it can be concluded that
additional time is needed for tutorials and practice.

h. The implementation of classical TOC through Distance Learning at Bapelkes Batam using
the Zoom Cloud Meeting media in general has a higher assessment result for all
assessment indicators of distance learning implmentation using google meet.Based on
the qualitative data collected from participants, it can be inferred that providing direction
on the development of field study reports and guidance on the preparation of competency
test materials will be more effective if delivered via traditional face-to-face meetings.

From the quantitative data, it can be concluded that the media/infrastructure used
affects the level of participant satisfaction. The use of media that is more familiar to
participants and facilitators will provide convenience and fluency in the implementation of
distance learning which means it will also affect the level of satisfaction of participants.

However, whatever media is used, it does not affect the participant's assessment of
the "hostess friendliness" indicator . Friendliness

the organizers still occupy the hearts of participants with an assessment in the "Very

Satisfactory" category.

i. Blended learning-based TOC training can achieve learning objectives, that particignts
can apply the core TOC material in the implementation of the training. This is indicated
by the results of the competency test assessment which get an average value above 80
(scale 3100), which means it is in the satisfactory category. There are paitipants who
get a competency test score below the average, not because of ineffective learning, but
because the person concerned is not healthy, so he cannot take part in the lesson
properly. Thus, it can be said that TOC learning based on Blended Learnig is effective
in achieving learning objectives or effective in achieving predetermined learning
outcomes.

J. As a consequence of the guided conversation, it is clear that there are still impediments
and challenges in implementing blended learningbased TOC taining, such as network

weakness in implementing elearning (synchronous) and time constraints. The
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synchronous duration is too short so that the learning process is not optimal (45 minutes
for 30 participants). Another hindering problem is that participants are still charged with
job duties and responsibilities during the training. As a result, it is stated that the
participants failed to read the modules or other content displayed on the system. This is
evident in the way they respond to questions from hose who continue to struggle with
the training themes during synchronous or live chat.

In addition, the participants' mindsetwas still not happy to read online. They prefer to
read the material directly, so they needed hard copy material. Therefore, clascal training is
needed for reviewing participant material and competency testing. Another issue is exam or
evaluation problems.

From the discussion above, it can be&oncluded that the TOC training based on e-
learning iseffective for learning purposes.

k. To measure the effectiveness of the implementation of blended learningobased TOC
training, we can also observe the changes in behavigbehavior evaluationyyhich is better
known as level 3 Kirkpatrick. Besides that, it can also be seen from ¢éhimpact of
improving individual and organizational performance (impact evaluation)which is better
known as Kirkpatrick level 4. This evaluation is also known as podtaining evaluation.
From the data obtained on individual alumni and alumni superiorsit was concluded that
"there is effectiveness in the implementation of blended learningbased TOC training.
This can be seen in the increase in Alumni competencies in carrying out their duties and

functions as training providers."

Recommendation
The following recommendations are based on the study's findings for ongoing improvement
in the implementation of e-learning-based TOC training, which is coordinated by
Pusbangkom TSK:
1. The presentation material has to be improved so that theyare not too theoretical, easy
to remember and not easy to forget. A learning video model is needed, such as the scene
that is being played while applying the learning theories (TOC core material) that are
explained. The videos needs to be more interestingnd communicative.

2. The participants need special guidelines and assistance, especially those who have
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difficulty participating in on -line learning and for participants who are participating in e
learning (Asynchronouand Synchronousand distance learnirg for the first time learning.
Organizers need to provide guidance for participants who do not understand IT.

3. The sending institutions hopefully do not burden the work / release assignments for
participants during the TOC training.

4. The need of improvementsof the live chat facility by providing a rather large space for
typing and making it easier to reread questions or share participants' questions about the
material being discussed

5. Trainers/facilitators need to create a more conducive elearning environment for
participants.

6. Itis expected that the live chat overview facilitator of the TOC training can also explain
some of the material as presented during the distance learning overview, and not only
ask participants whether they have read the material or na in the live chat session

7. It is urgent for facillitator to make updates or innovations in learning methods in the
implementation of training.

8. It is necessary to add the duration oflive chat, guidance and practice in preparing field
study reports/compete ncy test materials.

9. There is a need for a question and answer session between the participants and their
supervisor after the field study, to find out the extent of each participant's understanding
and to discuss the report on the results of the stula.

10.1t is necessary to improve the network to overcome internet connectivity disturbances
from the facilitator.

11.1t is necessary to add simulation to the training facility material.

12.When giving assignments when studying independently, it is better if the task
information only focuses on thetemplates that have been distributed, so there is no
confusion between the questions in the template and the questions in the module.

13.At the time of classical training implementation through faceto-face meetings, the
Classroom should be separated from the Dining Room.

14. At the time of the classical implementation through direct faceto-face, the classroom for
guidance should be separated so as not to interfere with activities between groups.

15.During live chat, participants video should be visible/ activgVideo Conference).
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16. The implementation of guidance on the preparation of field study reports and guidance
on the preparation of competency test materials will be more effective if carried out
through classical faceto-face meetings.

17.For the implementation of field studies, it is more effective if it is conducted through in
person visits, because participants find it difficult to get an overview of the locus if the

stula is done via virtual and question and answer with the manizer of the stula locus.
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SUMMARY

Competency development for State Civil Apparatus is a legal obligation that must be met in order to facilitate
the execution of their embedded tasks and functions. Meanwhile, institutions and agenciesra responsible for
achieving organizational goals through competency development and the development of smart and superior
organizational members, e specially in light of the demands of the industrial era 4.0. The competency of State
Civil Apparatus employees must be enhanced in order to avoid being left behind as the development of an
increasingly fast-paced era continues. State Civil Apparatus must be developed and empowered through
modernization of competency development to serve as the agency's primaryleverage (key leverage).
Numerous policy strategies have been proposed to increase the effectiveness of competency development,
including the following: a) Identification of contextual State Civil Apparatus competency development needs;
b) Integration of the learning process with organizational performanceto realize the direction of institutional
and national policies; c) Relevance of competency development to talent management and career
development; and d) HiTech in competency development.

Keywords: State Civil Apparatus, institutions, competency development, industry 4.0.

THE URGENCY OF COMPETENCY DEVELOPMENT IN THE INDUSTRY ERA 4.0

The era of the Industrial Revolution 4.0 has presented a new order called disruption of
innovation which is rapidly changing and moving the world of work, industry, and business.
The bureaucracy must change the way of working so that it is not "run over" by the
development of information technology (Masrully, 2019). As the public sector seeks to
innovate through emerging technologies, integration is a smart path to success. The
increasing growth of information and communication technology (ICT) encourages the
government through its state civil apparatus (State Civil Apparatus) to present innovative

technology in public services.
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In the 4.0 era, the world experienced very rapid technological progress which was
marked by 6 megatrends in 2030 (Tasnim & Nizam Zainuddin, 2014). The six megatrends,
among others, are marked byGlobalization2.0 where changes in economic growthare
growing rapidly, especially in Asia such as China and Japan.

Market dynamics and the formation of new economic classes, environmental
catastrophes, expanding global economic prosperity, the digital era, changes in global
population demographics, and techndogy convergence will all be affected. Convergence
fundamentally integrates three facets, coined as the three C's: Content, Computing, and
Communication. Rapid advances in the study of nanotechnology and biotechnology will
transform a variety of disciplines and result in the creation of a tsunami of innovation in the
market for goods and services (Tasnim & Nizam Zainuddin, 2014).In dealing with these
symptoms, the government has set 10 national priorities to face the Industrial Revolution
4.0. One of thesepriorities is improving the quality of Human Resources (HR). Of course, it
is interesting how the government pays attention in developing policies to improve the
quality of human resources in the public sector.

Since 2011, we've been living in the industil era 4.0, which is characterized by the
widespread use of big data, automation, cloud computing, and artificial intelligence. All
facets of life are being asked to adapt to these changes. The change at issue is a transition
from a manual process to a digal platform within the organization or institution (Adiawaty,
2019). The growing requirement for a digitally transformed society has compelled the
government to align national development initiatives with emerging digital technologies.

The era of disrupton fundamentally altered the way conventional business was
conducted, accelerated by the internet's pervasiveness in daily life. Artificial Intelligence (Al)
has the potential to simplify life by automating routine tasks and eliminating jobs that are
currently performed by humans but are being replaced by machines or robots. As a result,
the government must also address and monitor the development of the 4.0 industrial
revolution in order to provide the best service possible to the community. In this casédguman
resources are a critical asset to an organization because they serve as the subject of policy
implementation and as the implementers of operational activities. To ensure the
organization's continued existence, it must be able to deal with challengesand their

consequences, namely change and competition (Setiadiputra, 2017).
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The advancement of innovative public sector technology is altering people's
perceptions of capacity and capability, most notably in terms of developing government
employees' digital competency to provide highvalue digital services. Understanding these
new technologies enables the public to join in and be more involved in a variety of public
operations, and the importance of developing these technologies has not been accelerated
by government employees' competency(de Beeck, S. O., & Hondeghem, A., 2010).

In the context of The Law no. 5 Year 2014 concerning State Civil Apparatus, it is stated
that every State Civil Apparatus has the right to develop competency. The issue is that4in
field competency development for State Civil Apparatus is'still far' from appopriate, both in
terms of study hours (JP) and addressing the needs of industry 4.0. Additionally, the
personnel manager has not responded well to the expansion of information technology,
artificial intelligence, and the use of big data in government, imlying that the fulfillment of

these competences will continue to require improvement in the future.

COMPETENCY DEVELOPMENTOPPORTUNITY AND CHALLENGE

The Industrial Revolution 4.0 period has resulted in greater volatility in the corporate
environment, which is unpredictable, changing rapidly and on a wide scale, and ambiguity,
which makes it difficult to forecast exactly what will happen. Complexity refers to when a
problem becomes more complicated as a result of several interconnected causes, and
Ambiguity refers to when an event's ambiguity and chain of repercussions is referred to as
'VUCA' (Krawczynska-Zaucha, T: 2019).In addition, global challenges in the future are
characterized by rapid changes in technology and business models (Waret al, 2018).
Technological advances have changed lifestyles and destroyed many jobs. Declining public
confidence in the political system, political officials, institutions, and experts has resulted in
a more vocal public with higher expectations of public services.

Another emerging challenge in the field of human resource development is assisting
organizations in dealing effectively with changing workforce demographics. The largest
generation cohort is approaching retirement, which means that talent, experience, and
expertise will be lost. The new generation entering the workforce is markedly different from
previous generations. The next two decades will almost certainly see a transition to a new

mode of operation. Future State Civil Apparatus competency development poli@s must
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consider employee development strategies that span generations (Hu et al., 2020). The Baby
Boomers Generation (30 percent), Generation X (30 percent), and Generation Y (40 percent)
are now driving State Civil Apparatus in the world of labor, and iis projected that by 2025,
this generation will be driving roughly 75 percent of the globe's working generation.Y
(millennial generation), which has the following characteristics: mastery of IT, work speed &
efficiency, continuous innovation (Aswad, 2019)

The development of State Civil Apparatus competencies is actually an opportunity to
improve the knowledge, skills, and attitudes of State Civil Apparatus employees. Several
articles and similar studies from previous studies can be seen in Table 1 as tolis.

Table 1. Previous Studies related to Competency Development (Bangkom) and the

Industrial Era 4.0

Author/ Title/ Year Theory Finding Important thing
Masrully, Industrial Industrial Regulatory  |Does not discuss the
Revolution 4.0 and Revolution 4.0 |perspective [relevance of
STATE CIVIL Competency |(The Law No. |competence
APPARATUS 5 Year 2014 |development policies
Competency and LAN RI o the challenges of
Development, 2019 Regulation  [the 4.0 industrial

No. 10 Year |revolution era

Susi Adiawaty,
Competency of HR
Practitioners Facing the
Industrial Era 4.0, 2019

Industrial Age
Competency
4.0
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Competency [Public sector |Does not discuss the

Raden Yudhy Pradityo . ,
Motivation perspective onrelevance of

Setiadiputra, Urgency of
Competency |Competency

Continuous HR .
development [development policies

Competenc
P y to the challenges of

Development Program in
P g the 4.0 industrial

Institutional .
revolution era

Environment

Sources: Masrully (2019), Adiawaty (2019), and Setiadiputra (2017)

Masrully (2019), SusiAdiawaty (2019), and Raden Yudhy Pradityo Setiadiputra (2017)
emphasize the importance of developing State Civil Apparatus competencies in facing the
era of the industrial revolution 4.0. This provides an overview of the relevance of the State
Civil Apparatus Competency development to the industrial era 4.0. According to the table
above, the three authors pay equal emphasis to competency and the industrial revolution
4.0 period from the regulatory (Masrully), private sector (Adiawaty), and public sector
perspectives (Setiadiputra). This idea is also the focus of the author, with more emphasis on
the relevance of competency development with the industrial revolution 4.0, especially in
the public sector.

Furthermore, the author agrees with Masrully (2019)'s view that the development of
State Civil Apparatus competency is the answer to preparing a more competent State Civil
Apparatuseven though competency development is an effort to close the gaps owned by
State Civil Apparatus. So far, the development of Stat€Civil Apparatus competencies has
received less attention from government agencies and tends to be less systematic. The
issuance of the Regulation of the National Institute of Public Administration (PerLAN RI) No.
10 Year 2018 can be a guide for governmenagencies in developing State Civil Apparatus
competencies. Thus, the development of State Civil Apparatus competency in the future is
expected to be a serious concern of government agencies and can be carried out in a more

planned and systematic manner.
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According to (Adiawaty, 2019), the development of HR management in the industrial
era 4.0 must also refer to the Indonesian National Work Competency Standards (SKKNI). It
is undeniable that the industrial era 4.0 demands the development of human resources #t
are different from the previous era. To be able to carry out its functions properly, Human
Resource Management (HRM) in the industrial era 4.0 is required to have competencies that
are able to carry out their functions as HR practitioners.

In the perspective of (Setiadiputra, 2017) competency development in the
public/government sector must be preceded by a position competency standard (SKJ).
Position competency standards are used as a basis to determine the existence of gaps
between competencies possessed and their SKJ. Most importantly, HR competency
development should be carried out continuously and relevant to the needs of the strategic

environment.

MODERNIZATION OF COMPETENCY DEVELOPMENT

In an effort to modernize competency development, the basic steps that have been
initiated by Indonesia are increasing the competency of human resources through kink and
match program between education and industry. Likewise in the context of bureaucracy
competency development for State Civil Apparatus that is adaptive to the challenges of the
strategic environment is absolutely necessary. Competency development should not be
narrowly aimed at developing mere competencies or skills, but also must be abte build
character.

Thus, in terms of methods, the modernization of competency development must
focus on handson practice and experience, not just "sitting and listening" in classrooms. Sule
and Saefullah (Faturrochman, 2017) outline the approach to emplyee development
through education and training, namely off the joband on the job trainingThe training
program is typically conducted through off-the-job training, which is a kind of training
conducted outside of the office that allows employees to bre& free from work routines and
concentrate on learning something related to their jobs. Meanwhile, theon the job training
approach is a training approach given in the workplace.

Along with globalization and the era of disruption, there is a phenomenon ocauing

within organizations: learning organizations. A learning organization is defined as one that
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is constantly capable of creating, acquiring, and transferring knowledge, as well as improving
its behavior to reflect new knowledge and insights (Garvin, 2Q2). Globalization and the
phenomenon of learning organizations have ultimately led to the establishment of corporate
universities by a number of organizations. (LAN RI, 2018).

In its simplest form, a corporate university is a competency development approeh
guided by organizational policies and strategies, with the goal of ensuring that the outcomes
of competency development contribute to the accomplishment of the organization's mission
and vision, and, in the context of bureaucracy, to the accomplishmenbf national
development goals. Thus, the modernization of competency development must be
supported by the characteristics and culture of the learning organization. This will foster
mutual awareness and commitment in implementing sustainable competency deuepment.

In the modernization of competency development, it is also necessary to be adaptive
to future competency needs, especially in the era of automation. According to McKinsey
(Bappenas, 2021), the required human resource competences will include a vty of soft-
skill characteristics such as critical thinking abilities, creativity, communication, and
cooperation. In terms of hard skills, they will become more nuanced as a result of digital
capabilities, big data, and IoT. Competency development mustebable to anticipate the
needs of the HR profile in the future through the adjustment of modules and curriculum
according to various issues and challenges that develop. Furthermore, the direction of
curriculum and module modernization in the area of compegncy development must be
collaborative. This means that modules are developed cooperatively between
ministries/institutions/regions (K/L/D), with similar subjects clustered naturally. K/L/D can
also share knowledge in order to facilitate the process of leming about successful
techniques.This can then be developed to be adapted or modified as a national lesson.

In addition, curriculum development and competency development modules can also
collaborate with non-government stakeholders (careations)such & universities, the private
sector, civil societydevelopment partners, and other related parties. Thus, the substance of
learning is not confined to the scope of the bureaucracy and things that are technocratic in
nature. The future learning process willnot only focus on regional and national issues, but
also global issues. Therefore,developing learning substance is expected to behole of

governancend having global perspective.
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Furthermore, the modernization of competency development in accordance wih the
industrial era 4.0 (advancement of information technology) must change the learning
paradigm from trainers to "anyone-whatever-wherever-anytime" based on gadgetsand
machine learningl'hus, the use of information technology becomes a necessity.

The dgital-based learning process(elearning) needs to be further strengthened.
Moreover, Indonesia actually has strong capital related to awareness of digitabased
learning. Indonesia is a country with a positive trend in the online learning industry(e-
learning). According to Docebo.conmreport data (in Liputan6.com) in 2017, Indonesia is one
of the top 10 e-learninggrowth worldwide. Indonesia is one of the countries that recorded a
total growth of the e-Learningmarket by an average of 25%, exceeding the average in Asia
and the rest of the world every year.

In the future, it is necessary to develop aingleState Civil Apparatus training platform
based on IT and integrated. An example of a country that already has an integrated national
learning management system (LMS) South Korea. In this country, an integrated and
collaborative e-learning platformhas been develped with 110 departments/faculties in
universities and 90 government agencies (central and regional). Thigatformcan be used by
public employees nationwide. Another example, in Australiaan elearning platformthat is
developed even more advanced, thg@latformis managed by the Ministry of Education, Skills
and Employment.Its use hasgone publicintegrated for the entire community, government
employees, and the business world (Bappenas, 2021)

In fact, many public sector organizations in Indonesia havealeveloped e-learning
platforms, but they have not been integrated with one another. One of them ishe ASN
Unggul e-Learning platformwhich is managed by LAN RI. Thiglatform is a learning
management systethat can be used for the development of manageal, technical and socie
cultural competencies. ASN Unggul is not just aepositoryof training materials. More than
that, State Civil Apparatus superior really facilitates a dynamic and interactive learning

process through various features and modern leaning systems in it.
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POLICY STRATEGY FOR COMPETENCY DEVELOPMENT

In order to strengthen the implementation and effectiveness of competency
development, several policy strategies are needed as follows:
A. Contextual identification of State Civil Apparatus compet ency development needs

Competency development is an effort to fulfill employee competency needs with
position competency standards and career development plans. lIdeally, competency
development must pay attention to the results of the identification of performance gaps and
competency gaps of the employees concerned. This is to ensure that the competency
development carried out is contextual and truly in accordance with the needs of employees
in supporting their duties and functions in the organization.
Thus,data on performance gaps and competency gaps are prerequisites implementation
of competency development, especially in the process of identifying needs and planning for
competency development, especially for State Civil Apparatus. In the aspect of congpency,
identification is done by comparing the results of the potential/competency assessment of
the employee with the standard of competency in his position. Meanwhile, for the
performance aspect, identification is carried out with the results of employee performance
appraisals in accordance with applicable regulations. Data on performance gaps and
competency gaps become one of the considerations for personnel field managers or related
parties to determine priorities and types of competency development fa an employee.

There is a slight difference in the context of competency development between State
Civil Apparatus (PNS) and ContractBased Government Employees (PPPK). Competency
development for PPPK aims to enrich knowledge to support themplementation of PPPK
tasks. Competency development for PPPK only pays attention to the results of performance
appraisals.
Competency gap data (particularly for State Civil Apparatus)

and performance gap data (Civil Servat and PPPK)

Fig 1. The Utilization of Competency Gap Datand Performance Gaps in

Competency Development. Source: LAN RI Regulation No. 10 Year 2018, processed.
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As previously stated, competency development aims to minimize or close the gap
between the competency and performance of existing employees and those that should be
(ideal). If, however, the evaluation results indicate that there is no gap between competency
and performance, the growth of competency is oriented toward efforts to advance the
employee's career.

B. The integration of the learning process with organizational performance in realizing
institutional and national policy directions

The effectiveness of competency development in the smallest scope that can be
observed is an increase in performance at the individual level. More broadly, the
performance improvement must be manifested not only at the individual level, but also at
the organizational level. The development of State Civil Apparatus employees'
competencies must be coordinated with national and institutional plans, or with the concept
of a corporate university.

As an effort to maintain this sustainability, it is necessary to identify the direction of
the national development policy in advance, so that the expected development conditions
will be described in a certain period. This can be reviewed from the Nanal LongTerm
Development Plan (RPJPN) and National MediuMTerm Development Plan (RPJMN)
documents or other relevant policies. The RPJMN is usually a reference for government
agencies in preparing the Strategic Plan (Renstra) or the Regional Mediwhierm
Development Plan (RPJMD). The Strategic Plan/RPJMD contains in more detail the vision,
mission, strategic goals and other indicators that an organization wants to achieve within a
five-year period.

The national and institutional policy direction documents then become the basis for
the formulation of competency development policy designs. Of course, the design of this
competency development is directed at policies and strategies for developing competencies
capable of producing or increasing human resourcesor competitive and productive
personnel in order to support organizational goals and objectives, as well as national
development. The grand design of competency development policies demonstrates a
commitment to sustainable competency development.

Further development techniques and curriculum development, as well as an annual

competency development plan in accordance with policy objectives and development grand
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design agency competency, are established competencies.In its implementation,
competency development is carried out through:
Education, classical and nofclassical training.

Furthermore, competency development is implemented on a continuous basis, with
the amount to which competency development is effective in increasing individual and
organizational performance, as well as efficacy in the process or implementation of
competency development itself, being monitored.The results of this competency
development in the endis expected added value for theachievement of organizational goals

and objectives in mrticular and national development in general

* ol W .

Identify achievements

. Bt el policy direction and

- Pelatihan Klasikal
- Pelatihan Nonklasikal

strategy

bangkom pembelajaran

N p S

Institutional and National

Fig 2. Competency Development in Achievement
Organizational Strategic Goals and National Development
Source: PerLAN 10/2018, processed.

C. Relevance of Competency Development with
Talent Management and Career Development

In the context of integrated human resource management, every function in HR
management is related to each otherjncluding in this case competency development with
talent management and career patterns. However, in many cases, many organizations,
especially public sector organizations, have not implemented the relevance of competency
development with talent management and career patterns. Competency development
seems to "stand alone" and only becomes a "reward" mechanism or mere administrative
fulfillment. In fact, competency development should be utilized in talent management and

career development of an employee irthe organization.
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Furthermore, in the context of employee mapping and its relation to talent
management, there are nine employee mappings (Box matrix) based on
potential/competency and performance. This mapping was first developed by McKinsey in
the 1960s to help assess the potential of individuals in a company or organization. In essence,
this map helps management in identifying employee qualifications along with appropriate
treatment or management for employees in accordance with these qualifications.

In the context of competency development, of course, the results of this employee
mapping need to be in accordance with the needs of competency development carried out.
For example, developing competencies for people with high potential and performance (hig
potential, hypo) will undoubtedly differ from developing competencies for individuals with
low potential and performance. This difference is mainly in the focus of the objectives and
methods of competency development carried out.

In relation to talent management, competency development programs are carried out
as part of the succession plan. For instance, developing competencies specifically for
employees based on the findings of competence and performance assessment mapping falls
within quadrants 7, 8, and 9 or the category of High Potential (this Hypo category can be
adjusted to the needs of the organization). These employees are then selected to be included
in the talent pool. The proportion of employees who enter the talent pool is predetermined
by the organization. Employees who have entered the talent pool then get development
through a talent management mechanism, in which various treatments are given in order to
prepare future bureaucratic leaders. (LAN, 2019)

Furthermore, as previously mentioned, ane of the functions of HR management is
career development, including career patterns in it. Through effective career development
management, a company can organize career paths in its environment in such a way that its
human resources can choose the begtath for both the organization's and individual needs.
Career development needs to be carried out by applying the principle of a merit system to
improve employee competency, performance and professionalism.

Career patterns in public sector organizations ae generally horizontal, vertical and
diagonal. Career development itself can be done in the form of transfers, promotions and/or
special assignments. State Civil Apparatus career development is carried out based on

gualifications, competencies, performane appraisals, and the needs of Government
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Agencies. Career development is carried out through career development management by
considering integrity and morality.
Employee career development must consider the following competencies:
1) Technical competency asmeasured by the level and specialization of education,
functional technical training and technical work experience.
2) Managerial competency as measured by education level, structural or management
training, and leadership experience.
3) Socio-cultural competency as measured from work experience related to a pluralistic
society in terms of religion, ethnicity, and culture so that they have national insight.
Thus, competency development becomes one of the "inputs" for someone in the
implementation of career development. This is because in the implementation of career
development there needs to be a match between the competency profile of the employee

concerned and the competency standard in the position he or she will occupy.

D. Hi-Tech in Conpetency Development

The trend of globalization has brought us to the era of disruption and industry 4.0 which
changing old technology that uses more physical to digital technology and produces
something completely new, more useful, and more efficient andfast. In this regard,
modernization and innovation in competency development are absolutely necessary in
order to be able to prepare superior human resources in accordance with the demands of
the strategic environment.

In this context, the necessary poliy strategy is modernization and increased use of
technology in the learning process and management. In this context, fiech refers not only
to the field of information technology but also to the study of technology in general.

As mentioned previously, the method of implementation should emphasize non
traditional and direct learning in the workplace. The 70:20:10 concept can also be used to
address the perceived inefficiency of competency development.

Additionally, there is a need for a shift in the focus blearning from teacher-centered
(teacher-centered) to learner-centered (learner-centered), which refers to a learning
approach that encourages participants to do something as a practical experience and to

create meaning and creativity for the experience hey receive, so that participants in
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Competency development can be more active, critical, and innovative throughout the
learning process.In addition, learning technology also needs to be supported by curriculum
and modules that are up to date and relevantto developing strategic environmental
conditions. For example, through the development of micrelearning that focuses on certain
issues. In addition, the curriculum and modules developed must focus on increasing data and
digital literacy.

Furthermore, in terms of infrastructure, competency development needs to be
supported by the use of integrated information technology. In the management aspect, the
planning, implementation and monitoring and evaluation processes for competency
development need to be integated into an information system both on an institutional and
national scale, so that there is a database for State Civil Apparatus competency
development. It can also be used to monitor and evaluate in real time and factually the extent
to which competency development is relevant and effective in fulfilling policy mandates and
achieving institutional and national strategic targets.

The use of information technology in the learning aspect is also absolutely necessary.
One of them is to strengthen the distarce learning process or eearning. Even in the future,
it is necessary to build an integrated national elearning platform (Learning Management
System) that can be utilized by all human resources of the apparatus in Indonesia, of course,
its utilization is adjusted to the related fields. This platform is not only websitebased but
also mobile or gadgetbased, so the learning process can be done anywhere and anytime

without being limited by space and time.

CONCLUSION

Every State Civil Apparatus has the right to develop their competence. Every State
Civil Apparatus has the same rights and possibilities to be included in Competence
Development, taking into account the findings of the State Civil Apparatus's performance
and competency assessment. The future requirements of ASN Competence Development
will face challenges in terms of learning quantity and quality, as well as the development of
information technology in the context of the fourth industrial revolution. Numerou s prior
studies demonstrate how the industrial revolution 4.0 era affects the VUCA (volatility,

uncertainty, complexity, and ambiguity) of the public sector. The occurrence of very fast
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changes and more complex challenges in the State Civil Apparatus Comigmce
Development requires the modernization of competency development. The ASN Bangkom
will not only be directed at increasing knowledge, but also need to be adaptive to the needs
of soft-skill nuanced competencies such as critical abilities, creativitycommunication,
collaboration, and so on. Meanwhile, hard skills will be more nuanced with digital
capabilities, big data or internet of things (loT). Additionally, There are four future plans of
the ASN Competence Development for addressing the State Civikpparatus Competence
Development 's issues in the 4.0 industrial revolution age as follows: 1) Identification of
contextual State Civil Apparatus competency development needs, 2) Integration of the
learning process with organizational performance in orderto achieve institutional and
national policy objectives, 3) The relationship between competency development and talent

management and career development, and 4) HTech in competency development.
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SUMMARY

Creating a State Civil Apparatus with superior competitiveness is the nation's ideal in running the wheels of
government that can adapt to the various demands of the times. State Civil Apparatus development with a
focus on superior competitiveness has londeen a priority for the government, as evidenced by the numerous
policies and regulations addressing State Civil Apparatus development, including the Bureaucratic Reform
policy, the Merit System, and Talent Management, as well as the SMART ASN program.Hever, efforts to
create highly competitive bureaucrats or State Civil
mindset in ASN, bad service, corruption, buying and selling positions, illegal fees and politicization of the
bureaucracy. Theefore, changing the mindset of State Civil Apparatus is a serious thing to pay attention to.
The government's efforts to change the mindset of the State Civil Apparatus will almost certainly fail unless
they are accompanied by a strong willingness on thpart of the State Civil Apparatus to change. Altering one's
mindset (mindset) is a critical first step taken by the State Civil Apparatus in an effort to improve one's self
quality. The purpose of this article is to describe the current state of the Stat€ivil Apparatus, the development
of human resource competitiveness in Indonesia, the mindset of State Civil Apparatus s with superior
competitiveness, and how to cultivate an entrepreneurial mindset in order to develop (Personal Growth
Initiative). The Personal Growth Initiative can be defined as an intentional and active participation of
individuals in the process of growth and development in order to maximize their potential and quality of life.
To foster a competitive State Civil Apparatus mindset, threecharacteristics must be prioritized: independence,
proactiveness, and tenacity. By incorporating these three aspects, it is hoped that State Civil Apparatus will
truly understand their role as public servants and that their quality will be comparable to hat of other
countries.

Keywords : ASN Mindset, Superior Competitiveness, Bureaucratic Reform.

INTRODUCTION

The State Civil Apparatus is an important organ in the bureaucracy whose existence
has always been a major concern in national development. This can be seen from the birth of
several policies that focus on improving the quality of competitive human resoures of the

apparatus.
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The agenda for the development of the state apparatus is set out in Presidential
Regulation No. 81 Year 2010 concerning the Grand Design of Bureaucratic Reform 2020
2025, which includes eight areas of change in the apparatus's orgaraion, management,
laws and regulations, human resources, supervision, accountability, public service, mindset
(mindset), and work culture (culture set).Based on this, it can be seen that two areas of
bureaucratic reform have been oriented towards improving the quality of State Civil
Apparatus. In line with this, Haning (2018) underlined the necessity for a comprehensive
approach to bureaucratic reform in order to enhance bureaucrats' behavior and service
performance in Indonesia, namely reform that encompases all parts of the bureaucracy,
namely knowledge, skills, and attitude. The human resources apparatus, the bureaucratic
structure, the bureaucratic culture, and the bureaucratic facilities and infrastructure.

The above expectations are not entirely consstent with the current reality, which is
that the mindset of State Civil Apparatus is still colliding with a conventional mindset that
views the ASN profession as a special social status in society, and thus it is not uncommon
for State Civil Apparatus to always want to be served and lose sight of its primary function
as a public servant. Additionally, the moneyoriented mindset continues to be a disease of
the State Civil Apparatus, resulting in corrupt behavior in the performance of their duties.
According to the Indonesian Corruption Watch (ICW) semester 1 report for 2020, the actor
committing the most corruption is the State Civil Apparatus, at 30.7 percent.

Based on the aforementioned issues, it is necessary to achieve a genuine paradigm shift
in the Sate Civil Apparatus's negative mindset toward achievement and performance in
order to achieve good bureaucratic administration (good governance). Through a series of
efforts and actions, a mindset can be developed.

Individuals can develop changes as a re#t of external factors or internal factors
(Effendy & Widianingtanti, 2020). A personal growth initiative, or more commonly referred
to as the Personal Growth Initiative, is a deliberate process of change developed by
individuals (PGI). Personal Growth litiatives can be defined as individuals' deliberate and
active participation in their own personal growth process (Robitschek, 1998). Personal
Growth Initiative is a term that refers to the abilities that are exhibited when an individual is
actively engagdal in the process of cognitive, behavioral, or affective change (Robitschek et
al., 2012).
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Based on previous discussion, it is clear that the government has never stopped
working to improve the quality of the State Civil Apparatus, but these efforts will fdl short
unless they are joined by autonomous efforts by the State Civil Apparatus to improve its own
quality.In order to reform the quality of State Civil Apparatus, the basic thing that needs to
be done is to change the negative mindset of State Civil Aqaratus that has been entrenched
so far. Because a deejooted mindset can trigger the implementation of work and even
hinder work (Nufus, 2018). The importance of changing the mindset has also become the
government's attention with the birth of the Mental Revolution Movement which was first
initiated by President Soekarno and then echoed again by President Joko Widodo. In
practice, mental revolution has the hope of creating people who have integrity, have the
desire to work hard, and have a spirit of mutuhcooperation.

As a result of the foregoing, it is clear that in order to meet the objectives of
bureaucratic reform and create a State Civil Apparatus that is oriented toward achievement
and work results, the first requirement is the initiative to grow and continue advancing.
Particularly in the industrial revolution 4.0 era, when State Civil Apparatus must adapt to
rapid technological change.

State Civil Apparatus Problems as Public Servants

The State Civil Apparatus as a driving force for the bureaucracyunctions as an
implementer of policies and public servants as stated in Law No. 5 of 2014 concerning State
Civil Apparatus. The fact that an ASN is a public servant or public servant is still not fully
appreciated by most State Civil Apparatus; there arestill many who believe that their
position as a State Civil Apparatus makes them special, that they are rulers, and that they
lack the motivation to serve the community, as if forgetting their functions and duties as a
State Civil Apparatus, namely servig people who require services (B. Pratama, 2021). In
addition, State Civil Apparatus does not yet have a mindset that serves the community, has
not achieved better performance, and has not been resultoriented (PP Number 81 of 2010,
pp. 9-10).

This condtion is evident that there are still many complaints from the public who are
dissatisfied with the performance of the apparatus in providing public services. In 2020, the
Indonesian Ombudsman as a public service supervisory agency has received

reports/comp laints from the public related to the implementation of public services as many
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as 7,204 reports. Prolonged delays, procedural deviations, not providing services,
unsuitable, inept, abuse of authority, requests for remuneration in the form of money, goods,
and services, discrimination, conflicts of interest, and taking sides are all topics covered in
the study (Ombudsman, 2020). The primary issue with bureaucracy is bureaucrats' negative
behavior, which contributes to the creation of a negative image of thebureaucracy. The
bureaucratic model's mentality/behavior is viewed as slow, convoluted, uninnovative,
insensitive, inconsistent, lazy, and feudal, among other characteristics (Juliani, 2019). The
stigma associated with State Civil Apparatus is laziness awork, an obsession with money
when it comes to completing administrative service tasks, a lack of understanding about the
primary tasks and functions of employees, mentally bypassing or seeking shortcuts to
accomplish goals in attaining positions, and ewe worse, there are still State Civil Apparatus
that are looking for loopholes. The methods of corruption are always in the headlines in
various mass media outlets (Sukmajadi, 2019).

Professor of the Institute Government Of Home Affairs (IPDN), Djohermansya
Djohan said there are 7 (seven) problems that currently exist in State Civil Apparatus ,
including:

1. There is still a TpriyayiT mentality in
that the State Civil Apparatus profession is a ruler (in paer).

2. ASN services are still poor with State Civil Apparatus still being found complicating
public affairs that should be made easier.
Corruption in the non transparent recruitment of State Civil Apparatus.

4. The number of mutations and promotions carried ait is not in accordance with the rules
of the game (sales and purchases of positions).

5. The corrupt behavior of the existing State Civil Apparatus is often caught by the
Corruption Eradication Commission (KPK).

6. Often found illegal levies (ungli) by State Civil Apparatus to the public.

7. The politicization of the bureaucracy in general elections is often found in the
intervention of ASN by incumbent regional head candidates. (Faiz Ibn Sani, 2019).

8. Development of Indonesian HR Competitiveness
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The Global Competitiveness Index (GCI) or global competitiveness index is an index
that measures the progress of a country in the development of all the factors that affect its
productivity. Based on GCI data by the World Economic Forum (WEF) in 2019, Indesia's
position is ranked 50th out of 141 countries, down five places from 2018. Indonesia is ranked
fourth in ASEAN, behind Singapore (ranked 1), Malaysia (27th). ) and Thailand (40) and when
compared to Singapore which occupies the first position in glbal competitiveness,
Indonesia still lags behind in almost all components of competitiveness, except for the

components of macroeconomic stability and economic size (Figure 1)

Global Competitiveness Index 4.0 2019 edition Rank in 2018 edition: 45th/10

Performance Overviewkey < Previous edtion A Lowsr-middie-income group average [ East Asia and Pacific average
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Fig 1. Indonesia Global Competitiveness Index Source: World Economic Forurd)19

J Singap o IVHEGDI 11 0.9
S| Malaysia VHEGDI 47 0.7
H Thailand VHEGDI 57 0.7

Brunei HEGDI 60 0.7
JPhilippines HEGDI 77 0.6892
I VietNam HEGDI 86 0.6667

Indonesia HEGDI 88 0.6612
I Cambodia HEGDI 124 05
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Q| Myanmar MEGDI 146 0.4
Q Lao People's MEGDI 167 0.3

Fig 2. EGDI Ranking of Southeast Asian Countries 2020
Source: UN Survey Results, 2020
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According to the WEF report, there is no significant change in the performance of
Indonesia's global competitiveness index in 2019. However, there are several pillars that
caused the decline in Indonesia's score, including the adoption of information and
communication technology (ICT), health, goods and services market, skills pillar (availability
and quality of skilled human resources) and labor markenilai rata-rata EGDI yang berada di
bawah rata-rata negara-negara di regionalAsia Tenggara,

The results of this EGDI ranking indicate that it is necessary to increase the digital
literacy ability of ASN to operate e-government services in providing public services. This of
course makes it a challenge and demands the readiness of ASN both in terms of knowleglg
expertise, and work culture.

Along with the data above, there are results from the World Bank's assessment of
government effectiveness using indicators of the quality of public services, the quality of
Human Resources (HR) from the State Civil Apparatusthe bureaucracy's independence
from political interference, the quality of policy formulation and implementation, and the
government's credibility in the eyes of the public.
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Fig 3. Results of the Implementation Effectiveness Survey
Governance in the ASIA Region in 2019
Source:World BankSurvey Result 2019
The results of the mapping show that Indonesia is still low in the effectiveness of
governance when compared to other Asian countries. The data above also shows the need
for qualified, creative, innovative human resources, and can adapt to the demands of the
times, cannot befulfilled optimally.
Another comparative medium that can be used to show the competitiveness of human
resources is the Human Development Report by looking at the Human Development Index
(HDI).

SINGAPORE
VIETNAM
BRUNEI DARUSSALAM
MALAYSIA
THAILAND
INDONESIA
PHILIPPINES
CAMBODIA
MYANMAR
LAO PDR
TIMOR-LESTE

Fig 4. Human Resource Development Index
Southeast Asia 2020
Source:World Bank2020 (processed by the author)

As the global industrial era progresses, it forces public sector organizations to adapt
to current and future conditions. Government agencies will compete for and manage
increasingly scarceresources. As a result, it is necessary to strengthen the apparatus's
capacity with the various skills required in light of current conditions.

The World Economic Forum's Future of Jobs Report details the human resource skills

required in tomorrow's indust ries.
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1. Complex Problem Solving

Capacity for resolving novel and unfamiliar problems in the real world.

2. Social Skill

Ability to coordinate, negotiate, persuade, encourage, sensitivity in providing assistance to
emotional intelligence.

3. Process SKil Ability entails active listening, logical thinking, and sel and other-
monitoring.

4. System Skill

The ability to make judgments and decisions based on codtenefit analysis, as well as the
ability to understand how a system is built and operated.

5. Cagnitive Capacity

Cognitive flexibility, creativity, logical reasoning, problem sensitivity, mathematical
reasoning, and visualization are the skills required.

A number of data on Indonesia’'s competitiveness, assessed from various instruments
discussed earier, show that the competitiveness of Indonesian human resources is still
below several other ASEAN countries. One of the factors that cause this condition is the low
guality of human resources. The quality of human resources in question is also inseparabl
from the role of State Civil Apparatus as the driving force of government. According to
Asman Abnur, the former Minister of State Apparatus Empowerment and Bureaucratic
Reform in an interview with Media Indonesia, he stated that the low quality of StateCivil
Apparatus in Indonesia is caused by educational background, lack of expertise, and State
Civil Apparatus mental condition.

That mindset is analogous to an iceberg, what appears on the surface does not describe
the whole, because that mindset is steed under the surface of the iceberg. So to change the
mindset it takes repeated habituation so that it is firmly embedded in the brain so that it
becomes a blueprint for his actions in providing services (Kurdi, 2020). To change the old
mindset with a new mindset, what is needed is determination and courage to change (S.B.,
2014).

It is not easy to change the thinking of the State Civil Apparatus because it has been
ingrained in them for a long period. Combined with the COVIDB19 pandemic crisis and the

rise of the Industrial Revolution 4.0, the State Civil Apparatus is increasingly under pressure
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to provide public services. These conditions suddenly place the State Civil Apparatus in the
face of abrupt changes in systems and technology that must be mastered condition that is
beyond the apparatus's capabilities, which are generally unaccustomed to the pattern of
very rapid change, which frequently impairs their performance (Dwi, Dewan, Daerah, &
Batang, 2020).

Efforts to make competitive human resources (HR) the foundation of catching up with
other countries, including facing the Industrial Revolution 4.0, are a serious challenge,
especially for State Civil Apparatus (Zubaidah, 2019). The above conditions cannot be
allowed to continue, but must be changed evolutionaryly to catch up in public services from
other countries (Sukmajadi, 2019).

State Civil Apparatus Mindset with Superior Competitiveness

Indonesia is currently in an era of competition between regions, countries and regions.
Therefore, State Civil Apparatus must devote all of its energy to better and highly
competitive public services. The competitiveness of State Civil Apparatus is indeed a big goal
in managing human resources for the apparatus. The government has paid great attention
to the development of competitive human resources for the apparatus. This can be seen
from several strategic efforts that have been taken by the government such as the birth of
Bureaucratic Reform, the merit system, and talent management.

Bureaucratic reform is the government's effort to support the achievement of good
governance which is contained in an emphasis on reforming the system of governance in
terms of institutions, management and human resources of the apparatus.

To participate in supporting the achievement of good governance and as an effort to
succeed in the goals of bureaucratic reform, the merit system was born as an effort to
improve the management of human resources for the apparatus. The merit system has bee
mandated for its implementation in The Law No. 5 Year 2014 concerning State Civil
Apparatus. The application of the merit system aims to ensure that existing positions in the
government bureaucracy have been occupied by employees who meet the qualificath and
competency requirements. The merit system was developed with several merit principles as
stated in Government Regulation No. 11 Year 2017 concerning State Civil Apparatus
Management. There are nine (nine) merit principles, which include the followig:

establishing job competency standards for all positions, planning employee needs based on
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workloads, conducting selection and promotion in an open manner, having career
management that includes planning, development, career patterns, and succession plan
derived from talent management, awarding and imposing sanctions based on objective and
transparent performance appraisal, and establishing a code of ethics and State Civil
Apparatus.

The implementation of the merit system is also supported by talent mangement as an
effort to create quality and competitive State Civil Apparatus. Talent management was
originally a human resource management system that developed in the private sector, which
has been slowly adopted and replicated in the public sector. Thisan be seen from the
enactment of the Regulation of the Minister for Empowerment of the State Civil Apparatus
and Bureaucratic Reform of the Republic of Indonesia Number 3 Year 2020 concerning
Talent Management of the State Civil Apparatus. National State @il Apparatus talent
management is part of efforts to strengthen State Civil Apparatus competency,
professionalism, and competitiveness. Currently the government needs State Civil
Apparatus who are able to carry out their roles and functions as policimplementers, and
public service providers, as well as the bond and the unifier of the nation. Armstrong (2008)
suggests that talent management is a process of identifying, developing, recruiting, retaining
and disseminating talented employees.

The serioumess of the government so that State Civil Apparatus can compete with
other countries in the era of the industrial revolution 4.0. The government has designed a
road map for the Smart State Civil Apparatus program which is targeted to be realized in
2024. The criteria for State Civil Apparatus that need to be built are State Civil Apparatus
with integrity, having a high sense of nationalism, being professional, having a global
perspective, understanding IT and foreign languages, hospitality, networking, r&ad an
entrepreneurial spirit.

Additionally, long before the Smart State Civil Apparatus program was established, the
National Movement for Mental Revolution (GNRM) was present with five programs, as
stated in Presidential Instruction No. 12 of 2016 concernng the National Movement for
Mental Revolution (GNRM), namely the Indonesian Serving Movement, the Clean Indonesia
Movement, the Orderly Indonesia Movement, the Independent Indonesia Movement, and

the United Indonesia Movement. One of the focuses of thisnational movement is the
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Indonesian Serving Movement (GIM), which focuses on the function of State Civil Apparatus
as implementers of public policies and public servants. The purpose of the GIM is to realize
the behavior of human resources (HR) of state Site Civil Apparatus (ASN) who serve.
There are 10 programs that are the focus of the Serving Indonesia Movement, which
include:
1. capacity building of State Civil Apparatus Human Resources;
2. increased discipline enforcement of Government Apparatus and Law Emircement
Officers;
improvement of service standards and innovative service systems (government);
4. improvement of the performance-based management system of the State Civil
Apparatus;
5. improving the behavior of public services that are fast, transparent, acountable, and
responsive;
6. improvement of laws and regulations (deregulation);
7. simplification of bureaucratic services (debureaucratization);
8. increasing the provision of facilities and infrastructure that support public services;
9. increasing law enforcement and regulations in the field of public services; and
10. application of the system of rewards and sanctions along with exemplary leadership..
The relationship between GIM and mindset is also explained by (Dewi, 2020) that by
developing a service mindset, a State Civil Apparatus can carry out its main duties and
functions as a public servant as well as possible. To be able to build a service mindset requires
a long process that can be started from oneself.
Cultivating a Personal Growth Initiative Mindset
Increasing global challenges make State Civil Apparatus need to adapt in order to be
adaptive and competitive. One of them is mindset mastery, as future success is also decided
by how we think now and how strongly a positive attitude is tied to the soul ofhe State Civil
Apparatus (G. R. Pratama, 2020). According to (Gunawan, 2007), the misgt is comprised
of two words: mind and set. The word "mind" means the source of thought and memoryhe
Center for consciousness that produces thoughts, feelings, ideaand perceptions, stores
knowledge and memories. The word "set" means prioritizing capacity building in an activity,

in a solid state. Budiman (2011) describes a mindset (mindset) is a set of beliefs or ways of
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thinking that influence a person's behavior and attitudes which ultimately determine a
person's level of success and future.

In his book entitled Mindset (Dweck, 2006) states that there are two kinds of mindset,
namely a fixed mindset (mixed mindset) which is based on the bef that a person's qualities
have been determined and a growth mindset (growth mindset) which is based on the belief
that a person's basic qualities are things that can be processed through effort and action.
From this, it can be concluded that the mindet is not a static thing but can be changed and
modified according to the demands of the conditions.

The demands of global competition should be one of the driving factors for State Civil
Apparatus to improve their quality, which can be started by cultiating a mindset and
initiative to develop independently or better known as the Personal Growth Initiative (PGI).
PGl is translated as awareness that is actively involved in various things that can help him
improve his abilities, the ability to recognize the internal resources that exist in himself that
are needed to develop, as well as planning skills as an effort to achieve the goals of self
development and life satisfaction (Robitschek & Keyes, 2009).

According to the concept developed by (Frese & Fay, 2Tl), there are three aspects
that State Civil Apparatus can do in building seHinitiative, namely:

1. SeltStarting,means that State Civil Apparatus perform a job that is beneficial to the
organization voluntarily and without waiting for orders from superio rs.

2. Proactiveness, meaning that State Civil Apparatus always takes the initiative to
identify every opportunity that exists and take advantage of it so that changes that are
beneficial to the organization occur.

3. Persistence, this means that StateCivil Apparatus must be persistent and persistent

when overcoming obstacles and trying to overcome them using their abilities.

CONCLUSION

Numerous State Civil Apparatus mindset issues identified by the author in the
preceding section should be a seriousancern for the government in terms of encouraging
State Civil Apparatus to have a positive mindset in order to fulfill bureaucratic reform
aspirations. Numerous governmentled programs aimed at changing the mindset of State

Civil Apparatus will almost probably be ineffective unless they are complemented by
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autonomous efforts by State Civil Apparatus to improve their quality. State Civil Apparatus
must develop itself through personal growth initiatives through the efforts of Self-Starting,

Proactiveness, andPersistence.
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SUMMARY

In the Industrial Revolution 4.0 era, employees are expected to work even more efficiently so that people's
expectations of employees continue to rise. The Industrial Revolution 4.0 fundamentally altered how
employees think or perceived the world, as well as hovemployees responded to technological advancements
and interacted with one another. This change not only necessitates adaptation across all lines, but also
encourages them to be adaptable. Employees in the Industrial Revolution 4.0 era are no longer statloyt
dynamic in their response to global developments. Currently, vocational education is still supphdriven, with
education providers developing curricula unilaterally, ensuring that major changes remain rigid. As a result of
the curriculum failing to keep pace with rapid industrial development, the industrial world has complained that
vocational education graduates do not meet their needs. This is referred to as a mismatch between education
and work, and as a result, job satisfaction will be extremely lo, preventing optimal work productivity. Both
IPDN and UNPAD are higher education institutions with high standards and a large campus environment that
is comfortable, clean, and weHorganized. The campus's infrastructure is quite complete and quite adequa in
terms of both quality and quantity to support teaching and learning activities as well as campus administration.
Discipline and a spirit of achievement have a strong influence on all campus residents, including leaders,
lecturers, education staff, ard students. Vocational development is promoted through curriculum integration,
lecture materials, selfdevelopment activities, regulations, and various extracurricular activities organized by
the campus, both scheduled and incidental. Thus, from the timef@ollege education, the bureaucracy and State
Civil Apparatus can be prepared through vocational education.

Keywords: Vocational education, learning development

INTRODUCTION

Currently, the world is facing industry 4.0 where a wave of technological disruption
occurs massively, starting from the Internet of Things, big data, automation, cloud
computing, to artificial intelligence (Artificial Intelligence). This technological disruption is a
fundamental change that shifts the established technology and industrial order and gives
birth to a new industrial order. This change not only requires all lines to adapt, but also

encourages them to be ready to transform. Each country must rgpond to these changes in
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an integrated and comprehensive manner by involving all stakeholders so that the 4.0
industrial revolution can be managed into an opportunity.

Mentioned at the World Economic Forum (WEF) meeting, the industrial revolution 4.0
is arevolution based on the Cyber Physical System which is a combination of three main
domains, namely digital, physical, and biological. The Industrial Revolution 4.0 has had a
major impact in influencing various aspects of life and determining the future deelopment
of the global economy. Every industrial revolution will have a major impact on the world of
work, including the existence of the workforce. The role of humans will be increasingly
shifted by technology, the occurrence of shifting jobs is unavoidble. If the analogy is
agricultural land, then a piece of land that is usually done by 10 farmers, is now enough to be
worked on by two or three farmers with the help of technology, for example by using a
tractor or Combine Harvester.

The shift in labor for the application of the 4.0 industrial revolution must be anticipated as
early as possible by providing transitional employment or shifting jobs.

Education and skills are important for the state in creating a quality State Civil
Apparatus. Vocational eduation is a must so that Indonesia can continue to compete in
entering the fourth industrial revolution. Therefore, it is necessary to develop vocational
education that is oriented to the needs of the job market (demand driven). This effort is a
manifestation of the implementation of the mental revolution, as a national movement to
build the quality of Indonesian State Civil Apparatus , especially in facing the era of the digital
revolution and technological disruption, which we are more familiar with as Indistry 4.0.

Currently, vocational education is still supply-driven, where curriculum development
is still made unilaterally by education providers so that changes in majors are still rigid. This
has resulted in the curriculum not being able to keep up withrapid industrial developments
causing the industrial world to complain that vocational education graduates are not in
accordance with their needs. This discrepancy is called a mismatch between education and
work and as a result the level of job satisfactia will be very low which in turn causes work
productivity cannot be achieved optimally. This research departs from the idea ohow
vocational education should take on a role and place itself in the industrial era 4.0. Thus,
vocational education is expected to make a real contribution in producing superior human

resources (HR). The purpose of this study is to determine the applicein of an effective
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vocational education system in the industrial era 4.0, to ascertain the academic community's
role (lecturers, students, and management) in developing an effective vocational education
system in the industrial era 4.0 at D4 Government Adninistration Study Program of FISIP
UNPAD and IPDN Jatinangor, and to develop an effective vocational education system in
the industrial era 4.0.
PRESENT CONDITION
1. Previous Research

Vocational education has developed very rapidly in the last decade. This because the
government focuses on the growth of this component of the education sector as a key
strategy for economic growth. Meanwhile on the other hand, the industry is moving very
fast. Currently, the era of 4.0 is marked in various fields so thatnitially humans as The
Center for the economy, have now been replaced by digital technology (Suwardana, 2017).
This is what the education sector, especially vocational education, should pay attention to,
which can answer these challenges.

Descriptions of previous research and findings relevant to the research design topic
are listed in the table below.

Table 1. Findings Relevant to the Topic

NO- | Author/ Title/ Journal/ Findings

Proceedings

1 lafrina et al. (2018). I'he government must seriously handle the
Vokasi di Era Revolusi preparation of the workforce to suit market
Industri : Kajian needs,
Ketenagakerjaan di

daerah.Perkumpulan
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No.

Author/ Title/ Journal/

Proceedings

Findings

Prakarsa, cetakan

pertama.

Vocational education has not answered the
needs of the informal sector,
The use of technology should be a primary neec

Cross-sectoral vocational needs to be develope

(Yahya,2018) Era

Industri 4.0: Tantangan

dan Peluang Pendidikartechnology-based learning mateials,

Kejuruan di Indonesia.
Pidato Pengukuhan
Penerimaan Jabatan
Profesor Tetap dalam
Bidang limu Kejuruan

Fakultas Teknik

Revitalizing the education system (curriculum

and character education, information and

entrepreneurship, alignment and evaluation)
New Literacy Movement (digital literacy,
technological literacy and human literacy)
VVocational education must be able to equip
graduates which include learning systems,

education units, students, andeducation staff.

Universitas Negeri

Makassar.

Source: Team of authors from various sources
Based on the results of the analysis, there are several novelties or state of the art in this
study, namely:

1. Previous research only focused on discussing the workforce and the generalducational
environment in the industrial era 4.0. There is no study about discussing the development
of the vocational education system and also in the special educational environment in the
industrial era 4.0. Therefore, this research design is expectetb be able to present a new
analysis of the vocational education model that is adaptable to the development of the
industrial era 4.0;

. In previous studies, the researchers did not provide a comprehensive review of the
common model/pattern that could be adgted more specifically while still adjusting the
identity of the educational environment. For this reason, in this research design,
researchers will focus on the location of developing a common model/pattern of

vocational education that is in accordance wih the State Civil Apparatus competency
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development plan, especially at the Polytechnic of STIA LAN Jakarta 2020.

3. Not only full of innovation studies in the industrial era 4.0, this research design also puts
forward the development of an effective vocational education model based on a
sustainability approach which was not discussed in previous research.

2.  Industrial Revolution 4.0

The history of the industrial revolution is:

1. Industry 1.0 is characterized by production mechanization that supports the

effectiveness and efficiency of human activities

Industry 2.0 is characterized by mass production and quality standardization,

Industry 3.0 is characterized by mass adaptability to flexibility

automation and robot based manufacturing,

a &~ N

Industry 4.0 comes to replace industry 3.0

Which is characterized by cyber physical and manufacturing collaboration (Irianto, 2017).
The term industry 4.0 comes from a project initiated by the German government to
promote the computerization of manufacturing. Lee et d. (2013) explained, industry 4.0
marked by increased digitization of manufacturing driven by four factors, namely:

1. Increased data volume, computing power and connectivity;

2. Emergence of business analytics, capabilities and intelligence;

3. The occurrence of rew forms of interaction between humans and machines;

4. Improved digital transfer instructions to the physical world, such as robotics, etc.

The digital revolution and the era of technological disruption are other terms of
industry 4.0. It is called the digitl revolution because of the proliferation of computers and
the automation of records in all fields. Industry 4.0 is said to be the era of technological
disruption because automation and connectivity in a field will make the movement of the
industrial world and work competition non-linear. The industrial revolution 4.0 is also
referred to as the industrial revolution which will change the pattern and relationship
between humans and machines (Ayu, 2018).

The government has certainly responded to the developrent of this 4.0 industrial era.
It can be seen from the 2020 Government Work Plan (RKP) which takes the theme

"Improving Human Resources for Quality Growth", there are 5 national priorities set. The
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five priorities are: (1). human development and poverty #eviation; (2). infrastructure and
regional equity; (3). added value of the real sector, industrialization and employment
opportunities; (4). food, water, energy and environmental security, and (5). defense stability
and security. Vocational education aghe creator of qualified human resources, has a role in
the realization of these national priorities, especially in the first priority.
3.  State Civil Apparatus Competency Development

The priority in human development, especially in the bureaucracy, is developing State
Civil Apparatus competencies which are still low. This should be avoided as much as possible
in the midst of work and the challenges of bureaucratic reform in the futurewhich will be
increasingly complex. Competency development is a solution to cover up the competency
weaknesses of the apparatus. The important role of State Civil Apparatus greatly affects the
performance of the bureaucracy so that State Civil Apparatus must get priority in
competency development. However, so far the development of State Civil Apparatus
competency tends to receive less attention by government agencies and tends to be less
systematic. There are five problems of developing State Civil Appatus competency in
Indonesia based on the results of the LAN RI study (Sumanti, Sinurat, Yunita, Afrian, &
Febrianto, 2018). The first problem is that the current staffing development policy is not
based on an analysis of education and training needs. Sau, the development of State Civil
Apparatus competency has not yet referred to development planning at the national and
regional levels. Third, at the organizational level, the absence of a link between national or
regional development planning causestie staff development program to be unclear and the
strategic plan drawn up. Fourth, competency development is defined narrowly as classical
education and training. Fifth, competency development is carried out separately from the
career pattern policy. Thedevelopment of State Civil Apparatus competencies that have
been carried out so far still tends to be carried out incidentally. If there is a training, for
example, interested employees will be included. This is the work of government agencies
going forward. How to carry out the development of State Civil Apparatus competency in a
well-planned and systematic manner.

Preparation of competency development plans is crucial in order to realize the
alignment of competencies built with needs (Mustajillah, 2019) The Law No. 5 Year 2014

concerning State Civil Apparatus has provided space for state servants to develop their
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competency. Government Regulation No. 11 Year 2017 concerning State Civil Apparatus
Management also mandates the need for a competencypased State Civil Apparatus
development plan. The regulation states that every State Civil Apparatus is entitled to self
development of at least 20 JP (lesson hours) in a year by taking into account the results of
the performance assessment and competency assement of the State Civil Apparatus
concerned. In addition, the government through the PP requires government agencies to
prepare a document for developing State Civil Apparatus competency plans every year.
However, once again, so far, competency developm# has tended not to be systematically
planned. The reason is that so far the obstacle is that there are no guidelines for developing
State Civil Apparatus competencies. However, currently state administration institutions
have issued guidelines for devedping State Civil Apparatus competencies for government
agencies. This is regulated by The National Institute of Public Administration Regulation No.
10 Year 2018 concerning State Civil Apparatus Competency Development. The enactment
of this stipulation is an important moment for the development of State Civil Apmratus
competency in Indonesia.

The regulation can be a guideline for government agencies in developing State Civil
Apparatus competencies, including vocational competencies in it. That way, the future the
development of State Civil Apparatus competency is expected to be something thattaken
seriously by government agencies and in its implementation can be done more planned and
systematic. Like a management system, the development of State ClviApparatus
competency must go through the stages of planning, implementation, and evaluation. This
process is a cycle, because the results of the evaluation will later become input in planning
for the next year. However, in practice, of course the process
requires collaboration and seriousness of many parties.

4.  Vocational Education

In the Law of the Republic of Indonesia No. 20 Year 2003 concerning the National Education
System, CHAPTER VI concerning Paths, Levels, and Types of Education, Article 13 poiit (
states: Education pathways consist of: a). formal education, b). Neformal, and c). Informal
that can complement and enrich each other. According to Bannet in Hanafi (2012),
vocational education includes all forms of technical and vocational educatiororganized by

various forms of educational institutions, either government or community, formal or non
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formal, with the aim of helping the community to obtain education and training based on the
principles of lifelong learning. . According to Pavlova in Wiangun (2017), with the
consideration that economic activity is largely determined by rapid technological changes in
the future, the orientation of vocational education is directed to work education or
technology education. Next, educationwork is an educatbnal program with three
interrelated components, namely: learning for work, learning about work, and
understanding the nature of work. Traditionally, vocational education is education with the
main objective of preparing to work using a competencybased edicational approach.

According to Bukit (2014), vocational education is distinct from other types of
education and must have the following characteristics: Oriented toward individual
performance in the world of work; specific justification for real-world needs; curriculum
emphasis on psychomotor, affective, and cognitive aspects; success is measured in ways
other than the educational environment; sensitivity to changes in the world of work;
adequate facilities and infrastructure; and community support. Vocaional education is
closely related to education and training, hard skills and soft skills that are needed in the
world of work (Wardina et al., 2019). Vocational education must have an innovative culture
and support transparent education management, and utize all available internal and
external resources to improve the quality of its graduates (Maksum & Purwanto, 2019).
According to the findings of Wurianto's (2018) study, the development of vocational
education in the field of sociochumanities requires acritical pedagogical foundation, that
education is not limited to the classroom or norformal models, but is an integral part of
characterizing the 4.0 era, culture of very high productivity, national insight, and
globalization. Of course, this is also dsely related to the world of bureaucracy and State
Civil Apparatus .
THE EXPECTED CONDITIONS

It takes good cooperation and intensive collaboration in the same spirit from the
Employee Guiding Official (PPK), direct supervisor, and of course the employeelhe
collaboration and commitment of these three parties will determine the future quality of our
State Civil Apparatus, in addition to the role of external parties from these agencies, such as
functional position guiding agencies, technical agencies, traing organizers of LAN RI, and

Polytechnic of STIA LAN that assist in coordinating the development of State Civil
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Apparatus competencies on the national level. Developing the competency of State Civil
Apparatus in the agency is the responsibility of PPKAs the one that manages employee, this
agency is responsible for ensuring that State Civil Apparatus in the agency fulfills the
required competencies. In the State Civil Apparatus competency development process, PPK
plays a role in facilitating the State Qvil Apparatus competency development process
starting from planning, facilitating implementation, to facilitating the evaluation process.
With the enactment of State Civil Apparatus competency development guidelines, PPK's
attention to employee competency development is expected to increase and the
competency development could be carried out systematically.

The next party who plays a key role is the direct supervisor. The direct supervisor is the
person who knows best the abilities and competencies of anraployee, because the direct
supervisor is the person who can observe the competency of his subordinates through
observations of the performance and completion of the tasks given. In the process of
developing State Civil Apparatus competency, the supervisigs assessment is one of the
basics in assessing the competency gap of State Civil Apparatus in the planning process.
Similarly, in the process of implementation to evaluation, there is a big contribution from the
direct supervisor. In addition to playinga role in supervising his subordinates, a superior also
acts as a motivator for his subordinates. The development of State Civil Apparatus
competencies also depends on the cooperation and strong spirit of the employees. The
enthusiasm and seriousness oemployees to always develop in a better direction is very
much needed. An employee should not only be comfortable with the abilities they currently
have, especially if their competencies are still not in accordance with the position occupied.
Thus, the stae of the industrial revolution 4.0 and LAN RI's publication of guidelines for
developing State Civil Apparatus competencies is the ideal time for all parties to improve
their preparedness to face the Industrial Revolution 4.0, as a competent bureaucracysione
of the keys to our government adapting.

This study tries to dig deeper into the development of education at FISIP UNPAD and
IPDN Jatinangor. Both were chosen because they are closely related to the development of
the vocational world, both for supporting the bureaucracy and State Civil Apparatus. FISIP
Unpad as a state university certainly has human resources who are also State Civil

Apparatus, while IPDN itself is indeed prepared as an institution that produce®A\SN UNGGUL
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and is directly related to the world of bureaucracy. The following are the field observation

results from the two educational institutions.

Table 2. Field Results of the Vocational Education System in the Industrial Age 4.0

of Vocational
Education in the

industrial era 4.0

a minimum of 55% of the

total learning taken.

Vocational
No Education D4 FISIP UNPAD IPDN Jatinangor
Development
1. [Implementation |Learning: Practicum covers|Smart Campus with ITbased

systems starting from
recruitment, to education,

training, and parenting.

Application of
Vocational
Education in the

industrial era 4.0

Taught and accompanied
directly by practitioners
who are competent and
have expertise in
accordance with the
existing program/

department.

Supporting facilities and
infrastructure and upgraded
teacher competencies in

fulfilling the industrial era 4.0

Challenges and

obstacles

Uneven competency of

lecturers/instructors

Infrastructure: Unstable

internet and electricity and poor

competency of lecturers
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No

Vocational
Education

Development

D4 FISIP UNPAD

IPDN Jatinangor

The role of the
academic

community

-Lecturers: Readiness of
lecturers in the teaching
process-Students: Take an
active role in developing
soft skills and hard skills-
Management: Develop

facilities and infrastructure

Lecturers: The readiness
of qualified and competent|
lecturers by providing
knowledge about data
literacy, digital and soft
skills

Students: Take an active
role in developing soft
skills and hardskills
Management: Develop
supporting facilities and
infrastructure education

on campus.
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Vocational D4 FISIP
No i IPDN Jatinangor
Education UNPAD g
Development
5. |Learning system [Practicum 55% |Centralized Trinity System of Teaching,

of total credits

Training and Upbringing. The division/field
that carries out the teaching function is

tasked with providing knowledge to

students.

6. |Composition of from 100% The composition of theory and practice,
theoretical and [teaching from 100% of the weight of teaching,
practical learningweights, theory training and parenting is 30%.

45% and
practice 55%.

7. |Practical/practic [Taught and Apart from theory and practice, IPDN
al formulain accompanied |curriculum has a parenting composition. The
vocational directly by composition of the IPDN curriculum is 40%
education practitioners  teaching, 35% training, and 25% care.

who are Diploma I, 11, lll and IV education a well as

competent and
have expertise
in accordance
with the study
program/depar

tment

Bachelor Degree (S1) are held through a
teaching, training and nurturing approach
(JARLATSUH) using the Semester Credit
System (SKS).
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Implementation
in vocational

education

Vocational
No Education D4 FISIP UNPAD IPDN Jatinangor
Development
8. |Final Project Internship is a Field practice and thesis are

mandatory program so
that students can
directly come into
contact with real

situations in the world

conducted for final year students.

development

of work.

9- |Competency of |Lecturer practitioners |Readiness of qualified and qualified
vocational who must be competentlecturers by providing knowledge
education and have expertise in |about data literacy, digital and soft
lecturers in the |accordance with the  [skills
industrial era 4.0 |study

program/department.
10. [Teacher Lecturer development [Lecturer development by

by participating in
seminar activities,
discussions, workshops

and trainings.

participating in seminars, discussions

workshops and training activities.
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Vocational
No Education D4 FISIP UNPAD IPDN Jatinangor

Development
11. [Facilities and Facilities include rooms [Facilities include rooms equipped

infrastructure equipped with Wifi, with Wifi, libraries, research

libraries, research institutions, seminar room facilities,
institutions, seminar  |office spaces, dormitories, and others
room facilities,

dormitories, and others.

12. [Evaluation of the |Learning evaluation is |Learning evaluation is carried out

vocational carried out through through tracer studies, through
education tracer studies, through (interviews with alumni superiors
curriculum interviews with alumni where alumni work, and the alumni

superiors where alumnijassociation community. Evaluation
work, and the alumni  continues to get resultsexpected to
association community. |be appropriate for the workplace.
Evaluation continues to [Evaluation is carried out from various
be carried out forget  |program activities carried out such as
the expected results  |internships, training, laboratories,
can be appropriate for |and other practicums.

the workplace.
Evaluation is carried out
from various program
activities carried out
such as internships,
training, laboratories,

and other practicums.

Source: Author Team
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SOLUTION OFFER
Analysis of State Civil Apparatus Competency Development Based on the Vocational
Education System in the Industrial Era 4.0

Government agencies need to develop a technical competency development plan for
State Civil Apparatus employees for aperiod of one year which includes an inventory of
types of technical competencies through superiorsubordinate dialogue. Then, They need to
verify and validate the needs and technical development plans of functional officials. The
most crucial thing at the planning stage is the inventory process by analyzing technical
competency gaps and performance gaps for each functional official. Therefore, ideally each
agency compiles its own standards and technical competency dictionary for all employees in
their respective agencies. It is necessary to remember that each agency has its own specific
duties and functions.

Implementation of employee technical competency development through Vocational
Education. This aims to improve the knowledge, skills, and attitudes drehavior of State Civil
Apparatus employees according to the technical field of position and the demands of their
position.

Evaluation to assess the suitability between planning and implementation of the
development of technical competency of State Civil Apparatus employees as well as
measuring the benefits of development programs to increase the competency and
performance of functional officials and agency performance. The methods that can be used
are self-assessment, supervisor assessment, and
superior-subordinate dialogue. The selection of these methods is expected to produce a
comprehensive and objective evaluation result.

Competency development for State Civil Apparatus is a cycle that will continue to run.
The results of the evaluation and ecommendations made in the current year will be used as
input when compiling the needs and plans for competency development in the following
year. Thus, the State Civil Apparatus competency development strategy is not only well
structured. However, it will also continue to develop dynamically in accordance with the
development of needs and demands.

Revitalization of the education system (curriculum and character education,

information and technology-based learning materials, entrepreneurship, alignment and
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evaluation). Here, D4 Study program of Fisip Unpad and IPDN Jatinangor have implemented
reforms such as educators who are competent and have expertise in accordance with
existing programs/departments, infrastructure that meets the needs of the industrial era
4.0, lecturer competency development, and research and service that directly address social
problems.

New Literacy Movement (digital literacy, technological literacy and human literacy). In
this case, D4 Study program of Fisip UNPAD and IPDN Jatinangato things like Smart
Campus IPDN. The readiness of qualified lecturers according to the needs of industry 4.0,
research across study programs or departments, development of lecturers by participating
in seminars, discussions, workshops and certificationraining, and campus and learning
facilities are some of the characteristics of the learning systems.

Vocational education must be able to equip graduates which include learning systems,
education units, students, and education staff. In this case, D4 Stydprogram of Fisip
UNPAD and IPDN Jatinangor carry out Smart Campus activities with an [based system
starting from recruitment, to education, training, and parenting. Learning evaluation is
carried out through tracer studies, and apprenticeship is a mandtory program so that

students can directly come into contact with the problem situation of the world of work.

CLOSING
CONCLUSION

In the industrial era 4.0, state administrators are required to improve their
competency and ability to compete with other countries as state civil apparatus, State Civil
Apparatus must be able to master technology, because in the future all affairs and eds will
change from conventional to digital. Efforts to increase State Civil Apparatus competency
are currently transforming education and training for State Civil Apparatus, by utilizing
various methods of continuous learning for State Civil Apparatus tdbe technology literate.
This is because in the industrial era 4.0 there will be a lot of digital use. If state administrators
are not responsive to technology, they can be left behind by other countries. The era of the
fourth industrial revolution also re quires State Civil Apparatus to be able to master foreign

languages, so that Indonesian human resources can compete with other countries.
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Based on the results of the research and the description of the discussion, it can be
concluded several things relatad to the findings in interviews, observations and document
searches. That both IPDN and UNPAD are campuses that have high standards with a
comfortable, clean, wellorganized campus environment with a large area of land. The
facilities owned by the campus a@e quite complete and very adequate both in terms of quality
and quantity to support the implementation of teaching and learning activities as well as
campus administration. The value of discipline and the spirit of achievement greatly colors
the activities of all campus residents, starting from leaders, lecturers, education staff and
students.

There are vocational courses available in D4 Government Administration Study
Program of FISIP UNPAD. Vocational development is promoted through curriculum
integration, lecture materials, selfdevelopment activities, rules, and different
extracurricular events offered by the campus, both scheduled and incidental. While at IPDN
there are training courses that help students learn to practice knowledge in the field of
government. In the preparation of campus policies andthe implementation of every activity,
especially those related to student development, the campus involves all components, all of
whom participate in accordance with their respective authorities. These resilts further
illustrate that vocational education is important to prepare the bureaucracy and State Civil

Apparatus since the education period.

RECOMMENDATION
After discussing various kinds of findings from interviews, observations and document
searches d IPDN and UNPAD, some suggestions can be made as follows:

1. Applied learning method that can be used in the vocational learning process are teaching
systems and multiplying training systems. The learning method used is TASISASUDIRO,
which stands for faceto-face (TA), simulation (Sl), field studies (SA), case studies (SU),
discussion (DI), role playing (RO).

2. The steps that need to be taken in implementing the applied learning method include
Student Centered Learning (a learning approach that is believed to é effective in
improving the quality of student learning).

3. Formulating practicum or practice in applied study programs, namely in one meeting 40%
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theory and 60% practice (simulation, training, discussion, etc.). The modules that must be
owned in the implementation of the applied learning system are derived from courses
that are in accordance with the teaching materials.Research and service carriedub by
directly work on the problems in the community

4. The implementation of the final task in the implementation of the applied learning system
is through internships in related agencies.

5. The composition of theory and practice values in the implementation éapplied learning
systems is 40% theory and 60% practice.

6. The competencies required for teaching lecturers in implementing the applied learning
system are certified according to the field of science.

7. The development of lecturers to meet the competencies equired in the implementation
of the applied learning system is carried out by training, training, workshops, seminars,
conferences, and others.

8. Evaluation of the applied study program curriculum is carried out annually by conducting
tracer studies, interviews with superiors from working alumni, and through alumni
associations.

9. Management support needs to be improved on existing study program activities.

REFERENCES

Afrina, E., Rahayu, D., Muhammad, I. T. H. R., Zunivar, A. Y., RamdLAN Rlingrum, H., &
Lauranti, M. (2018).Vokasi di Era Revolusi Industri: Kajian Ketenagakerjaan di Datakhrta:
PerkumpuLAN RI Prakarsa.

Ayu, N. A. K. (2018)Persaingan Industri 4.0 di ASEAN dimana Posisi Indon¥sigakarta:
Forbil Institute.

Bukit, M. (2014). Strategi da Inovasi Pendidikan Kejuruan dari Kompetisi ke Kompetisi.
Bandung: Alfabeta.

Hanafi, I. (2012).Pendidikan Teknik dan Vokasional: Menggali Pengalaman Sukses Institusi Bi
National di negeri Jirardari konsep hingga implementaSieman: Deepublish. Herman, M.,
Pentek, T., & Otto, B. (2015)Design Principles for Industrie 4.0 Scenarios: A Literature Review
(Vol. 1).https://doi.Org/10.13140/RG.2.2.29269.22248

261



https://doi.org/10.13140/RG.2.2.29269.22248

Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

Irianto, D. (2017). Industry 4.0: TheChallenges of TomorroBatu: Seminar Nasional Teknik
Industri 2017.

Lee, J., Lapira, E., Bagheri, B., & Kao, H. (2013). Recent advances and trends in predictive
manufacturing systems in big data environmentManufacturing Letters, 1(October),

38-41. https://doi.org/10.1016/j.mfglet.2013.09.005

Maksum, H., & Purwanto, W. (2019)Model Pembelajaran Pendidikan Vokasi Otomotif (PVO).
Padang: UNP Press.

Mustajillah, R. E. (2019) Kolase Hukum, Reformasi Birokrasi, Demokrasi, Dan Nasionalisme.
Sleman: Deepublish.

Peraturan Pemerintah (PP) Nomor 11 Tahun 2017 tentang Manajemen PNS

Sumanti, R., Sinurat, H. P., Yunita, E., Afrian, N., & Febrianto, M. (20k)jian Strategi
PemenuhanKebutuhan Pengembangan Kompetensi STATE CIVIL APPARATUS di Pemerintah
Daerah.Jakarta: Pusat Kajian dan Pendidikan dan Pelatihan Aparatur IV LA.

Suwardana, Hendra. (2017). Revolusi Industri 4.0 Berbasis Revolusi Mental. Jati Unik, 1(2),
102-110

The LawNo. 20 Year 2003 on National Education System

The Law No. 5 Year 2014 on State Civil Apparatus

Wardina, U. V., Jalinus, N., & State Civil Apparatusur, L. (2019). Kurikulum Pendidikan Vokasi
Pada Era Revolusi Industri 4.0Jurnal Pendidikan, 2(1), 82-90.

Winangun, K. (2017). Pendidikan Vokasi Sebagai Pondasi Bangsa Menghadapi Globalisasi.
Jurnal Taman Vokagh(1), 72-78.

Wurianto, A. B. (2018). Pengembangan Pendidikan Vokasi Bidang Sodgttumaniora
Menghadapi Revolusi Industri Era 4 . 0.Prosiding Seminar a¢ional Vokasi Indonesia,
1(November), 89-94.

Yahya, M. (2018). ERA INDUSTRI 4.0: TANTANGAN DAN PELUANG PERKEMBANGAN
PENDIDIKAN KEJURUAN INDONESIA Disampaikan pada Sidang Terbuka Luar Biasa Senat
Universitas Negeri Makassar Tanggal 14 Maret 2@Ri8ato Pengukuhan Penerimaan Jabatan
Professor Tetap dalam Bidang Iimu Pendidikan Kejuruan Fakultas Teknik UniversisaNegeri

Makassar. Diambil darihttps://core.ac.uk/download/pdf/154762984.pdf

262



https://doi.org/10.1016/j.mfglet.2013.09.005
https://core.ac.uk/download/pdf/154762984.pdf

Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

The Development of State Civil Apparatus Competency Based on
Vocational Education in the Industrial 4.0 Era
Sitti Khadijah Herdayani Darsyim !, Jessica Fransiscd onapa?
Polytechnic of STIA LAN Makassar
khadijahherdayani@gmail.com,

jessica.tonapa@gmail.corh

SUMMARY
In the era of the industrial revolution 4.0 towards a World Class Bureaucracy RTPJIM 4 (202€2024), State civil
apparatus (ASN) is demanded to be able to be a smart ASN who has hard skills and soft skills such as: integrity,
nationalism, professionalism, global insight, mastering IT and languages foreign, hospitality, networking and
entrepreneurship.. In fact, there are still many State Civil Apparatus, especially those in the regional
government, who have not mastered foreign information technology and language to face global development.
Complaints related to convoluted service, inefficiency, slow in the process of settlement, is an indicator of the
quality of public services that are still low. For this reason, State Civil Apparatus 's ability and competency is
still needed through various education and training. The development of competenciesigen to State Civil
Apparatus is currently impressed as the fulfillment of obligation. It is hoped that the development of vocational
program-based competencies can prepare State Civil Apparatus to become more competent in the era of
digitization more emphasis on the development of competencies that are directly carried out at work (on the
job training) with supervision and direct guidance from mentors and coaches in the agency as we know that the
purpose of developing competency is to prepare State Civil Bparatus in order to be more competent and able
to compete globally.

Keywords : Competency Development, Vocational, State Civil Apparatus

INTRODUCTION

The purpose of the evelopment ofState Civil Apparatus competencies is to increase
employee work productivity through training and the development of good technical,
theoretical, and conceptual capabilities of employees in accordance with the needs of office
or agency. Smith (2000: 2) suggests "Development: hGrowth or Realization of A Person
Ability Through Conscious Or Unconscious Learning". This means that development
includes all aspects of improving the quality of employees and more focused on the general
long-term needs of the organization. To developqgb skills in the future, the development of

employee competencies is needed which is also appropriate for the times. The current work
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focuses on IT mastery and foreign languages, so State Civil Apparatus is expected to
increase its competency on these twahings.

Development in improving the quality of human resources and buildings in improving
employee career are two main things that are the scope of staffing coaching. The two things
are in fact experience irregularities in its implementation. Employee Ceaeer Development In
fact, it is often only the fulfilment of the requirements to occupy a position, not based on
professionalism, but more to seniority or other considerations. This causes the no maximum
output of State Civil Apparatus 's career developmat or development.

Vocational educational model based on practice so not only learn by using paper and
pencil. The education of this vocational will not only provide theoretical knowledge, but also
provide skills in the form of skills for individuals, whete this skill becomes a provision later to
be able to carry out work in accordance with the competency it has. State Civil Apparatus's
current training and development is no longer struggling to the module, but through on the
job training that is directly done at work and off the job training or internships in other
agencies to improve the competencies they have. It is expected that by implementing this

model we can be more productive in carrying out their duties and functions.

PRESENT CONDITION
The level of efficiency and effectiveness andState Civil Apparatuss performance is
considered not optimal.

Table 1. Government Agency merit system

AGENC BAD DEFICIE DEC PRIMELYTOTA

Ministrv 3 1 1 1 2
2 3 9
Non 1 5 9 5 20

Prnvincial 2 o] 1 e} 1
0 8
Dananry / [~ 2 2 2 11
6 2 3 3

Other 3 1 4
Total 72 31 57 24 184

Source: Annual Report KASN, 2020
Based on the table above it can be seen that the number of government agencies that

have not applied the merit system are mainly still in the poor category. The assessment
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indicator contains several aspects such as: 1) Planning Employee Needs, 2) Procuremel)
Career Development, 4) Promotions and Mutations, 5) Performance, and the last 6)
Information system. These aspects are assessments in the merit system. Even though
various efforts have been carried out by doing innovation and improvement, it turns at
there are still many agencies that get a bad assessment in the implementation. With the
recruitment of the Millennial generation as a new State Civil Apparatus, it is expected that
these aspects have increased and less agencies or government institutis have poor
assessments especially in the application of information systems and technologigased
work systems, ranging from eoffice, to attendance and performance assessment carried out
using the Information System. Therefore, State Civil Apparatus whihner they belong to
Millennial generation or the generation of babyboomers must continue to strive to race in
order to compete in the world of work.

State Civil Apparatus is required to master the technology. Some ministries has been
applied correspondence using electronic signatures that directly connected to individual
accounts. However, there was inequality between the central and regional government.
State Civil Apparatus placed In central government is required to master technology and
even facilitated to be able to master the technology, while in local government, due to
budget limitations they still use manual ways. It is observable in the condition of this Covid
19 pandemic in which the ministry that has a budget to apply online attendance with
application development, or using attendance with retinal and face identification. In
contrast, State Civil Apparatus in local governmentis actually asked for manual attendance
using a signature logister book. That is just an example, not to mention othera€tors
hindering State Civil Apparatus in improving the performance. Some reports now has been
using application, but, local governments are not ready and using manual ways to archive
the documents. Theory, Policy, and Practice Implementation which timately Civil
Apparatus in particular has not received training in the use of information systems; while
several government agencies at the national or provincial level have begun to budget for it,
it remains a major impediment in local government that na only their technical capabilities
but also their infrastructure conditions are limited.

The obstacles as stated above became one of the indicators of the low quality 8tate

Civil Apparatus services in the community. This time we are competing with tekonology and
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machine, so that the work that is still done manually becomes difficult to get a solution.
Therefore, vocational education is needed for the ASN and the Millennials as the foundation
of our future. This vocational education, not only provides heory but immediately teaches
students to be applicative by directly observing the situation in the field. In the
implementation of public services it is the government effort to meet the basic needs and
civil rights of every citizen of goods, services an@dministrative services as provided by the
organizers of public services. It was also listed in the opening of the 1945 Constitutional
Constitution that one of the objectives of establishing the Republic of Indonesia was to
advance public welfare and eduate the nation's life. The formation of the government
bureaucracy has a mission, one of which is to provide service as well as possible to the
general public.

However, as of now, the quality of government bureaucracy's implementation of public
services remains an issue that has emerged and continues to fall short of expectations.
Concerning services, inefficiencies, slow, unfriendly, and unclear time completion, and
unclear service costs all demonstrate that the quality of governmentprovided services
remains low and public services remain unqualified. This is evidenced by the numerous
complaints and grievances lodged by members of the community, both directly and via social

media.

Kelompok
3,57%
Masyarakat . 70,20%
Aneoota D027 :
FONSBO'A o= Perorangan
Keluar
Kuasa g % A,
Hukum y
Radan 12,13%
Hukum/

Organisasi

R TeT)
. 1.£08

Fig 1. Communityreports based on classificationReporting

Source: Ombudsman Annual Report, 2020
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As illustrated in Figure 1, the community's reporter (individual) has reported the
majority of complaints (70.20 percent). This situation demonstrates the public's growing
awareness of their right to public services and their willingness to voice complaints if they
do not receive adequate services.

Additionally, according to data from the Reported Agency, the regional government is
the most reported agency at 39.59 percent. This indicates that the quality of services
provided by the local government has not met the community's expectations.

Several factors, including HR apparatus, bureaucratic organization, management,
mindset, organizational performance, bureaucratc culture, bureaucratic innovation and
information technology, bureaucratic behavior, systems, and strategies, according to
Rohayatin, et al (2017), have caused the existence of the quality of the implementation of
government public services. The principles of good governance and bureaucratic
communication have not been adopted, as have service, transactional leadership, adaptive
organizational structure, corrupt organizational conduct, and inadequate policy
implementation.State Civil Apparatus must demonstate professionalism through ability,
knowledge, skills, global perspectives, and a high level of competency. According to BKN
data, Indonesia now has over 4 million additional State Civil Apparatus employees. As shown
below, the total number of State Civi Apparatus employed by central government agencies
is 958,919 (23.01 percent), while the total number of State Civil Apparatus employed by
regional government agencies is approximately 3,209,199 (76.99 percent).State Civil

Apparatus Hs Dat a

y State Civil Apparatus Central Government y State Civil Apparatuslocal government
Fig 2. The ratio of the amount ofState Civil Apparatus.
Source: BKN, 2020
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The picture above shows that the conditions in which the balanced ratio between the
number of State Civil Apparatus employees and the stakeholders, in addition, there are also
low competencies of theCivil Apparatus employees (PAATH, 2018; and Komara, 2018).

In Indonesia, the number of State Civil Apparatus employees remains minimal in
comparison to the country's population of approximately 265 million. Additionally, it was
emphasized that State Civil Apparatus employees made up only 1.7 percent of Indonesia's
overall population (Hayat, 2014; Chrisnandi, 2016; and Paath, 2018). Whereas to carry out
State Civil Apparatus service duties required to have professionalism supported by ability,
knowledge, skills, global insights, and have high competency (Denhardt & Denhardt, 2003;
Fitria, 2014; and Komara, 2018).

Additionally, based on the explanation above, which Stte Civil Apparatus is required
to have professionalism in the workplace, it is appropriate for our State Civil Apparatus to
be fostered or students using vocational education, with graduates receiving more
opportunities for direct practice, not just theor etical knowledge. In other words, our State
Civil Apparatus is required to possess a fundamental vocational science, as it has been
provided with internship opportunities in industry and government agencies, in addition to
a vocational educational model that is also practicebased, rather than relying solely on
paper and pencil.The vocational education will not only provide knowledge, but also provide
skills in the form of skills for individuals, which this skill becomes a provision later to be able
to carry out work in accordance with the competencies it has. Current State Civil Apparatus
conditions, which are largely inherited from a previous generation with distinct educational
patterns, naturally have distinct abilities. For example, State Civil Apparats can only occupy
a limited number of positions but technically lacks the ability to speak in public. And it is still
soaking up whatever further capabilities that the State Civil Apparatus may have lacked in
the previous generation as a result of an edudson system that did not incorporate
vocational education.

According to The regulation of Minister of State Civil Apparatus Empowerment and
Bureaucratic Reform No. 38 Year 2017 on the Competency Standards of State Civil
Apparatus, the competency standards are technical, managerial, and sociocultural
competencies. Using the Ministry of Finance as an example, the Ministry of Finance has

implemented a competency dictionary. After obtaining ministerial approval, the technical
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competency dictionary refers to the technical expertise compiled and determined by the
PPK of the Ministry/ Institution, the PPK of the Government Institution Secretariat, and the
PPK of the nonstructural institution secretariat. Next, the managerial competency
dictionary includes integrity, cooperation, communication, orientation on results, public
services, seltdevelopment and others, managing changes and decision making. As for the
sociocultural competency referred to in the competency dictionary is the nation's unity.

According to the Loma's "Competency Dictionary,” competency is defined as "the
personal characteristic of an individual that enables him to attain excellent performance”
(CF Loma, 1998; Mangundjaya, Aprilianti & Poerwadi, 2009; and Utomo, Suryanto & Suaedi,
2015).The nature, motives, value systems, attitudes, knowledge, and competency abilities
that will influence conduct, where behavior will later yield performance, are among the
personal components in question (Prawirosentono, 1999; Lasmahadi, 2000; Umar, 2003;
Mangundjaya, Aprilianti & Poerwadi, 2009; and Utomo, Suryanto & Suaedi, 2015).
Competency (competency) is a description of conduct, while competency (skill) is a
description of the task or work outputs, according to R. Palan (2007). Thus, competency
refers to the underlying features of conduct that explain motives, personal characteristics
(distinctive characteristics), self-concept, values, knowledge, or expdise brought by the
individual. A superior performance or Supperior Performer (Palan, 2007; Carter, 2011; ad
Kartika & Sugiarto, 2014).

The qualification of State Civil Apparatus employees can be reviewed from three
elements. First, expertise, which refers to the fact that every State Civil Apparatus employee
must have experience relevant to his or her dutiesand functions; knowledge relevant to
their duties and functions; wide insight; and ethical behavior. Second, personnel of the State
Civil Apparatus must be knowledgeable about their fields' tasks. Third, good personal
gualities, such as discipline, honestyinterest, openness, objectivity, communication skills,
being always ready, and practicing (Rosyadi, 2014; Nurhajati & Bachri, 2017; and Komara,
2018). In general, universityawarded competencies do not meet the criteria for special
competency; by specialcompetency, we mean competency that is related to the field of
work, or in other words, technical competencies related to the field of expertise in its task
and function. The previous explanationhas also been mentioned examples of competencies

that are generally given to State Civil Apparatus. Following that, M.L. Spencer and M.S.
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Spencer (1993) and other scholars have classified competencies into two categories:
Threshold Competencies and Differentiating Competencies. Regarding the Threshold
Competencies, they are a necessary characteristic for someone to perform his job, but they
do not distinguish between a highperformer and an average person. Professionalism is
required, as are ability, knowledge, skills, global perspectives, and a high level of contgecy.

According to BKN data, Indonesia now has over 4 million additional State Civil
Apparatus employees. 958,919 members of the State Civil Apparatus work for central
government agencies (23.01 percent ) While State Civil Apparatus employed by regional
government agencies numbered approximately 3,209,199 (76.99 percent), as illustrated
below. Distinguishing competencies are factors that divide highperformance individuals
from low-performance individuals, for example, if the lecturer can teach well, howd teach
is simple to comprehend, and the analysis is keen, then it has been into the differentiating
competencies (Spencer & Spencer , 1993; Mulyasa, 2013; and Ladina, 2015).The meaning,
competency as an underlying characteristics is something attached taself, which can be
used to predict the level of performance. Something in question can concern the motives,
self-concept, nature, knowledge, and skills or expertise. Individual competencies in the form
of abilities and knowledge can be developed througheducation and training. While
competency motives can be obtained during the selection process (Build, 2012; Wibowo,
2015; and Komara, 2018). In this context, Causally related means competency is something
that causes or predict behavior and performance. Cierion -referenced words contain
meaning that competencies actually predict who performs well and is not good, which is
measured by the criteria or standards used (Harits, 2006; Dharma, 2008; and Komara,
2018). In general, State Civil Apparatus employee ampetences can be defined as a
collection of abilities (abilities), personal characteristics (attributes), and knowledge
(knowledge) manifested through observable, quantifiable, and evaluable performance
behavior (work behavior) (Irawan, 2017; Sari, Rochan& Muhammad, 2017; and Komara,
2018).

In addition, Dharma (2002) and other scholars, also summarizes some theories about
competency components. According to them, competency components have five
characteristics: (1). Motives are circumstancesn which someone continuously thinks in

order to perform; (2). (2). Traits are the characteristics that cause people to behave in certain

270




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

ways, or how they react to various situations (3). (4). Knowledge is information that someone
knows for specific subgcts; and (5). Self Concept is an individual's attitude and values (5).
The capacity to perform specific tasks, both physically and mentally, is referred to as a skill
(Dharma, 2002; Sedarmayanti, 2011; and Pramularso, 2018). Whereas, according to
Prayitno (2004) and other scholars, professional competency components are divided into
four groups: (1). Specialist abilities, which include skills and knowledge skills, perfect use of
tools and equipment, and the ability to organize and handle problems; (2). Mkbdic
capabilities, which include the ability to collect and analyze information, evaluate, work
systematically, and work systematically; and (3). social capabilities, which include the ability
to interact with others and communicate effectively (Prayitno, 2004; Irawan, 2017; and
Komara, 2018).

THE EXPECTED CONDITIONS

Digital Disruption, Big Data, and Industrial Revolution 4.0 pose a challenge to the State
Civil Apparatus in order to avoid being degraded by changing times. State Civil Apparatus
must be camble of adapting to changing circumstances in order to turn environmental
changes into opportunities to provide higher-quality services and policies. As a result, it is
predicted that the growth of COMPETITURE ISNbased vocational education will result in
State Civil Apparatus with globakinsightful knowledge and skills, as well as the ability to use
information technology (IT) and master modern foreign languages. Technology mastery and
communication can increase efficiency and public services, which willery probably be
adopted if suitable supporting infrastructure is in place.The development of State Civil
Apparatus -based vocational education focuses more on mastery of competency needed by
State Civil Apparatus in carrying out their duties and functions.The 8 competencies that are
expected including Hard Skills and Soft Skills, such as: Communication Skills, Critical and
Creative Thinking, Information / Digital Literacy, Inquiry / Reasoning Skills, Interpersonal
Skills, Multicultural / Multilingual Liter acy, Problem Solving, Technological Skills. With
effective and efficient vocational education it is expected to create State Civil Apparatus
with critical thinking skills and skills in solving problems to face the world of work in the era

of globalization (Winangun, 2017).
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It is expected that with the development of this vocational education-based competency,
State Civil Apparatus 's competency development is not only carried out as the fulfillment of
laws or merely fulfilling the requirements of the position but to increase State Civil
Apparatus competencies. Furthermore, it is intended that the State Civil Apparatus
education process teaches competency competencies that are actually needed in the office
process, such as archival organization and technology use in the oféic

There are still numerous developing State Civil Apparatus competencies that can be

executed through the vocational educational technique.

SOLUTION OFFER
According to research conducted by Morgan McCall, Michael M. Lombardo, and Robert W.
Echienger of the Research Center of Creative Leadership (CCL) in 1996, effective
individual development and learning consisted of 70% experience during work or direct
work practice, 20% feedback, coaching, and mentorship, and 10% classroom learning, or
Model 70:20:10. (Faozan, 2018).

A

Training

10 % * Self Study

e
* Feedback
o * Coaching
20 A * Menloring

Fokus Pada Non-Training
Development Programs
o * Project assignment
70 /6 * Special Assipnment
* On the job teaching
* o

* Task Force assignment
* Rotation

Figure 3. Effective Development Approach

Source: processed from Lombardo & Eichinger, 2006

In other words, the development of competencies that tend to be classical only gets a

portion of 10 percent of the total learning, while the development of competencies involving
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direct practices, coaching and mentoring has a larger portion. Both of these are competency
development models that tend to be nonclassical. Based on the graphs above, we can see
that the training or self-study that we haveapplied in the campus dictionary only receives a
10% portion, which makes students who learn in class less effective, because in addition to
learning in class, 70% of the work experience obtained exemplifies Project Assignment and
with on the Job Training Bias produce an effective development program for our human
resources.

Currently, universities under the ministry or state institutions have developed
vocational-based education that allows students to develop further by being given material
on campus aml then receiving feedback from a mentor, and create an internship program in
agency offices, BUMN, and the private sector. It is expected that this ideas may give inputs
to our human resources so that they can compete more effectively in the workplace. Not
only that, but the State Civil Apparatus' competency development model, which is based on
vocational education, is better applying direct practice and should be enabled by coaches
and mentors who can guide directly at work. State Civil Apparatus candidate also need to
be given hard and soft skills related competencies to prepare them in carrying out their
duties, so that when appointed as State Civil Apparatus they have the basic competencies
needed in completing work in the current digitization era. Currently, under the Administrasi
State Institute of Candidates for State Civil Apparatus, candidates are given a learning
method similar to the results of the research presented by Lombardo and Eichinger (2006),
in which State Civil Apparatus is given an undestanding of knowledge and then given
feedback through a coach or mentor, as well as direct work experience to be able to
internalize the values that have been studied during the orclass process. One example is
the LATSAR CPNS, in which State Civil Appatas is trained to be able to write a letter, not
only by supplying relief materials, but also by being requested to write a letter or memo,
speeding up the comprehension process. Other abilities, like financial management, can be
taught to State Civil Apparatus in line with the formations on the list, and then required to
make financial statements before being regarded capable of carrying out their duties as
State Civil Apparatus.

The development of the State Civil Apparatus's competency is primarily concared

with ensuring and maintaining the capability of the State Civil Apparatus to fulfill validated
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gualifications; it is therefore anticipated to make optimal contributions to the organization.

Education and training are two forms of employee developmentThe findings of Fadilla et al

are as follows: The research finding shows that conducting leadership training in current

formats has a substantial impact on increasing State Civil Apparatus competencies. State

Civil Apparatus' modern education model or training no longer focuses on the module, but

instead directly provides on-the-job training and off-the-job training, which is of course

expected by this technique of State Civil Apparatus so that we may be more efficient in
carrying out our tasks. Onthe-job training is designed to help us adjust our working style, as
well as our work method, by adapting to the workplace. This can be seen in the application
of the LATSAR CPNS, where prospective employees are given such an internship at work,
performing some ofthe tasks that are under the supervision of superiors or mentors at work.

While off the job training is wusually <cal

given the opportunity to obtain knowledge in other agencies with similar jobs. Currently,

Lecturer Internship Program has also been developed. The goal is that when the lecturer

returns to college, he or she will not only be able to explain theoretically, but will also have

practical experience to impart to students. Another situation for example, New post such as
treasurers might be placed in similar agencies to learn the flow of financial management, so
that later they can apply what they learn to work on duties in the agency where they work.

In general, training approaches outside the workpace are carried out employee
training center such as training agencies or employee development centers. Sule and
Saefullah (2009: 205) mentioned that the Employee Development Program in the
organization, Off The Job Training, may consist of
1. Executive deslopment programm#h)e employee delegation program to participate in

various special programs outside of organizations related to case analysis, simulation, and
other learning methods.

2. Laboratoty training, that is in the form of a program aimed at employees to take part in
the program + Simulation programs for the real world associated with organizational
activities where the method commonly used is the role playing method, simulation and
others.

3. Organisational development, a program addressed to employees by inviting them to think

about how to advance the organization.
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Furthermore Cherrington in Fathurrochman, I. (2017) mentioned the Off The Job
Training method, among others:

1. Vestibule training, training in a place designed like the original place. This training is
conducted to train or teach special skills.

2. Independent self-study, Training that expects participants to train themselves

3. Visual presentations, training using visual media such as telegion, film, video or
presentation using PowerPoint.

4. Conferences and Discusion,performed to practice the ability to discuss with other
participants, and to practice in decision making.

5. Case studiesto train participants to be able to analyze and solve poblems based on case
examples.

6. Role play,Training where participants are conditioned in a particular situation that the
participants must be able to solve the problem as if they are directly involved in the
situation.

7. Simulation, training that creates learning conditions similar to work conditions. This
training is used to learn technically and motor skills.

8. Programmed instructions, is a principle application in operational conditions, usually
using a computer.

9. Computer-based training, training using a conputer where participants are asked to
respond directly during the learning process.

Still according to Cherrington (1995), the On The Job Training method tends to focus
on developing and longterm training. The method on the Job Training is divided into @ypes,
such as:

1. Job Instruction Training. This training requires careful job performance analysis. This
training begins with the initial explanation of the work objectives, and shows the steps for
implementing work based on each basic job assignment.

2. Apprenticeship. It is a way to Develop craftsmen or carpentry skills. However, it has been
adopted by Donald Trump in a Talent Show, where he guides his prospective CEO of his
company by providing certain projects. This training leads to the process of receivinnew
employees, which work together under the guidance of practitioners who are experts in

a specific time span. The effectiveness of this training depends on the skills of
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practitioners who are experts in overseeing the training process. This training des not
have standard format

3. Internship dan Assistantships.This training is almost the same as Apprenticeship training
but leads to a job vacancy that requires higher formal education. The Example of
Internship Training is Internships.

4. Job rotation dan transfer. This training is a learning process that is usuallperformed to
fill the vacant position in management and technical. This training has 2 weakness. One of
them is that training participants only feel temporary employed and have no commitment
to engage in work earnestly, and plenty of time wasted to provié orientation to
participants on new work conditions.

5. Junior boards dan Committee assingments.Training by positioning the training
participants into the committee to be responsible for administrative decision making and
also positioning participants in the executive members to get the opportunity to interact
with other executives.

6. Coaching dan CounselingThis approach according to Sule and Saefullah (2009: 205) is in
the form of coaching and counseling, the guidance provided by the facilitator or
supervisor to subordinates. The supervisor acts as Coach to help the trainee learn various
things related to work. Guidance is a combination of observation with direction. Like

modeling, this is the most natural way to learn.

CONCLUSION

Building HR Apparatus isbasically building the competence excellence of the HR
Apparatus itself. With the changing times and the influence of the 4.0 technological
revolution, the development and capabilities of STATE CIVIL APPARATUS also need to be
improved in order to be compditive and able to keep up with world developments. It is
necessary to increase technical competence by attending education to gain skills such as
using information technology and mastering foreign languages. The mastery of information
and communication technology may improve public services which will be carried out

properly if followed by adequate infrastructure, facilities and supporting infrastructure.
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Based on the results of the explanation above, it can be concluded that the
vocational-based education model emphasizes competence improvement with on the job
training and off the job training approaches. On the job training is intended so that STATE
CIVIL APPARATUS may adjust the way of working, both work methods by adapting in the
workplace, using working media or working tools directly. While Off the job training or
internship is a training approach outside the workplace that provides opportunities for
employees to get out of work routines and concentrate on learning something related to
work. STATE CIVIL APPARATUS is given the opportunity to gain knowledge in other
agencies so that they can improve their competencies and increase their knowledge. With
the coaching and mentoring approach, in this case it is given by the facilitator or superior to
subordinates who act as coaches who provide direct direction in the workplace. Thus, the
development of competencies obtained by STATE CIVIL APPARATUS can be iseful for
their daily work.

REFERENCES

Ateh, Yusuf, M. (2018).Peran SAKIP Dalam Membangun ASN Berkinerja (Studi Kasus Provinsi
Jawa Timur)Jurnal Pendayagunaan Aparatur Negara, VIII.

Fathurrochman, I. (2017). Pengembangan kompetensi pegawai aparatuil sipgara (ASN)
Sekolah Tinggi Agama Islam Negeri (STAIN) CMiapajer Pendidikan, 11(21), 120129.

Faozan, Haris. (2018)Menuju smart ASN : Perubahan Paradigma Pengembangan Kompetnsi
ASN Jurnal Pendayagunaan Aparatur Negara, VIII.

Lombardo, Michael M.dan Eichinger, Robert W. (2006).The Career Architect Development
Planner 4th Edition.

Rindah.(2017). Analisis Kinerja ASN di Dinas Pendidikan dan Kebudayaan Daerah Provinsi
Sulawesi Tengaldurnal Katalogis, Volume 5, Januari 2017.

Sujoko, Alfaris. 2012.Peningkatan Kemampuan Guru Mata Pelajaran melalui In House
Training.Jurnal pendidikan Panabur No.18 tahun ke 11

Sule, Ernie Tisnawati and Saefullah.2009engantar ManajemenKencana Prenada Media
Group. Jakarta

Triyono,B. (2017). TantanganRevolusi Industri Ke 4 (14.0) Bagi Pendidikan Vokasminar

Nasional Vokasi dan Teknologi.

277




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

Tumanggor, et al. (2019).  Strategi Perguruan Tinggi

Kedinasan Hadapi Tantangan Revolusi Industri. 4rnal Sumber Daya Aparatur, Volume 1
No.2 November 2019.

Verawadina,U. et al (2019)Kurikulum Pendidikan Vokasi pada Era Revolusi IndustriJii®al
Pendidikan, Volume 20, Nomor 1, Maret 2019

Winangun, K. (2017).Pendidikan Vokasi Sebagai Pondasi Bangsa Menghadapi Globalisasi.
Taman Vokasi, 5(1), 72https://doi.org/10.30738/jtvok.v5i1.1493 The Industry 4.0

278



https://doi.org/10.30738/jtvok.v5i1.1493

Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

Disruption of State Civil Apparatus Competency Development
Based on Vocational Education
Erwin Musdah
Polytechnic of STIA LAN Makassar

erwinmusdah@gmail.com

SUMMARY

The 4.0 Industrial Revolution brings significant changes in the employment sector in the public sector.
Information technology has been able to replace the role of humans in a number of certain fields of work with
more precision and more efficient. At preent, in developed countries, there is a technology available to
accomplish some work that has been done by State Civil Apparatus such as doctors, prosecutors, teachers, and
auditors. In Indonesia, Legal Drafting technology began to be adapted in legal dtiig public policy. With the
speed of technology development that occurs at this time, it is predicted to be more and more fields of work
replaced by technology in the future. Vocational education as one of the methods of developing State Civil
Apparatus competency is also affected by the Industrial Revolution. Vocational education educates students
in accordance with competency in the world of work. Meanwhile, the industrial revolution causes work
competency to continue to change rapidly.As a result, somgractical recommendations for curriculum and
learning to meet the difficulties of the industrial revolution include: developing knowledge and specific abilities
in the sphere of tasks; strengthening new literacy competencies; and adapting attitudes to futre expectations.
Until now, vocational education has mainly focused on certain skills while the practical abilities taught today
could have changed in the next few years due to technological disruption. For this reason, specific
competencies must be balaned with general competency in the form of new literacy competencies and
adaptive attitudes in the form of abilities and willingness to be learners throughout life.

Keywords : Industrial Revolution 4.0; Asn's competency development; Vocational education

INTRODUCTION

The beginning of the 21st century was the beginning of the 4.0 industrial revolution.
The digital revolution is characterized by increasingly widespread internet access, the
development of artificial sensor technology, and the development of #ificial intelligence
and learning machines (Schwab, 2019). These developments have caused changes and
challenges in many sectors. Dwivedi et.al.(2021) Recognize that the development of artificial
intelligence has seven dimensions of obstacles, includingpcial, economic, data, organization
and management, technology, politics, and ethics. One of the difficulties that will be the

subject of this study is the challenge of the organizational and managerial dimensions,
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specifically threats to the employment sector, which is one of the eight dimensions. Bughin
et al. (2017) revealing more than 50% of current work can be automated using developing
technology. They predict that in 2030, around 800 million workers will be replaced by
machines and 375 million workas must move to another profession. Covid19 pandemic
that occurred starting in 2020 increasingly accelerating the automation process of various
types of work. World Economic Forum in 2020 conducted a survey to many world corporate
leaders. 43% of the lea@rship of the company who became the respondent of the study
answered would carry out automation that had an impact on reduced labor. They concluded
that pandemics were a driving factor that accelerated the process of digitizing on many types
of work in these companies. It is predicted that around 85 million types of work will be
replaced by the machine in 2025. On the contrary, it is predicted to appear 97 million new
types of jobs that demand new skills.

The Ministry of Manpower and the Ministry of Education and Culture are addressing
this issue through the Link and Match strategy. The Ministry of Manpower uses the Link and
Match strategy to determine the type of training to be provided at the Education Center,
whereas the Ministry of Education and Culture uses the Link and Match strategy for
Vocational Education. These two spheres of activity, education and training, exhibit distinct
characteristics. One distinction is made in terms of time. Training generally takes less time
than formal education, which enables changes to meet industry demands to occur quickly as
well. Another example is vocational education; in addition to taking the standard one to four
years, changes in the educational process take longer. As a result, the challenges of
connecting and rmatching the world of education to the workforce's needs are relatively
more difficult.

Vocational education is aimed at developing workers who are prepared to work and
possess skills that are appropriate for the demands of the workplace. The Link and Match
concept used in vocational education is no longer focused on supplgriented supply but
rather on Minded supply (Sasi, 2018). The industrial revolution, which has resulted in a rapid
change in the world of work, creates a challenge for vocational educatio. The critical
guestion that vocational education must address is how to adapt education to the demands

of the world of work when the world of work is also constantly changing.

280




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

Efforts to develop various strategies for vocational education development in
response to revolution 4.0 have been extensively discussed in numerous studies. Generally,
existing research aims to explain how to integrate vocational education and the workplace.
On the other hand, there are still few who discuss how to address the chi@nges posed by
the Industrial Revolution 4.0 for vocational education within the context of the development
of the State Civil Apparatus.

This discussion is essential at least for two reasons. First, the Industrial Revolution also
has an impact on employrent in the public sector. The information system developed by
many government institutions has been able to replace humans in service functions so that
it has an impact on labor in government offices (Ristiandy, 2020). Indirectly, the condition
raises the second impact, namely in the education of vocational education that educates
labor or prospective public sector workers. The results of the KPK's identification (2019)
revealed that there were 20 universities that educated special students to become CPNSro
State Civil Apparatus candidates. In addition, there are 159 universities which are fostered
by central government agencies and regional governments outside the Ministry of
Education and Culture and Ministry of Religion (see Table 1). Each university @rected to
turn into vocational education so that potentially affected by public sector employment
changes.

Table 1. Number of universities based on ministries / organizers

No Ministry / Institution Total
1 [The State Intelligence Agency 1

2 [The Indonesian Agency for Meteorology 1

Climatology, and Geophysics

3 [The Indonesian Central Board of Statisticy 1
The Nuclear Energy Regulatory Agency

N
H

(&3]
[N

The Ministry of Agrarian Affairs and Spatia

Planning/National Land Agency
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No Ministry / Institution Total
6 [The Ministry of Internal Affairs 71
7  [The Ministry of Energy and Mineral 1
Resources
8 [The Ministry of Law and Human Rights 2
9  [The Ministry of Information and 1
10 [The Ministry of Marine and Fisheries 7
11 [The Ministry of Health 37
12 [The Ministry of Finance 1
13 [The Ministry of Tourism and Creative 6
CArnnnanmnvg
14 [The Ministry of Trade 1
15 [The Ministry of Transportation 11
16 [The Ministry of Industry 18
17 [The Ministry of Agriculture 12
18 [The Ministry of Social Affairs 1
19 [The National Institute of Public 3
20 [The State Cryptography Agency 1
Total 178

Source: Ministry of Education and Culture, 2019

This article elaboratesfurther how this disruption of the Industrial Revolution 4.0 on
the development of State Civil Apparatus through vocational education and provides
recommendations on how to deal with these challenges. Elaboration starts from the
discussion of the impact ofthe 4.0 industrial revolution on public sector employment, the
development of State Civil Apparatus through vocational education, and ends with practical
steps that can be done to anticipate the disruption. The method used by this article is
compiled with the method of literature. This article is expected to contribute to the
development of State Civil Apparatus through vocational education both conceptually and
practically.

TECHNOLOGY THAT THREATENS PUBLIC SECTOR WORKERS

Industry 4.0 is a term that refersto the transformation of the industrial world. Industry
4.0, as the name implies, is a fourth seismic shift in the industrial world. The first significant
change occurred in the 18th century, with the invention of the steam engine, which was later
applied to the production of automobiles, trains, and sailing machines. The second change

occurred in the nineteenth century, when electricity was discovered. The discovery
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stimulates the development of additional electronic devices such as lights, telegraphs, an
running tires. The third transformation occurred in the twentieth century, with the
development of information technology and automated machines. The fourth change
occurred in the twenty-first century, as a result of the advancement of digital technology
(Fonna, 2019).

Changes in the four stages were not stopped at the discovery of technology alone.
Because these innovations have a profound effect on human life, they are frequently
referred to as an industrial revolution. The first industrial revolution transformed human
civilization from agrarian to industrial, resulting in the birth of the capitalist economic
system and the formation of new social classes (workers and capital owners).The second
industrial revolution encourages the growth of urban areas ® that urbanization waves
increase, family bonds are loosening due to shifting residence, prostitution increases, and
the quality of workers is reduced because it starts to be replaced by the engine. In terms of
economy, the second industrial revolution ercourages the field of work more specifically so
that social classes are born based on work. The third industrial revolution marked by
automation has a broad impact on the field of work that has mass shifts in bulk.

The level of accuracy of engine work thatis getting better causes the marginalization of
human who are unable to adapt. The development of digital technology that caused the
fourth industrial revolution had an impact on the increasingly blurring boundaries of
biological, physical, and digital bandaries. Humans get farther into the virtual world at the
same time the engine increasingly manifests into a machine that thinks. Digital technology is
able to capture and process information faster and more than those can do, so that human
intelligence can be replaced by artificial intelligence (Wijanarko, 2019).

There are parallels between the four stages of the industrial revolution, namely that
the appearance of new technology always results in the development of machines capable
of performing certain tasks better than humans. The fourth industrial revolution is expected
to further expand the range of machines capable of performing tasks previously performed
by humans. However, many continue to doubt technology's ability to disrupt human work.
The argument is made that computer technology is incapable of thinking, feeling,

empathizing, or even having morals in the same way that humans do. In response, Richard
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Susskind and Daniel Susskind (2015) argue that the engine is irrelevant for thinking, feeling,
and morality if the work output produced by humans can be automated.

Additional arguments that cast doubt on technology's capability are from a historical
perspective. They argue that while the industrial revolution in the United Kingdom resulted
in the automation of much human labor, it also resulted in the creation of numerous new
jobs. Harari (2018) responded to this by arguing that what distinguished the British
industrial revolution from the 4.0 industrial revolution was, in particular, technological
capabilities. The machine supplants human physical energy in the Industrial Revolution 1.0.
Meanwhile, in the 4.0 industrial revolution, technology has surpassed humans' ability to
reason. Emotions, Empathy, and Morality, to name a few. What humans considercessive
is the engine's advantage. Without them, the machine is capable of producing more
rationally.What was worried by Harari was not basic. The latest technological developments
have shown a tendency towards that direction. Richard Susskind and Dani8lusskind (2015)
identified at least seven fields of work that were experiencing disruption due to the latest
technological developments. The field of work in question includes: Health, Education,
Religious, Law, Journalism, Management Consultants, Taxesxd Audit, and Architecture.
Each of these professions has created a variety of website and smartphoreased software
that is on a par with or beyond the capabilities of field workers. Doctors, teachers,
prosecutors, and auditors are four of the seven profesions described above that are
currently being displaced by the advancement of artificial intelligence technology.In
Indonesia itself, cutting-edge technology begins to be adapted in public policy. The Legal
Drafting application has been used in the Minigry of Finance in formulating a regulation
("Smart Legal Drafting Application, the Breakthrough of the Ministry of Finance in Legal
Reform," N.D.). These conditions can be seen as two sides of coins. On the one hand, the
efficiency and accuracy offered bytechnology is important, but on the other hand the
existence of technology also shifts the workforce that has worked on these tasks.

State Civil Apparatus COMPETENCY DEVELOPMENT BASED ON VOCATIONAL EDUCATION

The development of technology in the public sector which is predicted to replace the
role of State Civil Apparatus as the organizer of public services demand that the HR public

sector always develop its competency. This section will explore the developmenodf HR
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competencies through vocational education, challenges that must be faced, as well as
solutions to anticipate changes due to technology disrupt 4.0.

HR Development According to Hasibuan (2008) is an attempt to improve the technical,
theoretical, conceptual, and moral capabilities of employees in accordance with the needs of
work / position through education and training. Hasibuan distinguishes between education
and training. Education enhances the theoretical, conceptual, and moral expertise of
employees while training aims to improve the technical skills of the implementation of
employees.

In the public sector, Article 210 of Government Regulation No. 11 Year 2017
concerning State Civil Apparatus Management mentioned two forms of development of
State Civil Apparatus competencies, that is through education and / or training. Education is
done to increase the knowledge and expertise of State Civil Apparatus through formal
education. Whereas traditional training takes place in the classroom through traiing,
seminars, courses, and upgrading, netraditional training takes place through e-learning,
workplace guidance, remote training, internships, and exchanges between State Civil
Apparatus and private personnel.

Education is one of the methods of developig human resources. Education can
increase knowledge (theoretical and conceptual), skills, attitudes, actions, appearances, and
moral employees (Hasibuan, 2008; Priansa, 2019). Education thus, is not limited to only
aspects of knowledge. Education does nojust make students smarter. More than that,
education is expected to form attitudes, morals and skills from students. The understanding
was in line with the education definition of leading Law No. 20 of 2003 concerning the
Indonesian National Education Sgtem (National Education Law). Education According to
the National Education Law, education is a deliberate and planned endeavor to ensure that
students actively develop their potential for religious spiritual power, self-control,
personality, intelligence, noble character, and skills required by themselves, society, nation,
and country. The National Education Law categorizes education into seven distinct
categories, including general education, vocational education, academic education,
professional education, vocational education, religious education, and special education.
Education is classified into three levels: elementary, secondary, and postsecondary. In

particular, according to The Law No. 12 of 2012, higher education is classified into three
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types: academic education, vocational education, and professional education. Academic
education is a form of higher education that consists of undergraduate and/or postgraduate
programs focused on the mastery and development of specific branches of science and
technology. Vocational education is a diploma program that prepares students for work that
requires specific applied skills until they enter applied undergraduate programs or can
progress to applied doctoral programs. While professional education is a contimation of
undergraduate education that prepares students for jobs that require specialized expertise.

The National Education Law has provided a clear demarcation line between academic
education and vocational education. It was also explained further by Tyiono (2017) that the
vocational education on the professional route has a different purpose with the education of
the academic track. Vocational education is prioritizing to prepare skilled workers both for
graduates of secondary education (SMK) and highezducation (Diploma). Verawardina and
Jama (2019) dig deeper to the level of vocational education philosophy. They concluded that
vocational education was developed based on the philosophy of essentialism. The
perspective of philosophy of essentialism exphined that the curriculum and learning of
vocational education was developed based on the business needs of the business world and
industry. This alignment effort was also seen in the Indonesian National Qualification
Framework (KKNI). This KKNI is used aa shared guideline between the world of work with
the world of industry to compile the distribution of labor responsibility and higher education
curriculum (Suhartini and Wahyuningsih, 2018). This philosophy manifests in the conception
of the link and match, which is to bring together the vocational educational curriculum with
the needs of the workforce.

Education that ensures graduates are ready to work according to work competency
standards sounds very promising. But work competency standards are prepackbased on
real experience done in the world of work when SKKNI is compiled. The work standard has
not considered the future dimensions which became very dynamic due to the 4.0 Industrial
Revolution as explained in the previous section. Meanwhile, the wod of education is
intended to prepare students to be ready to work in the future. From here it can be seen that
vocational education is aware of work competencies that also become quickly changed in
the future so that work competency standards cannot be the only consideration in

formulating curriculum and learning in vocational education.
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As a result, some practical recommendations for developing curricula and learning to
meet the challenges of the Industrial Revolution can be adapted, including the followig:
Deepening of subjectspecific knowledge and skills; Strengthening of new literacy
competencies; and Adaptation of attitudes to future demands. These three components of
learning must be given an equal weight. Deepening of the knowledge and specific B&iin the
field of tasks is the material and practice of learning based on technical competency
according to the standard of work relevant to the department. Learning material is directed
to fulfill SKKNI which is in accordance with the KKNI level of eduation. Along with task-
specific technical abilities, students must acquire new literacy competencies. Data literacy,
technology literacy, and human literacy are all components of new literacy. Three types of
literacy are generic abilities that all studentsin the industrial revolution 4.0 must possess.
The first two points are incomplete without a third point, namely attitude adaptation in
response to future demands. The attitude referred to here is the capacity to think creatively,
analytically, critically, and collaboratively, with the most critical component being sel
awareness in order to continue learning throughout life.

The development of student competencies is targeted at four points in the higher
education curriculum. Graduate learning accomplishnents are classified according to their
attitude, knowledge, general skills, and special skills. The current vocational education
curriculum is geared toward the predominance of fieldspecific skills, specifically in the
dimensions of specialized knowledgeand abilities. This is understandable given that the
government's policy directs vocational education to focus on honing the skills required for
specific tasks using a formula of 40% theory and 60% practice. This practice and theory are
aimed at broadeningthe scope of the task. The vocational educational curriculum in the
Industrial Revolution 4.0 era must strike a balance between broadening the scope of tasks,
developing new literacy, and developing an adaptive attitude. This is because, as previously
stated, knowledge of the task field is only a year dimension. In the industrial era 4.0, new
literacy and adaptive attitudes must be given more space in the curriculum. This is because
the new literacy focuses on the present, whereas the adaptive attitude foases on the future.

Vocational education must still teach skills according to what is being worked on in the
world of work. Students are still required to be ready to work according to existing work

standards. Vocational students in the field of public adnmmistration still have to learn how to
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formulate policies as accounting students still have to learn tax audits. But the fact that the
technology formulation of policy and tax audits is growing rapidly replacing human skills also
cannot be ignored. For ths reason, students need to be equipped with general skills in the
form of technology literacy and data literacy. These abilities have at least two benefits. First,
knowledge of technology and Big Data allows graduates of vocational education involved in
developing technology in their field of work. Or the second, because technology is used in
many fields, this ability allows graduates of vocational education to switch easily in other
fields of work. The specific knowledge and skills of the work and new litecy may be
incomplete if it is not carried out on an adaptive attitude. Work skills are predicted to always
change, but technology literacy is also inseparable from the speed of technology change.
Today studying certain technologies, tomorrow will appearnew technology. This is where
the importance of adaptive attitude. The ability and willingness to continue learning is the
key to being able to continue to adjust to the changes that continue to occur. Students in
vocational education must be implanted asa learner throughout life so that it can still be
relevant in any time.

Mastery of data, technology and human relations must be adapted in the dimensions
of general knowledge, while adaptive attitudes must be formulated into the dimensions of
attitudes in the vocational educational curriculum. Unlike the dimensions of knowledge and
the dimensions of the special skills set by the association of similar study programs. General
knowledge dimensions and dimensions of attitude have been established by the govenment
as a national standard of higher education. For this reason, answering the challenge of the
Industry 4.0 Revolution for Vocational Education must begin by integrating new literacy and

adaptive attitudes in the national standard of higher education.
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CONCLUSION

Disruption 4.0 occurs in a wide variety of sectors, including the public sector. As a
result, the development of competencies in the State Civil Apparatus through vocational
education must also adapt to the disruption caused by existing technologyVocational
education that prepares students to work in a variety of fields in the public sector must
restructure its curriculum and instructional methods. Thus, the curriculum should
emphasize the development of specific knowledge and skills in the fieldf assignment; the
reinforcement of new literacy competencies; and the adaptation of attitudes to future
demands. Additionally, the unique characteristics of technical vocational education must be
balanced by the general competency of the new literacy, naely data literacy, technology

literacy, and human literacy with an adaptable attitude and capacity for change.
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SUMMARY

This article discusses the strategy for using technology in developing the competency of the State Civil
Apparatus in the Industry 4.0 era.The usage of learning methods based on the Mini Learning Series (MLS)
paradigm, which is presented as Microlearningjs a strategy for segmenting learning content into small,
focused chunks. The primary point is to provide a plan for competency development that is adaptable to the
requirements of today's State Civil Apparatus. In addition, as a strategy choice with theplication of digital
learning concepts in the future. The research method in this article is a literature review by describing the
concept and application of digital learning, especially the MLS method which is presented in the form of
microlearning. Theauthor reviews the definition of MLS, explains its character and then analyzes whether this
method can be a solution for developing State Civil Apparatus competencies.Thus, it is envisaged that
policymakers would gain an overview and can contribute to theestablishment of appropriate State Civil
Apparatus competency policies that are responsive to the needs and technological advancements of the digital
era. It can be argued that developing competencies for State Civil Apparatus through the use of technologynd
the MLS model given by Microlearning is one of the strategic choices available in the digital era. It is hoped that
this paper can enrich the perspective on the use of technology in the development of State Civil Apparatus
competencies so that there will be an increase in public services.

Keywords : Utilization of Technology, Competency Development of State Civil Apparatus, Industrial Era 4.0.,

Mini Learning Series; Micro learning.

INTRODUCTION

The industrial revolution caused massive changes throughouthe world, because it
has changed the order of human life in various aspects. Beginning with the invention of the
steam engine in the 17th century as a sign of the beginning of the 1.0 industrial revolution.
The presence of electric power in the 18th catury, as a sign of the 2.0 industrial revolution,
resulted in the invention of a production line (assembly line) that utilizes a conveyor belt to
facilitate the transfer of heavy products and mass production. The industrial revolution 3.0

was marked by the birth of machines that can think automatically which we call computers
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in the 19th century. In the 20th century until now, the presence of drones and robots, cars
unmanned, artificial intelligence (artificial intelligence), the internet for everything (internet
of things), big data analytics, cloud computing, and other technologies are markers of the

presence of the 4.0 revolution.

L BB
F"—)- - V===
— i ‘"ﬁ‘
INDUSTRY 1.0 INDUSTRY 2.0
Mochanization, Steam Power, Wenvie' & Loom Mass Production, Assembly Line, Electtical Energy
3 ‘ a
INDUSTRY 3.0 INDUSTRY 4.0

Automation, Computers and Electrorics Cyber Physical Systems, Internet of Things, Netwatk

Figure 1. The Development of The Industrial Revolution.

Source : Dirjen Aptika, Kominfo, 2020

While the COVID-19 pandemic has had a negative impact on various aspects of
society, including the economy and health, we cannot deny that the pandemic has had a
positive impact on the community's digital literacy. The Covid1l9 pandemic has also
prompted a paradigm shift in society'sculture, not just in Indonesia, but throughout the
world. Since the pandemic period began, there has been a significant increase in internet
users in Indonesia; many people are familiar with the terms online shopping, online meetings,
and even online leaning. All around us, massive amounts of technology are being used.
Naturally, this has an effect on the development of competencies required of State Civil
Apparatus online.

Martin Fords writes in his book Rise of the Robots: Technology and the Threat of a
Jobless Future (Basic Books, 2015) that advancements in robotic technology enable
machines to begin caring for themselves. Thus, it is possible that robots will eventually take
over more human jobs. According to CNNBusiness, the World Economic Forum (WEF)
Report indicates that automation will likely eliminate 85 million jobs over the next five years.
According to the WEF, a number of jobs, including bank cashiers, administrative assistants,

bookkeepers, and payroll clerks, are at risk of being replaced byobots. According to

293




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

experts, certain tasks cannot be automated because they demand highly specialized
competencies such as creativity, empathy, strategic and sophisticated work that involves
judgments and policies. These types of positions are typicallyilled by the State Civil
Apparatus.

Along with the very rapid changes, the demands of society on performance State Civil
Apparatus in performing services also increased. As public servants, State Civil Apparatus

must be able to adapt

with the changes tha occur. In addition, we are currently experiencing the Covid19

pandemic. Activities are very limited, but services to the community must continue.

Table 1. Public Information User Satisfaction Survey Results
Rl Ombudsman 2020

Question Mark

Number
1 3,35
2 3.42
3 3,36
4 3,16
5 3.3
6 3,32
7 3.44
8 3,42
9 3,46
10 3,33
11 3,55

Average 3,37

Sumber: Ombudsman, 2020
There is still a gap of ASN competency in providing services to the community. The
table above is an example of the results othe 2020 PPID Ombudsman RI Information
Service Satisfaction Survey. There are 11 questions as follows:
1. Convenience of Information Services Through Faceto-face or
Letter/Website/Fax/Email;
2. Ease of Requirements for Submission of Applications foPublic Information;

3.  Conformity between Information Service Procedures and Service Implementation;
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Timeliness of Information Services;

Clarity and Certainty of Service Officers Information;

4
5
6. Discipline of Officers in Providing Information Services;
7 Responsiblities of Officers in Providing Information Services;
8.  Ability of Officers in Providing Information Services;
9 Courtesy and Hospitality of Officers in Providing Information Services;
10. Accuracy of Information Provided by Officers; and
11. Would you recommend ourservices

Based on each questions weighing, the information service satisfaction index value
was 3.37. This value can be interpreted that the information service carried out by the
Indonesian Ombudsman is Good. It takes competency development by utilizingechnology
to be able to improve the performance of State Civil Apparatus in the future in order to
increase service to the public.

Various ways or methods of using technology in developing State Civil Apparatus

competency have been applied, but their eféctiveness is still being debated. So what is the
extent of competency development with the use of technology that has been applied to

improve ASN competence? What kind of model can be an alternative for accelerating

competency development?

PRESENTCONDIITION

The development of State Civil Apparatus competencies has undergone much
changes in its application. In the past, when you heard about competency development, what
immediately came to mind was that education and training took a long time. Withhe rapid
development of technology, it is easier for us to develop competency in meeting the
demands for increased performance and mandatory hours for State Civil Apparatus.

Now, there is a lot of information circulating about short trainings, workshops,
webinars, all of which are carried out online. We must often find colleagues at the office
participating in the above activities even in parallel. However, are these activities included
in competency development? If so, how do you convert it into lesson haa to fulfill

mandatory hours for State Civil Apparatus?
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With the enactment of The National Institute of Public Administration Regulation No.
10 Year 2018 on Competency Development of State Civil Apparatus, competency
development can now be conducted in aariety of ways, both classical and norclassical.

Table 2. State Civil Apparatus Competency Development Forms and Paths

State Civil Apparatus Competency Development Forms and Paths

Education Training
Higher Education Classical Nonclassical
(performed with (done (done
assignment through activities through activities
study on which Which
formal education emphasize Emphasize
in level on process on process

Forms and Paths of Potential Development of State Civil Apparatus

Education

Training

higher education in
accordance with the

provisions of the

face-to-face learning in

the classroom.)

on-the-job learning and/or learning outside

the classroom.)

1. Diploma level
higher education

2. Higher education
level S1

3. Higher education
at S2 level

4. Higher education
at S3 level

1. Leadership structural
training

2. Training at the
national level

3. Managerial Training
4. Technicaltraining

5. Functional training

6. Sociccultural training
7. Seminar/ conference/
workshop/ socialization
8. Workshops

9. Course

10. Upgrading

11. Technical Guidance

1. Exchange between

State Civil Apparatus with private
employees/state-owned
enterprises/regional -owned enterprises
2.Internship/practice

2. Benchmarking

3. Remote training

4. Coaching

5. Mentoring

6. Detasering (secondment)

7. Elearning

8. Seltstudy (self development)
9. Learning community

Source:Regulation of the State Administration of the Republic of Indonesia Number 10 of

2018 concerning Development of State Civil Apparatus Competency, 2018
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To facilitate the calculation of the fulfillment of compulsory lesson hours, there is also
a scenario fa the conversion of competency development activities into lesson hours. When
empowered properly, State Civil Apparatus can easily fulfill the mandate in Government
Regulation No. 11 Year 2017 on State Civil Apparatus Management rights in article 203

paragraph 4 regarding competency development for each State Civil Apparatus, which

requires at least 20 hours of lessons per year.

Table 3. Competency Development Conversion

Competency Development Conversion

Lesson Hours (JP)Conversion
Forms and Paths Unit

National International
Education
Higher One
_ Semester
Education Level Semester
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Competency Development Conversion

Forms and Uit JP Conversion
ni
Paths National International
diploma/ S1/
S2/ S3 20 (twenty) JP
Classic
Leadership _
JP (lesson|According to the lesson hour o
structural o -
o hours) (training program
training
Training at | JP (lesson/According to the lesson hour o
national level | hours) |training program
JP (lesson|According to the lesson hour o] Added 20 % (twenty percent) of
Managerial | hours) [training program training program lesson hours
training
JP (lesson/According to the lesson hour o] Added 20 % (twenty percent) of
Technical hours) [training program training program lesson hours
training
. JP (lesson|According to the lesson hour o] Added 20 % (twenty percent) of
Functional
efinG hours) (training program training program lesson hours
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Competency Development Conversion
Forms and _ JP Conversion
Unit
Paths National International
According to the training Added 20 % (twenty percent) of
Socio-cultural | JP (lesson | h o ( yP )
- program [€sson hours training program lesson hours
training hours)
Seminars/ . . .
One dav | wvalent t One day is equivalent to 6 (six)
conferences Day ne day is equivalent to
4 (four) lesson hours lesson hours
/workshops/so
One day is equivalent to
Workshop Day 5 (five) lesson hours One day is equivalent to 7 (seven) J
JP (lesson| According to the course| Added 20 %(twenty percent) of
Course hours) | program lesson hours training program lesson hours
JP (lesson According to the
i hours upgrading program
Upgrading ) P9 g prog Added 20 % (twenty percent) of
lesson hours :
upgrading program lesson hours
JP (lesson According to the
hours) technical guidance
Added 20 % (twenty percent) of
Technical program lesson hours
_ technical guidance program lesson
Guidance
hours
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Competency Development Conversion

Forms and Uit JP Conversion
ni
Paths National International
Nonclassical
Exchange
between State 1 (one) employee exchange| 1 (one) employee exchange
Civil o activity equal to 20 (twenty) | activity equal to 24 (twenty
Activity
Apparatus and lesson hours four) lesson hours
private
employees/sta
o , One time internship/work
_ One time internship/work P
Internship/wor ) . . practice is equivalent to 24
_ Activity practice is equivalent to
k practice lesson hours
20 lesson hours
1 (one) time benchmarking 1 (one) time benchmarking
Benchmarki - -
enchmarking Activity activity equal to 10 (ten) activity equal to 20 (twenty)
(benchmarking
lesson hours lesson hours
Remote JP (lesson Acoording to the Added 20% (twen
training hour)
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Competency Development Conversion

Forms and o JP Conversion
ni
Paths National International

training program lesson | ty percent) of training program

hours lesson hours

T 1 (one) I 1 (one) <coac

activity is equivalent to 2| equivalent to 4 (four) lesson hours

. . two) lesson hours I a maxi mum of !
Coaching Activity (two)
T a maxi mun (one) month
in 1 month.
T 1 (one) T 1 (one)actvgist ¢

activity is equivalentto2le qui val ent to 4

. . (two) lesson hours  |maximum is calculated 2 (two) times
Mentoring Activity Maximum calculated 2 in 1 (one) month.
(two) times in 1 (one)

month.
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Competency Development Conversion

JP Conversion

Forms and _
Unit
Paths National International
1 (one)Detaseringactivity | 1 (one) timedetaseringactivity
: - is equivalent to 20 added 20% of Frequent data
Detasering | Activity
(twenty) lesson hours program lesson hours

Maximum 1 (one) day 3 | Maximum 1 (one) day 4 (four)

JP/lesson| (three) access to online | lesson hours in access online

E-learning _ _
hours learning lesson hours learning

According to independent| Added 20% (twenty percent) of

Independent -

esson i 3
Learning (self study hours, a maximum o self-study program (self
hours |5 (two) lesson hours a day development) lesson hours

development)

According to study hours,

Learning

Community |JP/lesson| @ maximum of 2 (two)

(community of  hours lesson hoursaday | agded 20% (twenty percent) of
practices)
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Competency Development Conversion

Forms and Ui JP Conversion
ni
Paths National International

Learning community (community of
practices) program lesson hours

Added 20% (twenty percent) of

Outdoor According to outdoor
_ JP/ lesson . outdoor learning program (outbound)
Learning learning program
hours lesson hours
(outbond) (outbound) lesson hours

Source: The Regulation of the National Institute of Public Administration No. 10 Year 2018

concerning State Civil ApparatusCompetency Development, 2018

The Covid-19 pandemic has encouraged the creation of a new culture of online
meetings through video conferencing provider platforms such as Zoom, Skype, Teams,
Google Meet, Google Duo, Cisco Webex and others. We can easily geformation about
webinars almost every day through whatsapp groups, social media, or related agency
websites. Not only that, today's workshops or trainings are carriedout online or blended
learning.

Number of internet users in Indonesia from 2015 to 2025 (in millions)

25637

- 746.54
235.97
2246
212,35
199.16
g 154.94
177
50 143.26
132.7
: “"? I I
3 -~

o imonal Information a

Figure 2. Number of Internet Users in Indonesia fromr2015-2025 years.

Source: Statista, 2021
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The more data that comes in, the more data that expands; it's not uncommon for
someone to be engaged in multiple activities concurrently via video conferencing platforms.
Additionally, there are negative consequences that are waiting to strike at any timeSuharta
(2020) discusses distance learning trends in the Covid 9 period in Inagara Magazine Vol. 5
entitled Distance Learning Trends in the Covid19 Period using Leadership Training as an
example.

"The training that was conducted was extremely inhumane ¢ the participants.
Consider having to take an online class when the learning occurs fage-face from morning
to evening on a daily basis. You can already envision the health issues that will arise in the

future."

THE EXPECTED CONDITIONS

As policy implementers, the public, public servants, and the bond that unifies the
nation, State Civil Apparatus must be present for the community under any conditions. To
carry out these three functions, a competent State Civil Apparatus is needed. The
competency development carried out should not be solely to fulfill the obligations as
mandated in Government Regulation no. 11 Year 2017, but it aims to improve performance
and service to the public as the main stakeholder.

According to research from Josh Bersin Academy (@18), within the corporate there
are 3 (three) characteristics of employees in developing their competencies because they
are influenced by social situations or their daily lives. First, 68% of employees choose to
develop their competencies when they workor carry out their daily routines. Second, 58%
of employees choose to develop competencies according to their own pace. Third, 49% of
employees carry out competency development when they need the material to complete

their work.

people do not have enoughme
Figure 3. The Evolution of Corporate Training
Source: Josh Bersin, 2018
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To answer the needs above, a method that takes this into account is needed. The
Integrative Learning Design Framework (ILDF) for Online Learning says that, "Instructional
designis contextually bounded and socially situated”. All three components of learning must
be integrated into the design of online learning: 1) the learning model; 2) the learning tactics;
and 3) the deep learning technology in certain social circumstances. Sahen it comes to
learning design, you must grasp these three elements. So, what is the ILDF's foundation?
According to the authors, Nada Dabbagh and Brenda BannaRitland (2005), there has been
a lot of ellearning so far, but it has mostly been textand-talking and mainly focuses on
technology ("e"), but it ignores two other factors in restricting the context or how the

scenario is. It is possible to learn through social interaction.

Pembeiajaran
Daring

Figure 4. Integrative Learning Design Framework
Source: dideshare.net/uweschaeruman

Good learning is learning that can adapt to the conditions and situations of the
participants, not only the sophistication of the technology used. For this reason, appropriate
competency development or learning strategies are neded to improve State Civil
Apparatus competencies, especially in the digital era. Where this strategy can answer the
needs of State Civil Apparatus in the midst of crowded activities with minimal time to study.
Of course, also by utilizing technology tobe contemporary, but not forgetting the
importance of the substance in it and paying attention to the amount of information

distraction when learning to use technology.
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SOLUTION OFFER
Given the volume of information now circulating and the high level ofactivity of the

State Civil Apparatus, the solution for increasing State Civil Apparatus competency through

the use of technology is to implement the "Mini Learning Series Model, which is presented

as Micro Learning." Microlearning can be defined as smalcale learning activities.

Microlearning is used as a strategy in designing learning content into small, focused

segments. The content in question is in the form of learning objects used inlearning. Such

as short videos, infographics, images, articlegnd even quotes.
Microlearning is able to make the learning process more effective for 4 (four) reasons,
namely:

1. Learning content is made very small (bite sized learning). Learning materials are
presented little by little in various forms and format of digital media;

2. Specific (narrow and deep). Discuss one specific subject (learning point) but in depth;

3. Fast. The presentation of short content will result in a short learning time, so when
accessed using a cellphone, a learning object can henderstood quickly. So that
students are not attracted to distractions outside the learning context; and

4. Adjusting the conditions and needs. Learning objects can be created whenever needed,
making it easier for participants to find and reaccess the contet

5. According to Chaeruman in his dissertation in 2018, there are several tips in

microlearning :

1.  Slicing/Chunking
Break materials into small pieces
==
unit-unit topik || Sub topik 1 || Sub topik 2 I] Sub topik 3
w obyek belajar Ui w1 Uf w2 ”' ws3 U— w.n
Z ¢ o o e o
Z n, i arn arnin earni
o “ L;:nr.‘u' “ L:mm”;. t:mma‘ u ot
5 obyek informasi T
—' X X
8 u Object 1 u Object 2 Um,,m n
¥ - o W o T - - -
2 u Text u grafis u Audio ” Animasi u Video u Simulasi
raw media

Figure 5. Slicing/Chunking Microlearning

Source: slideshare.net/uweschaeruman
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2. Wordings.
Make the little a little sensational and provocative but still relevant).
3. Visualization.
Concrete concepts with visuals, audio, audiovisuals, animations, not just text.
4.  Conversational.

If using narrative, use language that is conversational andommunicative.
By segmenting the content into manageable and focused chunks, participants can more
easily accept and comprehend the information presented. Not only that, but learning with
concise and brief content makes it easier for participants to retairand apply the material. As
a result, time constraints cannot be used as an excuse to avoid participating in competency
development activities. Additionally, if you use the Mini Learning Series Model, many
training materials that take a long time will feellight. State Civil Apparatus can quickly obtain

the information they require.

CLOSING

Technological developments in the Industrial Age 4.0 are like two blades of a knife,
you choose to follow them if you want to move forward or just stay in place andven get left
behind by the times. Tlntelligence is the abi
to change so that you are not left behind by change. Change is certain, something that never
changes, namely change itself.

Despite the existing restrictions, it is critical for State Civil Apparatus to continue to
improve competence. State Civil Apparatus can use the Mini Learning Series (MLS)
approach, which is presented as Microlearning, to develop competency.The character that
can be presented bridly and focused will greatly assist State Civil Apparatus in receiving the
material they want to learn.

20 (twenty) hours of compulsory lessons in 1 (one) year can be a strong basis for State
Civil Apparatus to always develop their competency. The goal oproducing a world class
bureaucracy character on the 20202024 Bureaucratic Reform Road Map can be
anticipated well from now on. In this way, increasingly quality public services and more

effective and efficient governance are not a necessity.
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SUMMARY

The advancement of Information and Communication Technology brings the pportunity for public to access
sources of digital information and broadens digital literacy. The implementation of competency development
through learning community can be optimized by using technology literacy. In the current condition, digital
literacy has become the option to obtain knowledge by using social media and internet. The utilization of
information technology in competency development is useful as it is timeefficient, cost-efficient, broadening
network, able to make better decision making, ate to learn quicker and more efficient, and environment
friendly. The implementation demands an integrated information system consists of Learning Governance
System, Learning Management System, Knowledge Management System, Community Based Learning. The
system that emphasizes learning communitybased competency development has not been developed. LAN RI
currently is developing the system called Smart Home of Indonesian Trainers dRumah Cerdas Widyaiswara
Indonesig RCWI). This system can become the spacerftearning communities to interact, make papers, share
knowledge and documentations. The system development is conducted with growing design, where the
priority is determined and performed gradually with its function as a learning platform. After being tesed and
applied, RCWI is considered compatible and can satisfy as a system of learning source for communities. RCWI
can be adopted and duplicated for another functional job positions, and even for general State Civil Apparatus.
Surely, a system and adminisative adjustment is still required.

Keywords: Technological literacy; digital literacy, competency development, communitybased learning,
RCWI

INTRODUCTION

Competency development is a part of the cycle of human resources management
related to the behavior, attitude, and performance. Currently, competency development can
no longer be implemented as usual, for example through classical education and training. By
the advancement of digital technology, the implementation process is required to be more

agile and can be performed massively.
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Competency development is related to the human resources management. Huma n
resource management is a study to manage human resources in the context of its relations
and roles to obtain, train, evaluate, and provide corpensation to employees (Dessler,
2017:39), and to find, use, maintain, and develop human (Dubois & Rothwell, 2004: 33)
through a system that influence behavior, attitude, and performance of the employees (Noe
et al., 2016:3). Technological advancement openpossibilities for employee/apparatus to be
more active in utilizing information technology. A leader/manager must be able to read the
situation to catch opportunity for the implementation of competency development in
his/her respective working environment.

The advancement of digital technology enables person to obtain any information
necessary to improve their performance as State Civil Apparatus and employees. This
digitalization can be a medium to reach literacy practice that produce writtenbased text
(Amanda, 2021). Therefore, it will be easier to obtain necessary knowledge. The
advancement of digital technology will bring to the development of digital literacy. Of
course, this needs the support from the development of Information and Communication
Technology. As mentioned in (Syakilah et al., 2020), the Information Technology and
Communication Index in Indonesia according to Statistics Indonesia (BPS) 2018019 has
significantly increased, especially in the aspect of access & infrastructure, utilizatin, and
expertise. This is as shown in the following table:

Table 1. Trend of Information and Communication Technology Development Index (1K)
of Indonesia 2018-2019

Sub-Index IP-TIK IP-TIK Growth (%)
2018 2019

Access &| 5.34 553 3.56

Infrastructure

Utilization 4.45 4.85 8.99

Expertise 5.76 5.84 1.31

IP-TIK 5.07 5.32 4 .96

Source: Formulated by the SubDirectorate of Information and Communication

Technology, Statistics Indonesia (Syakilah et al., 2020)

310




Anthology of State Civil Apparatus Competency Development :
Theory, Policy, and Practice

The advancement of information and technology and communication means the public
access to digital information is more open. According to Syakilah et al., (2020:27) in 2019
there is 47.69 percent of Indonesian population who use internet, and this is suppted by
the availability of infrastructures so that internet network service can reaches broader area
in Indonesia. Moreover, the author explained, based on the type of network connection
service, majority of Indonesian population subscribe to mobile broatband service, which is
around 92 customers for every 100 citizens. Meanwhile, customers o fixed broadband has
increased for the last four years, where from 100 citizens there are 3 or 4 persons use fixed
broadband. It opens opportunity for the citizens to use digital source for getting necessary
information.

Current generation grows up in the middle of unlimited access to the digital
technology. Of course, this will bring new way of thinking and learning with the previous
generation. This condition requires various competency development model that must be
adjusted with the necessity. Digital literacy is importantly required to participate in current
modern world. It is as important as the ability to read, write, count, and another knowledge
(Amanda, 2021).

The implementation of competency development can also be sourced from the
leadership. A manager/leader must be able to give equal opportunity and clear assignments
(Dessler, 2017: 39) and can influence others either individual or group (Thoha, 2012: 262)
order to achieve the goal of organization which is competency development
implementation. The Regulation of the Minister of State Apparatus Empowerment and
Bureaucratic Reform No. 38 Year 2017 on Standard of Competition for Job Position of State
Civil Apparatus, in chapter 4 article 2 has regulated about three competencies, which are
technical competency, managerial competency, and soctgultural competency.

The Government Regulation No. 11 Year 2017 on State Civil Apparatus Management
mentioned that competency development is an effort to meet the demand of State Civil
Apparatus competency according to the standard of job competency for job position and
career development plan (chapter 203 article 1). Therefore, development planning is
required before it is implemented and evaluated. To make a competency development

planning, competency discrepancy of State Civil Apparatus analysis must be conducted. The
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analysis will examine the discrepancy between current condition with the competency
standard for the job position.

The implementation of State Civil Apparatus competency development according to
the Regulation of the National Institute of Public Administration of the Republic of Indonesia
No. 5 Year 2018 on Competency Development for State Civil Apparatussi conducted with
the utilization of information technology. The purpose is to broaden the opportunity of
participating in the competency development for State Civil Apparatus. This
implementation will be the basis in providing certification for job position competency of
State Civil Apparatus. However, this competency development process does not only come
from classical education or training. There are more alternative ways. Moreover, there are
several factors that can influence the implementation, such afirst the attitude of the leader,
colleague, and subordinate;second experience; third education; fourth achievement; fifth
luck (Yohanitas, 2019). It means the interaction in working place is the determining factor
for the implementation of competency development.

Currently, learning community is getting popular as a way to conduct competency
development for employees. It can be in the form of discussion forum, sharing knowledge
forum, and knowledge management forum. This learning community especially ithe expert
community is commonly called community of practices. In this community, experts gather to
share their knowledge so that the competency owned by its member will be equally
distributed. Document/script distributed in this community can be considered as a
technological literacy that will support the competency development for
employee/apparatus who wants to gain particular knowledge for developing his/her
capability.

The implementation of technological literacy competency development will surely
help the process of developing capability and performance of the employees. The utilization
of information technology will accelerate the spread of knowledge between learning
communities. Current implementations have not been specifically coordinated and
documented. However, the technological facilities have been distributed and can be utilized
One of the examples is as conducted by LAN RI to support the process of technological
literacy competency development through information technology-based learning

community.
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CURRENT CONDITION

Digital |l iteracy is the current generatio
personal or professional purpose. Many platforms are available, such as an electronimased
learning system, social media, and document sharing. tan also be used for government
agencies to implement competency development.

Source of knowledge for competency development do not come from only one
direction. Furthermore, the implementation can also be performed in classical or non
classical method. Dgital literacy can be considered as the process of competency
development that comes from various sources and is conducted in neolassical method.

Before the Covid-19 pandemic, the implementation of competency development is
mostly conducted by classicalclassroom method and from one direction, even though
information technology was already utilized, for example in the competency development
through education and training. Direct meeting inside classroom was preferrable because
the transfer of knowledge can be done faster.

However, the implementation currently has been replaced by technology, such as
learning technology and conference technology. Education and training institutes now are
using technology, such as virtual classroom and Learning Managemeny&em. Interaction
using technology is also conducted, but it still set on particular fixed time that has been set
before, and the interaction tends to be in one direction or coming from one source.

Along with the advancement of the method of information and knowledge sharing,
accessibility of technological literacy is also increased. We can obtain any knowledge by
using systems, such as open journal system, document sharing system, document saving
system, knowledge management system. Each of those systentsas different/distinct
operation so that we need more effort to find the information we need, and the discussion
space is also limited.

The system is a part of how we share knowledge that eventually it will be utilized as
technological literacy for competency and performance development of the
employee/apparatus. An integrated information system is necessary to manage a
technological literacy in the apparatus human resource competency development. Surely,
information technology -based learning community isthe most important part in the

technological literacy competency development.
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EXPECTED CONDITION

Competency development through learning technology can be done by classical and
non-classical method. Initially, classical learning method is chosen. this classical method,
the learning process is done in one direction by an instructor. However, along with current
development, learning process is conducted in two directions, where an instructor will
explain a topic and bring the class into a discussiof.he instructor will set the class into
group discussions. Finally, there is a Community of Practices which is a group discussion to
discuss a particular topic according to the interest/concern of that group.

Community of Practices was originally introduced by Etienne Wenger. It means a
group of people who interact about their interest and hobby. They will learn from each other
to be better in their respective interest and hobby (Wenger, McDemort, and Snyder: 2002).

Community of Practices is the adaptationof the initial concept of a knowledge-based
social structure. Community of Practices can be in many forms according to the purpose and
the necessity of the community. However, the basic structure is activities to share
knowledge.

Non-classical competencydevelopment emphasizes the use of technology. This is also
expected by the current generation because of the fast advancement of the information
technology. Moreover, Covid-19 pandemic has driven technologybased competency
development to be massively intoduced.

Information technology -based competency development program, as a nceaclassical
method, becomes the innovation that is compatible with the advancement in Industrial
Revolution 4.0 era. It brings a consequence to change the work pattern and demand.
Industrial Revolution 4.0 era demands bureaucracy to accelerate its service, make it more
efficient, more accurate, and more flexible.

Disruptive technology demands several changes in the learning form and model from
classical to nonclassical, and frontraining to learning. E-learning/blended learning become
innovation model in learning including the IT-based learning subjects.

Technological literacy in competency development for apparatus requires an
integrated information system. The ideal condition occurs when the process can be

documented as the implementation of competency development for apparatus. The
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integrated informatio n systems consist of Learning Governance System, Learning
Management System, Knowledge Management System, and Community Based Learning.
Those information system have been widely developed and become the source of
digital literacy for young generation, especially for the State Civil Apparatus. The National
Institute of Public Administration has already developed the system according to its
authority. However, in reality digital literacy for competency development through
Community Based Learning has not beemfficially used as the instrument of competency
development. Community Based Learning is adopted from the concept of Community of
Practices which have elements of knowledge, community, and knowledge sharing. Surely,
this system will enrich the digital literacy in through community and will accelerate the

competency development process.

SOLUTION RECOMMENDATION

Currently, technological or digital literacy becomes important because it can make
someone able to First, thinks critically, creatively, and innovaively; Second, solves
problems; Third, communicates more clearly; Fourth, collaborates with more people. It
requires our intention to develop competency without limitation of space and time (Amanda,
2021).

There are many benefits of digital literacy, suchas First, time efficient as searching for
reference on the internet can be done in anywhere at any time. Second, cost efficient as
many websites and applications offer free or discounted services. Third: broader network,
so that the person can add new fends from various regions and countries through social
media. Fourth, can make better decision as the internet can help a person for example to find
information and compare about the price of a product. Fifth, can learn faster and more
efficient, for example searching particular definition can be done by online dictionary. Sixth,
can acquire newest information faster, for example to find out the traffic situation in real
time using application. Seventh, environmentfriendly, can reduce the paper consumption
using electronic book. Eighth, can enrich skills, for example to make science experience by
looking at the tutorial on the internet.

Technological literacy competency development should be conducted by government

agencies through series of integrated infamation system, which are Learning Governance
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System, Learning Management System, Knowledge Management System, and Community
Based Learning. This system consists of administrative and substantive aspects of the
competency development implementation. The quality of information system used will
affect the implementation because there is a positive relation between the system quality
and the information/knowledge quality ((Wu & Wang, 2006); (Kulkarni et al., 2007); (Halawi
et al., 2008)). The better the systenguality, the more persons will use it (DeLone & McLean,
2003). Some systems have been developed, while others have not or still need more process
to develop them.

First, Learning Governance System. This is a series of information system that manage
the administration and supporting services for the competency development program of
State Civil Apparatus. It covers the administrative aspect of the implementation of State
Civil Apparatus competency development. The information system that is already or and W
be developed is related to the administration management and supporting services, for
example related to planning and evaluation of competency development, accreditation,
registration and certification, and training of facilitator and functional job positions.

Second, Learning Management System. This system supports the online learning
method. Learning Management System (LMS) can be defined as a software that integrated
comprehensively to various features to send and manage training/learning (Riad & El
Ghareeb, 2008:2), such as administration activities, documentation, activity report, online
teaching and learning, elearning, and training materials (Ryann K. Ellis, 2009). LMS is usually
used to create online webbased education material and to manage larning activities and
the results (Riyadi, 2010). LMS offers various features, such as material delivery, online test,
feedback collection, and communication which includes online discussion, mailing list
discussion, and chat.

Third, Knowledge Management $stem. To summarize, Knowledge Management
System (KMS) is an information system to collect integrated knowledge information. It
requires the culture and discipline to transform tacit knowledge (verbal) into explicit
knowledge (written). KMS is used as an féort to increase useful knowledge for an
organization, such as in the communication culture among personnel to provide learning

opportunities, and to encourage knowledge sharing (Sari & Tania, 2014).
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Fourth, Community Based Learning. This information sy&m can help learning
community to mutually share and develop the competency of the members. It becomes the
proper implementation of digital literacy to develop the competency of apparatus through
information technology -based approach. This system supportelarning community as
applied in the concept of Community of Practices. The concept has unique combination that
consists of three fundamental elements, which are knowledge domain, community or a
group of people who have interest in the knowledge, and sharegractices or knowledge
sharing activities through practices to increase the capability of the members in the
knowledge domain (Wenger et al., 2002).

Currently, technological-based competency development model using Community of
Practices concepts is stillnot common to be developed. It can be a systematic technological
literacy called Community Based Learning. This concept can be defined as an information
system that supports learning process according to working and profession area. Knowledge
is shared bythe community members.

Community Based Learning will document activities conducted by the community in a
Community of Practices. Meetings in a community will bring impact on the spread of
information and knowledge. The implementation will accelerate knowkedge dissemination
process among community members. However, not every member of community can
directly communicate verbally, and not everyone can communicate in written medium.

The National Institute of Public Administration (LAN RI) develops a commurty -based
learning system that is still focused on the functional trainers Yidyaiswarg. However, the
system has potential to be developed further to support the technological literacy
competency development through the information technology-based learning community
for every State Civil Apparatus. This system developed by LAN RI is called Smart Home of
Indonesian Trainers orRumah Cerdas Widyaiswara Indone@RCW]I).

This system is developed because LAN RI as the administrator for functional trainer job
positions aspires to have a competency development platform for trainers that is
strengthened by community-based approach. Especially, because the trainers have created
a learning community called Community of Practice of Trainers\(/idyaiswarg. The systenis

expected to be the space for them to interact, make papers, share knowledge, and
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documenting particul ar activities for traine
community.

RCWI as the information technology can be used by learning community as a
technological literacy medium. The platform is crowdsourcing based and can support
trainers to develop their competency independently through several activities related to
trainersH profession. It i s expecteygstemforat t h
the community (Yohanitas, 2020). The development of RCWI also consider other aspects
than the system programming, which are motivation and enforcement to use it. Therefore,
the Functional Position Development Center for State Civil Apparatus Comptency
Development of LAN RI is the authorized institution to formulate and plan the policy of
RCWI utilization and to emphasize the obligation to use it. This policy is an effort to stimulate
motivation and to enforce trainers to use RCWI system.

RCWI sygem has feature that enable its user to acquire information related to specific
sector and to mutually share knowledge. The development of RCWI also considers the
competency development process for trainers through features to share works/papers, to
appreci at e ot herHs works through scoring and vot
to their duty and profession (LAN RI, 2020:2). LAN RI as the administrator also provide
service and communication through t htatmedmi ni s
are, such as SUAR; WISHARE; and DASHBOARD.

1. SUAR is a group of features that can be used for functional job position administrator to
broadcast information regarding administration, knowledge, and to interact with
functional officers. It consists df:

a. Public Lecture, is a feature to broadcast information and knowledge through thematic

live broadcast presented by expert speakers, live streaming, or webinar;

b. Administrative Information for Trainers, is a facility to update information from
administrator related to policy and other information that is important for trainers to

know;

c. Sidang Presentation) is a platform to inform the schedule of open or closed
presentation of papers written by trainers who participate in academic presentation

process asthe requirement for promotion to senior level. The platform uses video

conference facility; and
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d. Wicare, is an online consultation platform from administrator to answer issues
requested by trainers.

2. WISHARE is a group of features to facilitate the writing pocess in various forms which
are academic, popular, or opinion, by individually or by group/collaboration.

a. ldea Challenge, is a facility to collect ideas from trainers. It can the platform where
trainers show their out of the box ideas/ place of smart ida contest;

b. Wipedia, is a feature to facilitate collaborative open free writing, similar with
Wikipedia, in topics related to facts and popular phenomena;

c. Academic Paper, is a feature to support trainers organize their researctibbased paper
through several geps, which are initial idea, proposal, research result, article draft, to
final version that is ready to be sent to journal article publisher;

d. Opinion, is a facility for trainers to quickly response actual issues based on their
perspective, personal ideaor personal analysis. The writing style used here is similar
with the opinion style in newspaper;

e.Revi ew, is a facility to help trainers del
(from community/cluster members) such as article, book, video, projet, etc.

f. Interacted trainers (Widyaswara Berinterak$iis an interaction facility to create more
general discussion, communication, sharing information from trainers and
administrators. Moreover, it can also be used to help trainers in providing consultatin
service according to their specialization

g. Winova, is a facility to help trainers organize innovation that is conducted individually
or in group.

3. DASHBOARD, is the default page of RCWI that displays general information, similar i
headline of newspaper. It displays access according to the cluster division.

a. Temporary or final result of a process displays the temporary of final result of various
feature/process according to the cluster division;

b. Analytics, shows analytical data oimembership level, learning hours conversion, most
active member, etc;

c. Feature access, is a facility to access feature for cluster member, such as Blog and Social

Media. It is a feature for personal blog and a more private mail interaction; and
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d. Login/Regidration, is the access for functional trainers / community member
candidate to register individually, and to enter the platform and access the features
according to their cluster division.

The process of system development is conducted gradually, and theriprity is also
determined gradually with its function as a learning platform. Prototyping process is
performed according to the necessity. The system is developed by agile system
development so that it involves all stakeholders in designing process, sumpted by external
expert accompanied by internal team in development, and acceptance test is conducted to
the users during development process to ensure its compatibility with related requirement
and policy.

Before the system is finalized, system evaluatin is conducted through system
implementation test to the users. During this test period, it is found several problems, such
as feature disfunction, connection, still depends on wekbased version, and system security.
More than 90% users answered that the features and system operational are very

interesting and interesting, as can be seen in Picture 1 below:

Picture 1. General Response of the RCWI Prototype
Source: Formulated by the Center for Technological Competency Development, LAN RI
(LAN RI,2020)
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