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PREPACE

This document contains a proposed national training
strategy for Badan Pendidikan dan Latihan (Badan
Diklat), Departemen Dalam Negori, in the training

of provincial, kabupaten and kotsvadya officials in
development planning and management. The report wana
prepared by the consultants from Planning and Develop-
mont Collaborative International (PADCO) currently
assigned to Badan Diklat under contract with the Uni-
tod States Agency for International Development (US-
AID) and the Government of Indonesia.

There is a logical progression in the presentation
of the contents in this document. The reader should
first proceed to tho introduction in order to under-
stand the scope of concerns which the document seeks
to address and how the consultants organized their
activitios in fulfilling the conditions therein.

The introduction is followod b; - summary of con-
clusions and recommendations on the major components
of the national training strategy. The main body of
the document {s contained in Chapters I through IX.
The annexes are containnd in a separate volume.
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GLOSSARY OP INDONESIAN TERMS AND ACRONYMS

APBD (Anggaran Belanja Pembangunan Daerah) : Regional
Development Budget.

ABPN (Anggaran Belanja Pembangunan Negara) : National

Development Budget.

APON (Akademi Pemerintahan Dalam Negeri) : Academy for
Government Adninistration (Bachelor degree program with-

in Ministry of Home Affairs).

Badan Diklat (Badan Pendidikan dan Latihan) : Education
and Training Body of the Ministry of Hcme Affairs. In
the broadest sense, Badan Dikiav consists of its central

office in Jakarta, its network of regional training
centera, tho Institute of Government Science (1IP), and
the network of Academies for Government Administration
(APDNs). However, as used within the contcxt of this
document, the term generally refcrs only to the Jakarta
office and the regaonal training centers.

B> PEDA_ (Badan Perencanaan Pembangunan Daerah) : Pro-
vincial or Kabupaten Development Planning Body. In this
document, the provincial planning body is referred to as
BAPPEDA Tingkat I and the kabupaten planning body is re-
ferred to as BAPPEDA Tingkat II. In some cases, the
kabupaten planning body is referred to as BAPPEMKA, and
the kotamadya planning body is referred to as BAPPEHRO.
(See numbers 6. and 7., below for further clarification).

BAPPEMKA (Badan Perencanaan Pembangunan Kabupaten)

Technically, the term refe s only tn the kabupaten plan-
ning bodies established in West Java under Governor's
decree. However, in this document, the term {s some-
time used in a broader context in that it refers to
kabupaten BAPPEDAs throughout Indonesia.

BAPPEMKO (Badan Perencanaan Pembangunan Kotamadya) 1 Ko-

tanadya (Municipal) Development Planning Body.

BAPPENAS (Badan Perencanaan Pembanqunan Nasional) : Na-
tional Development Planning Body.

- {x -
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0.

11.

12.

13 .

14.

15.

16.

17.

18.

1’0

21.

sBupati 1 The chief executive of the kabupaten.

Camat : Thc chief executive of the kecamatan.

Cipta Karya : The Directorate General for Housing,
Building, Planning and Urban Development, Ministry of
Public Works and Blectric Puwer.

Daerah : This term refers to administrative regions or

areas at all levels. As used in this document, the term
usually refers to the provirce Or the kabupaten.

Departenen : Department.

nepartenon Dalam Negeri{ (or DDN) : Ministry of Home
Affairs.

Desa : Village.

Dinas : A line technical department of the province or
of the kabupaten/kotamadya. The plural is expressed as
*dinas-dinas”.

DIP (Da‘tar Isian Project) : Annual projer .. listing of

local lagislative body - approved by province or kavupa-
ten/kotamadya project proposals.

Draft Master Plan : The initial draft document preparcd
by the KPPMT consultants.

DTKTD (Direktorat Tata Kota dan Tata Daerah) : Director-
ate of City and Regional Planning within the Directorate

General for Housing, Building, Planning and Urban
Development, Miniotry of Public Works and Blectric Power.

DUP (Daftar Usaha Projek) : List of project proposals
prepared by province or by kabupaten/kotusadya in
connection with preparation of the annual budget (DUP

precedes the DIP).

PIS (Pakultas Ilmi-Ilmu Social) : The Paculty of
Social Sciences of the University of Indonesia.

1

-3 -



22.

23,

24,

25.

26.

27.

28.

29.

30.

31.

32,

313.

34.

Government of Indonesia (o: GOI) : Refers to the central

government of Indonesia.

Ibukota : Refers to the capital city of a province or
kabupaten.
IIP (Institut Ilmu Pemerintahan) : Institute of Govern-

ment Science (Masters/degree program within Ministry of
Home Affairs).

INPRES (Instruksi Presiden) Funds : Presidential in-
struction-based subsidy to the local governments for a

series of specific types of projects.

1p8 (Institut Pertanian Bogor) : Bogor Agricultural In-
stitute.

ITB (Institut Teknologi Bandung) : Bandung Institute of
Technology.

Kabupaten : Regoncy. An autonomous second level of
local government immediately below the province as the
first level.

Xantor Wilayah (or Kanwil) : Vertical offices of central

government ninistries operating at the provincial level.

Kecamatan : An administrative subdivision of the kabu-
paten/kotamadya.

Kepala Daerah : The adrinistrative head of a region pro-

vincial, kabupaten or kotamadya.
Kesehatan : HRealth.

Kotamadya (or kota) : An autonomous second level of
local government immediately below the province; com-

parable to kabupaten but encompassing urban areas.

KPPMT : An acronym representing this project and stand-
ing for Kabupaten Provincial Planning and Management
Training Project.

- xi -

|'l/



3.

3¢.
3.

38.

39.

40.

41,

42.

43.

4u.

45.

P & X (Pondidikan dan Kebudayaan) : Rducation and
Culture.

Perekonomian : Economic Affairs.
Pertanian : Agriculture.

PPN (Program Perencanaan Nasional) : National Planning
Program, consisting of several courses offered by the

Paculty of Economices. University of Indonesia in coope-
ration with BAPPENAS.

Pusat : Center., or central. As used in this docurent,
the term uaually ref_rs to the Badan Diklat Jakarta
Office.

Pusdiklat IP (Pusat Pendidikan dan Latihan Ilmu-J.mu
Pemerintahan : An administrative subdivision oc the Ba-
dan Diklat Jakarta Office which is responsible for cusra-
culum developrent.

Pusdiklat Pegawai (Pusat Pendidikan dan Latihan Pagawai) :
An administrative subdivision of the Badan Diklat Jakar-
ta Office which is responsible for programming and im-

plementation of training courses.

PUSIDO (Pusat Doxumentasi dan Informasi) : Documentation
and Information Centers established by the Directcrate

General for Housing, Building, Planning and Urban Deve-
lopment (Cipta Karya), Ministry of Public Works and
Electric Power.

PUTL (Peker jaan Umum dan Tenaqa Listrik) : Public Works
and Blectric Power.

REPELITA (Rencana Pembangunan Lima Tahun) : The Pive-
Year Development Plan; REPE.ITA III refers to the Third
such Plan, whose period will run from 1 April 1979 - 31
March 1984.

RTC : Regional Training Center (of the Badan Diklat
network) .
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4.

47.

49.

so.

sl.

52.

S3.

S4.

SS.

56.

57.

Sarjans Refers to the Indonesian equivalent of a
Naster‘'s Degree.

Sarjana Nuda : Refers to the Indonesian equivalent of a
Bachelor's degree.

SPTWILDA (Sekretariat Wilayah Daerah) : Sscretariat of
the province or of the kabupaten/kotamadya in their capa-
cities as autonomous regions headed by SEKWILDA (Sekre-
terio Wilayah Daerah) - Secretary of the Local Government

§P1 (Studi Pembanqunan Indonesia) : Indonesian Develop-
ment Studies, a nondegree course offered by the Paculty
of Social Gcience, University of Indonesia.

Subdiroktorat Keuangan : Subdirectorate for FPinance
(kabupatcn/kotamadya level).

Subdirektorat Pembangunan : Subdirectorate for Develop-
ment (kabupaten/kotamadya level).

tingkat I (or Tk. I) : Refers to the provincial level

of government.

Tingkat II (or Tk. I1) : Refers to those autonomous
levels of government imsodiately below the provinc», i.e.

kabupatcn or kotamadya.
UGM : Gajah Mada University (located in Yogyakarta).
Ul University of Indonesia (located in Jakarta).

UNCRD : United Mations Centre for Regional evelopsent,
based in Ragoya, Japan.
UWEAS : Hasanuddin University (located in Uljung Pandang)

Malikota 1 The chief executive of the kotuniadya.
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INTRO 'UCTION

S8COPE OF THE PROJECT

This orniact has been undertaken to design a nation-
al strategy for the truining of provincial, kabupa-
ten and kotamadya officials in regional development
planning and management. In particular, the project
represents an effort to strengthen the capacity of
Badan Diklat to undertake a national training effort
to enhance the performance of regional government

in the design and i1mplementation of a more coordina-
ted and integratod approach to regional development.

In REPELITA 1I, regional governments were called

upon to assume more responsibility for the planning
and implementation of a much greater variety and
number of development programs. It is expected

that this trend will continue in REPELITA III and

IV, and that the growing complexity and magnitude

of development activities will require major improve-
ments in planning and management capacities at the
provincial, kabupaten and kotamadya levels of govern-
ment.

Major manpower constraints are currently encountered
in staff and skill profiles in regional government,
a condition which serves to hamper coordination and
integration of development efforts. Thus, this
project has been undertaken to design a training
plan to address the needs for skill improvement in
re¢gional planning and management.

It is important to note that, in the context of this
project, the terms “regional development planning

and management” refer to the particular resr:.eanii-
ties and functions assigned to tho provincial BAPPE-
DAs and the newly emerging BAPPEDAs at the kabupaten
and kotamadya levels of government. The primary

tash of these BAPPEDAs is to achieve a more inte-
grated and intersectoral approach in the forsulation
and implementation of regional development plans.

In contrast, the various regional kanwil and dinas

15
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offices are responsible for preparing and implement-
ing short and long-term plans which focus upon their
particular suctoral concerns. The sectoral agencies
must be guided by a larger set of intersectoral plan-
ning objectives and strategies which address the
needs and problems of a particular region. The per-
formance of this latter function is the responsibili-
ty assigned to the BAPPEDAs. Therefore, the proposed
training strategy contained herein is not concerned
with the planning and management of specific sector-
al projects, but is rather focussed upon improving
the capacities of the BAPPEDAs to engage in a process
of comprehensive planning and managcment which ties
all sectoral activities together.

REVIEW OP PROJECT ACTIVITIES

The work began in Jakarta in early July, 1978. The
fourteen month contract period was divided into two
work phases. The work plan for Phase I (July, 1978
thru January, 1979) included data collection and
preparation of an initial draft master plan to address
in a preliminary general framework some of the basic
issues. The draft master plan was completed and
circulated for discussion during the month of January,
1979.

The draft master plan identified major training needs
in regional planning and management, and formulated a
basic program and organizational approach which could
be adopted by Badan Diklat in undr king a national
training effort. The intent of the draft master plan
was to provide a general foundation or structure in
building a training program.

The consultants along with Badan Diklat counterparts
travelled extensively throughout a number of regions
in the country. Thus, 16 provinces, 18 kabupatens,
and 14 kotamadyas were visited in most of the major
islands of Indonesia. (Tho following chart indicates
the regions visited). 1In each of these areas the
consultants undertook discussions with planning offi-
cials from the regional governments and sectoral

- - _”



agencies, and they also visited selected training
institutions and universities in assessing the current
availability of training resources in regirnal plan-
ning and management.

Regions Visited
Previaces Ksbupatens Kot a
West Jave Redjslenghe Bandung
Sukabuni
Sekasi
Serang
Pandeglang
Ceatzal Jave Klatea Senarang
Surekarta
Special Meglon of Cuaung Kidul
Yogyshasta Sleaan
South Sulaswesi Bone Ujung fandang
Centzal Sulsweei
Aosh Aceh Beser Sanda Aceh
Aceh Pidle
dorth Sumatrs Oeli Serdany Redan
: Langhat
South Sumatss Orgen Komerisg Ilur VPalesbang
Jambi Jembi
Bengluly Mejang Ledony
Cast Kalimanten Kutai Salirpapan
Samarinds
West Kolisantem Pontianek Pontianed
Sambas
South Ralimanten Banjarmasin
Bi t Jave Surabays
[ 11§ Denpeasar

During the second phase of the work plan (Pebruapy
through August, 1979), the attention of the consult-
ants was devoted to a revision, refinement and fuller
elaboration of the draft master plan in addressing

all of the items listed in the scope of work assign-
ment (see Annex I). This effort required considerable
discussion between the consultants and Badan Diklat
avunterparts in preparing a more elaborate and detatl-
ed formulation of the natioual training strategy.

The document contained herewith is submitted as the
proposed national strategy in fulfillment of the
contract agreeaent.
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A NATIONAL STRATEGY
FOR
TRAIKING IN
REGIONAL DEVELOFYENT PLANNING AND MANAGEMENT

SUMMRY AND CONCLUSIONS



1

DALAN MEGERI'S MANDATE

The proposed national training strategy is intended
primarily to strengthen the role of the Departemen Dalam
Megeri in the performance of its mandate in regional planning
and managemsnt. This mandate entrusts the Departemsen with
the responsibility for coordinating the various line depart-
ments in the formulation and implementation of regional
dsvelopment plans and rogranms. Under the gquidance of the
Departeman, the existing provincial BAPPEDAs, and similarly,
the emerging BAPPEDAs at the kahupaten and xotamadya levels
of governasnt, are assigned major responsibility for
performing those planning and management tasks required in
achieving truly comprehensive development planning and
programming for the regions. Thus, the proposed training
strategy is designed to strengthen the planning and manage-
ment capacities of the BAPPEDAs at TX. I and II, and to
enhance their role in the coordination of the development

activities of thy sectoral departmsnts.

Badan Diklat s responsible for the conduct and coordination

of the training programs currently undertaken in the Departemen

Dalam Megeri. Thus, it is intended that the proposed trainin
strategy should be implemented under the leadsrship of Badan
Diklat, with this agency offering fits own training courses
in regional dsvelopment planning and management, as well as
working in close cooperation with other training institutions
in enhanci.qg their capacity to respond to Dalam Negeri's
training needs.

- xvii -



I1

TRAINING RESOURCES

Training in regional planning and management is a rolatively
new area of aétl?ity in Indonesia. Por tho past several
years a number of government departments have been active in
providing short-term training programs in regional planning
and ianaqenont for members of the BAPPELA organizations.
Badan Diklat has been one.oi the mcat activo agencies in

thio field, with short-term training programs being sponsored
at each of its eight regional training centers (RICs) located through-
out the archipelago. In addition, during the past several
years, a number of universities ﬁave also initiated short-
term and masters degrec level training programs in regional

planning ard management.

Within a relatively short period of time, these training
efforts have yielded an ispressive record cf{ acconplxlhnnnt.;
Nevertheless, their output falle far short of mesting
Indonesia’s vas§ and rapidly growing training nends. Many

of the provincial BAPPEDA staff, and 2 majority of the
planning and management staff at the kabupaten and kotamadya
levols of government, have yot to receive any substantial
trajning experience. Under current conditions there simply

is not a sufficient number of skilled instructors and training

resources to generate an effective response to this need.

- xviii -



111
TRAINING OBJECTIVES

The basio abjectives of the proposed national strategy for

uai-ug in regional planning and mansgement are the

following:

1

(2)

3

(4)

(s)

To enable the BAPPREDAS at both TK. I and TK. II to
aosume a lesdership rale in regional development by
supporting certain functions and critical tarks v

planning and aanagement;

To support those functions by training BAPPEDA officials

in the uso of certain tools and techaiques;

3ased on these tasks and techniquas, to dafine the full
range of skills and professional/tecl.nical personnel

required to utaf! the BAPPEDAS at both TK. I and TK. II,

Based on the above projections of types of skills
required, to formulate quantitative estimates of man-
pover needed, and to relate thess estimates to cur.ent

pianning and managessnt manpower capacity; and

To strengthen through training the horizontsl and
vertical linkages which exist in tlie regional planning
and managemsnt system betwesn the BAPPEDAr and s~veral
other agencies at both TX. I and TX. II.

Rach Of thess objectives will be reviewed briefly below.

- nin -



(1)

(2)

The Punctions and Tasks of Reqional Planning and Manage-

ment: The proposed national training strategy is based
on an assumed set of function3 and critical tasks in

planning and management which the BAPPEDAs should perform.
These functions and tasks are <rucial if the BAPPEDAs

are to assume their mandated responsibility for
coordinating the line departments in f{ormulation and
implementation of regional development plans and prograns.
These planning and managemsnt tasks involve a process or
sequence of activities which range from a description

of existing cunditions and trends, an appraisal or
regional development problems and needs, foimulation of
developrent goals and objectives, an evalvation of
alternative long-term development strategies, to the

devclopment of annual action plans/programs, and finally
the monitoring and evaluation of plan {mplementation.

It should be ermphasized that in combination these tasko
make¢ uo ~ process which is both continuous and cyclic.

Chart 2.1 s'ows this j..ocess as a syatens diagram.

Techniques Required to Support Ciritical Development

Tasks: The performance of these tasks by BAPPEDAs requires
the use of a number of tools and techniques which have
been identified in the training proposal. These include
basic techﬁiquo. for aata collection, presentation and
analysis; techniques for prograz/project appraisal and
feasibility analysis; and techniques for monitoring and
evaluation, along with several others, One objectivo

of the national strategy, therefore, is to provide
training for BAPPEDA officials in the use of these
techniques which will support the critical development

tasks of the planning/management agencies.



(3) mecuired 8kills and Professional/Technical Personnel:

From thie analysis of critical development tasks and
supporting techniques there is derived a recommended range
of skills and professional/technical personnel requi red
to staff the BAPPEDAs at the provincial, kabupaten and
kotamadys levels. In this connection, there appear to

be three general types of planning/management personnel

required:

(a) general regional planners/amanagers (or general
urban plannors/managers for the kotamadyas) who

have a broad knowledge of the field;

(b) an intermsdiate group of planners who have a deqgree
of specialization (such as social deveiopment,

economico or engineering) within the field; and

(c) specialists in a variety of relevant dioclblineo
(such as demography, agricultural economics, geolog-

or trnhoportatton engineering and planning).

Chart 2.3 lists the tvnes of skills and personnel required
by the planning/manayement agency for each of the thrce
kinés of governmantal jurisdictions. Essentially, it
indicates that the BAPPEDAs Tx. I will require more highly
specialized personnel than will the Tk, Ix.plnnninq/
sanagement agencies which will rely more heavily on

intermsdiate skill-level types.

(4) NManpower Needs and Gaps: Having identificd the types of

personnel required for the BAPPEDAs, a zourth'objoctlve
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has been to formulate estimates of the magnitudes of
manpower needed, and then to relate these escimates to
current planning and management capacity. Based on the
proposed skill profiles, estimates were made for specific
jurisdictions of the numbers of professional/techni:al
personnel required for each division of the BAPPEDA. Charts
2.4 - 2.6 present thcse estimates illustratively for

two provincial BAPPEDAS, kabupaten BAPPEMKAs and kotamadya
BAPPEMKOs respectively. Nationwide, it is estimated that
nearly 7500 officials will need to be trained to
adequately staff all BAPPEDAs at ktoth Tk. I and Tk. II
levels. Approximately 1150 of this total will be needed
for the BAPPEDAS Tk. I, 5050 for *“e kabupaten BAPPEDASs,
and 1300 for the kotamadya BAPP' These national

estimates are shown on Chart 2.7.

With these estimates of required manpower as a standard
for comparison, an assesament of current planning and
manajement capacity reveals a wide range of manrower gaps
at both levels. To summarize these gaps, whereas the
provincial BAP#BDAB begin with an existing manpower base
which can be upgraded to create more specialized expertise,
most kabupatens and kotamadyas will have to start largely
from scratch in training new officials to staff their

BAPPEDAS.

Vertical and Horizoantal Linkages: A basic assumption of

the training strategy is that the provincial, kabupaten
and kotamadya levels of government should be viewed as

interdependent elements within the larger regional
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planning and management system. Thus, another objective
is to strengthen the horizontal and vertical linkages

within this systen.

At the provincial level, the goal is to strengthen

interaction within and between :

(a) the BAPPEDA,
(b) the kanwils,
(c) the dinas-dinas Tk. I, and

(d) the key bureaus within the governor's office.

similorly at the Tk. II level, horizontal linkages should

be reinforce. through training between:

(a) the BAPPEMKAS/KOs,
(b) the dinas-dinas Tk. II, and
(c) the key subdirectorates within the bupati's and

walikota's office.

At the same time, the goal will be to strengthen the

vertical linkages:

{a) between the BAPPEDA and the BAPPEMKA/KO,

(b) betweon the dinas-dinas Tkx. I and Tk. II, and

(c) between the respective bureaus at the provincial
level and the subdirectorates at the kabupaten/

kotamadya level.

These various linkages are shown graphically on Chart 3.1.
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‘tHE PROPOSED TRAINING STRATEBGY

Introductory Comments

The overall strategy has two basic thrusts:

{{) an emphasis on Badan Diklat training and nontraining

activities, and

(1) the cultivation by Badan Diklat of long-term linkaqes

with training carried out by universities.

This scction focuses on the strategy for Badan Diklat por se
and indicates somc linkages with university-based training in
(8), below. A longer-ranyo perspective and description of how
the treining rolos of Badan Diklat and the universities might
morge through a mutually-reinforcing cooperative effort is

presentod in Section VIII.

Tho Strateqy

The key components of tho stratogy as outlined below are
designed to mcet the objectives put forth in tho preceding
section. Bach of tho componcnts should be vicwed as
complementary to, and supportive of the other components.
To eliminate one of the eleaents as part of the strategy

wounld weaken the training effort.

(1) On-snd Off-the-Job Trainings: It {s recommended that the

primary courses vhich would bo offered by Badan Diklat's

regional training conters would be a goneral course in

- xxiv -
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regional dovolopment planning and management and a
genaral course in urban development planning and manage-
ment. A fundamental element of the proposed strategy
consists of combining on-the-job training with off-tho-
job training for these gencral ccurses. During the
secondary on-the~j0b phase of the training, ths trainees
would perform their normal planning and management tasks,
applying theory and tochniques acquired in the initial
off-the-job phase of the course. This would be done
with expertisc provided by the trsiners, who would work
with the trajinees in their respective rcgions. The main

advantages of this approach are:

(a) It allows trainees to become more familiar with,
apply and test theory during the on-the-j)ob phaso
of the training in the reqgions in which they

normally perform their duties.

(b) It allows both the trainers and trainees to adapt

theory to local conditions.

(c) It allows for tho trainecs to undergo most of theo
training in and for the immediate benefit of their

own daerahs.

Team Training: Thc proposal hcre is that all the key

officialy on the BAPPEDA TK. II from any given kabupaten
or kotamadya go through thc same general coursa {n
regional or urban devtlopment planning and management

at the same time. Thce primary advantages in taam

training are:

(a) It will promote a comson body of thought among the

officials on the planning unit regarding a bdasic
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(4)

*)

planning and manacoment strategy, while sl tho
som) timo giving them a cowxon core of krowledge

and skills to carry out that rtrategy.

(b) 't inouros that a continuouu "critical -asg® of
trained oificia’'s will always bo available on the

planning unit.

Training of B/A°PCOA TK. I Oofficiale: It ie pcoposed that

anu to threc RAPPEDA officials from the provincial level
9o through *the same off-thec-job generul course in regional
or urban development “.lanning and management, a3 well as
the on-thc-job pha’ s of the training, with a tcam of TK.
11 plenning offi i1als from one of tho k.bupatens or kota-
macyi.s locared in the province. This opproach is designed
notorly to improve thn skil e of provincial DAPPRDA
oifi:1ale, but also to intensify cooperation, coordination

ané ' u’erctanding awong the vortical lovols of government.

Oriontation Courses for ton-BAPFEDA Planning and Manaqe-

rent Officials: In ¢rdcr Lo sticngthen the horizontsl

linkage: for pl~ining and menagement, it is proposed
that or! .1ta*ion courses be conductnd for officials

from th:: .anuils, the dinas-dinas TK. I and the key
burea's 'uide- the govemor's secretariat at the province
1:v3l, anl for the dinaw-dines Tk. II and the key

subdirccl...x:co unlor the hupati's and walikota's
secretar; itc ant the kabupaten/kotamadya level. For the

courses U nave uiiirum impact, the officlials at each

ievel should at'and them collectively.

Crieatation Couisen for Chie’ Executives and Othor

Dscinion blarkars at 1k. I and II:; It is imperative that

the chief oxccutives ail other decision makero in the
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)

1)

sogione wnderstand and are in agreemsat with:

{4} the planning and aanagessnt strategy)

(d) the training effort to improve skills for

carrying out the strategy, and

(c) the role of the BAPPEDA Tk. I and Thk. II in the

dsvelopment process.

It is therefore recommendsd that orientation courses be
conducted for bupatis, walikotas, the sekretaris wilayah

dserah (SEXWILDA), and key members of the DPRDs I and II,

Evaluation: The training strategy calls for periodic
evaluation of the training throughout the duraticu of
each course as well ae for post-training evaluation in

order to ascertain the training and/or nontraining cou-
ditions which may have rendered the training less effec-

tive thar planned.

Pollow-Up Training: As part of the overall strategy,

follow-up training is recommended in order to overcoae
dsficiencies uncovered in course evaluation. Pollow

up training will also allow the trsiners to introduoe
saterials, concepts, methods and planning tools which

wese developed or designed subsequent to the initiul

training oourse.

Augmenting General Training with Specialised Training:

T™his component of the strategy calls for exposure of
BAPPEDA u’ficials to more specialised tnuumj in
regional aand urban cﬁalop-nt planning and managemsnt
i aédition to the general courses. This will enable
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(10)

the BAPPEDAs to function on a more professional level
and allow thea to sore credibly carry out their
coordinating role with the specialists from the kanwils

and the dinas-dinas.

Regional Study Tours: The strategy calls for a nunber of

appropriate planning officials, as well as bupatis and
walikotas, to participate in study tours of the Southeast
Asia region so that they bccone knowledgable of regional
development planning and management as practiced in
countries with geographic, environmental or other

conditions similar to those of Indonesia.

Reinforcing Training Activities with Nontraining Activities:

This element of the proposed strateqgy gives recognition
to the fact that, in ovder for the training to meet the
specific nceds of the regions, Badan Diklat will have to
carry out a number of noutraining, but training-related,

functions as follows:

{a) Inventory and analysis of Reqgional Conditions

(b) Research, which involves an in-depth study of specific

development issues within the regions.

(c) Manpower Surveys, to ascertain skill requirements and

available manposer for planning and management.
This function should be porformed at the onset and

periodically thereafter.

(4) Consultation on a part-time basis by the regional
trainors to government offices within their i1espective

regions.
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(e) Developmant of an overa‘l training plan

The ten-point strategy described above roflects a comprehensive
effort to build a quality program over the next several years.

At the same time, it is recognized that, in order to fulfill

its immediate obligations, Badan Jiklat will have to continue
with short-term training of the kind it hes done in the past.
Support for this cffort is also reflected in the budget projected

in Section IX.

The Institutional Framework

Badan Diklat currently has eight regionsl training centers in
place. It is proposecd that these centers bear the main burden
of responsibility within the Dalam Negeri framework for the
training of planning and management oflicicls. 1In order for
these centers to carry out this maj~. training role, they would
have to becomo fully-operationalized and fully-staffed, with

a minimum of ten full-time trainers initially assigned to each
center. Due to manpower and budgetary constraints, it 1is
anticipated that the centers will become fully activated on a
phased basis, with one center per year becoming operational
commencing in 1580/81. (hart 3.2 indicates the areas and number

of jurisdictions served by oach of these regional training centers.

7+ would be the responsibility of the Badan Diklat Jakarta
Office to provide the necessary leadership and support in

order to insure that the regional training centais are able

to conduct their training programs in a mamer consistent with
the purposes and guidelines established by national policy.

A stmary of the role of the Jakarta Office is presented in the

following section of this document.
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THE ROLE OF THE BADAN DIKLAT JARARTA OPFICE

While the proposed training strategy uss.gns major

responsibility for training to the eight regional centers

and to & number of universities, it will be the responsibility

of the Badan Diklat Jakarta Office to adopt and continually

update the national strategy for implementation. The

activities of the Jakarta Officc can be summarized as

follows:

performing the basic management tasks associatod with
the planning, implementation and evaluation of training

programs irplemented by the Jakarta Office and the RTCs)

undertaking the annual prograsming, budgeting, and
monitoring of all training activities implemented by

the RTCs;

undertaking the recruitment, training and carcer
development of the training staff for the RTCs as well
as the general management staff within the Jakarta

Office:;

designing the course content and preparing the course

materials for the training programs offered by the RTCs;

providing suzport and guidance to university-based

programs in regional planning and manacement.

Staffing of the Jakarta Office

A total of 22 professional staff ar’ 0 cupport staff will
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nesd *0 be assigned to the Jakarta Office to administer the
above mentioned activities. The staff profile is based upon
the number and types of staff needed to r ‘ovide administrative
supnort for the eight RTCs. Ohart 4.1 indicates the projected
staffing requirements for the Jakarta Office.

Achievement of the above projected staff levels should be
accomplished on a phased basis, with a gradual build-up of
staft numbers being undertaken in accordance with the incrsass
in workload associated with the activation of additional RTCs.
Most importantly, in the short-term, it will be necessary

to assign a group of core trainers and curriculum davelop-
ment specialists in the Jaxkarta Office in order to begin
iowmediato preparation of the training of trainere courss and
to design the initial training courses to be offered by the

RTCs.

As the primary training unit within the Depsrtemen Dalam
Negeri, Badan Diklat is responsidble for the oconduct and
coordination of the training programs currently underway

in the Departemen. Many of these training programs do not
relate directly to training in ragionsl planning and manage-
ment. Therefore, in order to maintain staff identification
with the central purposes of the proposed training strategy,
it is important that the general programming, training of
trainere, and course design funotions should bs integrated
into one specific unit within thu formal organizational
structure of the Badan Diklat Jcokarta O%fice. Chart 4.4
indicates a proposed organisational unit for the regional

planning and managsment training activity.

- XXXi -



Vi

TER REGIOMAL TRAINING CENTERS

It is oroposed that each of the regional training centers
develop its own capecity to engage in a basic series of
tra‘ning and nontraining activities, and that this program
will require a minimum staff of ten full-time professional
trainers at each center. Both the activitiec and output of
the regional training centers are summarized in the following

paragraphs.

(1) Activities

It is essential that the RICs engage in a number of

nontraining activities, namely:

(a) an analysis of manp~ver/skill requiréments within

the region served by a given center;

(b) an inventory and analysis of reginnal development

conditions;

(c) the development of an overall training plan for

officials in the region; and

(8) research and consultetion on selected issues in

regionsl development.
With regard to training activities it is proposed that

the following sequence of courses be offered by each of

tﬁo RTCs annually or every other year:
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(a) Gamersl Course

* fegiomal Development Planning and Ranagement

(Length: ) months “off-the-3jod®; ¢ months

‘on-the-10bd°)

* Orbaa Development Planning and Ranagement

(Length: same as above)

(b) Specislized Cour o

* aAdministrative Planning (Length: ¢ months,

apprexinately)

* Techniques for Program/Project Appraisal Ceneral

Plan Bvaluation (Length: 6 weeks, minisum)

¢ TechAniques for Monitoring and Evaluation (Length:

¢ weeks, Binimm) .

In addition to these courses, it is also proposed that

Sedan Diklat subcontract for the services of universities

and other institutions in offering the following tive

specialised “off-the-job® courses annuslly or every

other year:

b Techniques for Data Collection,

Preasentation aad Asalysis
o social Development Planning
*  fsgional/Orban Economics
b Land Use Planaing

* Sngioseriag/planning

- xxxifi -

(Length:

(Length:
(Length:
(Length:

(Length:

weeks, Binimus)

sonths,

sonths,

months,

months,

apprex.)
approx.)
approsx.)

approx.)

2



(2)

It is envisaged that all key BAPPEDA officials at TX. I
and TK. II will participate together in one of the
gereral ocourses and selectively in one or more of the
specialised courses. One element of the proposed
training plan will be to define the basic cycle or
sequence of courses through which individual officiale
would go. Although these plans would be prepared by
the RTCs, they would be subject to aporoval by the

Badan Diklat Jakarta Office.

Civen the diverse nature of nontraining and training
activities at each regional training center, the
professional staff must engage in careful scheduling.
Chart 5.4 shows a possible annual ochedule of activities

for a typical RTC.

Output of Training

The basic output of regional training center activities
will be trained officials in regional (and urban)
planning and management, who will already have taken

up poats on provincial, kabupaten and k>tamadya
BAPPEDAs. Chart 8.1 {ndicates the number of these
officials who acre projected to have participated in

the program by the end of REPELITA 1V, or through 1988/
89. Assuming that one new RTC is established each year
from 1980/81 onwards with all eight centers fully
operational by 1988/89, Chart 8.1 indicates that 2,880
officials will have participated in the training
program by the end of REPELITA IV. This number
represents )8.7% of the total required manpower

projected by this study.
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THE ROLE OF OMIVERSITY TRAINING

A second major thrust of the proposed training strategy
emphasizes strengthening university training programs in
regional planning and mansgement. The network of national
and regional universities in Indonesia represents a aajor
educational resource, which if properly cultivated and
utilized can make a major contribution in responding to

current aund future training needs.

A number of institutions of higher learning have already
made some initial efforts in offering graduate level courses

in regional planning and management.

(A) Por the past tour years the University of Indonesia SP1
program (Studi Pembangunan Indonesia) has been offering

a graduate-level course in regional planning.

(P) During the past four years the Natural Resource and
Environmental Management Program at the Institut
Pertanian Bogor has offered a masters degree in resource

sanagement.

(C) It is likely that IPB will soon initiato a aasters

degree program in rural developasnt planning.

(D) A one ycar graduate coursc¢ in regional development
planning is being established at Gajah Mada University
and it is anticipated that this effort will soon be
underxway with steff from Dalam Negeri being enrolled

in the courss.
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The Departemen Planologi at the Institut Teknologi Bandung
is considoring the establishment of a masters degree

program in urban/regional planning.

Dslam Negeri Support For University Training

All of the above graduate level courses represent an
interest on the part of university faculties in offering
advance degree and nondegree programs of a more applied
and wnterdisciplinary nature in responding to the urgent
need for early and mid-career training of government
officials involved in regional planning and management.

In ocder to meet its own vast and rapidly growing training
needs, the Departemen Dalam Negerai should be a major
source of support fo: these graduatc university programs.
This would reguire that thc Departemen make a lcng-term
commitment to support university-based regional planning
and management training programs, with DON providing

staff to enroll in thc course, full financial payments

for tuition fees, and where warranted additional subsidies
to cover the direct and indirect costs of sustaining such

graduate programs.

DDN support is particalarly important, as current efforts

on the part of the universities to develop interdiasciplinary
degree and nondegree graduate training programs are
seriously handicapped by the unwillingness of governmont
departments to prov/ide tuition payments for the students.

It appesrs that, with the exception of the PPN (Program
Perencanasn Nasional) course at the University of

Indonesia, which receives tuition payments from regular
Indonesian budgetary sources, univercity-based training

prcgrams have frequently been forced to roly upon foreign
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grants and/or loans for tuition payments. Badan Diklat
will need to assume a leadership rolo in establishing
close ties with university-based training to coordinate
the efforts required in providing students and funds

for these graduate programs, and to assure that curriculunm
and course designs aro responsive to the needs of Dalam

Negeri.

The Need for Career and Manpower Planning

In order for Badan Diklat to provide a secure and long-
term source of candidates for enrollment in university-
based training programs, a major effort will need to be
undertaken in initiating a more effective system of
manpower and career development p.anning within DDN.

In section IV of this document, estimates have been
projected concorning the numboer and type of professional/
technical personnel for typical Tk. I and Tk. 11 BAPPEDAs.
Skil) orofiles of this kind should constitute the basis
for the design and implementation of manpower recruitment
and careor development planning within DDN for all of

the provincial and Tk. II level planning units. These
plans can then be used as quidelines in determining when
and in wvhat aceas nov and mid-career staff will need to
be enrolled for specified skill upgrading in nondegree

and/or degree training programs.

Promotions in rank and position should be closely linked
to the completion of specific training experiences in
order to provide a strbng incentive in motivating planning
and management staff to engage in on and off-the-job
training courses. At the moment there appear to be few

incentives for encouraging regional level planning and
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managemsnt officials to enroll in longer term off-the-
Job training programs. Existing personnel procedures
40 sot provide clear guidelines in assuring that the

completion of a training experience will contribute to

career advancement.
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8.0.

PROJECTION OP A POUR YEAR BUDGET POR

viIX

PISCAL YEARS 1900/81 THROUGH 1983/84

INTRCOUCTION

Chart 9.1 in the main text projects a four-year budget

for implemontation of the propoued training strategy.

The budget 18 based on a current undcrstanding that
Badan Diklat will eatablish onc fully-otaffed, fully-
operational regional training center per yecar commencing

in 1960/01.

The budget, which covers fiscal ycars 1980/81 - 1983/84,
totals Rp. 5,997,559,000 (US$9,673,547) and is broken
down into threoc main categories:

Category

Progran Orqaniza-
tion and Manaqo-
ment, including

Capital Conts

Core Training Pro-

ram for BAPPFDA
Tk. I and Tk. 11
§ug¥lcmcntur!
Training Program

TOTAL BUDGET

Cost (1980/81-1983/84)

S of Total Budget

Rp. 1,136,585,000

4,564,762,000

296,252,000

Rp. 5,997,599,000

198

Se

1008

The significant point to be made is that 76t of the
budget is to cover the cost of tha cora trajning program,

which conrists of a stream of parallel and mutually

reinforcing training activitios na follows:

(1) The training of training siaft for the Badan Diklat
regional training centers.

(2) Training co'uwses conducted by the rugional training

centors.
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t3) gpacislised cupporting cuvarmos which would be
conductad by institutions othsr than Radan Dixlat.

(4) Badan pixlat-supported creduste-luvel coursays in
reqional davelorment planning c{Zered by universities.

(S) A ser.en of Badan l'iklat short cources to help nect
its short and mediur-tern obligations in arecas of
tho archipelago not covered by the regional training
cantere.

“he peceions of Chapter !Y following Chart 9.1 give detailed
b.cakdowns of the major line items list .1 on the chart. PFor
easy reference, the rclovant scction number is ind.cated after
each major line item heading.
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1.0

RECIORAL PLANNING AND MARAGEMENT !
AN OVERVIEW OP ISSUES AND TRAINING RESOURCES

A BACKGROUND OVERVIEW

Ouring the past decade, the Government of Indonesia
has placed increasing emphasis upon strengthening the
role of government in regional development planning.
In the early 1970's, a number of provinces had already
organited some informal or formal regional planning
units and in 1974, the central governament decreed the
establishment of the BAPPEDA organization in all of
the provinces. During the past several years, rapid
progress has been made in the staffing of these new
planning units which function directly under the autho-
rity of the provincial governor. At the Tk. II level
of government some provincial governors, bupatis and
valikotas have already established informal or formal
planning bodies to coordinate kabupaten and kotamadya
planning and management activities. It is currently
anticipated that the central government will soon
decree the establishment of BAPPEDA Tk. II planning
agencies on a selective or nationwide basis.

All of the BAPPEDA planning agencies at Tk. I and Tk.
II operate under the authority of the regional “Kepala
Daerah®, which in this case refers to the provincial
governors, the kabupaten bupatis and the kotamadya
walikotas. As chief executive authority within his
adainistrative jurisdiction, the kepala daerah re-
presents the interests of his region, und at tha zaz=
time serves on behalf of the central government in the
regional administration of nations]l development poli-
cies and programs.

As the regional representative of central governaent
authority, the kepala daerah functions within
structure and asndate of the Departemsn Dalam iegeri.
This entrusts the Departemen with the task of coor-
dinating all development activities at the regional
level, and it is under this authority and the mandate
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of his own regional government that the kepala daerah
bears thc responsibility for performing a major coor-
dinating role.

The coordination function simply refers to the exer-
cise of leadership in guiding the sectoral line depart-
ments in the formulation and implementation of region-
al development plans and programs. At the p.ovincial
level the BAPPEDA organizations have been aiven pri-
mary responsibility for the management and coordinati-
on of the planning process, whereas at the Tk. II
level a wide range of informal and formal structures
have emerged to undertake this task, The following
brief review provides some general intication of the
variations and commonalities of conditions which

+hese planning agencies share at the Tk. I and Tk. II

levels oY ‘overnment.

The Provincial BAPPEDAs

The BAPPEDA is mandated to exercise a central ocoordi-

nating role in the preparation of the annual and five-
year provincial development plans. This role requires
the BAPPEDA to maintain close liaison with the various
dinas-dinas/kanwil offices at the provincial level anc

with BAPPENAS at the national level in order to achieve

a more coherent and integrated planning procer.s.

Thus, the BAPPED’s are expected to undertake a wide
range of activ.ties involving the review and process-
ing of program and project submissions for the annual
and five-year provincial development plans.

In many instances, the level of performance by the
BAPPEDA in undertaking this role is relatively limit-
ed and they have yet to fulfill their intended
purpose. The BAPPEDR« are still constrained in their
work by a number of factors, the most important of
which concerns their relative newness and the limited
skills of their staff.

Many are still in the procesc of organizing their own
intern-l staff functions. Many are still in the midst
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of consolidating appropriate patterns of informal and
formal interaction with the provincial dinas-dinas
and kanwils. In brief, the role of the BAPPEDA in
regional planning is still in a transitional state.

The BAPPEDA is a new participant in the decision-
making process and adjustments are still undervay as
this new actor assumcs its proper place within the
network of older and more established agencies at the
provincial level.

Kabupaten/kKotamadya Planning and Management

At the kabupaten level, there 18 wide variation in
the structure and process of planning, and in the
staffing capacities available to engage in the per-
formance of the planning and management function.

In West Java, formal planning bodies (BAPPEMKA) have
been established throughout the province under decree
by the Governor. In other provinces, the bupati{ has
frequently taken the initiative to establish his own
formal planning body. In many cases, however, kabu-
paten planning i{s simply undertaken through an inform-
al or formal coordinating committee consisting of
membe-s from both the office of the bupati and the
dinas-dinas offices.

Only a few of the '« *amadya have established formal

or informal planning units in the office of the wali-
xota. Jn most cases, planning and related manage-
ment functions are administered by the Sub-direktorat
Pembangunan of the walikota's staff, with important
input from tho Tata Kota and Tata Daerah office in

the kotamadya Department of Public Works. In addition,
the BAPPEDA and the planning units in the Direktorat
Tata Xota and Tats Daerah offices at the provincial
level also provide input at the kotamadya level.

A CENERAL ASSESSMENT OF REGIONAL PLANNING
AND MANAGEMENT LERPORMANCE

A general assessment of regional planning and manage-
ment performance relates directly to the question of
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what should be expected from the process. What kind
of product is the process supposed to yield as an out-
put?

It is assumed that intended output should be well-
formulated and implementable annual and five-year
developnent plans, and therefore the basic assessnent
question is whether current processes are producing
such outcomes. Several general criteria are used in
defining the characteristics of a "well-formulated
and implementable” regional plan as follows :

(1) Indication that the planning process is engaging
in an assessment of regional resources and problems
within the context of identified regional and
national planning goals, and that realistic short
and long-term objectives are being discussed and
established in achieving these goals.

(2) Indication that alternative development strategies
for achieving identified objectives are formulated
and reviewed in arriving at some logic and ration-
ale in the choice of an optimum or desireable
policy approach.

(3) Indication that a development strategy is being
translated into a coherent and phased set of pro-
grams and projects for both a five-year and annual
time dimension. The critical component in this
process would include an emphasis upon avea deve-
lopment and most explicity upon :

(a) the design of projects and programs which
complement and support each other, i.e., a
more intersectoral approach to development
needs and problems.

(b) the allocation of resources in some kind of
spatial pattern and priority consistent
with natutal and man-made resource endown-
ments.

(c) the allocation of resources to attain a
level of critical mass in time and space



sufficient to generate sustainable and
tangible social, economic and environmental

<hange.

(4) Indication that monitoring and evaluation syataoms
are beinqg designed to acquire and review feedback
on project implementation and impact.

(S) Indication that attention is being dovoted to
assuring that adequate administrative resources

are being made available for plan implementation.

Poformance of the BAPPEDAS

Based upon direct interviews and observations, {t
appears that many of the above mentioned planning and
eanagement processes are only partially urderway and
that regional planning bodies are &8 yet finding it
difficult to undertake their designated functions.

Many of the Tk. I and Tk. II BAPPEDAS are not very
active in undertaking inventories of basic develop-
ment problems and needs within their areas.

There is little evidence that BAPPEDAs are very active
in the refinement of their own development goals in
order to arrive at more precise and realistic long and
short-term development objectives.

It is (requently the case that the formulation and
assessment of alternative development strategies do
not constitute an {mportant and continuing feature of
the ) gional planning process within the BAPPEDAs.

Most importantly, with few exceptions, intersectoral
area development planning is not a major focus of
attention at the provincial level - and the same con-
clusion would apply for many of the kabupatens and
kotamadyas as well.

Pinally, aside from the monitoring of centrally fund-
ed projects by the BAPPEDAs, they are generally not
very active in the systematic monitoring and evaluation
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of provincial development projects. The above general-
izations are subject to many exceptions, as some of

the BAPPEDAs have been relatli ,ely effective in perform-
ing some of the above functions.

Nevertheless, most of these planning unite are compar-
atively new organizations and they have yet to fully
engage and comprehend all of their assigned taks. In
some cases many of the above listed deficienciea will
be overcome with the passing of time as BAPPEDA staff
boegin to acquire more experience and maturity.

At the same time, however, a more vigorous and concert-
ed effort will need to be undertaken in training and
nontraining activities in order for planning and
management to assume its rightful place at the pro-
vincial and kabupaten/kotamadya levels of government.

It is important to review the major problems which
currently serve to constrain planning and management
at the regional level in order to understand the kinds
of training (both in content and method) which will

be needed and the kinds of nontraining activites which
will have to be undertaken i{n order to enable train-
ing to have an impact in improving the process of
regional planning and management.

SOME GENERAL PROBLEMS IN REGIONAL PLANNING
AND MANAGEMENT

Staffing Constraints

(1) Provincial Planning and Management

Most of the professional personnel of the BAPPEDA
organizations are not sufficiently equipped to
perform the basic planning and management functions.
At thu provincial level many of the BAPPEDAs have
five to ten senior members conducting the major
work, whereas thre remainder of the staff are
engaged in only hminor support functioni. As a
consequence, most of the upper level staff are
over-worked, whereas *the remaining majority are
under-utilized in the performance of planning and



management furctions. In part this condition
reflects the fa:t that the senior members are some-
what older and more experienced; most have Sarjana
degrees, and many have been through short or long-
term training courses in planning and management
in Indonesia and abroad. The majority of the re-
maining staff at the second an” third levels have
a mixed and more limited background; some have
Sarjana degrees, many do not have a Sarjana Muda
degree, many are ‘oung and .nexperienced, and few
have had an opporiunity to take any training in
planning and managenment.

The small number of venior BAPPEDA members who
conduct most of the important BAPPEDA work are
not sufficient in number to effec.ively initiate
and sustain a comprehensive planning and manage-
ment function. Generally,they understand what
needs to be done, and their skills are of a suffi-
cient level that with more experience in applica-
tion they could begin to exercise more leader-
ship in regional planning. It appears that many
of the other BAPPEDA members would immediately
benefit from short-term specialized training;
some members would likely require more iong-term
training.

The problem of staffing for the BAPPEDA reflects
a more serious issue concerning incentives and
career patterns. A position in the BAPPEDA is
considered a low prestige opportunity and a dead-
end road for those who seek to advance their pro-
fessional careers within the national civil
service. The gensral unattractiveness of these
positions can be attributed to a number wf fact-
ors. Many BAPPEDA have yet to command # position
of major importance within the framework of inter-
agency influence and authority at the prov.ncial
level. Secondly, it is often the case that few
of the financial incentives and fringe benefits
normally available in other agency onsitions are
available for those who join the BAPPEDA staff,
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In this regard, it is not clear that many of the
BAPPEDAs have sufficient funds for travel and per
diem to allow their staff members to pursue the
necessary field visits entajiled in the perform-
ance of their duties.

One of the most conspicuous and major problems is
the fact that few of the BAPPEDAs have any members
with a technical background in the agricultural

or engineering sciences. Thus, most of the BAPPEDA
members are unable to communicate with the kind

of credibility and expertise needed in providing
guidance to several of the major technical dinas-
dinas/kanwil agencies, even though most of the
development budget is allocated for the infra-
structure and agricultural sectors. Lacking
sufficient levels of expertise in these technical
fields, many of the BAPPEDAs have been reluctant
and unable to exercise much authority in provid-
ing effective planning and management leadership
over the kanwil agencies. This hesitancy in
assuming leadership arises from a legimate in-
security in not wanting to engage in areas of
technical discourse which exceed their profession-
al competence.

Xabupaten Planning and Management

Substantial differences can also be found in
staffing practices at the kabupaten level. In
some cases a full-time planning staff has been
recruited, but in most instances the planning
body is staffed by a mix of full and part-time
officials coming from the bupati's office and
from the dinas-dinas officer. With few exceptions,
most of these planning organizations are under-
staffed. In this context, it is important to
make a major regional distinction . Many of the
kabupatens in Java ara staffed with a greater
number of qualified individuals than is the case
of kabupatens in the outer islands. It is only
in the past few years that kabupaten officials
have undertaken a more systematic effort in

50



organizing the planning function.

(3) Kotamadya Planning and Management

The magnitude of staff in planning and related
agencies at the kotamadya level generally decreas-
es sharply with corresponding decreases in total
population, although the overall need is perhaps
four times the current number of available man-
power. The quality of staff (as measured by
educational background) declines in moving from
the larger to smaller kotas. 1In particular,
planners, architects, engineers and economists

are lacking in small kotas. In their place, many
of these functions are performed by general admi-
nistrators who lack planning skills, particular-
ly in approaching problems from an intersectoral
perspective.

Summary

The personnel and staffing problems which the Tk. I
and Tk. II BAPPEDAS ara encountering constitute a
major and formidable set of constraints, but they are
amenable to solution through training and the provi-
sion of more attractive financial and career incen-
tives. Nevertheless, even if major and rapid advances
are made in training and personnel improvement, it
would be necessary to accompany these changes with
major improvements which relate to other areas of the
planning and management process. More explicity,
skill up-grading for the members of the BAPPEDAs will
constitute a necessary but not sufficient condition
for more effective regional planning and management.
Returns on a major investment in the training of
BAPPEDA muabers will be seriously minimized by a wide
range of other factors which continue to harper the
process of planning and management at the provincial
and kabupaten/kotamadya levels of government. The
following comments review some of these constraints
and hopefully provide further insight into those
problems which will need to be addressed in enhancing
the role of recional planning.
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1.2.2 The Role of the Sectoral Agencies

Most program and project development is undertaken by
a wide range of sectoral agencies. These agencies
should have the responsibility to employ their technic-
al expertise in basic project and program development.
Prequently these activities are conducted without
much guidance trom the BAPPEDAs. Planning, therefore,
becomes a relatively fragmented and discontinuous
process of decision-making wherein sectoral concerns
are pursued without reference to a more comprehensive
and intersectoral set of program and financial prio-
rities.

This sectoral compartmentalization is further rein-
forced by a fragmentation of the budgetary process.
gach of the kanwil offices receive a certain allo-
cation of funds and project prinrities from their
parent central office, over which the BAPPEDA has only
marginal control. This kind of program and budget-
ary process makes it very difficult for the BAPPEDAS
to effectively exercise much direction and control in
bringing greater integration and coherence in the
formulation of regional devclopment plans. Many of
the regional kanwils tend to rely upon their parent
office at the central government level for instruct-
fons and guidance, rather than taking much initiative
in defining development needs and problems as they
are perceived in their own administrative jurisdict-
ion. As a consequence, many of the planning sections
of the regional kanwils are relatively unprepared to
provide inputs and effective participation for the
BAPPEDA organization. Thus, many of the DUPS sub-
mitted to the BAPPEDAs are without adequate inform-
ation and justification on project goals, budgetary
needs and management requirements.

Given the above constraints, many of the BAPPEDAs
are not in a position to exercise much influence
over planning and mhnagement, and as mentioned above
they are frequently reluctant to try to superimpose
their own development priorities and objectives in
defining how sectoral agencies should begin to inter-
relate with each otehr. As a consequence, many of
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the BAPPEDAs simply become a clearing house, with
sectoral projects being submitted by the kanwils/dinas-
dinas and collated by the BAPPEDAs into a regional plan
which represents a shopping list of projects for sub-
mission to the central government. Few prioritics are
established in ranking or excluding proposals, and re-
gional budget recqucsts may exceed the anticipated central
government allotmentsby a relatively wide margin. The
central government {s thereby forced to make the hard
choices in establishing priorities in the approval and
rejection of budget requests.

Budgetary Practices

Given the need for a more area-focussed and spatial
dimension in regional development it 1s essential to
understand some of the current problems which serve

to impede progress in the adoption of such an approach.

Perhaps the most critical bottleneck is the fact that
current national and regional budgetary practices in-
volve independent sectoral project and program sub-
missions. This proceas works against the preparation
and submission of an integrated packagec of spatially
defined programs and projects. If such a package
were formulated at the regional level, each of the com-
ponent sectoral projeccts would nced to be extracted
for independent submission through the sectoral agen-
cies. Bccause of the intersectoral naturgc of the
area packago, if any one project is cut-out or mod| -
fied by size or location, this will have an adverse
impact upon the remaining components of the package.
Under the current system, submission of an integrated
package runs the risk that a number of the component
parts will be deleted or modified in such a way as to
imperil the functioning of the remaining parts. Thus,
some new or modified budgetary process necds to be
considered in order to facilitate and encourage the
design and implemcntation of integrated area develop-
ment programs.

Summary

It needs to be recognized that the current role of
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the province and kabupaten/kotamadya in planning and
management is relatively limited and that the central
government exercises major influence over project
selection and budgetary resources in regional develop-
ment. Indecd, the center must excerclse some pclicy
control in establishing major development priorities,
but at the same time, many recognize that, given the
great diversity in regional cconomic and social condi -
tions, it is important for provincial and kabupaten/ko-
tamadya levels of government to assume greater respon-
sibility in tailoring and initiating development pro-
grams which respond to their own particular nceds and
problems . The ne~d for greater reqgional involvement
in development planning and management has bien en-
couraged by the central government Lhrough a number

of measures, which, in addition to the establishment
of the BAPPEDA, i{uclude the introduction of the
BAPPEDA-BAPPENAS rcgional and national consultations,
and the crcation of a wide range of INPRES programs
for provincial and kabupaten/kotamadya levels of
government. Many of those measures have been quite
innovative and represent a serious attempt on tho

part of the central government in enlarging the scope
of decision-making at the reqional level.

It can be further anticipated that .a REPELITA III

and beyond, other measures will be initiated in pro-
viding greater regional involvement in the formulati-
on and implcmentation of their own development offorts,
The critical question will only be ono of determining
the speed und magnitude with which this process should
take place. Thus, it should be noted that UAPPENAS
has already transforred major rerponsibilities to the
BAPPEDA for the monitoring of centrally-funded develop-
ment projects. Further steps of this kind will be
conditioned by a wide range of factors including, most
{mportantly, the confidence which tho regions can pro-
vide the center in demornstrating tholr capacity to
effectivaely manago newly acquircd responstibilitics.
Likewise, the center will nced to avold over or under-
estimating capacitics for unlcrtaking new planning and
management reosponsibilitios at the provincial and
kabupaten/kotamadya level nf government.
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A critical component in the above process concerns
training as a vehicle for improving individual and
organizational capacitics in performing rcygional
planning and management functions. The dcvelopment
of a dynamic nationwide training effort should be
able to gradually resolve many of the above-mentioned
staffing and organizational constraints. Indonesia
has alveady intiatcd a numbe: of training programs
to address these nceds, and the following section
provides an overvicw of cxisting training programs
and resources currently engaged in this process. It
should be added in this context, however, that re-
cognition must be given to the fact that training
should be scen as just onc of a number of available
instruments for improving planning and management
pertormance. In some cascs deficiencies 1n the per-
formance of the planning and management function may
reflect a lack of sufficient manpower - a condition
which would require the recruitment o1 additional
personnel and perhaps the provision of additional
incentives for carcer development fn otler in-
stances, a lach of budgetary resources may serve to
hamper the planning function, whercas 1in other cases,
organizational constraints, such as a lack of clear
guidelines 1n the allocation of authority and control
may impede the performance of these functions. In
each of the above vxamples training only provides a
partial answer: oupport measurcs would also necd to
be introduced in personncl policy, budcetary alloca-
tions and/or gencral administrative practices in
allowing for improvcments in planning and management.
Thus, some diajnosis of tho actual obstacles will be
needed before applying a particular prescription in
strengthening regional capabilities for plan formu-
lation and implementation. On of the major com-
ponents of theo proposed training strategy concerns
an emphasis upon the provision of supporting or non-
training moacurcs which enable planning and manage-
ment agencics to fully bencfit from training inputs.

TRAINING PROGRAMS I[N REGIONAL DEVELOPMENT
PLANNING AND MANAGEMENT

Kany of the stalfing constraints currently faced by
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the Th. 1 and II BAPPZDAs reflect the fact that
treining in reginnal planning and nmanagenent is a
relativcly new arca of endesvor in Indonesia. Aside
from the Departemen Planologi vhich was ectahlished
at the Institut Teknologi Bandung in 1959, it wae
only in the early and mid 1970's that governnent and
vniversities began cpounnoring deqgrec and nondegree
training courses designcd to provide skill urgrading
in ragiornal planning and management for Th. I and 11
officialy. The fullowing section reviewsorly the
mijor training pregrams currently underway in Indo-
nesia, and is followed by a general summary of the
problers. and potentials which need to be addrecsed
in further developing this resourc2 base. A more
detailed review of these training programs is contain-
ed in Jnnex II.

University Training Programs

Pour of Indonesia's major universities are currently
offering degree or nondegrec programs for training

in regional planning and managemont. A brief revievw
of thcse programs is contained in Chart 1.1. Two
masters deyrec programs are currently in operation.
This includec the Natural Recources and Environmsent-
al Management Program at Institut Pertanian Bogor
(1PB) and the Departezen Planologi program at Institut
Teknologi Bandung (ITB). With the addition of the rural
development planning program at IPB, which will like-
ly start up next year as a masters degreu effort,

the saximum potential yearly output of these three
degree training programs would be about 80-90
graduates. Some portion of this number would be
employed at the central level of government, vhere-
as others would be employed by regional government
agencies.

Nondegree advancsd university training programs
currcently produce around 150 graduates. The parti-
cipants in these programs are generally early and
wid-career govarnment officials who serve in central
and regional level government agencies.
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Central Government Departmental Training Proqrams

Several of the central government departments are or
have sponsored nondegree short courses in some sector-
al or specific aspect of regional planning and manage-
ment. Two of the most continuous and comprehensive

of these programs are currently sponsored by Depar-
tomen Dalam Negeri and the Departemen of Public Works.
They are revi <ed as follows :

Badan Diklat Courses in Regional

Development Planning

Badan Diklat has been offering a series of short
courses in regional devclopment planning for provin-
cial and kabupaten/kotamadya planning officials.

This effort began in 1975 with the training of select-
ed BAPPEDA officials in a series of three one-month
courses and has continued on an annual basis since
that year. Thus, in its most recent series of courses
for kabupaten planning officials (a one month course
conducted in 1978 at each of the eight regional train-
ing centers and involving 30 to 40 students per
course), a number of the instructors were BAPPEDA
officials who attended an earlier two-mounth course
(of.'ered in both 1977 and 1978) to train the parti-
ciptnts as instructors of kabupaten officials in the
firid of development planning.

Badan Diklc,t has also conducted three urban courses
for city planners to date. These courses were run

in cooperation with DDN's Direktorat Pembangunan Per-
xotaan (within the Direktorat Jenderal Pemerintahan
Umsum dan Otonomi Daerah) and BXS-AKSI (Badan Kerja-
aama Antar Kotamadya Seluruh Indonesia). About 50
urban planning officials from approximately the same
number of kotamadya attended each of the three
courses. Bach course was 45 days in length. The
participsnts were primarily from Direkotrat Tata Kota
dan Tata Daerah (Dinas P.U) and from the Subdirekto-
rat Pembangunan.
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Departemen PUTL's Courses in Urban Social
Development Planning and Area social Developaent

Planning

Two training courses are conducted annually by the
Direktorat Tata Kota dan Tata Daerah, Direktorat
Jenderal Cipta Karya, with support froe UNICEPF.
This effort consists of a course in urban sacial

development planning which has been held annually
for the past five years, and a course in area social
development planning which has been held annually
for the past six years. The courses are looked upon
as an integral part of Cipta Karya's UNICEP-supported
assistance to ten selected areas with heavy concen-
trations of rura' poor and to Kampung Improvoment
Programs (KIP) in seven urban centers. Each course
uses one of these areas or urba centers as a study
site in the trainir._ and an attempt is made to Jeal
with the selected area or urban center in a compre-
hensive way, covering the basic physical, social and
economic aspects of area developrment problems and
their solutions. Each course has 20 to 30 students,
with all of the participants being regyional govern-
ment planners and managers with positions in a variety
of staff and line departments. Participants in any
given course not only come from the area which is
chosen for study but also from other areas and urban
centers which are receiving concentrated assistance
from Tata Kota dan Tata Daerah.

1.3.3 Provincial Planning and Management Courses

There are a number of other training courses which
have not been included in the above list, but are
covered in the annex. Worthy of note in this context
are the vaiious regional planning and management
courses conducted by several of the provincial
SAPPEDAs for kabupaten and kotamadya level officials.
Nost Of these courses are approximately one month

in length and usually include from 20 to 40 parti-
cipants. A number of provinces are offering these
ocourses on and annual basis, and in some cases, pro-
vincial training centers have been established to
provide classroom and dormitory facilities.
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Summary

The above review indicates that government «nd uni-
versity institutions have been quite active 1in
generating a variety of training efforts to strengthen
planning and management capacities. Within a rela-
tively short period of time these efforts have yield-
ed an impressive record of accomplishment. Many of
the senior level staff in the provincial BAPPEDAs

have received some nondegree formal training {n one

or more of the above programs. One Of the wost im-
portant contributions of these training activities

has been to create an awareness among regional off{-
cials of the need for skill improvements and the desire
to participate in training programs designed to
achieve this purpose.

While a number of institucions have beeﬂ quite vigo-
rous in their efforts to organize and sustain a range
of training programs in recgional planning and manage-
ment, the output of these activities still falls far
short of meeting Indonesia‘s vas: d rapidly grow-
ing training needs. The majority uf planning and
management staff at the kabupaten and kotamadya level
of government have yet to receive any substantial
training experience, and under current conditirns
thore simply is not a sufficient number of skilled
instructors and training resources to generate an
effective response to this need. Because of the limit-
ed avajlability of instructors with extensive back-
grounds of experience and training in regional plan-
ning and management, most Of the current nondegree
training programs are not able to operate at full
capacity for the entire year.

In general, these time constraints do not allow
instructors to cover selected subject areas in any
great depth. In addition, because of the intensive
supervision required in the conduct of field or work-
shop exercises, few Of the training courses provide
the kind of in- and out-of-class-room experience
which enables trainees to practice and refine their
nevly acquired skills under actual or simulated on-
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the-job conditions., Finally, because the formal dis-
cipline of regional planning and management is just
beginning to emerge within the Indonesian context,

many of the courses utill lack the kind of substantive

integration which clearly establishes the relevance
of what the training has to offer in improving actual
planning and management performance.

wWhile current training program are functioning under
a number of organizational and manpower con<traints,
a sufficient level of experience has been acquired
in providing a sense of direction on what the next
steps should be in expanding and building upon what
has already been accomplished. Most importantly a
set of government and university structures have
emerged in offering a variety of trainang programs,
and this institutional capacity represents a valu-
able and promising resource base which needs tu be
further supported and fully utilized in a national
training effort. Finally, given the relative new-
aress of regional planning and management as a pro-
fession and academic discipline, the current Indone-
sian environment remains open and responsive to new
approaches in the design and conduct of training
programs. Thus, with proper government support, it
should be possible to substantially enhance current
training capacities in meeting the need for more
skilled manpower in regional planning and management.

bl
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CHAPTER II

SKILL RPQUIREMENTS POR IMPROVED REGIONAL
PLANNING AND MANAGEMENT

INTRODUCTION

In formulating a national plan for training provincial,
kabupaten and kotamadya personnel in planning and
management, the first need is to &etermine the kinds
of skills required to undertake this vitally import-
ant work. One approach would be to analyse the
present nature of the planning and management process
as it is currently being carried out at the provincial
(BAPPEDA) , kabupaten and kotamadya levels. Such an
analysis was made and some of the present problems

and issues have been summarized in Chapter I of this
document. The current planning and management pro-
cess is hampered in varying degrees by (1) a severe
quantitative and qualitative shortage of trained
development planners/programmers, and (2) institution-
al problems which include the absence of planning
agencies at Tingkat II in most areas.

Therefore, in :ccder to determine the basic conteut

of training to prcduce the skills which will be re-
quired, it is necessary to think beyond mere descript-
ion of the present process and to build a concept of
what the planning/management process should look like
at Tk. I and II levels. This should reflect Indone-
sian methods and be based on what can realiscically
be achievel) within the next few years. It should
nevertheless contain a conceptual framework of the
kind of planning/managerent activity that should be
carried out to support more equitable and efficient
regional and urban development.

To arrive at such 8 concept, there are five basic
questions whi. ) must Le addresi:ed in logical sequeace 1

(1) What are the critical development steps and Lasks
which governments at Tk. I and II should be going
through to bring about comprehensive, intersector-
al planning/programming/implementation?

61'
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(2) what techniques are required to support these
critical development tasks?

(3) How will this model of critical development
tasks and required supporting techniques vary at
provincial, kabupaten and kotamadya levels?

(4) what types of specific skills and professional/
technical personnel are needed at each level to
form the "intersectoral development team” in the
planning agency?

(5) How great is the gap between erxisting staff capa-
city and the skill requirements suggested as need-
ed for improved regional planning and management?

The balance of this chapter will attempt to answer
each of these questions in order. It should be
stressed that the order is important here, with
answers to the initial questions determining the
approach to subsequent questions.

CRITICAL DEVELOPMENT STEPS AND TASKS

Objectives Saught

Before outlining critical steps in the planning/
management process, a few initial comnents should be
made : It should be understood that the emphasis is
on truly "comprehensive” planning and programming for
the regions. The concern here is with intersectoral
coordination of the devclopment activity of all
sectoral departmenty, involving social, economic and
physical dimensions. Training programs will be chief-
ly targeted at those agencies which are responsible
for coordinating, monitoring and evaluating the plans/
programs/projects of individual sectors as they im-
pact on particular provinces, kabupatens and kota-
madyas. This intersectoral planning and management
function must strive to tie together the activities
of all line departments (kanwils and dinas-dinas).

However, it is assumed that each kanwil or dinas will
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have its own sectoral planning and management function
and that the specialized training for each function

is the responsibility of the department in question.
The focus of the KPPMT is not on the management-of-
implementation of specific sectoral programs/projects,
but rather on building an improved capacity for com-
prehensive planning and management within a given
region which ties all sectoral activity together. It
is this latter function which the line departments

are not able to carry out. Management in this context
includes such tasks as formulating an integrated
annual development plan/budget, and monitoring and
evaluating the implementation work carried out by line
departments. In certain cases, it might go further

to include actual supervision of implementation of
pilot multisectoral programs.

The focus of training will be to produce cadres of
professional and technical personnel who can formu-
late plans and programs which are responsive to the
specific conditions, problems and needs of cach region
or local area, bearing in mind that priorities among
sectors and available resources will vary from region
to region and area to area. Much of Indonesia's deve-
lopaent activity to date has emanated from Jakarta

and been passad vertically to the regions on an essen-
tially sectoral basis, primarily via the kanwils. By
building up a regional planning and management capa-
bility at Tk. I and II, this vertical-sectoral channel
can be complemented by a horizontal-intersectoral
approach which addresses intra-regional priorities.
This emphasis on intersectoral area planning is parti-
cularly relevant at Tk. II. In addition, it should
be stressed that improved planning and management at
Tk. I and Tk. II can strengthen vertical channels,
both the sectoral linkages between and within kanwils
and dinas-dinas as well as the intersectoral relation-
ships Letween BAPPEDAs (Tk. I) and BAPPFMKA/KOs

(Tk. II).

Applying a basic systems approach, it is possible to
describe the planning/management process within a
aodel which would be generally the same for all areas

A
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at Tk. I and II, i.e., the kabupaten (or primarily
rural areas), the kotamadya (urban areas), and the
province (which embraces both). The critical develop-
ment steps and tasks will be fundamentally the same

at all these levels, although there will be some vari-
ation in emphasis and in more specialized techniques
and skills required at each level. These variations
will be discussed in a later section. But first we
shall introduce the general model in this section.

Critical Development Steps and Tasks in the Planning/

Management Process

Chart 2.1 presents a general model of the planning/
management proccss as a systems diagram. The critic-
al development steps and tasks, and their sequential
relationship to each other in the process, are indi-
cated in this diagram. Although a more detailed
description of each task is given in Annex II to this
report, only some of the major features and highlights
of the process will be briefly mentioned here :

(1) It should be stressed that the process is conti-
nuous. The planning/management agency should be
involved in the entire sequence of activities,

from a description of existing conditions and
trends to formulation of long-range strategies,
to development of annual action programs, to the
monitoring and evaluation of implemontation. In
this process, the agency should move from a long-
range framework toward specific annual programs.

(2) It should also be stressed that the process is
cyclical. Large portions of the process should
be repeated annually, as the agency formulates
the annual development program for its region.
The periodic evaluation of implementation impact
{(7.1) would lead to feedback to the initial
tasks, as the oycle of the planning/management
process begins again.

(3) Some of the most important steps in the process
are :
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Chart 2.2

Relationship between Techniques and
Critical Development Tasks

Critical Dev.

Tasks Techniques Required to Support Tasks

1.1 Tl Basic techniques for data collection,
presentation and analysis (including
information system, methods of survey
and analysis, etc.)

3.1 T2 Specific techniques for projecting/
forecasting aspects of the system (in-
cluding population, employment, social
and physical {nfrastructure, etc.)

- 3.2 T3 Techniques for overall system simulation
and projection

4.1 - 4.2 T4.l Techniques for general strategy evaluation

5.1 TS5 Basic techniques for translating general
strategy into specific plan and programs

5.2 T6 Applied research and techniques for
identifying and formulating specific
action programs

5.3 - 5.5 T7 Specific techn. ;ues of program/project
appraisal and feasibility analysis

6.2 T8 System and techniques of development
implementation monitorirg

6.3 T9 Techniques and mechanisms of development
control

7.1 T4.2 Techniques of impact analysis/evaluation
of actual implementation activities

Note

Techniques shown in right-hand column are used to support oritical
development tasks shown in left-hand column. See Chart 2.1
for susmary of each task.



2.2,

2.2.1

2.2.2

- 26 -

(Task 1.1) Here oxisting conditions and trends are des-
cribed and analysed, based on an information system
which integrates data on basic resources, population,
employment, activities, land uses, communications and
fiows systems, etc.

(Tasx 3.1) In this task, alternative development
"strategies” which set out *broad cholce package” for
the area in policy terms are formulated. The time
frame emphasizes long-turm {20-year) and five-yecar
periods. Alternative strategies are evaluated and an
optimum one selected in Task 4.

(Task 5.1-5.5) Having selccted the “optimum develop-
ment stratcgy” the next task is to translate this into
a specific action plan and set of programs which to-
gether can be implemented. Here, a financial cciling
and other key resource congtraints (human and matcrial)
must be considered. A five-yecar action plan should be
formulated as a framework within which specific pro-
grams are further detailed on an annual basis. This
entire Task 5 would then lead into the "DUP" process,
in which programs are formulated (5.2), prioritics
among programg set (5.3), and projects further detailed
(5.4), culminating in an integrated annual development

plan/budget to be prcpared by the planning agency (5.5).

Responsibility for this gencral task is shared by both
the planning/managcment agency and tho dinas-dinas/kan-
wils, as is shosn on Chart 2.1.

TECHNIQUES REQUIRED TO SUPPORT CRITICAL DEVELOPMENT
TASKS

packground Statement

What follows is a listing of the techniques rcquired to
support specific stops and tasks in the planning pro-
cess. Each of these specific technigues varies in
degree of complexity, and a determination is required
as to which of them are appropriate under various con-
ditions in Indonesia. The contirec process requires

that the planner integrate matcrial from several
sectors or sources. It is necessary to think in irter-
sectoral terms in order to address key public policy
concerns. This is a matter of style and approach
rather than a spocific tool.

Listing of Techniques

Chart 2.2 presents a brief list of techniques and

(1
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shows how each relates back to specific critical
development tasks. Again, a more detailed description
of ecach of these techniques, as well as a summary of
the types of data that would be incorporated into an
information system, can be found in Annex II.

VARIATION IN CRITICAL TASKS AND TECHNIQUE BY LEVEL

Background Statement

How will this model of critical development tasks and
required supporting techniques vary at provincial,
kabupaten and kotamadya levels? Because of the
important vertical rclationships ketween Tk. I and
Tk. 11, comments in this connection are organized by
clusters of tasks/techniques, with the two levels as
sub-headings within that structure. Once more, the
comments which follcw merely summarize the most
essential variation by level and the reader should
refer to the full version of this analysis in Annex
II.

Comments on Provincial, Kabupaten and Kotamadya

vVariations

The most ussential variations in development tasks
and techniques can be summarized as follows

(1) For some tasks and related techniques, BAPPEDAs
{(Tk. I) should take the lead in developing uni-
form systems of information, monjitoring/report-
ing and evaluation, as the case may be, using
guidelines 1aid down by BAPPENAS where available.
This need for Tk. I leadership is strongest for
those tasks involving the description of exist-
ing conditions/trends (1.1), the establishment
of a monitoring system :6.1) and periodic evalua-
tion (7.1). liowever, the basic capability to
evaluate, as well as to collect and analyze in-
formation, should be developod at both Tk. Il
and Tk. I levels.

(2) Por other tasks, TKk. Il BAPPEMKAS/BAPPEMKOS
should play the crucial role. Por example, this

o
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would be the case with the basic tasks of probler
and needs identification (1.2, 1.3), and formula-
tion of goals/objectives (2). It is at the Tk.
I1 level that these tasks are most critica)
tecause the planners are “"closcr to the ground”
and better able to perform these functions.

However, it should be recognized that there is
considerable regional variation throughout Indo-
nesia with respect to the capacity of Tk. II juris-
dictions to play such a crucial role. On much of
Je a and in swlected othcr areas, Tk. II planning/
ninagement capacity already exists and can be
rapidly enhanced through training. In many parts
of the outer islands, on the other hand, Tk. I1I
has very limited present capacity. FPor those
areas, a crucial role in planning/managemcnt for
the Tk. 11 level should be taken as a long range
objective.

One of the major diff=renccs betwcen provincial
and Tk. II levels is the recd for greaster special-
i2etion within “he provincial BAPTEDAs. Thir is
particularly the case with Task 3 and Techniques
72 - T3, which involve fnrnulation of alternative
devolopment strategies and techniques for project-
ion and forecasting. This need for more special-
ized expertise a. Tk. I should be reflected in
the specific profiles of requirel skills and
pevoonnel shown later in this chapter.

Another important difference between Tk. I and
TKk. 1I comes out in the formulation of specific
development plws /programs (Task 5.1). At Tk. I,
dovelopment plans/programs chould stress the
detailing of sectoral proyrams, with a relative-
ly general or “brocd brush® spatial strategy.
wowover, at Tk. 1I, these plans/programs should
be nore specifie, ecpecially with regard to the
spatial aspect. But planning efforts at both
fevels should be seen as complimentary.

Although ther<+ is generally no inherent difference
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in carrying out planning tasks between kabupaten
and kotamadya levels, the specific content of
information systems, alternative strategies and
other elements will vary. Important differences
between rural and urban areas leads to the need
for some degree of specialization in skill re-
quiresents.

The above comments represent only a summary of
the most important differences by level in carry-
ing out the planning function, and the recder is
referred to Annex II for a full analysis.

SPECIPIC TYPES OF REQUIRED SKILLS AND PROPESSIONAL/
TECHNICAL PERSONNEL

identification of Types of Required Skills and
Personnel

Based on the above analysis of critical development
tasks and supporting tachniques, including their vari-
ation at the two levels, it is possible to answver

the fourth question raised at the beginning of this
chapter : what types of specific skills and profession-
al/technical personnel are needed at each level to
carry out intersectoral planning and m» iagement?

A tentative answer consists of the following comments 1

(1) At both levels of government, it is assumed that
the chief target institution for truining will be
the planning agency; i.e., the already establish-
ed BAPPEDAs at Tk. I level an? the yet-to-be
established BAPPEMKAs/BAPF/MKOs for the kabupatens/
kotamadyas. It .5 assumed for the purposes of
this report that BAPPEMIOs will be set up in all
kotamadyas &mring REPELITA III and BAPPEMKAs will
be initiated on a phased basis in the kabupatens
during REPELITA III. Although key members of
bureaus, subdirectorates, dinas-dinas and kanwils
should be exposed to the badan Diklat training
approach throdnh orientation courses, the
planning agencies will be the chief target of
thiis program.
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(2) The rclationship and linkages between t*.e new plan-
ning agencies at each level and the dinas-dinas
and kanwils ls of course crucial for intersector-
al planning and management. The planning agency
may have to recruit or "borrow" more specialized
personnel from the line departments in the early
years of its life, although it will usually need
its own people in the long run. However, the
exact balance in staffing between the bureaus or
subdirectorates of the kantors gubernor/bupati/
walikota, the dinas-dinas and kanwils, and the
planning agency may vary depending on available
personnel, the style of the chief executive and
other factors. It should be stressed that the
great diversity in conditions throughout Indone-
sia, especially st the Tk. II level, implies that
there is not one rodel but a variety of approaches
to building up an eifective intersectoral develop-
sent team.

(3) There appear to be three general types of plan-
ning/management personnel required, with variation
by the degree of specialization in skills : (a)
general regional planners (or general urban plan-
ners for the kotamadyas) who have a broad know-
ledge oI the field; (b) an intermediate group of
plannurs who have a degree of specialization
(such 1as social development, economics and engineer-
fiag; within the field; and (c) specialistn in a
variety of relevant disciplines (such as demo-
graphy, agricultural economics, geology, and trans-
portation engineering and planning). The actual
combination of these three general types of person-
nel appropriate to a given planning agency will
vary by level of government. time frame and general
regional locecion.

(4) Within a given planning agency, there will be a
build-up of personnel over time. As the agency
is formed, the Ainimm staff required to perform
critical dsvelopment tasks must be determined.

It m-kes nO sense creating a new BAPPEMKA, for
exnample, if this minimum initial staff is not
available. With the passage of time, a acre

/"b



Chart 2.3

Types of Specific Skills and Professional/Technica) Personne)

fequired at the Three Levels

Province Kabupaten Kotamedya

(BAPPEDA) (BAPPEMKA) (BAPPENKD)
General fonal General regional General urban
Planner (- Planner (-) Planner (-)
Demographer (+)

Health and nutrition
planner (¢)

Education planner (¢)

Statistician/computer
speclalist (¢)

Genera)l devalopment
economist (e)

Socia) development
planner (°)

Rursl
economist (*)

Social development
planner (°)

Urden/{ndustrial
qconomist (*)

Agricultural
Economist ()
Financiel .
Specialist (o)
Se0logist/Soils
Specialist (o) Land use/Spatial Land use/physical

planner (°) planner (°)
Seogragher/
Cartographer ()

Transport engineer/

Transport engineer/ ‘ planner (e)
planner () Engineer/

planner (°*)
Civil engineer/ Civil engineer/
planner (water) () plannar (sanitery) ()
Muinistrative AMministrative Adeinistrative
tachnicion (°) technician (*) technician (°*)
Mote: (-) Generel planner

(*) Intermediate skill-level pérsonnel
(¢) Specielists in related disciplines
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optimal staffing situation can be envisaged, and
it is hoped that the build-up of personnel would
use this optimum as its target. It is difficult
to determine precisely how rapidly such an optimum
can be achieved, since resources available for
training and other factors cannot be predicted
with accuracy. The point is that the required
sagnitudes of staff is a moving target, so that
training programs must be geared to delivering
improved skills and personnel to particular plan-
ning agencies with the passage of time.

(S) Chart 2.3 lists the types of skills and profession-
al/technical personnel required to perform the
planning and management tasks at the three levels
of government. Although the chart appears to
present these in static terms, it should be viewed
as a dynamic set of tacgets toward which BAPPEDA,
kabupaten and kotamadya planning agencies should
move over time. Chart 2.3 shows the types of
personnel which will be an optimur target for all
planning agencies to recruit as rapidly as possible,
although it is recognized that there is consider-
able variation as to when these targets can be
achieved. Many of the specialists shown are not
present.y on the BAPPEDA staffs, and most of the
Tk. II planning agencies will have to get start-
ed without all of the intermediate-specialization
personnel shown on the chart. The chart does not
indicate magnitudes, but is an attespt to charact-
erize the kinds of skills that will eventually
be needed.

(6) Some comments on these proposals at each level
are in order

(a) Province : The BAPPEDAs will of course build
up more spécialised personnel on the'r staffs
than will ?x. Il planning agenciesa. As soon
as possible, BAPPEDAs should be in a position
to engage most if not all personnel types
shown on Chart 2.3. There will certainly be
the need for at least those specialists shown

M
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and it is a reasonable target to strive for.
Although most BAPPEDAs may not yet have direct
computer capability within the foreseeable
future, for instance, they will need people
who can read printouts and interpret mechanic-
ally processed data from Jakarta.

(b) Rabupaten : The optimum ta_get to be aimed
for as 1pidly as resourcss permit will be
to have general regional planners plus the
five intermediate types shown on Chart 2.3 in
place in most BAPPEMKAs. These intermediate
skills types are created by a "merging” of two
or three specialized skills (shown for BAPPEDA)
into one person at the Tx. II level. A
*social development planner” would, for example,
combine the analytical and subject area skills
of the demographer, statistician, health and
nutrition planner, and education planner.

(c) Kotamadya : Por the urban areas, the widc
variation in city size and conditions makes
generalizations especially difficult. Por all
but the largest four-five kotas, however, the
types of person~»1 shown on Chart 2.3 will be
a reasonable target to strive for as rapidly
as possible. As with the BAPPEMKA, the target
for most BAPPEMKOs would be to develop a staff
made up of general (in this case, urban, plan-
ners ana several {ntermediate skill-level
types). Some of these latter types should
have somewhat different skills than kabupaten
personnel, since they will be urban-based.
This includes the economist, land use planner,
and civil engineer/planner.

pPossible Future Personnel Magnitudes for Planning

egonclol

Baving identified the types of personnel raquired for
the planning agencies, it is now appropriate to maks
preliminary estimates of the magnitude which would

be applicable for a local area of a given size. The
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approach taken here is to take two specific areas at
each level. one jurisdiction which is typical of condi-
tions on Java and one which is typical of the contrast-
ing outer island conditions. There are three major
variables which will affect planning agency staff
msagnitude~ : (a) total pogulation size, (b) area of

tha jurisdiction (sq. kms.), and (c) general regional
location. %enerally speaking, jurisdictions on Java
have large populations and small areas, whereas typi-
cal jurisdictions in outer islands have reversed condi-
tions. Por the purposes of this illustrative exer-
cise in estimating the number o’ personnel required

in the planning agencies, the following jurisdictions
have been analysed :

Java Outer Islands

Provincial BAPPEMKA :

Jawm Tengah Sulavesi Selatan
(23.5 million pop.) (5.2 million pop.)
Kabupaten BAPPEMKA :

Pati Aceh Barat

(1.1 million pop.) (225,000 pop.)
Kotamadya BAPPEMKO 1

Semarang Banjarmasin
{750,000 pop.) (300,000 pop.)

In each of these six specific cases, estimates have
been made of the magnitudes of required personnel on
two bascs 1 (1) the minimum initial statf required
for agency start-up (especially applicable for Tk. II
units), and (2) an optimum target to be achieved as
rapidly as possible.

Charts 2.4, 2.3 and 2.6 present these manpower
estimates for the BAPPEDAs, BAPPEMXAs and BAPPEMKOs
respectively. Thest astimates involve a series of
judgements in balancing what seems to he required to
perform critical development tasks with what can re-
alistically be achieved.

A nusber of points related to specific levels should
be made regarding these estimates :

4b
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(1) Por the BAPPEDAS, “Initial’® staff magnitudes to

(2)

{3)

(4)

some extent reflect present levels of total
personnel, although the backqrounds of existing
staff do not conform with recommended versonnel
types shown on Chart 2.4 (See section 2.5 for
an analysis of the relationship between existing
staff capacity and required personnel). The im-
plication of this anazlysis fo: the BAPPEDAs is
that considerable specialized training and up-
grading of existing staff will be required.

In many instances, existing BAPPEDA personnel are
intermediate skill types, rather than the more
specialized skill types. Por example, economists
will tend to have been trained as generalists
within their field, rather than as "agricultural
economists®. The target will be to train more
speciulized types at Tk. I, both through train-
ing which upgrades oxisting staff and training
geared to bringing in new people.

rPor both Tk. II planning agencies, an organization-

al structure has been assumed which more clusely
reflects actual development tasks, and which cuts
across traditional sectoral divisions. It is
assumed (and recomr_nded) that the following five
divisions be formed :

(a) General administration

(b) Information and research

{c) Long-range, strategy planning
(d) Short-term, action programming
(e) Monitoring and evaluation

This is a departure from the present BAPPEDA model
which establishes sectoral divisions (physical,
economic, social-politic). It is argued that, in
s fundamentally intersectoral planning agency,
sectoral divisions are less appropriate than ones
that reflect major elements in the comprehensive
planning proco-i.

Por the Tk. Il agencies, the initial staff magni-
tudes shown should be interpreted as the minimum
required start-up staff. If these minima are not
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available, it is questionable wnether the agency
should be formed.

(S) In smaller Tk. II jurisdictions, the monitoring
and evaluation functions would not be undertaken
in the beginning because the judyement was made
that minimum personnel necded to perform these
tasks would simply not be available. In addition,
personnel constraints would make it necessary for
the s.rategy planning and action programming
divisions to sharc staff, cspecially in the begin-
ning. This sharing of personnel is indicated
where relevant on Chart 2.5 and 2.6 . Finally,
Chart 2.7 presents estimates of the total magni-
tudes of professional/technical personncl required
to staff the entire country's BDAPPEDAs, BAPPEMKAs
and BAPPEMKOs. These aggregatc estimates are
derivec from the specific estimates already made
for each level (Charts 2.4 - 2.¢). They show that
nearly 7,500 persons will need to be trajned, of
which approximately 1150 will be for the BAPPEDAS,
5050 for the BAPPEMKAs, and 1300 for thc BAPPEM-
KOs. This is indeed a challenging task.

RELATIONSHIP OF EXISTING SKILL LEVELS TO DESIRED
SKILL REQUIREMENTS

What is the relationship between existing staff capa-
city and the skill requirements suggested in this
report as essential for improved regional planning

and management? That is, how great is the gap between
the existing situation and that which is required?
Some, though not exhaustive, data has been collected
on existing planning-related agencies, and a summary
of the major conclusions is presented below :

Provincial BAPPEDAs

puring 1978 Badan Diklat surveyed individual BAPPEDA
officials, and obtained considerable information on
their educational background and work experience. On
the basis of this survay, as well as field visits
during the project, the following points can be made
regarding BAPPEDA skill leovels :

(1) About half of the staff members of the 19 BAPPE-
DAs which resprnded to the survey have some kind of

%’P
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university degree. This comes to betweon 14 and
26 staff members ’‘or ocach BAPPEDA.

The proportion of thcoo persons with full sarjana
or equivalent degrees varios widoly, from le2ss
than half .o as much as 85% (in D.I Aceh and
Sumatra Barat).

Many professional staff mombers - batween 1/3°
1/2 of all university-trained personnol - are
drawn from the local provincial universities.

Economics i3 the most frequcntly raprescnted

f‘-1d in most BAPPLDAs, followed by gonoral admi-
n:-.ration, governxont science, law and social-
politic. Conspicuounly missing or under-reprosont-
ed are 3uch ticlds asagriculturc, urban and re-
gional planning, onginecring and othor technical
disciplines.

In the vast majority of cases, tho BAPPEDA posi-
tion reprusants the first opportunity staft
members hav: had to work in an intorasectoral plan-
ning/management agency. They have thus had limit-
ed opportunities to observo other agenciea dis~
chargo this critical furztion.

Regarding training courses, betwaon threo and
five staff mombors of many BAPPEDA3 have attended
the PPN courso at the Fakultos Ekonomi, Universi-
tas Indonesfa. Attendance in other cources has
been more uncven, although come ruortes of nearly
all BAPPEDAs havo participated in (1) the SPI1
course, Fakultas Ilmu Social, Universitas Indone-
sia; (2) the Cipta Karya-UNICEP courses on social
dovelopment planning; and (3) sovoral short
ccursc3d sponsored by the Cepartenan Dalam Negeri.

Comparing existing skill lavels with those indi-
cated in this roport as required, two major types

of gaps arc particularly evident :

{a) General regiona: planners - pcrsons trained
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to the professional level in this intersector-
al discipiline - are largely absent. Thia
means that the 'APPEDAs generally lack the
personnel with cverall skills required for
intersectoral coordination, such as avstems
analysis, basic krowledge of the planning

proces and information aystems.

{b} Highly specialized ncrsons in such fields as
development cconomicé, agricultural economics,
statistics, educationr planning, health and
nutrition nlanning, dsmcgraphy, geugraphy and
engineering -rc also migoing from the p.o-
vincial planning agenciee. <tin implies that
the staffs tend to lack in-depth technical
Jompetence in many vectors, and hence are un-
able to liaise effectively with dinas-dinas
and ranwjils beyond a certain point.

Kabupaten Level

Comprehensive survey data does no. exiat with regard
to the nxisting structure of the planning/management
function, or exissing skill levels of personnel
engaijed in this function at thn TXx. II level. A
general picture hes buen develoned by €ield visits to
18 kabupatsns. Mrjor finding: ~e thn followinyg :

(1)

Therc is a widce variation i{n execucion of the
planning/management functior, and in oxisling
stalf capacities at the kabupaten level. In West
Java, formal »lanning indies (BAPFEMKAs) have
been established by Govornor's deguscd, but ir

mogt other parts o>f Indonesia, the kabupatcn plan-
ning function i3 viertaken by coordinating commit-
tees made up of & irs from both the hupati’s
office and dinas- a.nan. The aubdirectorato pem-
bingunan and. to a lesser .ext:.t, subdirectorate
keuangan of the bupati's office play particularly
important rclss in carrying out this function.

Thr existing staff availablc for xabupsten plan-
ning and management also varies widely, although

¢4
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nearly all related agencies are understaffed.
Generally speaking, kabupatens on Java ave staff-
ed with more qualified individuals than asre out-
er island kabupatens. At one extrsme are the West
Java BAPPEMKAs, many wiich have between 10 and

25 full-t.me staff, uoi whom at least 25% have
universitv degrees. By contrast, many relaed
subdirectorates in the outer islands are headed

up by officials with only a secondary school certi-
ficato.

(3) Comparing existing skill levels in the bupati's
office with those suggestcd as required for the
BAPPEMKA, the following gaps are evident :

{(a) General regional planners are now largely
absent.

{(b) Most of the intermediate skills personne
indicated as required are also missing, in-
cluding social development planners, econo-
mists, land use/spatial planners and engineer/
planne.s.

Whereas the BAPP’DAs begir with a manpower base which
can be supplemented and upgrided. most kabupatens
will have to start larjely f:om scratch in training
new officials who will staff “he BAPPEMKAs.

Kotamadya Level

As with the kabupatens, estimates of existing skill
levels in urban planning/management are based primari-
iy on {nformation gleaned from field -isits to some

14 kotamadyas.

Some major points :

(1) “BAPPEMKOs"” of some kind hsve I en established
in only a few of the country's largest cities.
Elsevhere, the planning,/mcnagement functions are
carried out by the subdirectorate pembangunan,
with support from the subdirectorate Feuangan
and dinas tata kota. There is a need to analyse
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the staft capacity of these three units within the
walikota's office, and relate it to skill require-
ments for the proposod PAPPEMKOs.

(2) The nuxber and educational background of staff
current'y engiLjed in urban planning and manage-
ment varies widely batween kotamadyas. In general,
oxisting txill levels decline rapidly in moving
from larger to smaller urban areas. Although there
are some qu:liflied planners, architects, economists
and engineers in the larger cities, they are con-
spiciously absent in towns of under 400,000 (i.c.,
all but the ten largest kotamadyas). In thelr
place, one finds general administrators who lack
the required planning skills.

(3) In the larger kotas, however, there is a certain
complementari:y of available skills hetween the
subdirectorate perbangunan and kotamadyas on the
one hand and dinas tata kota on the other. The
subdirectorates have mostly social scientists
while the latter agency has technical personnel.
In forming a BAPPEMKO, it would be desirable to
appoint staff with skills of soth types.

(4) Comparing existing skill levels in the kotamadyas
with those required for the BAPPEMKO shows the
following gaps

(a) Genera! urban planners are absent from all
but the largest cities.

(b) As with the kabupatens, most of the inter-
mediate skill personnel are also missing,
especially social development planners, land
use/physical planners and engineer/planners.

Despita these gaps, the general manpower situation
for the kotamadyas is not quite as critical as it

is for the kabupatens, where the projected nheed is
approximately four t.mes grecater.

qo



CHAPTER  III

T#E GOAL AND OSJPCTIVES AND THE PROPOSED TRAINING STRATEGY

3.0 THE PERSPECTIVE

Up to this point, this document has;
(1) reviewed some of the basic issues in regional
development planning and management)

(2) susmarized an assessmont of the relevant training
programs and courses currently available in Indo-
nesia; and

(3) identified skill recq rements for improving per-
formance of the planning and management functions.

The training goal and objectives and the proposed
training strategy to meet those objectijves as put
forth in this chapter are based on these conditions
and requirements as indicated in Chapter I and II.

3.1 THEE GOUAL

The goal of the proposed training strategy is to im-
prove and expand the professional capacity for

effective regional development planning and manage-

ment throughout the country as rapidly as possible.

Bffective regional development planning a~d manage-
ment is defined as that which 1

(1) generates s maz mur efficient use of limited re-
sources for development)

(2) insures that, for any given region, there is a
systematic relationship of projects funded
thzough ABPW, ABPD, INVRES, and other sources;

(3) meets regional and ’ucal needs and conditions,
while at the same time responding to national
priorities and requirements;

(4) brings about a more equitable distribution of



).2

(s)

(6)

wealth within and between the regions;

has a maximum impact on improving the quality of
1ife and the well-being of people, particularly
those who suffer from social and economic dis-
advantages;

meets other goals and objectives set for REPELITA
I1I.

THE OBJECTIVES

The specific objectives of the proposed training

strategy are as follows 1

(1)

(2)

(3)

(4)

3

(6)

(7

T0 enable the BAPPEDAs at both Tk. I and Tk. II
to assume a leadership rcle in coordinating
regional development by supporting the necessary
functions and critical tasks in planning and
management as outlined in Chapter Il.

To enable the BAPPEDAs to employ the necessary
techniques in support of the critical planaing
and management function.

To enable the BAPPEDAs to coordinate the design
of well-formulated and implementable annual and
five-year development plans. (8ee Chapter I foc
criteria to measure what constitutes a “"well-
formulated® plan).

As a training-related ¢bjective, to ¢efina the
full range of skills and professional)/techaical
personnel rcquired to staff the BAP™ \s at .
I and Tk. II.

70 relate the skill and manpower requiresents to
current planning and management Banpower Capa-

city.

70 eliminate the deficiency between existing and
required skills and manpover for the BAPPEDAS .

To generate understanding of, and support for,
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both the trainina effort and the planning and
mansgement strategy by -ilef executives and other
ey lecision makers.

To design course curricula and develop traininy

delivery systems which are meaningful in the In-

donesian context.

To strengthen the vertical and horizontal link-

ages for planning and management.

(b)

(c)

1C))

gStrengthening of Horizontal Linkages at Tk. 1

At the pruvince level, the training should
contribute toward the stimulation of greater
interaction within and between : (1) the
BAPPEDA, (ii) the kanwils, (1ii) the dinas-
dinas Tk. I, and (iv) the key bureaus within
the governor's secretariat.

gStrengthening of Horizontal Linkages at Tk. II

At the kabupaten lavel, the training should
contribute toward a greater degree of coopera-
tion within and betwuen 1 (i) the BAPPEMKA/
X0, (ii) the dinas-dinas Tk. II, and (iii)

the key subdirectorates wit..'’n the Bupati's
and Walikota's Secretariat.

Strengthening vertical Linkages

The training should also contributec oward
the strengthening of vertical ‘- xages
between : (i) the ‘BAPPEDA and the BAPPEMKA/
%0, (ii) the dinas-dinas Tk. I and the dinas-
dinas Tx. II, and (iii) the -aspective
bureaus at the province leve. and the sub-
directorates at the L.buvpaten level. (Bes
Chart 3.1 for a graphic presentation of the
network of linki_as for regional planning
and mana,shent.)

Rxtending the Vertical Linkages

strengthening the linkages between Tk. I and
Tk. II should also lead to stronger links

44
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for plenning and sanagement between the
central government and the lower adminis-
trative units of government, with the pro-
vinces better able to transsit national
policy and guidelines to the kecamatans and
desas through the kabupaten, and with the
planning and management officials at the
province level better able to cosmunjicaie
local needs and conditions to the center
through the kabupatens. In fact, the latter-
mentioned flow ¢f communications is of parti-
cular importance to the centcr in setting
realistic policy quidelines for INPRES
projects which are designed to generate
maxinum participation by local people.

Rural and urban inhabitants will be more
likely to participste in “he project {f {t

is based on their expressed necds and design-
ed for local conditions.

3.3 THE PROPOSED TRAINING STRATELY

The overall atrategy has two basic thrusts : (1) the
emphasis on Badan Diklat training and rnontraining
activities, and (ii) the cultivation ot long-term
linkages with training carried out by the universities.
This chapter focusss on a strategy for Baden Diklat
per se and indicates some linkage with university
bascei training in Section 3.3.8. A longer-range per-
spective and deacription of how the training roles

of Badan Ciklat and tre universities might merge
through a autuslly-reinforcin; cooperative effort ia
presented in Chapter vxxx.'

The key components of the strategy as outlined below
are designed to meet the goal and objectives put
forth in the preceeding sections. Each of the coupo-
neats should De viewed as complementsry to, and
supportive of the other components. To eliminate
ome 0f the slements as part of the strategy would
weahen the training effort.

3.3.1 Om-and Off-the-Job Training

A fundamental element of the proposed trainoing
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approach consists of combining on-the-job training
with off-the-job training for the general courses

in regional development planning and urban develop-
ment planning. (See Chapter VI for details of these
and other recommended courses). This approach has

several advantages :

(1)

(2)

3)

(4)

(s)

It allows traineus to become more familiar with,
apply and test theory to which they are exposed
in an initial off-the-job phase of the course in
a critical and secondary phase of the training
effort : on-the-job training in the regions in
which they normally perform their duties.

Relatedly, the on-the-job phase allows both the
trainers and trainees the opportunity to adapt
theory to local conditions. This is particvlar-
ly important, as much of the theory presented to
date has been imported from abroad, and there-
fore the suitability of this application without
modification is a questionable factor.

It gives the trainers the opportunity to design
training methods which best assure that the
trainees will internalize basic principles and
methods, and lesrn how to apply them in actual
problem solving situations.

The approach is time-efficient. It allows for
the trainees to undergo most of the training in
and for the immediate benefit of their own
daerahs, as, during tHe on-the-job phase, they
will be carrying out their normal planning and
management functions with expertise and guidance
provided by the trainers.

By working with the trainees in their own juris-
dictions during the on-the-job phase, the train-
ers will be in a position to determine previous-
ly unknown training needs and will be able to
make on-the-spot adjustments in the training
effort as required.
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(6) With the basic course placing an emphasis on on-
the-job training, the whole effort can be more
functionally goal-oriented, e.g. the developaent
of an annual and a five-year development plan
by the trainees. In turn, this will allow for a
more exact evaluation of tha training.

3.3.2 Team Training
Team training means training all the key members of
the planning bodies (BAPPEMKA/BAPPEMKO) at Tingkat II.
Specifically, the proposal here is tLhat all the key
officials on the BAPPEDA Tingkat Il from any given
kabupaten or kotamadya go through the same general
course in regional or urban developmont planning and
management at the same time. This approach will
strengthen the internal functional capacity of the
Tingkat II planning body in the following ways 1

(1) It will promote a common body of thought among
the officials on the planning unit regarding a
basic planning and management strategy, while at
the same time giving them a common core of know-
ledge and skills to carry out that strategy.

(2) By working together during both the off-the-job
and on-the-job phases of the training, the offi-
cials will becomo accustomod to, and learn the
advantages of, functioning as team. Relative to
this is that, with proper motivation by the
trainers, an “"esprit de corps” will develop with-
in the planning unit.

(3) A continuous “critical mass” of trained officials
will alwvays be available on the planning unit.
Thus, if over a period of time a number of the
planning staff are transferred to nonplanning
positinas, a sulficient number of qualified per-
sonnel will still be in place to get the job
done until the {ransferred personnel are replaced.

3.%3 Training of BAPPEDA Tingkat I Officials : The
Strengthening of Vertical Linkages

As indicated in the heading, this third element of

q'b
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the proposed strategy is designed not only to improve
the skills of provincial BAPPEDA officials, but also
to intensity cooperation,coordination and understand-
ing in planning and management among the vertical
levels of government. This can be brought about by
having one to three provincial BAPPEDA officials go
through the same off-the-job general course in region-
al or urban development planning, as well as the on-
the-job phase of the training, with a team of Tingkat
II planning officials from one of the kabupatens or
kotamadyas located in the province. After the train-
ing, the BAPPEDA officials could focus their respon-
sibilities on the kabupaten or kotamadya which was
the focal point of their training as they would be
highly familiar with the development conditions and

-meeds in that particular region.

Although the main thrust regarding the training of
provincial BAPPEDA mcmbers should be as described
above, there may be situations in some provinces
where it would also be advisable to run a special
general course for the BAPPEDA Tingkat I officials.
This would have to be determined by the provincial
authorities in consultation with the regional train-
ing center and the Badan Diklat Jakarta Office.

Orientation Courses for Kanwil, Dinas-Dinas, Bureau
and Subdirectorate Officials : The Strengthening of
Horizontal Linkages

The fourth component of the overall atrategy gives
recognition to the fact, tHat in order to function
effectively in guiding and coordinating the planning
and managemsnt effort, the BAPPEDAs Tingkat I and II
need the cooperation and support “f other key members
of the "development team”' as wel as their under-
standing of “he planning strategy. In order to ac-
complish this, it is proposed that orientation
courzes be conducted for planning and management
officials from the kanwils, the dinas-dinas Tingkat I
and the key bureaus under the governor's secretariat
at the province level, and from the dinas-dinas Ting-
kat II and the key subdirectorates under the bupati's

a4
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and walikota's secretariats at the kabupaten/kotamadyas
level. The primary focus of the orientation courses
wouid be on providing tre non-BAPPEDA planning and
management officials with knowledge of the basic plan-
ning and management approach, with its emphasis on
spatial and intersectoral planning and, relatsdly

the design of mutually reinfurcing and comprehensive
project pruposals.

The orientation courses for non-BAPPEDA Tingkat I
officials could be conducted by the regional trainers
(sec Chapter VI) prior to or during the tima the
first general course in regional or urban development
planning is offercd by the regional training center.
Orientation courses for non-BAPPEDA Tingkat II offi-
cials could be conducted by the regional trainers
within the context of the on-the-job phase uof the
general courses. For the courses to have maximum
impact, the officials at each level should attend
them collectively.

Orientation Courses for Chief Executive and Other
Decision Makers at Tk. I and II

It is imperative that the chief executives and other
decision makers in the regions understand and are in
agresnpent with :

(1) the planning and management strategy)

(2) the training effort to improve skills for carry-
ing out the strategy; and

(3) the role of the BAPPEDA Tk. I and Tk. II in the
development process.

It is therefore recommended that orientation courses
be conducted for bupatis, walikotas, the sekretaris
wilayah daerah (SEXWILDA), and key members of the
DPRDs I and II. These orientation courses should
logically be conducted by the Badan Diklat central
office in Juharta.

Bvaluation

The training strategy calls for periodic evaluation
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of the training throughout the duration of each
course as vell as for post-training evaluation in
order to ascertain the training and/or nontraining
conditions which may have rendered the training less
effective than planned.

the evaluation process during the training would
deteraine :

(1) Whether the training delivery systems being used
are the most effective for communicating inform-
ation effectively. (See Section 6.3.4 for
further discussion of this aspect of uvaluation).

(2) wWhether each component of the training is comn-
tributing in a ieaningful way to the goal and
objectives of the training.

In order to effect a valid post training evaiuation,
the following factors should be taken into consider-
ation :

{1) A basic, direct goal as well as specific object-
ive(s) have to be set for the training at the
time the course is designed. The broad direct
goal of Badan Diklat and other related training
should be behavioral change, or, more specifical-
ly, improvement in planning and management per-
formance. A specific objective of the general
course in development planning could be the
development of an annual development plan.

(2) Also as part of the coursc design, criteria have
to be established so that the degree to which
.he goal and objoctives have been reached can be
neasured.

(3) Re_ative to (1) and (2) above, appropriate tools
for evaluation w'.l have to bc designed for each
naarticular course, although it should be kept in
mint that much useful information can also be
obtained through informal inquiries and discuus-
ions.



- 88 -

(4) The training per se should be evaluated in terms
of content, method and techniquas. The primary
source of information for this aspect of the
evaluation should be the former participants in
the coutres.

(S) The former participants in the course should also
be a primary - but not the only - 3Jource of in-
formation in evaivating nontraining constraints
which have adverse impact on their job perform-
ance after they coaplete the training.

(6) In an ovorall ev-luation of job performance as a
result of thu training, osrsoancl such as BAPPEDA
members, hupatis, and supervisors would bu prime
sources of information. A second ke source of
information would be planning documents such as
developzent plans, DUPS, and DIPS prepared by the
former trainces. In gencral, the impact of train-
ing upon job performance has to beo donc on a
cosparative (pre-training vs. post-training)
basis.

3.3.7 Pollow-Up Training

One purpose of vndertaking an evaluation of .e train-
ing is that it provides a base of informatioa on
which futire courses can be ravised to more realistic-
ally meet the nocds of the trainees. A second oul-
put of coursa ovaluation, and another key component

of the proposed training strategy, is follow-up
taaining in order to overcres training deficiencies
uncovered in the avaluation. Pollow-up training will
also allow the trainers to introduce materials,
concepts, methods and planning tools which vere
developed or éssigned suhsoquent to the initial train-
ing course.

3.3.8 Augmenting General Training with Specislised Training

Although, under the proposed strategy, all the staft
of the R\DPEDA Tingkat I and BAFPRDA Tingkat II would
eventually be exposed to a gonreral course in either
regional or urban development planning, it is recog-

41
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nised tha! the BAPPEDA officials At both levels wil®
have to “evelop more specialiszsed uxpertise in develop-
sent planning and managument and related fields so
that they can function on u more professional level
and also 80 .hat they can more cretibly carry out
their coordinating role with the specialists from the
kanwile and the dinas-dinas. It is therefore pro-
posed that another reinforcing element in the overall
strategy should be the exposure uf BAPPEDA officials
to mors spocialized training in regional and urban
development planning in addition to the general
course. These recoamended specialized courses - some
~t which would be conduc.>ad by Badan Diklat and some
by other training institutions - are described in
Chapter Vialong with the general course descriptions.

Regional Study Tours

Although the strategy places a strong emphasis ou in-
country training for Tingkat I and II BAPPEDA offici-
als, Badan Diklat should consider providing the
opportunity for a numbsr of appropriate planning
ofticials, as well as bupatis, to participate in
study tours of the Southeast Asia region so that they
bscome knowledgabln uf regioral development planning
and management as practiced in countriss with geo-
graphic, environmental or other condit'‘ons similar

to thosn of Indonesia.

Reinforving Training Activities with Nontraining
Activitive

This fina) major ei.ement of the proposed trainincu
strategy gives recognition to the fact that, in croer
for the training %o meet the ( necific needs of the
regions, Badan Diklat - throujzh its regional train-
ing centers and with substantial support from its
oentral office ~ will have to carry out a number of
matraining, but training-related, funotions as
fo.lows

(1) Iaventory and Analysis of Regional Conditions

T™hie activity involves an assessment of develop-
ment needs and problems as vell as a study of the
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planain; and sanagement processen within each
perticular region. It is a particularly crucial
funotion for the designing of courses which will
realistically meet the particular noeds of vach
region.

(3) Analysis of Manpower/Skill Requirements

An initial funotion of the Badan Diklst regional
training centers shiould be a survey of skill re-
quirements and availad'!e manpower for planning
and management. The surveys will indicate varia-
tions from province to province, with the result
that the number of officials who need to be train-
ed in the specialised courses will differ in

each province and at the kabupaten/kotanadya
level in accordance with what manpower and skills
are initially available in contrast to the actual
needs. This function should be performed at the
onset and periodically thereafter.

(3) Development of & Comp-ehensive Training Plan

Bach regional training center should develop a
comprehensive plan for its training activitios.
The plan should be designed to meet the manpower/
skill requirements for the region coicerned.

(8ee fRection 5.1.3 for details).

(4) Research

This involves as in-depth study of specifioc
development issues within the reqions.

(3) ggn.ultatlon

It is suggested that part-time consultation by
the regional trainers to governmeit offices with-
ia their respective regions will not only pro-
vide useful services to the government in the
areas of the tr-'-:::' -spertise, but will alsd
reinforce “he oredentials of the trainers.

3.4 RECAPITUL/.2ION

In semmary, the maia points regarding the proposed
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stratogy are as follows 1

(1)

(2)

(3

(4)

(5)

(6)

(7)

(8)

9

The general courses in regional devslopment plan-
ning/management and urban development planning/
management are the focal point of the whole con-
figuration of training and nontraining activities.

The general courses place emphasis on a “tean
training” approach and stress practical applica-
tion through an cxtensive on-the-job phase of
training.

Vertical linkages for planning and management are
strengthenad through having BAPPEDA Tingkat I
officials train with BAPPEDA Tingkat II officials.

Horizontal linkages are strengthencd through the
offering of orientation courses for non-BAPPEDA
planning and management officlals (e.g., from
the xanwils and dinas-dinas) at both Tingkat I
and Tingkat II.

Executive awareness and support is promoted
through the running of orientation courses for
bupstia, walikotas and other decision makers.

Course ovaluation will uncover training weaknes-
ses and nontraining conditions which have an ad-
verse influence on the functional impact of tho
training.

Pollov-up training will compensate for deficien-
cies in the initial courses and allow for up-
grading of knowledge and skille.

The BAPPEDA officials’ expertise will be broad-
ened and intensifie) by the offering of special-
ized courses in addition to the general courses.

An analysis of regional conditions and in-depth
research by the RTCs and the Badan Diklat Jakar-
ta Office will insure that the training more-
specifically mests the needs of each region.



3.8

- 59 -

(10) A vell-designed training plan by each of the RTCs
will lead to a more systematic fulfillment of
manpower/skill requirements.

(11) Part-time consultation by regional trainers to
relevant government offices will provide a uscful
input of expertise to those otfices while at the
same time reinforcing the trainers credibility.

In conclusion, each of the key clements of the pro-
posed training strateqgy as described in scction 3.1
should be viewed as complimentary to, and supportive
of, the other components. To eliminate one of the
elements as part of the strategy would, in effect,
weaken the whole training ecffort.

Note : Implementation of the strategy proposed in
this chapter would involve a comprehensive effort to
build a‘quality program on a phased basis over the
next several years. At the same time, it is recog-
nized that Badan Diklat has an ob'igation to satisfy
country-wide demands for training {n regicnal develop-
ment planning and management at the earliest possible
date. This requires that Badan Diklat will have to
carry out a parallel, less-comprehensive and more-
dispersed training effort at the same time it {s
phasing into the more comprehensive training strategy.
Some recommonded courses of action for this parallel
training effort are put forth in Chapter VIII.

THE INSTITUTIONAL PRAMEAORK

Badan Diklat currently has eight regional training
centers in place. It is proposed that these centers
bear the aain burden of responsibility within the
Dalam Negeri framework for the training of planning
and management officials under the proposed compre-
hunsive strategy. In order for these centers tO carry
out this major training role, they would have to be-
come fully-operationalized and fully-staffed, with

a minimum of ten full-tims trainers initially avsign-
ed to each center. Due to current manpower and
budgetary constraints, it is anticipated that the
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centers vill become fully activated on a phased basis,
with one center per year becoming operational commen-
4ing in 1980/81. Chart 3.2 indicates the areas and
.umber of jurisdictions served by each of these re-
gional training centers.

The role of the Badan Diklat Jakarta office is cover-
ed in detai! in the folloving clapter.
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CHAPTER IV

TRE ROLE OF BADAN DIKLAT JAKARTA OPPICE

TUE ROLE BADAN DIKLAT-CENTRAL OPPICE IN JAXARTA

While the training strategy proposed within this
document assigns major responsibility for training
to the eight regional training centers, it will be
the responsibility of the Jakarta Office to pruvide
the necessary leadership and support in assuring
that the RTCs are able to conduct their training
programs in a manner consistent with the purposes
and guidelines establishea by national policy. The
RTCs cannot function effectively as self suffic.ent
organizations. Rather, they will be dependent upon
the Jakarta Office for the provision of a wide range
of services and guidance in program design and imple-
msentation.

The managen.nt and programming responsibilities which
the Jakarta Office will need to perfurm in coordi-
nating and supporting the training activities ot the

RTCs can be divided into the following four functions 1

(1) general management, (2) programming, (3) person-
nel developnent, and (4) curriculum developnent. A
diagrammatic presentation of these functions ané their
subtasks is presented in Chirt 4.1 on the following

page.

GRNERAL HANAGEMENT

A primary function of the Jakarta Office will be to
perform the Lasic management tasks associated with
the plauning, implementation and evaluation of train-
ing programs undertaken by the Jakarta Office and

the RTCs. In particular four principle subtasks
would need to be included in the general management
function.

(1) Setting Basic Goals and Objectivas

A general management function includes the formu-
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lation of annual and long-term training goals and
objectives to be pursued by the Jakarta Office
and the regional training centers. The formula-
tion of goals and objectives for a nation-wide
training effort will require that the Jakarta
Office should engage in a regu.ar prncess of
crnsultation with those nationa) and regional
agcncies most directly involved in the conduct of
major development programs. The fostering of
this dialog should coincide with the five-year
cycle of discussion attendant to preparing REPELITA
plans.

At the national level, the Jakarta Office should
be well abreast of those developments pertaining
to the shaping of new policy objectives in assur-
ing that national developrment priorities are

given appropriate recognition in the formulation
of the various regional training strategies. At
the same time, however, the Jakarta Office wculd
also need to assure that the particular reeds

and interests of the regions are given adequate
consideration in the setting of goals for a nation-
al training effcrt. In this respect, long-term
goa's and objectives should reflect an integration
and balancing of national and regqional perspect-
ives, with national development priorities pro-
viding a generai framework within which each of
the regional training centers can pursue a common
as well as distinctive set of concerns.

While each of _he RTCs will be accountable to
Badan Diklat in conforming to general training
goals #nd policies, sufficient latitude and flexi-
bility will need to be provided in allowing each
of the centers to adjust general program direct-
ives to the needs and pulicy objectives expressed
by reqgional authorities (governors/bupatis/wali-
kotas), represcntative.bodioo (DPRD) and the
sectoral agencies at the Tingkat I and Tingkat IS
leveis of government. In this respect, the RTCs
will need to keep w:ll inrormed of development

|02
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priorities and strategies as they are articulated
by regional governments, and the Jakarta Office
will need to take an active role in facilitating
close {interaction between the RTCs and local in-
stitutions i{n assuring that training goals ade-
quately reflect regional interests.

Long-Term Planring

Each of the RTCs would have its own rive year
(REPELITA) regional training plan, a document
which would be prepared in close consultation
with the Jakar*a Office and the client provincial,
kabupaten and kotamadya governments within the
particular reqion. Each of the regional training
plans would include projections on such basic
items as

(a) number, type and sequence of courses to
be offered;

(b) target provinces kabupatens and kota-
madyas from which trainees would be select-
ed; and

(c) number and types of trainees to be trained.

The Jakarta Office would need to be responsible
for coordinating the preparation of the fiveo year
REPELITA training plan for each of the RTCs in
order to assure that the various regional activi-
ties are consistent with national training goals.

Compiled together,the reqgional training plans for
the eight RTCs would constitute the basic inform-
ation inputs for enabling the Jakarta Office to
structure {ts long-term program activities {n
support of the regional training centers. Thus,
the Jakarta Office could anticipate and prepare
for responding to the needs of the RTCs in such
areas as the provision of additional trainers,
the design of new courses, the preparation of new
training material and the improvement and/or ex-

10¢
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pansion of existing physical facilities.

Evaluation

An important function ot the Jakarta Office in-
cludes thc evaluation of the impact which the
natfonzl training effort is having in achieving
its intended goals. The evaluation role should
be performed on an annual basis, and would need
to be under.aken from a very broad perspective
in seeking to identify those facto:s within the
larger institutional sctting which serve to im-
pede the training effort. In this scnse, the
evaluation roles should be undertaken with the
intent of enabling the Jakarta Office and the
RTCs to appraisc together their own record of
experience 1n developing a national training
effort.

The Jakarta Office would need to take the lead

in performing the evaluation function, hut this
activity should be implemented in close collabor-
ation with the RTCs. An evaluation meeting should
occur on an annual Lasis, with the directors of
the RTCs and the managemint of the Jakarta Office
sharing their views about the progrese and
problems of the regional program. Throughout

the year, the Jakarta Office should cultivate
those opportunities where scminars, workshops

and other types . f mectings can be organized in
order to bring to the attention of government
author‘ties the various issues which need to be
addressed in enhancing the impact of training.

Inter-institutional Exchange

A majur Jakarta Office role in performing the
general management function will be to strongly
encourage and facilitate a continuous process

of communication and i{nterchange of ideas between
the RTCs. The RTCs should not evolve in isolati-
on from each other. The Jakarta Office should
facilitate inter-RTC interactions in seminars

and workshops where statf from the RTCs can join

/o7



- 67 -

together in sharing their ideas and insights.
Such interchange should constitute an enriching
and rewarding experience for the trainers and
the Jakarta Office management. It will enable
one RTC to avoid needless replication of train-
ing methods and course designs which proved to
be unproductive at another RTC. Likewise, the
RTCs can facilitate the transfer from one RTC to
the other of new ideas and approaches which in
their testing proved to yield significant train-
ing benefits.

PROGRAMMING

A major function of the Jakarta Office will involve
the management of the annual programming activities
for the regional training effort. The administration
of gsome of these activities can be delegated to the
RTCs, but the major portion of the training budget
will emanate from the central government, therefore
the Jakarta Office will need to assume a paramount
role in the annual programming function. The program-
ming task3 would include the following activities

(1° Annual Programming

The annual programming activity essentially entails
the routine preparation and submission ot DUPS for
the prooosed project activities for the forth-
coming fiscal ycar. The Jakarta Office would be
responsible for coordinating the preparation of
the DUPs for the activities of the RTCs with each
of the RTCs being required to prepare and submit
an annual projection of training activities.

These projections would be compiled and reviewed
by the Jakarta Office in assuring that the pro-
posed training activities are in conformance with
policy objectives and long-term planning direct-
ives.

Activity projections would need to be reviewed in
determining whether the proposed sequencing of

courses in consistent with available instructors
and other services needed to support the training
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effort. This review would be particularly import-
ant in cases where RTCs are requesting the add-
itional provision of trainers and/or materials,
and where training programs of other institutions
are being called upon for certain Bubcontracted
services. The Jakarta Office would need to assure
that the level and distribution of activities
would not result in an overload situation with
proposed training programs exceeding existing
institutional capacity.

{(2) Annual Budgeting

Most of the financing for the activities of the
regional training centers will derive from central
government sources. Therefore, the Jakarta Office
will need to assumc a leadership role in defend-
ing the budget and secking its expansior. where
warranted in the support of additional training
programs. Each of the rcgional centers will be
required to submit a dctailed annual budget re-
quest and the Jakarta Office will need to provide
the RTCs with guidel’ 235 for preparing their
budget submissions. The Jakarta Office should
compile and review budget requests in preparing

a more .ntegrated budget for vubmission to central
level authorities.

In order to optimize the speed and efficiency of
program financing,’annual program funds should

be allocated directly.to the RTCs, along with the
delegation of authority to authorize their ex-
penditure. The Jakarta Office should exercise a
post-audit function in assuring accountability

in program expenditure. The Jakarta Office should
also retain control over authorizing expenditures
where costs are excoptionally high, such as in
the purchase of motor vehicle and improvement in
physical facilities.

(3) Subcontracting and Logistics

There are some services which can be performed
more effectively and at less cost if centralized

/o1
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within the Jakarta Office rather than delegated to
each of the RTCs. Thus, when an RTC wishes to
engage in a subcontracting arrangement to enlist
the services of a particular institution in offer-
ing a training course, preparation and negotiati-
ons for the subcontracting arringement should be
conducted with the guidance and assistance of the
Jakarta Office. In this context, several staff
within the Jakarta Office will need to develop an
in-depth working knowlcdge of relevant training
programs within Indonesia which could be utilized
in subcontracting roles.

It would also scem appropriate for the Jakarta
Office to exercise a major coordinating role vis-
a-vis the RTCs in the reviewing and processing of
certain logistical services, such as in the case
of foreign currency expenditures for the purchase
of books, materials and equipment for the RTCs.

Monitoring

The Jakarta Office will need to exercisa a monitor-
ing fuaction over the activities of the RTCs in
assuring that training courses are conducted in
conformance with required standards and in assess-
ing the effectiveness of training activities {n
achieving their intended objectives. The monitor-
ing system should involve more than the mere
design of a reporting system for the submission

of post-appraisal progress reports by the RTCs.
Rather, the monitoring function should be based
upon a continuous flow of communication and face-
to-face interaction between the RTCs and the
Jakarta Office in order that pre-appraisal assess-
ments can be undecrtaken in anticipating and re-
solving problems.

The Jakarta Office will need to make frequent
visits to the RtCs in reviewing plans and prepar-
ations for course instruction,and in monitoring
ongoing activities. The Jakarta Office should
develop a close rapport with the RTCs, thereby
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assuring that the RTCs view the Jakarta Office
as an ally and soucce of assistance and support.

PERSONNEL DEVELOPMENT

Personnel development will constitutc a key and
critical management function to be pcrformed by the
Jakarta Office. Personnel deveclopm:nt .efers to the
recruitment, training and carecr Gevelopment of the
training <taff for the RTCs as well as the general
manaycoment staff within the Jakarta Office. It is
imzo.cant that a systematic znd carefully designed
approach for personnel n:inagement should be intro-
duced to assure that the professional staff of the
RTCs and the Jakarta Office ar3 provided with the
kinds of financial, educationa', and career incentives
needed in sustaining a high level of motivation,
morale and conritment to the goals and purposes Of

the training program. While each of the RTCs will be
responsible for deciding how to allocate and use their

'oun staff resources, because of its important role in

determining short and long-t: rm levels of job satis-
faction and performance, control over the function
of personnel management and development should be
retained at the center by the Jakarta Office.

The n=jor management tascks of personnel development
for Badan Dikl:t can be addrcnoed as follows :

(1) gpcruituont

The recruitment function needs to be considered
as an on-going activity of the Jakarta Office in
replenishing and adding new professional staff
for itself and the RTCs. The Jakarta Office will
need to prepare long-term and annual projections
of new staff requirements in order to begin the
process of identification,screening, and appoint-
ment well in advance of the time when new candi-
dates would need Lo be trainzd ond made avail-
able for assiqgnmeont in training and management
positions. MNocruitment procedures will need to
Le carefully designed and implemented to assure
that capable candidates are given a proper screen-

i
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ing and evaluation in accordance with a pre-
determined set of professional qualifications and
standards.

Training

Since the majority of the new staff will serve

as trainers at the RTCs, primary responsibility
will rest with the Jakarta Office for the design
and concduct of the training of trainers progran
in providing the new staff with requisite train-
ing skills. The quality of the training ol train-
ers courss will have a very large impact upon

the caliber of the training undertaken by the
RTCs. It would, thereforc, seem appropriate

that the course should constitute a centrai
function of the Jakarta Office with three or

four core trainers firmly establishcd as full-
time staff within the Jakarta Office organization.

If the Jakarta Office is unable to give the
course on a short or long-term basis, it is con-
ceivable that this function could be contracted
to another institution such as the IIP, which
occupies & position within the Departemen Dalam
Negeri, or to another institution of higher
learning which stands outside the department.

If the training of trainers course is to be under-~
taken by an external institution, e major role
should still be exercised by the Jakarta Oftice
in the design and supervision of the training
course.

Asid, from the training of trainers course, the
Jakerta Office would ulso be responsible for
undertaking or coordinating other training and
educational activities required for improving
skills among its own staff and the staff of the
RTCs. While short and long-term training re-
lating to staff up-grading would by planned by
the Jakarta Orfice, most of the actual training
could be conducted by a widu rango of in-and out-
of-country institutions with already established
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programs designed to meet the particular needs
of Badan Diklat.

The planning and coordination of training for
staff improvement will need to become an inte-
gral and permanent feature of the Jakarta Office
activities in order to sustain high performance
levels for ongoing programs. Staff improvement
will also be needed in assuring that the Jakarta
Office and the RTCs will be able to provide new
course designs and implement new training ex-
periences which respond to the changing and grow-
ing complexity of training needs in regional
planning and management.

Personnel development

Staff up-grading should also be viewed as an
integral part of a larger system of professional
and career planning. In this context, the Jakar-
ta Office will need to integrate the staff into
a system of personnel planning and advancement

in order to secure their long-term contribution
and commitment to the training effort.

A systenm of per:onnel planning would simply make
available a range of incentives and rewards which
can be used to design an attractive pattern of
career advancement and professional growth for
the training prog .. and management staff. Thus,
as each new staff member joins the Badan Diklat
network, a personnel development plan would be
worked out in consultation with the new employee.
The plan would include an ellaboration of the
career goals of the new staff member, and a set
of short and long-term upgrading experiences
which would be provided by the Jakarta Office in
achieving these goals. 1In effect, the personnel
development plan would consist of a larger
packagc of rewards and incentives, both financial
and professional, which enables the staff member
to grow and moture in accordance with his or her
own special interests and abilities.
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A typical professional development plan for an
individual staff member would include opportuni-
ties to engage in a wide range of training and
profassional experiences, such as participation

in in-and out-of-country seminars, workshops and
study tours, professional development leave for
six-to-twelve month periods to attend in-anc-out-
of-country nondegree training courses, and final-
ly long-term leave (one year or more) to enroll

in {in-and out-of-country dugree granting programs.
It would be the responsibility of the Jakarta
Office to coordinate the financing of these up-
grading opportunities from its own budyc: and
other funding sources.

CURRICULUM ULEVELOPMENT

The Jakarta Office will need to assume primary res-
ponsibility for curriculum development. Assignment of
thais function to the Jakarta Office will serve to
avoid a duplication of efforts with each RTC having
to design a similar set of course offerings. It will
also enable the RTC staff to move ahead, unencumbered
by other tasks, i1n focusing their full attention and
energies on the conduct of their own training activi-
ties. The RTCs should be encouraged to innovate and
experiment with new course designs. They will not
have sufficient manpower however, for undertaking

the rigorous and time consunming tasks of full curri-
culum planning and course preparation.

Pinally, it is also appropriate tha: control over

the curriculum development function should be
exercises by the Jakarta Office in order to establish
and maintain a uniform set of standards and quality
controls for new course offerings in each of the RTCs.

The performance of the curriculum developrent function
can be subdivided into three major tasks.

(1) Curriculum Planning

The Jakarta Office should be responsible for the
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planning of the curriculum for each of the RICs.
In this -.niext, curriculum planning refers to
the projected schedule of courses which each of
the RTCs would offer over a two to four-year
period. Advance planning is needed because of
the lengthy period of lead-t.ms (at least 12 to
18 months) required in allowing for course pre-
paration, and the training of trainers to deliver
the course material.

The Jakarta Office planning process would be
based upon proposed curriculum plans submitted

by the RTCs. Thus, after thoir initial year of
operation, each nf the FTCs should be responsible
for submitting to the Jakarta Office a two to
four-year projection of proposed new Or revised
course offerings. Review and approval of these
projoctions should then be undertaken by the Ja-
karta Office in close consultation with th.. RTCs.

Cource Design

The actual design of'the content of each course
should be a responsibility of the Jakarta Office,
although this activity would need to involve
considerable interaction with RTC staff and the
faculty and staff of related academic and training
institutions. In this context the Jakarta Office
should develop strong institutional linkages with
in-and-out-of-country centers of training and
learning in the field of regional planning and
management. The flow of ideas and knowledge which
results froam such interactiors needs to be culti-
vated as a source of constant enrichoent and in-
tellectual vitality for the Jakarta Office and

XTC staff.

while the Jakarta Office would assume primary
responsibility Zor the design of initial course
offerings, it can be anticipated that after one
or two years of experience in course presentation
the RYC trainers will want to introduce various
improvements by adapting and modifying original
course designs. Such initiatives should be en-

i
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couraged by the Jakarta Office in order to allow
the training staff to rore fully assimilate the
course designs and provide an opportunity for
them to apply their creative abilities.

Course Material Preparation and Application

As indicated in section 6.2, the Jakarta Office
will need to assume primary responsibility in

undertaking an inventory and preparation of course

materials for use by the RTCs, with the RTCs also
performing an important role in the generation
and design of case studies relating to their own
training and field work experience. For cach of
the courses offered by the RTCs, a specific body
of course materials will need to be doveloped
for use by trainers and trainees. In addition,
trainees and trainers will nced to have access
to a well-selected range of appropriate reading
materials, including books, journals, docurents.
case studies and manuals.

i1t is important to emphasige that, while the Ja-
karta Office will need to undertake a major share
of the activities associated with course material
preparation, this process should be conducted in
close liaison with the RTCs and other training
institutions in order that th: Jakarta Office

can fully utilizc the expericu.c and materials of
other institutions and prog.ans.

Prom a larger management perspect.ve, the Jakar-
ta Office should allow the RTCs and their train-
ing staff a wide range of discretion and flexi-
bility in the utilization and application of
course materials prepared by the Jakarta Office.
In the initial stages of their iastructional
experience, many of the trainers will likely rely
on the Jakarta Office for guidance in Lhe use of
course materials, but as they grow and mature,
many of the trainers will want to exercise more
autonomy in the welection and application of
ccurse material>. Thus, with few exceptions 144
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would not seem appropriatz to compel a trainer

to rigidly apply a ¢oceific set of course materi-
al solecctions. Railhcr, the trainer should be
given an op-ortunity to frcely use and evieriment
with 2 broad range of course materials in finding
a coabination of use which fits most compatibly
with his or her training style.

4.5 STAFPING REQUIREMENTS

Jn order for the Jakarta Office to effectively exer-
cise its leadership role in the national training
effort a full-time professional and support staff
would need to be assigned with the reapnnuibility of
performing the above mentioned four gc:icral manage-
ment functions. Tre following staffing prof:il). in-
dicates the specific range of skills which is:!1 be
needed in the conduct of the Jakarta Office activi-
ties.

4.5.1 General Management

A senior level staff member woulcé need to function
as the Director of the regional planning and manage-
ment training program. He would bu directly respcn-
sible to the Director (Kepala) of Badan Diklat for
the gcaoral manugenent and direction ¢f tho training
program. The responsibilities of the program direct-
or would involve a wide range of general policy and
program formulating activities, with a considerable
portion of his time being devoted to high-level
consultations with centrul and regional government
authorities i{n mob’‘liziny and sustaining support and
participation in the training effort.

The span and scale of the general management functions,
which includes long-teru planning and evaluation, and
maintaining close liaison with the k.5 and other
non-Badan Diklat training programs would require the
assignment of one mid or senior level administrato~-

to function as the full-time assistant to the program
Director. Both the Director and Assistant Director
should have generalist's skills in either regional
planning and/or development administration or in

i
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other closely related fields, !n addition to considcy-
able previous experience in undercaking functions
relating to the adainistration of training and educati-
on programs.

Prggra-lng

A cadre of si: nofessionr:] staff would be needed to
perform the programnine functions. One of these staff,
a rtd or senior carcer leovel professional, would serve
as ti:e coordinator of the general progranming actaivi-
tiea, uith the other five staff bcir: responsible for
the fcur »rograrming sub-tasks. .. , :n cach case

a full-ctime ctaff nember would be i~.:.yned for each

of the annual programming, budgetary, and subcontract-
ing functions, whereas given the widec scopc of res-
ponsibility in properly performing the monitoring
function, two rtaff would bu assigned this activity.

Both the programming coordinator and the two monitor-
ing staff should have considerable experience and
background in regional planning and/or development
adainistration alung with professional and program-
3ing experience relating to implementing education

and training activities. The staff skills required
for the pexformince ~f the annual programning, budget-
ing and subcontracilag taocks chu’'d be more general-
ized in scope with an smphas: i upon previous experien-
ce in the administration of treining and education
prograns.

Personnel Developaent

A cadre of eight full-time profossional staff would
be needed in performing the three major tasks asso-
ciated with the porso. .el developmsnt function. One
professional staff would be needed ... undectaking
ths recruitment activities and a cor. otaff of four
trainers would be needed in conducting the training
of tra‘ners coursess Pinally, three full-ti:c pro-
fessional staff would reed to be responsiblc for
performing the personnel development function.

The staff members responsible for recruitment and
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personnel development should have generalist skills,
with a Sarjana Degree in either regiona:’ ;rlanning and/
or development administration, or in 3 £,0C1V-econoOmic
discipline. The four core trainers should hava Sar)e-
na Degrees with specialized skills in either of the
following sub-fields : rural planning, urban planning,
regional planning and developrent administration.

4.5.4 Curriculum Developrent

A cadre of four full-time professional staff will
need to be assigned responsibility for undertaking
tho three major curriculum development functions.
These staff members will need to havo a Sarjana's
degree in either planning, development administration
and/or in related social science discigi:.3, with
each complimenting the other's specialized skills in
the sub-fields of rural planmine -nd urban planning.

4.5.5 Documentation Specialists

As mentioned in Chapter VI the Jakarta Office will
need to develop a resource materials collection or
library consisting of books, journals, documents and
other materials which relate to the regional plan-
ning and management fic'd. It is therefore project-
ed that one librarian will need to be assigned as
part of the professional staff in the managerment of
the resource msterials collection.

4.5.6 Communication Specialist

A full-time communication specialist will need to
be assigned to the J-xarta Off!cc. This specialist
~ould have skills in the zo:cotion of ~rudio-visual
equipment and other comm:n‘c.tion tecimiques for
use as training aids in course instruction. Some
writing and artistic abilities in the preparation
of audio-visual materials should also be part of
this staff member's skill profile.

4.5.7 Support Staff

An appropriate number of support staff will bo need-
od in rreisting the professional staff of the Jakar-

I
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ta Office in the performance of their managemcnt and
programming responsibilities. With a total of 2I pro-
fessional staff assigned to the Jakarta Office it is
estimated that 30 support staff will be required to
perform the following functions :

stag

ulf Number
Sncretaries 11
Statistician 3
Printing Specialists 3
Draftsmen 2
Administrative support staff 7

4

Drivers

Summary of Staff Needs

The above skill profiles for the Jakarta Office in-
clude a total of approximately 2% professional staff
and 30 support staff. A summary of the skills re-
quired is indicated in Chart 4.2 on the following
page. This projection is based upon the number and
type of staff nc~ded in administering eight fully
operational required centers.

Th. number of Jakurta Office professional and support
staff needed in establish.iy :nd managing the initial
activation of one or two RTCs would be less than the
above projecctions. ‘lost importantly, in the short-
term, it will be necessary to appoint an initial
group of coure trainers and curriculum developnment
specialists in order to begin immediate preparation
of the training of trainers courses and to design the
initial training courses to be offered at the RTCs.
Chart 4.3 indicates a proposed phasing of staff
appointaents for the Jakaita Office. The phasing in-
dicates that, with the initial activation of one
fully operational RTC, eight professional staff shovld
bc 7ui)s active in the Jakarta Office. The full
stul. 13 profile proposed for the Jakarta Office
shouid k¢ attained when Badan Diklat has fou: RICs ia
full operacion. The build-up of suppnrt s<2I{ can

be deteruined in accordance with *he gradual increase
in workload within the Jakarta Office.

| VP



CANY 9.}

{IPEP OF ppogESgjomaL 8 152D TUR BADAS OTSLAY JARASTA OFPICE

Peasticns or Meeponsidilitien

Types of S2ille Mequired

Senbec of luA"

Geaneel ¢ Gmaraliot shille In regionel plannieg and 2 statt
- Qeal Sent asnsjemmat .
- tare Plaaning
« Svalustion
= 1atar-87C fachany <
Proqranning Comeraliot ossille in reqionsl plinaing ¢ stelt
- hagual Progreamien sad mansgemsnt o7 in sdniaistration.
-~ Ansval Suigeting
- Gud-osatiicing
- ralloting
Pecassnsl Developneat Jore trataars with generalist ehills in regions} o Stett
= feeriitesms T""'"f and man At with specialised okille
- Trslalag n epecilic oudb- 9) personnel plannere and
- Staft Opyradiag recruitacs with genscalist Dachgrounds in plenning
and sanaqesent or releted social science disciplines.

Cusrviculen Cavelopmsnt Generalist shille 1a reglonsl planning end mansqement e pelt
= Cuzsicelum Planning with specialised axille in related sudb-fielde.
- Coutos Deeign
= Coures material preparation
Jher Speeistised Sxille Cs orelist bachground ia 1idrary eclence. 1 statt

Cocvamatetion

Commwrication Skille is audio visual operetiom and other

communication techniques 1 Sttt

cuaRt 4.3

PRCPOSED FRASING OF PROPESSIONAL STAFY APPOLWTWENTS FOR JARANTA OFFICE

meater of Prefessional Staff Weeded for #e

ot Puactions

Buabes of BTCe| OCeastsl Pecsonnel Curriculum Documentstion | Communicetioca .
ia eperatioce Ransgenent Programning Developmsnt Oevelapment Speclaliot Specialios .”“‘
1} 1} 3 3 1}
? : > >
] 2 ]
L) 2 ] ]

/%!


http:bockjgou.da

4.6

- 81 -

1he above profile of professional staff shares a
common emphasis upon professionalism und graduate
degree education as qualifications for performing
full-time programming and management functions in the
Jakarta Office. This emphasis derives from a concern
for assuring that the professional staff share a
common language of discourse, and a shared framework
of substantivo concerns and commitiment to training in
regional planning and management. The concern for
professionalism also originates from the irterrelated
nature of the management and programming functions
and the need thereby for the professional staff to
engage together in the collaborative execution of

tasks.

ORGANIZALIONAL STRUCTURE : BADAN DIKLAT OANKARTA OFFICE

The need for a close interactive process among the
professional staff within the Jakarta Office suggests
that a formal organizational structure should be
adopted which cncourages a team or collaborative
approach to the administration of the regional plan-
ning and management training cffort. Thus, the
functions mentioned above should be integrated into
one specific organizational entity with the profession-
al staff being directly accountable to the Director
of the training program. If each of the above
functions were scattered and absorbed within the
larger existing organizational structure, there would
be a serious fragmentation of authority and a dilu-
tion of staff accountability and identification with
the central purposes and needs of the regional train-
ing program. It seems moro than warranted in suggest-
ing that a separate organizational structure should
be adopted for administering the regional training
effort, given the importance of this activity and

the need for its becoming a permanent and integral
component of the Badan Diklat training program.

Several alternative organizational structures could
be considered in designinc a soparate manugement
unit for the regional planning and management train-
ing program. Perhaps the most simple alternative
would be to create a separate PusDiklat Unit for
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regional planning and management training. This organ-
{zational unit would have equal status with the
current PusDiklat IP and the PusDiklat Pegawai within
the Jakarta Office organizational structure. A dia-
gram of this proposed change is indicated in Chart

4.4. The profcooional staff for regional planning arl
management would report directly to the Director of
this new PusDiklat, who in turn woild be directly
accountable to the Kepala Badan Diklat. The advanta-
ge of this proposed alternative is that it represents
an additional new subunit which secks to maintain the
profeasfonal cohcsion and identify of the regional
planning and management training effort without requir-
ing at the same time any major changes in the larger
organizational structurc of Badan Diklat.

CHARTY & &

PROPONP POLITION OF SEGONSL M ANMEG AN0 MANACIMONT PROCAAM
TUSCTION wiThet D40AM DL AT ADSSTAATIVG STAUCTURC

smcIn
SICRITADIAY
|hv.u-u‘ l Tissme Connrel L LITTL T 1]
adminle-
Seporting { Teartoe
o mr,c e e e
'
R S
t MOmAs I\A-l'l CMITCA W [ £VL .1 3}
! = ’ LLIV o T 1 oA I®
L_ann _J
T
]
P S ,
. 1
S S S | ] | | ] i
r T r “ar h
:'n.n.lo.‘ :NI_) : :(anlul-: ‘A:I.:::. .m:-..f' ':2:::.:' fronremaieg ::::’:u “'::"“ h’;..;"'_]
Leced lbicccdbaanad tratien tretten Veotien oaltetieg Libeor Gestostics




- 83 -

There are obviourly a great number of variations and
alternative structural modes in organizing the central
management of the regional planning and management
training effort, but the important concern is to
assure that a tce:r. of professionals are assigned full-
time to conduct L~ functions and t*at they are
given this respon:iibility with the authority and
opportunity for thc collaborative team work necessary
in effectively performing these tasks. If the tran-
sition for _:.tablishing a formal change in the organ-
izational structure of the Jakarta Office is prolong-
ed by the need for securing external authorizations
and approvals, then an interim measure should be
employed whereby the professional staff are able to
function together as a special tazk force within the
Jakarta Office. This should only be viewcd, however,
as a short-term solution in preparing for their even-
tual {ncorporation as a separate and pecrmanent unit
within the formal organizational structure.

kY
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CRAPTER V

ACTIVITIES OF A PROTOTYPE REGIONAL TRAIEI!C CaNTER

INTRODUCTION

The basic pur..eea of this Chepter arc teo-10ld :

(1) tc riview the speciric types of activities that
would be conducted at each regional training

center; and

(2) to project a possible schedule of these activities
for one prototype regira:l trairing center. This
latter projection wi'l include estimates of the
number and types of persons to be trained, as well
as required training staff, at the center.

Dadan Diklat has indicated its intention to operation-
alize the Yogya Regional Training Center first, pro-
bably sometire during 1980. The other seven centers
which would constitute the complete Badisn Diklat
regional training system would be ad?~d on » phased
basis at later dates. Por Jizc.adsinn in this chapter,
therefore, thc Yogyakarta C:.oler has bcon taken 38 2
prototype. Hence, the projected schedule of acti.!l-
ties (Section 5.)) has been written with this parti-
cular center in mind. S.ale the training needs of
the two provinces, Jav. 7--jah and D.I. Yogyakarta,
served by this center, will be among the lurgest in
the country, the mix of activities in other centers
may in some cases be smaller than that shown here.

It is further assumed that each center +ill develop
its own staff capacity to enjage in the .asic gerios
of training and nontraining activities that are pro-
posed. Although it must rely on the Badan Diklat
Jakarta Office for general administirative support,
and perhaps for specialited expertise (Indonesian
ts2 foreign), each conter should be .ble to conduct
its own serie’ of core courses as well as important
neatraining activities with its own trained staff.
I- ahould be ~~lasized that it is extrescly import-

/3’/
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ant that the proposed nontraining activities be con-
ducted at each regional training center, in addition
to the training courses and other training-reluced
activities. While the discussion of specific courses
will be included in Chapter VI, this chapter will
describe in more detail the nontraining and other
activities, ancd overall schedule fo. the prototype
regional training center.

NONTRAINING ACTIVITIES

In view of several of the fundamental characteristics
of the proposed trairing program, particularly the
proposal that Badan Dixlat training staff assume real
responsibility for basic behavioral change on the
part of the planning agencies, it is essential that
the regional training cen’er engage in a number of
nontraining activities. Specifically the following
four such activities are proposed :

{1) Analysis of manpower/skill requiremenis within
the region;

(2) Inventories/analysis of regional developnment
conditions;

(3) Development of REPELITA plan for training activi--
ties; and

(4) Research and consultation on selected issues in
regional developnrent.

Bach of these activities will be discussed briefly
in thi. section.

hnalysis of Manpower/8kill Requirements

It will be the responsibility of the staff of the
contor to pursuc a more detailed analysis of manpower
and skill requirements within its region. 1In the
case of the Yogya cenhter, this activity would focus
on the two provinces, 33 kabupatens and 7 kotamadyas
within {its jurisdiction. Work would be directed at
(1) inventories and analysis of the backgrounds and

\
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training needs of existing personnel in target agen-

cies; and (2) formulating estimates of new personnel

required in these agencies, particularly the magnit-
udes of persons by specific types of skills which will
be needed in BAPPEDAs, BAPPEMKAs and BAPPEMKOsS.
Although some preliminary proposals have been made in
this report regarding the socord of these tasks (see
Chapter II), it should be emphasized that they are
national in scope, and that each center should project
mainower needs in greater detail reflecting varying
regi. al requirements. These detailed projections
should produce for each kabupaten. A personnel identi-
fication and recruitment system to insure a continuing
inflow of appropriate personnel. Coupled with this is
a need for more detailed analysis of existing person-
nel than will be possible within this national plan-
ning phase. Such analysis must include formulation

of objective criteria for measurement of competency

in skills identified as necessary for regional planning
and managcment at various levels of government. These
manpower itudies will form one major input into the
regional center's REPCLITA plan for training.

Analysis of Regional Development Conditions

Closely related to and parallel with the above-des-
cribed activity will be the critical, on-going job of
analyzing conditions, issues, problems and needs
throughout the region served by the regional training
center. In fact, if the training staff is to assume
basic responsibility for personnel development of the
planning agencies, it must build up an in-depth know-
ledge and understanding of the region vithin which it
ie working. This activity will be subdivided into the
following tasks :

(1) All planning/management-related reports and docu-
ments pertaining to the region., from overall plan-
ning studies produced by Cipta Karya to specific
project "DUPs" by a given line department, should
be collected, catalogued and studied. This will
give the trainers excellent information on the re-
gion, while at the same time providing them with
access to potential case materials for training.

y7
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{2) Partially by analysis of the material and parti-
ally by field trips and interviews with key offi-
cials and other persons, the staff would be conti-
noously learning about developaent conditions,
issues, probless, opportunitius and needs through-
out the region.

(3) Current planning/management processes being under-
taken by responsible agencies within the region's
jurisdiction should be analyted by the training
staff, not only with tie objective of deepening
enpirical knowledge of how things are now function-
ing but also of formulating ways in which these
processes covu.d be improved.

Toqether these tasks shoild be reviewed as an essenti-
al ongoing activity of the regional training center.
By developing a real knowledge of the state of the re-
gion, tho staff wi!l be in a position to formulate a
training plan.

Development of R".,ELITA Plan for Training Activities

Based on the two nontratainq activities just described,
the staff will prepare a plan for its training activi-
ties. At the Yogyakarta center, it 1is envisaged that
there would be an intcnsive planning effort towards
the end of the first year of operation in which the
training program would be charted for the remaining
three years of REPELITA I1I {1981-1984). This would
allow the staff time to have analyzed manpower/skill
requiremento as well as regional development conditi-
ons, and possibly to have conducted an initial course,
before putting together a comprehensiv plan for its
future training activities. The plan would include a

projection of the specific courses vo be carried out,
a proposed division of the region into meaningful
groups of Tk. II jurisdictions for the purpose of the
general course {off-the-job and on-the-job), complete
personnel profiles for each Tk. II jurisdiction, a
schedule regarding the jurisdictions and number of
persons tc receive training, and finally a work pro-
gram for the training staff.

Closely associated with this training plan is the issue
of the timing of the start-up of Tk. II BAPPEMKAS /KOs
within the region served by the RTC. It is recommend-
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ed that the Departemen Dalam Negeri seriously consider
phasing the start-up of these planning/management agen-
cies with this training program, so that the “off-tho-
job® segment of the general course woulc immediately
preceed crestion of the agency, which would takxc place
at the point of the °"on-the-job° trainin, secment which
follows.

Resesrch and Consultation in Reqional Development

A fourth and final monitoriang activity for the center
should be research and conrultation on selected issues
in regional development. Althouyh the pressures of
training would undoubtedly occupy most of the staff's
time during tne firot few years of operation, the re-
search and consultating functions should be encouraged
as the center grows and expands. To be effective and
credible trainers for regional and urb: 1 development
planning, ¢ utaff must simultancously build up their
professional and particular experience as advisors to
government and as researchers. There are basically
twvo functions here, and imdividual staff members may
cften tend to concentrate on only one of them :

(1) The research function would isolate important de-
velopment issu-s or questions in tho “egaiour which
staff could aacdress. Spacific regsearch topics
would depend on stalf bi:kgorunds, skills and in-
terests.

(2) The consultation function would allow staff to
render technical assistance, advice and services
in their particular areas of professional expert-
ise to various governsental jurisdictions within
the region.

Although, as with any treining institucion throughout
the vorld, Badan Diklat will have to formulate policies
which place ceilings on the asount of staff time that
can be given to these two functions, it is essential
that trainers in planning and related fields be given
the opportunity to engage in thea. If the trainero are
capable, they will demand it in any case.

TRAINING ACTIVITIES

A Mote on Curriculum
The recc:nended tiaining courses in regional plsnning

124
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and management vill be described in Chapter VI
(*Course Curriculum, Materials and Techniques®).

In this chepter, other s<tivities of each regional
training center ere being described and a possible
schedule for both training and nontraining activities
formulated.

with regard to training activities, it should be
stressed that, in addition to the actual runring of
courses, each regional center must allocate suificient
staff time for the following t~o additional training-
related activities.

Planning for New Group. and Trainino Courses

gech time a training course is scheduled, staff must
devote substantlial time for planning and preparing
for the course, including the orgarization of lecture
and case materiala. With the proposed emphasis on
practical case studies and field application, this
preparetion time is particularly important. In addi-
tion, the Badan Diklat RTC staff should prepare &
specific training plan ‘or each new group of agencies
and their personnel, as they are scheduled to be put
through the general course sequence ("off-the-jodb"
and *on-the-job").

Pvaluation of Training Activities

Pinally, the training staf{ at each regional center
must set aside time for periodic evaluation of its
training activities. It is suggested that this de
scheduled each year as an intensive reassessment of
the effectiveness and impact of prior training acti-
vities.

PROJECTED SCHFDULE OF ACTIVITIZS

The Basic Approach

Maving revieved in previous sections the varioue non-
training and training activities in which each re-
gional center would be invclved, it now remains to
ahov illustratively how these activities might be
combined and scheduled at one center. Some initial

|2°



communts on the basic approach are in order :

(1) with regard to the general sequercing of training

(2)

activities, there is a basic cycle of experiences
through which cadres of personnel within target in-
stigutions should go. Chart 5.1 shows this cycle
graphically. The cycl: begins (1) with person-
nel receiving at least somo dagree of specialized,
“off-the-job" training. The series of special
courses for intermediate skill types (numbers 3 -
7), as dcscribed in the next chapter, are examples
of this specialized training. Secondly, staff
who will be working together are assembled on a
team basis for the general training, (2) initial-
ly "off-the-job" and then (3) “on-the-job”".

Then, (4) as intermediate or more specialized
skill types continue to work “on-the-job" as
members of intersectoral planning tcams, they

will come to realize the importance of their in-
diviudal skills as lnguts into the overall pro-

‘cess. ~-e cycle is then repeated (1') as indivi-

duals decpen their specialized skills thrcugh
further "off-the-job" training courses.

In considering this bisic cycle of training acti-
vities, it is vory impurtant to think in terms of
an integrates nr:kage of growth experiences for
specific cadrce uf personuel within planning and
related agencies. A given individual assigned to
one of these target agencies will have a combi-
nation of experiences(specialized and general/
*off-the-job" and “"on-the-job") which will make
him a more effective team member. The aim {3
that a sufficient number of individuals worxing
for the same agency and/or within the same juris-
diction can be trained at the same time so that
an effective planning and management apparatus
can be created.
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Specific Program for Yogyakarta Center

(1) Description of activity schedule

Chart 5.2 suggests a schedule of activities at

the Yogyakarta Regional Training Center from June,

1980, thrnush the 1983/1984 fiscal year. The

proposed training and nontraining activities for

the center, as described previously in this
chapter, can b: summarjized as follows

(a) Pinalization of the Initial Course : The

schedule allows for a three-moath lcad time
during the first year the center will be in
operation to prepare for the initial general
course in regional development planning and
nranag2ment. A8 was mentioned in Chapter 1V,
the Badan Diklat Jakarta office.should pro-

vide substantial input to this effort ana
work jointly with the Yogyakarta Center in

preparing :his course. Primarily, this would

involve curriculum design and development;
the assemblage of training materials, in-

cluding case studies; and the determination

and preparation of appropriate delivery
systems for presenting the material to the
trainees. More specifically, this latter

function invoives determining which training
technique will be used for each specific part
of the course and then developing the "soft-

ware® for the training aids which will be
used.

(b) Analysis of Manpower/Skill Requirements

and Development of REPELITA Training Plan :

The target group and the training needs for

the first general course would have to be
detcrmined at a very early stage, probably
not later than the end of the first month
following the activation of the center.
Following this, a longer-range, systematic

plan based on training needs, manpower/skill

requirements, and a determination of prio-

Y



(c)

- 93 -

rity areas for training would be prepared.
A total of nine months is projected for
these activities.

Inventory and Analysis of Regional Conditions,

Research and Consultation :

An inventory and analysis of regional condi-
tions, as described in Section 5.1.2, and
research and consultation in regional develop-
ment were also mentioned as important non-
training activities which the staff of the
Yogyakarta Center must undertake. As shown
on Chart 5.2 these functions are continuous
and ongoing, and critical to the design ~f an
effective program.

SCHEOULE OF ACTIVITIES XEQUIRED FOR TuE
VOCYARARTA RECIGNAL TRAINING CEmTER
OVRTNG FISSY FOUR TEAN OF OPERATION
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(d) General Courges, Specialized Courses :

(@)

The general courses in regional davelopment
planning and ®-nagement and urban develop-
sent planning and mmanagement will be the pri-
mary courses offered. As described above, it
is suggested that each course will run for
nine months, with three months of off-the-
job training and 8ix months of on-the-job
training. Specialized courses which it is
suggested could be offered by the center are :
(i) a six-month course for administrative
technicians; (ii) a short course covering
tools for monitoring and evaluation; and (1ii)
a short course covering tools for program/
project appraisal and feasibility analysis.

Evaluation, Course Revision and Preparation,

Follow-up Training :

These functions should be carried out begin-
ning in the second year the center is in
operation. Course rcvision and preparation
should be done on an annual basis and should
be based on the annual evaluation of the
training courses as well as on the results
of the inventory and analysis of regional
conditions and the research effort. Follow-
up training should also be done on an annual
basis, and can be Cone at any time throughout
each year.

In summary, Chart 5.2 shows a flow of interrelated
training and nontraining activities over a four year
period.
this schedule. Pirst, it should be reemphasized that
each of the nontraining functions is crucial to the

Two general points should be made regarding

development and delivery of meaningful training
courses for the region served by the Yogyakarta
Center.
periences through which cadres of personnel should
go (described in Section 5.3.1) would be clearly

reflected in the cpecific training schedule shown

Secon<.ly, the basic cycle of training ex-

here illustratively for the Yogya Center.
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Chart 5.3 and 5.4 give annual breakdowns of the
gycneral information presented on Chart 5.2. Chart
S.3 shows a possible schedule of activity for the
first year of operation of the center. It indicates
a three-month lcad time for preparation of the first
course. This preparation would require five train-
ers. During this same three month period, two train-
ers would begin working on the development of a long-
range training plan based on a manpower/skills
asgsessment and other factors, and three trainers
would begin an inventory and analysis of regional
conditions, feeding information to the trainers in-
volved in preparing for the first initial course,

In consideration of the need for the tr>iners to gain
confidence and experience through concentrating on
one training effort without being overburdened, it is
proposed, as shown on Chart 5.3, that the sole train-
ing activity during the first year will be the offer-
ing of one general course in regional development
planning and management. Thus, from the beginning

of the fourth month onward, five trainers would be in-
volved in conducting this general course, while two
trainers would continue on with the development of a
long-range training plan and three trainers would
continue the inventory and analysis of regional
conditions, thereby laying some of the groundwork for
the following year's courses. As it is projected that
the development of a long range plan could be comple-
ted by the end of the ninth month of the first year,
the two trainers involved in that activity could be
utilized to prepare the short courses and the general
courses which would be offered in the following year.
This would be particularly importaut as lead time for
preparing for the second year's general courses would
be cut to one month due to the first year's general
coursc extending through May, 1981.

Chart 5.4 shows the schedule of activity and number
of trainers required for the second, third and forth
years the center is in operation. With the except-
ion of the second year (see above), the first three
months of each fiscal year would be spent in evalua-
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ting the previous year's training and undertaking
ocourse revision and preparation for the .- rrent
year's courses. Also, as indi-ated on ti:z chart,
the two short tools courses could be offered then.
During the final nine months of the fiscal year,

. .ther two general regional courses or, perhaps
every other year, one general regional course and
or~ general urban course could be n’Zered. Also
ouring the final six monthsa * °h: ycar, the special
cuurse ‘or administrative technicians ~ould dbe con-
ducted.

(2) Number of jurisdictions and persons to be trained

Chart 5.5 shows the numbers of jurisdictions and
personnel who would receive tr»‘-.nq in the
general courses proposed for °le Yogya Center
during REPELITA I11. 1If this schedule is adhered
to, a total of “4) persons on the staff of two
provincial BAPFENAs, 15 kabupaten BAPPENKAs and
seven kotamadya BAPPEMXOs within the region served
by this centar would have gone through a conmplete
cycle of training during the first four years of
the center's operstion. The following comments
sre relevant in this connection :

(a) In most cases, three Tk. II planning agencic:
are proposed to be included in each general
course, with each agenzy to inv~l. o & team of
nin, persons. This number repr---ents the
initisl professional staff projected to be
required (see Chart 2.4 ). In addition, some
BAPPEDA (Tk. I) staff would be invited to
participete in the same course. After the
first four years of training, 15 out of the
total )} kabupaten BA . MKAs would have been
irvolved, while all =-ven kotamadya BAPPEMKOs
would have !'..u included in the program. At
the same rert- O: trainir> activity, it would
take anothex three vears b~fore the initial
staff required by the planning agencies in
all €0 Tk. 11 jurisdictions would have been
trained by general courses. Parallel with
this comprehensive training effort, it is en-

)31
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(b)

(c)

visaged in the short term that Badan Diklat
will ozganize a seriea of short courses which
can provide some training for all BAPPLDAs,
BAPPEMKAS and BAPPEMKOs withi:. the region

by the end of REPELITA III (6ee Chapter VIII
for details).

It is envisaged that ~2bout tro-thirds of all
required BAPPEDA (Tk. I) prolessional staff
would have participated in one of the goneral
courses during these initial four years. Por
the region served by the Yogya Center, only
the two provinces of Jawva Tengah and Yogya
are involved. An average of nine BAPPEDA
etarf would join the 27 Tk. II participants
in each of the general courses, bringing the
total number of trainees to 36. As with Tk.
11, an additional three years of training
effort would be required at the center before
all BAPPEDA members would have been trajined.

It is assumed that the capacity would exist
for conducting twu general courses simultane-
ously in one year, after the first year.
Although the Yogya Center has the physical
capacity to accomodate three such courses

at once, this would place too heavy s load
on the staff anc present other probleas.
Having determined the appropriate number of
persons to be traincd in one year, a key
policy dezision involvog striking the right
balance batwveen training more staff for few-
er areas (concentrated option) versus fewer
staff for more areas (disperaed option).
Despite the temptation to follow a more
dispersed option, which would enable the
Yogya Center to train an initial team for
every area more rapidly, it is srgued here
that it is preferadle to train a larger group
in a given tk. II jurisdiction at one time,
thus forming a °critical mass® of staff who
are equipped to engage in effective regional
planning and management.

){°
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[« JT. W

end Porsans to be Tyeined In Coneral Courses ot ¥ s Coenter During Inftiel Four Wessre

190871901 199171902 1902/199) 19863/7190¢ Totel
Croup 1 Ceowp 1) Crowp 111t Ceowp 1V

tevel

Be. of we.c of | we. of wo. of | Be. of mo. of wo. of Wwo. of no. of Be. of

Jurie- Forsans| Juris- Peteons | Jurie- Pevrsons Juris- Persons Jurie- Potecas

életions dictions dictione dlctions dictions
frovises ) L 1 11} ) 10 2 1t 2 (3]
Sabwpeten ] 2 3 t ) ? 21 ) 2 19 13

) 1
ot snadys ) 13 ‘. 1] ) "
foral . I8 ] PR [} " ¢ " ) 13 n 194
- dr————dg

Totel Persens » n n” " 9
fgewnpyjeng ¢

(1) Abewt twe-thizdes of 211 reevised DAFPEDA prefesoionsl etafl vould 90 thTOUgh weavral covrsce withia firen
fowr yeers ‘Ave Chort 2.0 ).

(2} Of thesa §) peroons 10 be trsined from BAPPEDAS, (0 to Do from Jewe Tcngah ond 1) (1om Yogys.

()) CAPPEEA otefl weuld jJoin Th. 11 erevps ter gencesl cousees, 4t the rate of nine per COvLne,

(6) 1n S0t €008, Uver W. 11 level plonaing sgcncies to De traincd 1n Coach Cousee.

139 AL 7a 311 level, enly iaitiel steff (ar DATPTIEAD and BAPPIR O would Be traincd 1A tRIS progres, et & tate of
Nine persens per plianing aqvacy! 2691010001 stafl requitvd by thesc ayencive would Rave 10 e Li1alnad subsequently.

18) Adéitiens) petsene 10 be tralned feom Rentors yudernur/bupat i /validote, inde-dinrs And Sanwile 876 AOL ShowR
on thie chort.

(d) Chart 5.5 shows only the numbers of plauning

agency personnel to be trained. It is &lso
envisaged that additional perscnnel from the
kantors gubernur/bupati/walikota and the dinas-
dinas/kanwils should be exposed to this
program through orientation courses. However,
the large training requirements of the planning
agencies, as well as the difficulty anticipa-
ted in releasing thesc additional personnel

for long periods of “off-the-job" training,
appear to limit their complete participat.ion

in the program. One solution is that a short
orisntation course be orqanized for these
persons at the beginning of the *on-the-job"
segment of the general course, after which

they would become fully involved in this “on-
the-job" training activity. Such a course

has already been described as an integral

part of the proposed training strategy in
Chapter III.
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S.3.) Required Training Staff

(1) Professional staff :

The numbers shown in brackets on Charts 5.2 - 5.4
indicate the estimated professional staff re-
quired to perform each particular activity over
the first four years of the Yogya Center's opera-
tion. As indicated on Chart 5.2, in order for
both the training and nontraining activities to
be carried out effectively, it is projected that
a minimum of ten trainers would be required
during the first year the center is in operation,
and a minimum of 12 trainers each year there-
after due to the increased training activity
after the first year. Anything less than these
numbers would result in the need to comprehensive
the training methodology and/or lesson the inten-
sity of the nontraining function, thereby great-
ly weakening the effectiveness of the center.

It should be emphasized, for instance, that the
intensive, case study-oriented nature of the pro-
posed general courses necessitates that at least
three primary trainers be involved throughout
each course.

What kinds of skills or capabilities should this
professional staff have at the Yogya Center?
Chart 5.6 presents a profile of types of skills
require’ in relation to the center's functions
and responsibilities. Generally, it shown that

a combination of generalized and specialized
skills will be necded to conduct the training and
nontraining activities projected for the proto-
type regional training center. Of the 12 trainers,
six should have generalist capabilties which
would equip them to function as primary trainers
in general courses and to conduct nontraining
activities. These persons should be trained jn

a variety of disciplines, although it woul’ bu
desirable if four of them had backgroumis .n
regional/urban planning or development auminis-
tration. The other six trainers should have more
specialized backgrounds which would equip them to
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teach the three special courses projected for
Ot thesc, two should be familiar with
sdainistrative aspects of planning and two should

the center.

have economics backgrounds.

it ghould be stressed

that any given staff mewber will have multiple
responsibilities, both training and nontraining,
and hence it would be useful if he/she cultivated
& mixture of generalist and spocialized capabili-

ties.
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(2) Support statf

In addition to the professional staff, it is
essential that the Yogya Center recruit adequate

steff to support its ongoing functions.

Given

the level of activity as well as the size of

professional staff projected for tho center, it
is estimated that a supoort staff of 15 persons
would be required, with the following breakdown
of cepabilities :

1>
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secretaries/reporteurs
statisticians/tabulators
draftamen

audio-visual technician
administrative suppor. personnel

w N NN N

drivers

15 total support staff

Most of this staff would be available over much
of the year to directly support the training and
nontraining activities in which the trainers and
trainees are involved. Conversely, it is assumed
that time allocated to general administrative,
rather than substantive, activities would be

kept to & minimum. For 3uch.admin£strative back-
up., both professional and support staff would
rely heavily on the Badan Diklat Jakar:a Office.
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CUAPTER VI

Courso Curriculum, Materials and Techniques

6.0 IWTROOUCTION

This chapter has three primary purposes :

(1) to delve more deepl: into the subject matter or
content of the proposod training progras by des-
cridbing the courses vhich should ba vffered in
regional planning and sanagesent;

(2) to discuss the tasks which need to be undertaken
in the crucial area of naterials developaent;
and

(3) to address the reolated area of training techniques,
which is the delivery system that sust be organi-~
ted to ippart information to trainees.

6.1 RECOMMENDED TRAINING COURSES IN RESIONAL PLANNING
AND MANAGEMENT

6.1.1 General Discussion of Curriculum

(1) Classification of all training courses

This general dAiscussion of curi {culum should
begin with a simple classification of the various
types of training activities. Chart 6.1 ~hows a
tvo-dimens‘onal classification. On one .imension
is the format <f training thich can broadly be
dividad into "off-the-jnd® courses and °on-the-
job® training. On the other dimension is the
subject matter or content of (he training, vhich
can bLa A°v»ided intn the geaneral planning/manage-
ment aspyicts to «hich all persoanel should be ex-
posed and more specialized aspects wt.ich would
involve specific individuals.
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By and large, the general training should be on

a tcan basis involving all officials vho are or
will be working together in the same jurisdiction.
It is recommended that this general training in
fundamentals of planning and management be primari-
ly "on-the-job*®, although it would begin with an
“off-the-jodb" segment.

The more specialized training will, on the other
hand, be given on an individu~l basis for speci-
fic rambers of the intersectourul development tean.
It is proposed that specialized courses be organ-
ized on two bases : (1) they can be geared to the
training of specific personnel types, for instance,
the intermediate cpecialization planners (such as
social development planners, ~dministrative plan-
ners, land use planrers, etc.) described in Chapter
I1I; or (2) they can te organized eround the sgeci-
fic technigues (such as data collection and ana-
lysis, project appraisal, etc.) which were also
descrided in that chapter. In either case, any

lqb
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(2)

(3)

- 106-

given specialized course would not have to involve
all professional members of the planning agency,
as would the gcneralized training. Specialized
training would be nrimarily "off-the-j,ob" courses,
either conducted cv.rectly by Badan Diklat or con-
tracted out to other institutions.

The role of Badan Diklat

In outliningy a suggested curriculum, the first job
is to determine the total scope of training need-
ed to produce the required skills in regional plan-
ning and management. Having done this, the issue
of the role of Badan Diklat; i.e., which specific
courses should this institution run directly and
which courses should be more appropriately contract-
ed out to other institutions, must be addressed.
The basic response to this issue is that all the
general team tiaining should be conducted directly
by Badan Diklat, and that this activity would

form the core of the program at each regional train-
ing center. Badan Diklat should be more selective
in taking on the specialized courses, and would
rely to a considerablc extent on other institutions
which have particular expertise in certain plan-
ning-related fields. The following discussion
briefly mentions all training courses which are
required as part of thiu program, and indicates
those courses that would appear to be most appro-
priately conductea by Badan Diklat,

Questions to be addressed for individual courses :

In the following description of each course, these
basic questions will be briefly addressed :

(a) What is the basic subject matter to be cover-
ed?

(b) For whom will the course be designed, both
regarding personnel types and level of govern-

ment?

(c) Who should conduct the course?

i
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(d) What should be the approximate length of the

course?

As summarized on Chart 6.2 a total of ten courses are
recommended here as the full Badan Diklat curriculum
in regional planning and management : two general
courses in regional and urban development planning/
management respactively, five specialized courses for
intermediate-skill personnel types, and three special-
ized courses dec)ing with planning techniques. Of
these ten it is suggasted that each Badan Diklat re-~
gional training center be directly responsible for
conducting five courses, including the two general
team training courses. The content of these five
courses is described more fully in the following dis-
cussion of individual courses.

It is recognized that the proposed off-the-job course
offerings are ambitious. However, it responds realis-
tically to the assessment of needed skill requirements.
In fact, this assessment might lead one to consider
adding other courses to the curriculum, but every
effort has been made to limit the program to only the
most essentiai courses. It is further recognized that
it will take Badan Niklat at lea3t five years to re-
fine the planning and implementation of the courses
described in this report, and that within this period
these courses will be introduced on a phased basis as
resources pexrnit. It should also be emphasized that
all courses will feature Indonesian examples and case
studies. This point is further stressed in the discuss-
ion of training materials later in this chapter.

6.1.2 General Courses

Course § 1 : General course in regqional development
planning/management

What? This general course would cover basic theory

and practice of regional development planning
and managemsent. Its focus would be on the com-
prehensive intersectoral planning and manage--
ment of predoainantly rural regions, although
the role of urban areas within such regions



ouaT 6.2

PROPOSED TRAINING COURSES FOR ONE REGIONAL CENTER

Course Title

Run 8y Whom

Length

General Coursgi :

Genars) Course in
Regional Luvelopment
P'lanning/Management

General Course In
Urban Development
Planning/Managesent

BADAN DIKLAT

BADAN DIKLAT

3 months "off-the-job"
6 months "on-the-job"

3 months "off-the-job"
6 months “on-the-job®

Special Courses For Intermediate Skill Personnel Types:

Special Course for
Adainistrative
Technicians

Special Course in
Social Development
Planning

Special Course in
Regional/Urban
Econoniics

Spectal Course in
Land Use Plomning

Specfal Coyrse for
Engineer/Plonners

BADAN DIKLAT

sP1, Ul

Selected
University

Dep. Planologi,
3]

Selectad
University

Spectal Coyrses On Plamaipg Yools:

Tools for Data
Collection,
Presentation and
Amalysis

Tools for

Ivnlmtion

Tools for Monitor-
ing and Evaluation

Aczdemy of
Stotistics GBS

SADAN DIKLAY

BADAN DIKLAT

6 months

6 months

6 months

6 months

6 mnths

6 weeks
winiom

6 weeks
astnimm

6 weeks
afnimm
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would also be addressed.

The course would begin with an®off-the-job"
segment which should include the following
subjects :

(1)

(2)

(3)

(4)

(s)

Definition of comprehensive regional de-
velopment planning: defining planning;
objoctives; types of regions; types of
regional plans and planning; regional
planning process.

Spatial organization theory as foundation
for regional development planning : struc-
ture of rural land use; location theory;
central place thcory and activities; mark-
et systems; selected spatial experiments.

Crucial aspects of rural development :
natural resources; agricultural land use
and productivity; income, expenditure, in-
vestment credit and other economic factors;
distribution of wealth and poverty; facte
ors related to social equity and services;
review of key elements within and inter-
dependencies among social, economic and
physical sectorc; integrated approaches
towards rural development.

Critical steps in the planning/management
process : comprehensive scanning of en-
vironment; formulation of goals/objectives;
setting of alternative development strate-
qioi; evaluation of alternatives and select-
ion of optimum; development of specific
action plans/programs; periodic reviews.

Discussion of major techniques required to
support planning/management process ; data
collection, presentation and analysis,
techniques for projecting/forecaating
aspects of system, including population,
economic activity and land use; techniques
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for program/project appraisal and feasibility
analysis; technigucs for monitoring and eva-
luation.

(6) Towards relevant regional developmen® planning
for Indonesian provinces and kabupatens :
varying needs and planning styles at Tk. I
and Tk. II; importance of intersectoral coor-
dination within govornment; spatial vis-a-+is
sectoral planning.

The "off-the-job" segment would be followed by a
longer period of intensive "on-the-job” training
involving the same team of persons. In addition
to its major emphasis on applied planning, this
“on-the-job" segment will provide a further
opportunity to cover tho material listed above.
Although the "off-the-job™ scgment would utilize
case study material wherever possible, the "ulti-
mate” case study would take place during the "on-
the-job" segment when cach tecam of kabupaten offi-
cials concuntrate on their own region. The train-
ing during this phase would focus on preparation
of a specific planning product, such as an inte-
grated annual development plan/budgot, vhl.ch is
required by the BAPPEMKA in any casec. Upon com-
pletion of the "on-the-job" segment of the general
course, the training staff would return poriodic-
ally for follow--up activity involving further
*on-the-job" training.

This course would be required for all kabupaten
(Tk. II) professional personnel being trained for
BAPPEMKAS, as well as other key members of inter-
sectoral development teams at this level. It
would be given on a team training basis for groups
of staff within specific kabupaten, but sclected
BAPPEDA (Tk. I) personnel would also be invited

to participate.

This would be the basic course of oach Badan Dik-

lat regional trairing center. It would be con-
ducted directly by the members of the staff, who

|59



I.ength?

What?

- 111 =

should devote considerable effort to experiment-
ing with the most effective approach.

With respect to the "off-the-job" segment, a
period of three months is seen as the minimum
time required for covering the essential material.
The "on-the-job" segment immediately following
would be for a period of six months. In this
complex field, shorter time periods than these
would compromise the content which should be co-
vered in the gcneral course. It is assumed,
furthermore, that the intensive “on-the-job" form-
at of much of this training would allow for an

accelerated learning experience.

Courseld 2 : General ccuvrse in urban development plan-

ning/management

Parallel to the regional course will be a similar
general course in urban development planning/ma-
nagement. Although the regional course will cover
tho broad aspects of urban development, particular-
ly as they relate to predominantly rural regions,
therc are many complex urban issues which require
special attention at a more detailed and intensive
scale. While the general planning process remains
the same, the spocific content of and techniuges
required for planning are different at the region-
al and urban scale. Therefore, a separate rourse
must be designed to train genecral urban planners
as well as intermediate skill personnel who will
specialize in urban development.

The initial "off-the-job" segment of the course
should include the following agencies

(1) Definition of urban development : defining
urban planning objectives; types of urban
areas; categories of urban plans and planning;
urban planning proceas.

{2) Theories of urban development as a foundation
for planning : central place theory; location
theory; theucies of urban structure and form;
theories of urban growth and change; theories
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of individual behaviour; decision 2nd systems
theory; relevance of theory for uruan planning
practice.

(3) Crucial aspects of urban development : population
and urbar sucial systems; employment and other
key factory in urban economy; housing, mar.ets
and othe. land using activitiec: transportation
and other movement systems; relationship betweon
social, economic and physir~al sectors; emphasis
on problems, issues and s-lutions for Indonesian

urban areas.

(4) Critical steps in the planning/management process :
comprehensive scanning of environment; formulation
of goals/objectives; setting cf alternative deve-
lopment strategies; evaluation of alternative and
selection of optimum; development of specific
action plans/programs; periodic reviews.

(S) Major techniques regquired to support planning/
managemant process : data collection, pre.os:icti-
on and analvsis; techniques for projectiag/fore-
casting arcpacts of system, including ropulation,
economic ectivity ard land use; techniques for
general scrategy evaluation; techniques i>r Z.0-
gram/projoct appraisal and feasibility analysis,
techniquen for monitoring and evaluation. (although
basic headings will be the same as couvse 91, ape-
cific techniques covered will be diffcront).

(6) Toucrds relevant urban development planning for
Indonesian kotamadyas and other urban areas :
sc2le of future urban development in Indonesia;
need for national urbanization strategy; integra-
tion of urban with rural development.

In basic format, the urban course would be the same
as the rugional course, beginning with an “uff-the-
Job® segmen: to be followel vy ="on-the-joh* training.
The nature of the “on-the-job" segment would k3 ensen-
tially the sexo as that duscyi.bed for the regional
courss.

5%
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Por whomn? The course would be given un a team training

basis for all kotamadya profossional person-
nel on the BAPPEMKOs as well as other key
staff members of kantors walikota and dinas-
dinas at that levei. Staff from the kabupa-
tens which have large ibukota and other im-
portant growth centers, as well as selected
BAPPEDA (“k. l) personnel, should also parti-
cipate in this course.

Run by whom? Again, the general urban course would be an

important and regular activity of each Badan
Diklat regional training center, although it
would not need to be conducted as frequently
as the regional course.

Length? Some as the regional course : threc months

6.1.2

mat?

"off-the-job"” and six months “on-the-job".

rpecial Courses for Intermediate and Highly Special-
"eved Still Personnel Types

As mentioned above, one set of specialized courses
should be geared to training the types of persons
with tne specific skills mentioned in Chapter II.
This training would be both for the five intermediate
skill types, and for the more highly specialised per-
sonnel required by the BAPPEDAs. It is pronosed that
Badan Diklat give priority to training the intermedia-
te skill types, although only one such courde {that
for administrative techinicians) would be conducted
Airectly at each regional training center. For the
other covrses, Badan Diklat should contract with
other institutions.

Course #3 : Special course for administrative ‘ch-

niciang

Thio apecial course would deal with those as-
pects of thh broader field of regional plan-
ning and mahagement which cover development
administration, information systems, techni-
qurs for monitoring and evaluation, and deve-
lo=eant control. It is believed that these
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aspects together form a coherent package of
knowledqe and techniques for which an inter-
mediate skill-level group can be trained,
The course would include both a review of
current procedures in Indonesia and a consi-
deration of possible new mechanisms which
could be introduced.

The course should include the following
subjects

(1) Development administration:administrative
position of regional plannirg and manage-
ment within governmental institutions;
administrative and financial mechanisms
essential to programming, budgeting and
implementing intersectoral plans; manage-
ment issues in coordinating budget requests
and activities of sectoral agencies.

(2) Techniques for data collection, nresent-
ation and analycis : basic tools ot survey
and aralysis; esctablishing an information
system; and mapping.

(3) Techniques for monitoring and evaluation i
role of central planning and budget control
agencies; techniques for continuous moni-
toring and reporting of implementatio.
progress; techniques for evaluition of
impacts of program/project implemen:ation.

(4) Technigues for dsvelopmant control : pub-
1llc land acqguisition; agraria controls and
regulations; planning standards; financi-
al allocation and inspection procedures)
other mechanisms to ensurs orderly isple-
ssatation of development.

the course would be organiszed for individuals
who have recently gradvated from one of the

APONe or ome Of the universities with a Sarja-
na Nuds degree in a field such as social-poli-

"
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tic. Since large numbers of these general ad-
ministrators already constitute a major re-
cruiting source for the Departemen Dalam Ne-
geri, the proposal here is that selected
groups of these people be trained to perfc(m
certain tasks within the planning agencies at
both Tk. I and Tk. II. Specifically, they
could assume responsibility under profession-
al supervision for some of the aspects of in-
formation systems and monitoring/evaluation,
as well as geneyal administration. Although
not trained to the same technical level as
some of the other planning agency members,
this special course could create 2 new cadre
of pcople who can perform needed tasks,

It is suggested that this be the only course
for intermediate skill types to be run direct-
ly by Badan Diklat at each regional training
center. Badan Diklat staff should develop
particular strength in the aspects covered

by this course.

A period of six months of intensive "off-the-
job™ training is seen as the minimum for this

course.

Course #4 : Special course in social development

ylannlng

lhatz

The area of social development planning is
coming to be increasingly recognized ac a
distinct sub-field within regional/urkran
Gevelopment planning. Among other subjects,
this sub-field should deal with the question
of promoting social equity in the context of
regional planning and management, including
appropriate sociel indicators, the distribu-
tion of social servicos, and modes of com-
munity participation in development. This
special course would prepare people for this
intermediate skill position through intensive
“off-the-job" training.
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Por whom? The course would be designed for individuals
who alrcady have at least one university
degree ‘a social science, education, social
work or 4 related field. These persons will
be assuming key professional positions in the
Tk. 11 BAPPEMKAS or BAPPEMKOs (see Chapter II
for initial suggestions).

Run by Whom? It is proposed that Badan Diklat contract with
the Faculty of Social Sciences, U.I., snd
possibly other institutions as well, to carry
out this course.

Length? Six months minimum

Course #5 : Special course in -ejional/uvrban

economics

wWhat ? This special course would provide intermediate
level training 'Y reqional and urban econonic
planning, with :ticular emphasis on the
spatial dimension in sub-national cconomic
development. It would prepare pecovle for the
positions of gencral decvelopment economist,
rural economist or urban/indvstrial econonmist.

Por whom? These individuals should have already received
at least one university degree in economics.
They already hold, or will be assuming, pro-
fessional positions in planning agencies at
both TFr. I and Tk. II.

Run by whom? Badan Diklat should contract with an econoaics
faculty of on appropriate university.

Length? Six oonths sinimum.

Course 6 : Special course in land use planning

What? Regional/urLan development planning include
elements which emphasize the physical eaviron-
ment at varioue scales : land uses and charac-

/5%
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teristics, geographic and spatial relation-
ships, locational and space requirements of
activities. Additional aspects include carto-
grapl.y and remote imagery, and land tenure

and transfer systems. These elements together
can be referred to as spatial or physical
planning, which constitutes yet another intor-
mediate skill type.

This special course would br for persons who
already have a university degree in architec-
ture, planning, geograpby or a closely related
fivid. These individuals will be assuming

key positions in the Tk. II planning agencies.

In this case, it is proposed that Badan Dik-
lat contract with the Dept. Planologi, I.T.B.,

or another appropriate institution.

Six months minimum.

Course §7 : Special course for engineer/planners

Por whom?

Run by whom?

Civil engineers possess technicil skiils of
special relevance to regional/urban develop-
ment planning, particularly in the areas
related to transportation, water resources

and distribution systems, and sanitation. A
special course is needed, however, which would
convert engineers into >lanners by placing
their specific technical xnowledge into a

more comprehenisve planning framework.

As already implied, this course would be for
persons who have received a first degree in
engineering. These people are needed to
assume professional positions in planning
agencies at both Tk. I and Tk. II levels.

Badan Diklat should contract with an enqineer-
ing faculty of an sppropriate university or
technical institute.
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Length? Six montas minimun.
6.1.3 Other specialized trainiyg

6.1.4

In addition to the -bove-described special courses
for intermediate skills personnel, Badan Diklat must
address the matter of training for the highly special-
ized persons who are required to serve on the provin-
cial BAPPEDAs. Included 1in this category are demo-
graphers, health and nutrition planners, education
planners, statisticians, agricultural cconomists, geo-
logists, yeographeres, and more specialized engineers.
With the exception of the agricultural economists and
statisricians, the majnitudes required will not be
large (sec Chapter II).

i1t is recommend:) that in all cases here, Badan Diklat
would not atfrempt to provide direct training for these
specialists, but that arrangements be made to send the
relevant individuals to special institutions both
within Indonesia and overscas. It is particularly
within this context that overseas training for Indone-
sians, generally not felt to be appropriate, may be
moat useful.

Special courses on planning techniques

The other set of specialized, “off-the-job" courses
should be organized around training in some of the
specific techniques referred to in Chapter I1. These
courses would be narrower in scope and shorter, basic-
ally geared to provide intensive training in those
techniques which are particularly useful for carrying
out critical development tasks. The following three
courses appear to be the most urgent, although Badan
Diklat could decide to conduct others at a later date.

Course § Tl : Techi -iques for data collection, present-
stion and analysis

*his short course would be specifically direct-
ed at (1) basic techniques of research, survey
and anulysis and (2) how to set up an informa-
tion systes. Included would be such elements

5%
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as alternative forms of research, survey
design, preparing survey instruments (question-
naires), sampling procedures, and the use of
basic descriptive statistics for presentation
and analysis of data.

ror whom? The course will probably be appropriate for
most planning agency professional personnel
at both Tk. I and Tk. II levels. An excepticn
to this would be the administrative planners
who will receive this training as part of their
own course.

Run by whee? It is proposed that this course be contracted
out to the Academy of Statistics.

Length? A minimum of six woeks are suggested.

Course § T2 : Techniques for program/project appraisal
and general plan evaluation

-

What? This course would concentrate in some detail
on relevant techniques which are designed to
help the planner select an optimum develop-
ment strategy and, more specifically, set pro-
gram priorities and put together an integrated
annual development olan and budget. It {s
suggested that two distinct sets of techniques,
those for general strategy evaluation (T4.l)
and those related to program/project appraisal
and feasibility analysis (T?7), as described
in Chapter II, be covered here. The course
would address the following topics !

(1) The context for appraisal : alternative
types of cppraisal and evaluation within
the comprehensive regional planning pro-
cess; function of general plan evaluation
versus shecific program/project appraisa)
institutional issues and the capability to
evaluate) appraisal versus decision-making.

{2) Techniques for overail evaluatior of ‘q
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development alternmatives : :lanning
balance shest, gosls achievement matrix,
other approaches.

(3) Techniques for appraisal and feasibility
analysis of specific programs/projects :
finencial appraisal, cost-effectiveness
analysis, threshold analysis, sensitivity
analysis, cost-benefit analysis, PPBS.

The course would feature case study exer-
cises of appraisal and evaluation in Indo-
nesia.

ror whom? All professional personnel in the plarning
agency who are or will be involved in the
evaluation of alternative strategies or the
development of specific action plans/programs
should take this intensive course. In pa.ti-
cular, this will involve general planners,
land use planrers, economists and engineer/
planners.

fun by whom? In this instance, Balan Diklat should develop
the “in-house" capability to run this course
with its own staff at each regional center.

Length? Six wveeks minimum.

"Course § T3 : Techniques for monitoring and evaluation

A third and final suggested course in this
series would desl with those techniques which
enter the comprehenisve planning/managesent
process during or after implementation.
Specifically, two sets of techniques would be
studied which relate to 1 (1) a systems of
continuous moni’ oring and reporting of im-
plementation progress and (2) the periodin
evaluation of actual performance and impacte
from plans and programs. Those tasks and
techniques can be characterised in this con-
text as management activity rather than a

/6°
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direct planning function. The following
subjects should be included in the course :

(1) The context for monitoring and evaluation
role of planning/managerent agency in
carrying out these tasks: institutional
constraints and opportunities regarding
these tasks.

{2) Techniques for monitoring of actions
concept of continuous monitoring and re-
porting of implementation progress;
possible tools which can be applied;
systems being established through BAPPENAS
and elsevhere in Indonesia.

{}) Techniques for periodic evaluation of
program {mpact : input measurement versus
output assessment: rigorous impact proce-
dures using cross-sectional and longitudi-
nal analysis; modified applicaticn of PBS
arl GAM. As with the course on techniques
for program/project appraisal (#T2), ex-
tensive use would be made of Indonesian
case studiacs.

As with the course on techniques for data
collection, presentation and analysis, this
course will be appropriate fcr most profession-
al staff within planning agencies at both Tk.

I and Tk. Il levels.

Again, Badan Diklat should develop the capa-
bility to conduct this course on its own.

8ix weeks minimun.

6.2 PROGRAM FOR DEVELOPMENT OF COURSE MATERIALS

The discvssion thus far has made scant referunce to
the crucisl role of materials development in training
for regional planning and management. In mounting a
netionwide program in this field, several important

Jol
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tasks in materials development include inventorying
and organizing currently available planning/manage-
ment documents, sifting out of these documents rele-
vant cases or examples with wider applicability for
the training, generating case studies from direct
field work and training exercises, and adaoting case
materials into standardized forms for training.

These are essential and time-conauming tasks, and it
is most important that Badan Diklat becomes aware of
their scope and content and allocates sufficient
qualified personnel to undertake them. It should also
be realized that these are ongoing tasks which do not
cease with publication of a single manual, but which
must continue to respond to ever-changing training
needs.

The discussion of materials development in this re-
port will be limited to two basic aspects : (1) a
general description of what is involved in undertaking
each of the above-mentioned tasks; and (2) a discuss-
ion of the allocation of responsihility betwcen the
Badan Diklat Jakarta Office, the regional training
centers and other institutions in pursuing these tasks.
These two aspects are addressed in turn below.

6.2.1 The Tasks Ahead in Materials Development

The following four tasks, which to gome extent must
be taken up in the chronclogical order shown, seem to
be indicated as essential elements in the process of
developing course materials.

(1) Inventory of cur'ently available planning and
sanagement documents 1

A wide range of docusents already exist which,
after careful selection and adaption, are of
potential use as training materials. These docu-
ments have been produced in Indonesia as well as
abroad, and include the following categories

{a) Indonesian :

(i) GCeneral planning study reports, for areas

g
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ranging from multi-provincial regions to
individual towns, produced by Cipta Karya
and other agencies.

tong-range, five-year and annual inter-
sectoral plans produced by various levels
of government, including provincial BAPPE-
DAs and Tk. 11 BAPPEMKA3S/KOs: also APDNs,
APBDs and other annual budgets produced

in Indonesia.

Key program and project reports produced
by various sectoral agencies, especially
those relevant to regional planning/manage-

ment .

"DUPs" (i.e., specific annual budget re-
quests) prepared by sectoral agencies.

Standardized forms and instrumonts for
collection of data, and for project re-
porting, monitoring and evaluation.

Manuala, reports anu evaluation of train-
ing courses which have already been con-
ducted {n this field.

(b) Foreign

(1)

(i)

Selected buoks dealing with theory and
practice of various aspects of regional/
urban planning and management. (Although
a few such books are avajlable in Indone-
sia, the vast majority of material in this
field is published abroad}.

Selected studies and reports drawing on
experience from other leso irdustrialized
countries, +hen relevant to Indonesis.

In inventorying foreign materials, care
should be taken to include cases compar-
able to Indonesia.

As it prepares for an expanded training

\'-"'
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programs in regional planning and management,
Badan Diklat should strive to collect as nany
of these documents as possible, thereby
developing a substantial referonce library in
its Jakarta Office. In addition to collect-
ing this material in Jakarta, it will alro be
essential to develop good “"sattelite” libraries
in the regional training centers as they be-
come operatinnal. However, priority should
be placed on building up the Jakarta library
first, in part because it is in Badan Diklat's
Central Office where there will be the best
opportunity to allocate sufficient personnel
to this task over the next few years. As Ba-
dan Diklat devolops its library, it must take
cognitance of the fact that other rcferonce
collections in this ficld already exist in
Jakarta, notably the PUSIDO at DTKTD, and
that a cooperative relationship will need to
be fostered. But, given Badan Dik'at's over-
all mandate and responsibility for training
in regional planning and man.jcment, it Js
essential that a strong docunentation center
be Aeveloped in-house.

(2) The Search for relevant case studies and examples

for training 1

The second task s to sift through the currently
available documents inventoried in the above-
described task in search of relevant case studies

and uxamplus which illustrate particular plan-
ning/management techniques or sitrations. In

the vast collection of planning/management-relatod
documents which have been produced, there are
cases in which a specific technique or other
aspect of the planning/management process has

been well-described or well-applied. The primary
goal of this emeroise is to cull out materials
which have wider applicability for use in train-
ing courses. MNost of these available documents
were not produced with training use as their

ohief purpose; hence it is important that criteria

Ta
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be formulated with which to assess the training
value of specific examples as they are consider-
ed in this sifting process. Although consider-
able thought should be devoted o this issue as
the task is undertaken, illustrative criteria
would include the following :

(a} Teohniques or other aspects chosen should be
relevant and applicable to local conditions
round within Indonesia's provinces, kabupa-
tens and kotamadyas;

{b) Techniques or other aspects chosen should be
appropriate to the lavel of education and
experience of most officials being trained
(i.e. they should not be overly complex); and

{c) Explanations or descriptions of the material
shoui< bo clearly presented and pitched to
the particular consuning group.

This very lmportant task has not yet been system
atically undertaken by any agency within Indone-
sia, and it would be most uppropriate if it were
included as part of Badan Diklat's materials
development program.

The_development of relevant materials from direct

field work and training exercises :

An alte: ative way in which case studies and
examples relevant for training can be genurated
is directly from field work associated with
training exercises. As Badan Diklat builds up
its regional tra.ning centers, it will be in a
good nosition to do this through its own train-
ing cunvses. As the staffs at the regional
training centers begin to generate such case
n.t-rial, it is imgortant that the wider appli-
catlon oy i of the materials be borne in mind,
Partly for t-‘3 reason, each case study or field
project -hould be throroughly documented.
Although thir tank would be undertaken primari-
¢
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)y by the regional ti1aining centers, the Badan
Dixlat Jakarta Office can play a secondary role
through its own field work and specis:.lzed courses.
The Jakarta Office can also establish some common
guidelines for documentation of case studies.

(¢) Maption of materials for standardized training

The final task in the process of develooing
course materials involves the adaptation and rn-
production of these materials for atandardized
use in training courses. Relu.ant case studies
and examples, coming from either of the above
two sources, must ve taken and developed for
manuals or other ¢>.uments. The inteat is to
standardize particularly rolevant matcrial so that
it can be used repeatedly in training courses.

As a result, the training staff involved in spe-
cific courses would have a reservoir of materials
upon which it could drav as training is carried
out. The followinj sub-tasks are included ‘n
this process

(a) To determine which ci..- ztudies or other
examgles ire appropr-:.e for manualization.

(b) To determine hor' manuals or similar drcuments
should be put toqother; i.e. what should be
the content of these documsents? and

(c) To determine how the material should be pre-
sented; i.e. what is the wost effcctive way
to co-:sunicate the specific techniques or
ideas ntended for inclusion?

In carrying out this task, it is essential that ex-
perieanced traisers are involved and that the consum-
ing groups to whom the material is pitchied be borne
in mf.c1.

Allooation of mgntbtut! for Naterials Development

Chart 6.3 summa‘ises & suqggested allocation of respon-
sibility in undertaking the abese-deacribed materials

i
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devolopment tasks between the Badan Diklat Jakarta
Office, the regional training ceaters, and other in-
stitutions. The respective roles of each of these
threu entities are discussed below.

(1) Role of Badan Diklat Jakarta Office

In launching a materials development program in
regional planning and management, the Badan Dixlat
Jakarta Office must clearly take the lead by
creating a section of qualified personnel to
undertake most of the tasks involved. As Chart
6.3 shows, three out of the four identified tasks
{(numbers 1, 2 and 4) should be primarily the res-
ponsibility of this office. Especially during
the early years of Badan Diklat's expanded pro-
gram {n this field, it is only in the Jakarta
Office cnat a sufficient concentration of human
and material resources can be built up to gene-
rate training materials. To summarize, the Ja-
karta Office's chief tasks would be the follow-

ing :

{a) In carrying out a major inventory of current-
ly available documents, Badan Diklat would
stcive to develop a substantial reference
library in Jakarta.

(b) The second primary task would be that of sift-
ing through these currently available cocu-
ments in search of particularly relevant
training materials.

(c) Based on the nbove two tasks, as well as on
training waterials generated directly by Ba-
dan Diklat (especially at the regional train-
ing centers), the final task would be the
sdaptation and reproduction of materials for
standarized use in training courses. Such
materials include not only discussions of
techniques and theory, but also standarised
forms for data collection and for project
reporting, monitoring and evaluation.

[6f
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As the Badan Diklat Jakarta Office performs these
functions, it is essential that a close liaison be
establ ished between this office and the trainers who
will be primarily based at the regional training
centers. Although materials development is basically
a central function, the outputs must be built on
actual field experiences with which the RTC trainers
will be most familiar.

(2) Role of the regional training centers :

The RTCs would be primarily responsible for the
development of relevant materials for training
based on dircct field work. These materials
would be generated from case studies chosen for
training courses, especially the general course
in regional (or urban) development rlanning.
Badan Diklat should encourage a degrce of cxperi-
mentation where appropriate in the generation of
these materisls, which would be put together by
RTC trainers and ccnsultants. Since the appli-
cation of regional planning ard management is
comparatively new in Indonesia, it is frequently
not clear which techniques or approaches are
best in practice. Therefore the training itself
will have to experiment with varying approaches.
However, in certain situations, such as that of
establ isning data collection or monitoring/evalua-
tion syctems, there is a need to establish a
standardized procedure from the outset. The RICs
should work closely with the Jakarta Office to
determine the degree of experimentation or stand-
ardization appropriate to various aspects of
planning and management.

with regard to the other tasks in materisls
development, it is envisaged that the RTCs would
play a supporting role to the Badan Diklat Central
Office. While experimentation in the creation

of materials by trainers working directly on
fiald training excrclses is an essential aspect
of the materials devolopaent program, this aspect
must be balanced against the need for generation

|b‘i
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of standardized materials which, along with the
other tasks described here, requires a concentra-
ted, centralized effort.

(3) Role of other institutions :

As suggested in Chart 6.3, a number of cther in-
stitutions will have an important role to play in
materials development. These particularly in-
clude such centers of higher education as Gajah
Mada University and Institut Teknologi{ Bandung
with which Badan viklat is developing coopera-
tive relationships in mounting an overall train-
ing strategy in regional planning and management.
Major way3s in which these institutions can assist
in materials development are :

(a) To provide Badan Diklat staff access to docu-
ments, as part of the inventory and library
development effort;

(b) To assist Badan Diklat by making staff avail-
able on a part-time basis to carry out some
of the identified tasks; and

(c) To provide Badan Diklat with well-documented
case studies stemming from field training
exercises.

Although Badan Diklat should make full use of the
staff and facilities of otaer institutions, it
should be stressed in conclusion that the develop-
ment of training materials is too central to the
overall training strategy to be delegated al-
together. The basic responsibility for this

work must rest with the staff of Badan Diklat.

TRATWING TECENIQUES

Up to this point the word “technique® has bee used
in this document to rsfer to analytical meth.ds
which have beon devised to support regional planning
and management tasks. In the context of training,
*technique® has another meaning : it refers to ele-

1
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sents of the delivery system used by trainers to im-
part information to trainees, which range from the
general training format (lecture, seminar, etc.) to
specific training aids (overhead projector, white-
board, etc).

The Need for Alternativest~ Lecture Format

With regard to the general training format, it should
be stressed at the outset that the use of lectures,
wvhile appropriate for imparting certain kinds of in-
formation, needs to be balanced with other approaches
in a well-rounded training program. Exclusive use

of the lecture format has a number of limitations.
Pirstly, the trainee is often unablc to intornalize
the information given, in part because he plays a
relatively pasaive role in receiving L. Secondly,
it is frequently very difficult for the trainee to
apply what he/she has learncd in lectures to actual
situations in the field, {n part because materiai
used in this format has frequently not Lemn tasted
against field conditions. A third limitation of the
lecture format is that it often leaves no permanent
record of information to which the trainee can refer,
although this may be the case with other formats as
vell.

Consequently, alternative approaches to .he training
fornat are needed which will enable the trainee to :

(1) internalise basic principles and methods so that
he really understands hon they wcrk and how to
use them;

(2) play & more active role in the learning process;
and

(3) apply what has been learned to actual field situa-
tions.

1a the tratning strategy recommended for Badan Diklat,
it is enviecaged that a balancing of on-the-job ap-
proachea can help ensure use of a variety of training
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formats.

6.3.2 Alternative Training Pormats

(1) Por off-the-40> training

One means of ensuring use of & variety of train-
ing formats is to strive for a proper balance
between theory and practice in each off-the-jod
course. Theory must inevitably be provided, es-
pecially during the initial portions of & given
course, hhut it should be constantly tested by
practical application to concrete cases. The re-
commended enphasis on case atudies or field exer-
cises as a major focus of the training effort will
go a long way toward insuring that theory is
well-related to practice ir this training program.

Some use of the lecture format will be appropri-
ate for off-the-job training courses. This will
be especially true in covering theoretical mate-
rial or relatively straightforward background in-
formation. But other formats must be uscd to the
maximum, either to supplement lectures or as a
substitute for them. Alternatise formsts in-
clude the following :

(a) Seminar. A directed group meeting in which
trainees exchunge ideas, reports and experien-
ces.

(b) Tutorial. Similay to a seminar, but smaller
uumber of trainees are generally involved.
Also, it may be usod in conjunction with a
lecture series.

(c) Panel discussions. A class is divided into
sub-groups; each sub-group selects a leader
to represent its views on the topic picked
tfor class discussion.

(4) Brainstorming. A emall group approach in
whiich the trainer stimulates a free flow of
idess.

11/

l
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(e) Role playing/qaming/simulation. Role playing
is a dramatic simlation of a problem or
situation in which the trainees act out
different parts. Gaming and simulation are
similar to role playing, but require more pre-
paration. Ganing differs from simulation in
that its similarity to the topic or situation

is weaker.

(f) Programmed learning. Information is pack-

aged an' presented in a logical, step-by-
stcp manner with each "frame” of information
requiring a response from the trainee before
he moves on to the next "frame". This form-
at, largely prepared for written materials,
enables each trainee to absorb information
at his/her own pace.

These alternative formats, used in conjunction
with the lecture (which itcelf can be improved
through skilled use of training aids), can go a
long way toward maximizing the trainee's ability
to internalize basic principles and methods and
to apply what has been learned to actual situati-
ons in his region.

(2) Por on-the-job training :
The on-the-job approach itself helps to insure
the use of training formats and related techniques
which stress actual problem solving within speci-
fic work contexts. All of the formats mentioned
above as appropriate for off-the-job training are
equally usable under the on-the-job approach.
The emphasis here is on'sottlﬁ; achievable goals
for the on-the-job segment, such as preparation
of a five-year rolling plan and annual develop-

ment plan, and applying techniques which will be
most effactive in achieving these goals.

6.3.3 Relevant Training Aids and Equipment

(1) Pactors for detersining appropriate training aids

In approaching the difficult subject of deciding
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which training aids are appropriate for the pro-
posed training, several factors are offered here
as a quideline. Taken together, they can help
Badan Diklat determine the best combination of
aids, both in the short-run end the long-run.
Before listing these factors, the words “hardware®
and “"software® should be defined in this context.
Hardware refers to thc permanent equiprent asso-
ctlated with a given aid, such as an overhcad
projector, slide projector or blackboards. Soft-
ware refers to the specific training materials in
a given subject area which must be prepared for
that equipment, such as transparencies for an
overhead projector, slides, or sketches with
chalk. The factors are as follows

(a) Effectiveness of aid for the subject matter

For example, it makes no sense to usé expen-
sive hardsare if the idea can be conveyed
through simple aids.

(b) Availability of software in the field

Although expensive hardware can be purchased,
the crucial constraiat is often the avail-
ability of software in a given subject area,
in this case, regional planning and manage-
ment.

(c) Amount of lead-in time available for prepar-

ing software. Closely related to factor (b)
is the amount of time rvquired and available
to prepare software for particular hardware.

(d) Nature of f:icility and space for training

The size and lay-out of rooms, as well as
types of furniture available, may be import-
ant in selection of aids.

(@) Nature of lighting and electricity availale.

This factor includes both the availability of
electricity and of space which can be darken-

11
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ed for projection capability.

(£) Financial factor. This include the size of
budget available for the training progranm,

including training aids, and also takes into
acoount rhe costs of specific hardware and
their associated software.

(g) Simplicity. This final factor again stress-
es that there is & danger of using aids which
are too complex and sophisticated for a given
training situation.

{2) Appropriate and inappropriate training aids :

Chart 6.4 ranks various training aids from most
to loast appropriate. Generally, the simpler,
less expensive aids are seen as being most appro-
priate for Badan Diklat, especially in the short-
run. The regional training centers should begin
with basic surface aids, overhead projectors,
tape ruccrders, and written materials. For the
first two or three years, they won't have suffi-
cient lead-in time to prepare software for such
“intermediate” aids as slide projectors or iilm
st.ips. However, such aids will become more
appropriate after a few years. The regional train-
ing centers, with assistance from Badan Diklat's
Jakarta Office, should develoo a capacity to pro-
duce this software as rapidly as possible.
Although the last three training aids listed
{items 7 - 9) are generally not felt to be appro-
priate for this program, one possible exception
may be the use of a portable closed circuit T.V.
system. The Badan Diklat Jakarta Office might
acquire this portable system after a few years
for use in its training of trainers program and
evaluation activities.

As consideration is given to purchas.ng some of these
training aids, the need for full-time audio-visual

support staff, both in Jakarta and in the regional
training centers, must be emphasized. /
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6.3.4 EBEvaluation of Training Techniques

Since the field of regional planning and management
is comparatively new in Indonesia, the best techniques
for imparting information to trainees are not always
known. Thus, it is important to encourage experimz:.-
tation on the part of trainers in using alternative
techniques and approaches. The Badan Diklat Jakarta
Office should organize a continuing program of eva-
luation of training techniques and feed back the
results to the trainers. As in the case of training
materials, there is a need for balance between total
laissez faire experimentation at cach regional train-
ing center and complete standardization of techniques
which might be dictated by the Jakarta Office.

It should be emphasized that evaluation of training
techniques is an integral part of the overall evalu-
ation of this training program. See Chapter III for
some discussion of evaluation in general.

Part of the evaluation of training techniques will be
to formulate relevant criteria. To give the reader
an understand:ng of what will be involved here, the
following illustrative criteria are mentioned :

(1) Which techniques seem to impart theory and tools
most efficiently to the traince (i.e., the most
information in the shortest time)?

(2) Which echniques seem to have the greatest impact
in causing behavioral charge on the part of the
inrdividual trainee or more importantly, on the
part of teams of trainmes working within the same
jurisdiction?

(3) Which techniques best rtivate the active parti-
cipation of trainees within a given situation?

11
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CHAPTER VII

TRAINING OP TRAINERS

INTRODUCTION

Mounting a high-quality course for the training of the
trainers who will staff the proposed regional train-
ing centers (RTCs) is of course crucial to Badan Dik-
lat's proposed training program in regional planning
and management. This chapter's primary purpose is to
address several elements of the training of trainers
course, including the issue of basic responsibility
for the course, the role of core trainers, and the
curriculum framework for the course.

Undoubtedly the most important issues to be considered
at the outset is tha. of who should assume responsi-
bility for the training of trainers. As was mention-
ed in Chapter IV, a number of possibilities present
themselves, including that of Badan Diklat itself,

the IIP, or an institution of higher learning which
stands outside the Departemen Dalam Negeri framework.
The lssue is where basic responsibility for this
course should rest on a continuing basis. In dealing
with this issue, at least three criteria should be
considered : (1) What is the most efficient instituti-
onal framework for recruiting or secunding core train-
ers and resource persons? (2) How can the course be
most directly geared to Badan Diklat/DDN goals and
objectives? (3) Under what institutional arrangement
will the ability of Badan Diklat to guide the content
and thrust _.f the course be maximized? Although some
difficulty may be encountered in meetingy the first
criteria, it is suggested that the other two criteria
present compelling reasons for Badan Diklat assumiag
basic responsibility for the training of trainers
course itnalf, possibly in conjunction with the IIP in
Jakarta. Since the quality of this training of train-
ers courso will have such a major impact on the cali-
ber of subsequent training at the RTCs, it 1.4 recommcnd-
ed that the course constitute a central function of
the Badan Diklat Jakarta Office.

ik
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It is urged, therefore, that by 1980/81 the Jakarta
Office develop the capability to carry out the train-
1nq of trainers course; which would be in time to
train the second and subscquent batches of RTC train-
ers. Alternativecly, this function could be brought
into the Jakarta Office one year later in 1981/92 -~
if Badan Diklat “inds it impossible to recruit core
trainers and make other neccssary preparation for con-
ducting the course next year. As is currently pre-
jected, the training of trainers course would be con-
ducted annually throughout the remainder of RFPELITA
TIT1 and on into REPELITA IV. The number of traineos
invalved each year would depend on Badan Diklat's
schedule for opcrationalizing new regional training
centers.

CORE TRAINERS

If Badan Diklat is to assume dircct responsibility

for the trairing of wrainers, it is cssential that
adequate sta;f be recruited and trained within the Ja-
karta Office to carry out this crucial function.
Although the function can in p:irt be born by part-time
Indonesian resource persons and foreign consultants,
especially during the early ycars of the course, there
will be an urgent need for four core tr.ainers who «ill
assume increasingly responsibility in this role. .
would be desirable if thesc core trainers alroady had
scrjana degrees in complimentary fields, such as ro-
glonal/urban planninc and developmont administration,
and some practical exporience in reqional planning and
management. Before they assume major responsibility
for the training of trainers courso, they should in
fact have knowledge and skills in the following areas

(1) Knowledge of basic principles of regional develop-
ment planning and management from an {ntorsector-

al prespective;

{(2) Yncwledge of the current planning and management
p.ocesses at all administra%:.: levels;

{(3) Skills in the use of selected tools in arca deve-
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lopment plaamning of the kind outlined in Chapter
113

(6) Skills in tne assessment of training and =ontrain-

ing needs for regional planning and manavemsnt;
and

(3) Basic skills and techniques in training methodolo-

gy.

0 the extent possible, the core trainers should
already possess at least soms of these skills prior

to the reci'tsent by Badan Diklat, but {t {s inevi-
sable that a training program will have to be mounted
for thes to tsund out their knovledgo and prov/de thea

iith more background in training technijues. This
training program should give the core trainers oppor-

tunities to

(1) Design area or .ovelopment plans within the Indo-

(2)

3)

nesia context Sy providing several case study ex-
periences vhere local data and conditions are
utilized. The primary function of this treining
would Se to enab)e the trajiners to acyuire a firm
underst.nding of how tu 30 about area plaaninj so
that thov can tran~‘er thess skills te wthors.

Study hov planning and managemen: is currently
practiced at the reqgional level ia Indonesia.

T™his knowledge will enable the core trainerr to
bro-den their appreciation of current planning anl
meanag.ment capucities and constraints, and there-
by enabiv them to tailor thoir training skills in
addressin.: these needs in the training of the
staff for he RICs.

Learn s @ baisic and essential techniques Jin
tra’-irg methndology. MAogquisition of these skills
is importaut in enadliny the .ore trainers to
effectively undertake the training of trainers
for the regional center.

Ia summary, the training of the core trainers should

30
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be a rigorous and intensi-e experience fnvol/ing small
group instruction and discuesion, along with a consider-
able amount of field work undertaken with the guidance
of Badan Diklat staf: and consultarts. Since the core
trainers will play a vital and important role in train-
ing the t-aining staff for eout ot the RICs, great

care should be taken in selecting highly capable and
committed individuals for these positions.

TRAINING OF TRAINEES POR RTCs

The chapter concludeswith a discussion of the training
of traineis who will staff Badan Diklat's proposed
regional training centers. In the following paragraphs,
the goals and objectives of this course will first be
considered. This 's followed by a preliminary discuss-
ion of the curriculum framework for the course.

Goals and Objectives

in general terms, the arecas of knowledge an” skills
referrsd to in the discussion of core trainers are
slso relevant for the trainers in the regional ‘.rain-
ing centers. Perhaps the on'y major .ifference is
that the core trainers should be mure experienced in
the field of regional planning and management. More
speciticall,, the following are minimum goals and
objectives for the traiiing of trainers course :

(1) The course output shiuld be a group of highly pro-
fessional trainers who have a broad knowledge of
regional development planning and management, in-
cluding a thomngh understanding of the way the
planning and managesent prc-ess presently works-
and should be working - in Irdoresia. If trainers
come .rom a particular background, on® function
of this course should be to round out the train-
ees' overall knowledge of the field.

(2) A complemsntary goal is tr build on the strengths
of the trai.ees and develop more specialised
knowledge and skills in various aspects of re-
giunal planning and managemsnt. The training of
trainers course should allow the trajnees the

A
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opportunity to pursue particular skills, based on
their backqrounds and interests.

(3) A third roal is to give the trainees the capabili-
ty for teachin; the two general courses in region-
al/urban planning and managemsnt projected to be
carried out by the 1egional training centers. 1In
rddition, the training of trainers course can
prepare to give the trainees acapability for
teaching the three specialized courses which wvould
also be offered at the RICs. This implies that,
in order to formulate curriculum for the training
of trainers course, considerable attention must be
devoted to anticipating the nature of these pro-
posed RTC courses (a beginning was made in Chapter
VI of this report), and then to insuring that the
substantive material included in these courses is
covered as much as possible in that curriculua.

(4) Bincc this is a training of trainers course, it is
not sufficient that the participants orly acquire
knowledge and understanding of the substantive
aspects of regional planning and managenent. They
sust also become feniliar with the whole area of
training techniques, which is the delivery systea
that must be organized to impart information to
trainees. One goal of the course must be to set
sufficient time ‘side to deal with the training
techr Jues and methodology which the participants
will soon need.

7.2.2 Curriculums Pramework

A general curriculum framework for a nine-month train-
ing experience has been outlined below and in Chart
7.1 with thy above goals and objectives in mind, the
following points should be made about this framework

(1) The curriculum should be designed pirimarily to
airror the regional/urban yeneral courses in plan-
ning and managemsnt, and secondarily to anticipate
the spe. lalised courses to be orfered by the re-
gional .training centers, thereby giving the parti-

v
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CHART 7.1

PROPOSED CURRICA UM FRAVEWORK FOR
TAAIRING OF TRAIRERS FOR AEGIONAL TRAINING CENTERS
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cipants sanimum exposure to the substance of the
courses they will be teaching. Although there
should be some opportunity for participants to
pursue specializad interests, as indicated ™ goal
92 above, emphasis in the training of trainers
course must be on the basic themeos of regional/
urban planning and management, as reflected in the
proposed general courses.

Specific course content will to some extont be
determined by the educational backqground, axperi-
ence and interests of the participants. 65ince It
{s assumed that there will be consideradbie variety
in this respect, some time should be set aside for
small groups of participants to study and discuss
various aspects of the field for the following

two reasons : (a) to enable all trainees to bring
their general knowledge of the field up to commo;
levels and (b) to allow for a degree uf special-
{sation beyond that. This will be es;ecially the
cre with activities 5 and 7 as outlined delow,
where it is svggestod that sub-groups pursue dif-
ferent specializations, such as rural or urban
development, or vsrious tools, within the larger
field of regional planning and management.

There will be, howsver, a body of core material to
which all participants should be exposed. This
should include a basic orientation an. overview,
i~troduction to regional planning theory; exposure
to tools for data collection, presentation and
analysis; and discussion of trainuing tecl.niques
{activities 1-3 and part of & beluww). ‘“hese acti-
vities would pe carried out . the main training
center for the course.

The most essential common element of the course,
however, would be the field training exercise. As
with the proposed general course, thie would fea-
ture a major case study project in which the parti-
cipants woulAd sctually engage in planning and for-
milate proposesls for a particular region. Although
the field work would be coacencrated over a period

\$v‘
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of atout three and one-half months during the middle
of the course (actirity 6), a maximum effort should
be made to integrate the case study project with
material covered in the classroom throughout other
portions of the course. Hence, at least half of the
entire nine-month experience could be related to

the case study. This heavy emphasis on field
training as a major element in thc training of
trainers for the rcgional training centers is very
puch in line with the basic strategy envisaged for
this program.

CURRICULUM FPAMEWORK FOR TRAINING OF RTC TRAINFRS

1. Orientation and Overview :

Badan Diklat structure, maniate, objectives and
program; national strategy for planaing of pro-
vincial, kabupaten and kotamadya otficisls in re-
gional planning and managen nt; review and araly-
sis of existing resources, programs and courses
for training in regional pianning and management;
overview of entire trairingy of trainers course.

2. Regional Planning and Manaqgement : Definitions and

Theoretical Pase

(1) Defining planning and management; objectives;
type of regions and regional plans; regional
planning/management process.

(2) Spatial organization the / as foundation for
regional development planning.

3. Techniques for Data Collection, Presentation and
Analysis 1

Dealing with basic ..0)s of research, survey and

analysis, as well as how to se® up an informati-
on system. (A._.inistered by Badan Dikiat; actual
trainin - provided by the Academy of Stecistice).

4. 1Introduction to the Field Training Exsrcise :

Intvoduction to major case study project; back-
ground lectures on critical steps in the planning/



- 146 -

sanagement process; formslation of work progras
for the project; establishment of subgroup special-
isations.

fRubgroup Study of Various Aspects of Rural and
Urban Developmert

Differont snecializations to be developed on basis
of trainee’'s bachground and interest; “packages”
such as the following to be conducted concurrent-
lys

(1) Aspects of rural development : natural re-
sources; agricultural land use and productivi-
ty; econoaic, social and environmental factors
in rural development.

(2) Aspects of urban development; economic, social
and environmental factors involved.

Pield Training Exercise :

Although the case study project would oncospass all
or part of activities 4-8, field work would be
concentrated in this middle period. The following
critical steps in the plannlnq/nnn.go-ﬁt process
would be observed

(1) Inventory/analysis of existing conditions

1a) Determine needed data;

(b) Collection from secondary sourcss;

{c) Determine gaps/devise primary surveys/
execute surveys;

{d) Shorthand technigues for data collection
and interpretation;

{e) Present analysze data;

(f) Define problems/needs.

{2) Pormulation of goals and objectives.

(3) Setting of alternative strategies for develop-
ment (long-term - five-year).

(4) Bvaluation of alternative strategies

(a) Testing of alternativesagainst goals/

ki
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objectives;

(b) Selection of optimum development strategy.

(3) Development of specific action plan/programs :

fa) Detailing 2f optimum strategy intc five-
yoar/ennual plans and programs;

(b) Annual DUPs are prepared;

(c) Program priorities are determined;

(d) Integrated five-year and annual develop-
ment pian and budget is prepared.

Subgroup Study of Various Techniques for Regional
Planning and Development :

Different specializations regarding analytical
techniques to Le developed on basis of trainee's
background and interest; use made of naterials

from case study project; as with activity 5, pack-

ages to be conducted concurrently :

(1) Techniques for projecting/forecasting aspects
of systen.

(2} Techniques for program/project appraisal and
general plan evaliation.

(3) Techniques for monitoring and evaluation.

Pinal Synthesis :

(1) Sharing of subgroup study of analytical tech-
niques.

(2) Discussion of treining techniques : types,
strengths and we.\xknesses; factors to consider
in selecting training techniques; development
of softwvare; practice in use of hardwvare.

(3) Pinelisation of case study project output.
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CHAPTER VIl

SHORT AND LONG-TERM PROJECTIONS AND VISIONS

INTRODUCTION

This chapter seeks to define from a wider and ionger
terms perspective how the roles of Badan Diklat, and
other government agencies and the universities can be
joined in a national training strategy. Initial
attention is focussed upon the immediate agenda of
training needs in regional planning and management,
and thereafter is fo)lowed by a discussion of how
Badan Diklat can begin to enlist the cooperation and
support of the universities in a mutual long-term
training effort.

THE NEZED FOR A SHORT TERM PACALLEL TRAINING STRATEGY

Up until now this report has focussed upon the vari-
ous aspects of designing and establishing a nation-
wide training program in regional planning and manage-
ment which would be directly implemented within Badan
Diklat. If the design proposed in this document ir
undertaken with an adequate level of policy comnit-
ment and financial support, it should be pussible to
have the proposed eight regional training centers and
a strong Badan Dik)at central organization operating
at full capacity within a five to ten year period.
Nevertheless, even if operating at full cipacity,
this program will not be able to fully respond to

the vast and rapidly growing range of training needs
in reqional planning and aanagement. Therefore, Ba-
dan Dik!at will need to seek the cooperation and
support of other educational and training instituti-
ons in order to tsobilize a more immediate and parall-
el effort.

It has been estimated that a total of 7446 profession-
al/technical personnel will be needed to fully staff
o1) Th. I and TK. II BAPPEDAs (sce Chapter 11).
Assuming tha one new RTC is established each year
from 1980/81 onwards with a.l o.7ht ceaters fully
oporational by 1988/89, Chart 8.1 indicates that
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2,880 officials will have participated in the train-
ing program by the end of REPELITA IV. This number
represents 38.7% of the total required manpower
projected by this study. It is apparent that Badan
Diklat will need to devise a parallel strategy which
seeks (o provide training to those many regional
BAPPEDA officials who will ~ot be reached in the near
future by the more comprehensive training programs

of thc RICs. The followiny sections review the basic
elements of a parallel strategy designed to meet these
training needs.

(1) Some initial determination should be under-
taken to assess the need for continuing to offer
one and two month courses on the general aspects
of regional planning and management as opposed
to the need for undertaking short-term courses
on the more specialized aspects of planning and
management. It appears that in some reqions of
Indonesia BAPPEDA officials have received train-
ing on the general aspects of regional planning
and management, and that much could now be achie-
ved by providing follow-up training on more special-
ized sudbjoct areas. In particular, consid.ration
should be given to the design of short-tem
courses in the following areas :

-- Rural Development Planning

-- Regional Economicso

-=- Urban Economics

-- Land U«e Planning

-- Transportation Planning

-- pata Co . ~tion and Analysis

-- Project Aj raisal

-- Monitoring and Evaluation

-- Resource Planning and Environment-
al Management

(2) In most of the regions very few instructors are
available with the kinds of skills needed in
offering the above specialitred courses. Thus,
Badan Diklat should seek to enlist the cooperati-

4°
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on of those government departments and national
universities where such training skills are avail-
able for offering these courses. The Departments
PUTL is one of the most active central level
departeents in these training efforts. PUTL and
ITB might be approached in discussing the possi-
bility of their offering short-term courses in
land use and transportation planning. Likewise,
short courses in project aporaisal could possibly
be offercd by PPN. The Center for Natural Re-
source Management and Environmental Studies at

IPB could bo approached to offer a series of

short courses in regional planning and management.
Simalar arrangements could be made for the other
courses.

All of the above proposed training course should
be designed in order that (1) the trainees are
provided with skills in regional planning and
management, and (2) are also trained as trainers
to offer part or all of the same course upon re-
turning to their home regions. Thus, the trainees
for each short course should consist of teams re-
cruited from a selected number of regions. The
teans could consist of Tk. I BAPPEDA members and
faculty members from regional universities. Upon
completion of the training these trainees would
be expected to return to their regions to become
tra‘ners in offering the same course to BAPPEDA
Tk. I and Tk. II officials. Thus, if the PPN
were to offrr a six waek specialized course in
project appraisal, three or four teams (each con-
sisting of three or four BAPPEDA Tk. I and re-
gional university instructors) would participants
as traines in the courses, and then return to
their respective regions to function as trainers
in offering tha same course to regional officials.

At the regional level, a number of provincial
govornments and regional universities have been
quite active in providing regional planning and
management courses for Tk. I and Tk. II officials.
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This is particularly the case for the larger pro-
vincial governments on Java, where in some cases
financing has been provided for the construction
of classroom and dormitory space for a provincial
training center. In most cases officials from
regional government agencies and faculty membors
from provincial universities are borrowed on a
part-time basis to act as instructors in these
courses. These individuals should be considered
as primary candidates for membership on the teams
recruitea to participate in the short courses.
These trainees could then replicate their train-
ing in teaching their colleagues the same skills
they learned in the initial course offerings.
This manner of operation appears to be the only
available opcion for achievi .= - "mltiplier
effect® in generating a larc:r supply of training
courses in meeting short term demands. Over a
wider geographic area.

(S) In those cases where courses in general regional
planning and management are needed, Badan Diklat
should continue its efforts in offering short
courses where Tk. 1 BAPPEDA staff are trained as
instructors to offer similar courses to Tk. II
BAPPEDA officials. It would also seem appropri-
ate to train regional university faculty members
to function as instructors in courses for Tk. II
BAPPEDA staff.

The above coaments are designed to provide some pro-
posals on how Badan Diklat might undertake some
immediate actions in responding to a growing and
widespread demand for training programs in regional
planning and management. It should be stressed that
this proposed strategy should be undertaken irdepen-
dent from but parallel with the development of the
RTCs. The KICs will not be able to undertake a wide-
scale training program in the early years of their
operation. Their professional staff and programs
will need to be carafully developed in order that

the quality of their activities will not be compro-
mised and overburdened by enxcessive concerns for res-

i
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ponding to more far-reaching short-term training needs.
In the long-run, hovever, the RTCs will have a sub-
stantial impact upon training a larger number of re-
gional plannors and managers. In fact, some of the
specialized courses mentioned above have already been
recommended in Chapter II as part o. the RTC curri-
culum. Thus, once the RTCs are unducrway, many of

the above specifi d courses can be transferrcd and
adapted to the RTC training programe.

THE LONG-TERM ROLE OF BADAN DIKLAT AND THE UNIVERSITIEBS

The need for building a professional masters dogree
level staff for fulfilling the regional planning
management tasks of DON should conititute a major

and long-term focus of attention for Badan Diklat,
and actions for its achievement should be initiated
simultaneously with the implcmentation of the courses
propused for Badan Diklat in this document. This
task will rcquire that Badan Diklat scek to cngage
and support the involvement of appropriate in-country
institutions of higher learning in assuming responsi-
bility for providing masters degrce programs in re-
gional planning and menagement. In this recard,
within the ~ducational network of Calas Negeri .tself,
there exists a major potential for st cengthening the
rola of I1P (Institute Ilmu Pemerintahan) in provi--
ding masters degrec training in regional development
planning and munagement. The basic training approach
of the SPI effort, which includes a pronounced em-
phasis upon field work and field exercises, parallels
closely the recommendations contained in this docu-
ment for the RTC training progiam. During the past
four years the Natural Resource and Environmental
Management Program at the Institute Pertanian Bogor
has offered a masters degree in resource ~anagement .
It is also likely that IPR will soon initiate a nas-
ters degree program in rural development nlianning.

A one year graduate course in regional devuelopment
planning is being established at Gajah Mada Universi-
ty and it is anticipated that this effort will soon
be undervay with staff from Dalam Negeri being en-
rolled in the course. Finally, the Departemen Plano-
W
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logi at the Institute Technologi Bandung is consider-
ing thc establishment of a masters degree program in
urban/regional plar.aing.

All of the above graduate level courses represent an
interest on the part of university faculties in
offering advance degree and nondegree p.ograms of a
more applied and interdisciplinary character in res-
ponding to the urgent need for early and mid-career
training of government officials involved in region-
al planaing and managemcnt. Ev-ry effort should be
made to encourage these initiatives, :53 the network
of national and regional univerait es in Indonesia
represents a major educational re' .urce, which {if
properly cultivated and wtilized, can make a major
contribution in responding to current and future
training needs. In order to meet its own vast and
rapidly growing training neens, the Departemen palam
Negeri should be a major source of support for these
graduate university programs. This support would
require the Departemen to engage in a long-term
commitment to support university-based regional plan-
ning and management training programs, with DDN pro-
viding staff to enroll in the courses, full Zinancial
payments fur tuition fees, and where warrante! addi-
tional subsidies to cover the direct and indirect
costs of sustaining such graduate programs.

A comsitment from DDN in providing a secure and sus-
taining wourc- of students and fi-ancial support is
needed in ordec to obtain a corresponding commitment
from univerc.ty faculty in allocating their tine and
energies in the long-term development of hiyh quality
graduate level training. Current efforts on the part
of the universities to develor inter-disciplinary
degree and nondegree graduate training programs are
seriously handicapped by the urwillingness « f govern-
ment departments to provide tuition payments for
their students. It appears that, with the exception
of the PPN (Program Peroncanaan Nasional) course at
the University of Indonesia, which receives tuition
payments from rogular Indonesian budgetary sources,

m‘f
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other university-based training programs have been
forced to rely upon foreign grants and/or loans for
tuition payments.

Badan Diklat will need to assume a leadership role

in establishing olose ties with university-based
training to coordinate the effoits re uired in pro-
viding students ai.l funds for these graduate pro-
grams. Likewise, Badan Diklat will nced to maintain
a close advisory rolo with university-based training
programs to assure that curricula and course designs
are responsive to the needs of Dalam Negeri in build-
ing professional cadres of skilled regional planners
and managers.

Th- Role of the Regqional Universities

By the end of Repelita III, it is anticipated that
Badan Diklat will have at least four regional training
centers in full operation, and it can be anticipated
that graduate programs at several national universi-
ties (most likely at the University of Indonesia,
Gajah Mada Univereity, Institute Pertanjan Bogor and
Institute Technologi Bandung) will have or will be
moving towards offering a masters degree in regic ial
planning and management. Nevertheless, the annual
production of graduates from both the Badan Diklat
training centers and university sources would still
fall far below vhat is needed in improving medium
and longer term regional level staffing capacities.
It is envisaged that in Regs'ita IV Badan Diklat will
have all aight of its regional training centers in
full operation and hopefully two or three of the
stronger regional universities will have initiated
ncadiqroo graduate training in regiona. planning
and manwgement. It is antjoipated that even with
this inoreased activity, the annual production of
degree and nondegree training programs would still
fall short of projected training needs at the end
of Repelita IV.

Prom a lomger term perspective, in Repelita V, VI,
and VII, the regional universities will have to
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assume a larger role ir. offering nondegree and
masters degree level gruduate training in regional
planning and management. Even if opurating at full
capacity, the Badan Diklat regional training centers
and the national university training programs would
not be able to provide a sufficiunt number of gradu-
ates to meot the regional staffing noeds of Dalam
Negeri. Moreover, given the mandate and requirements
of the regional universitica to provide undergraduate
and graduate education which addresses the particular
needs of their own regions, it is only appropriate
that they should assume a greater role in offering
graduate level training.

Enhancing the educational role of the regional uni-
versities will be a difficult and formidable challenge.
With some cxceptions, their educational activities are
seriously constrained by a lack of trained faculty

and physical facilities. In many cases, a large port-
ion of the facultv are only part-time instructional
staff recruited from other public and private sector
sources. As a consequence of thesn constraints,

many of the regional universities are only able to
effectively provide undergraduate courscs for a limit-
ed number of disciplines. Thus, {f it {s intended
that thense institutions should assume A larger role

in nondegrec and degrce graduatc education in plan-
ning and management by the end of the next decade or
by the early 1990's, then an immediate and major
long-term investment will need to be made in higher-
level manpower development in order to increase the
number of trained faculty required to enable these
institutions to adequately support graduate level
education.

THE NEED POR MANPOWDR AND CAREER PLANNING

In order for Badan Diklat to provide a secure and
long-term source of candidates for enrollment in
university-based nondegree and masters degree train-
ing programs, a major effort will need to be under-
taken in initiating a more effective system of man-
power and career development planning within DDN.

j9°
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In Chapter II of this document estimates have been
projacted concerning the number and type of pro-
fessional/technical personnel for typical Tkh. I snd
Tk. Il BAPPEDAs. Skill profiles of this kind should
constitute the basis for the design and implement-
ation of manpower recruitment and carecr decvelopment
planning within DDN for all of the provincial and
Tk, II level planning units. Threse plans can then be
used as guidelines in detersining when ind in wvhat
areas new and mid-career rtaff will need to be en-
rolled for specified skill up-grading in nondeqree
or degree training programs.

Promotions in rank and position should be closely
linked to the completion of specific training ex-
periences in order to provide a strong incentive in
mot ivating planning and management staff to engage

in on and off-the-job training ccurses. At the
moment there appear to be few incentives for enooura-
ging regional level planning and management officials
to enroll in longer term off-the-job training pro-
grams. Existing personnel procedures do not provide
clear guidelines in assuring that the completion of
a training experience will contribute to career ad-
vancement .

In many cases it appears that staff wishing to enroll
in longer-term off-the-job training must do so at

some risk of losing their positions. Unless a system
of career planning {s adopted which links the offer-
ing of salary increases and other professionsl rewvards
to the process of early and mid-career training, it
seems highly unlikely that regional planning and
management staff would be attracted to the prospect

of fully committing their time and e'.ergies to enroll-
ing in lonyer-term training programs. Without these
improvements in pursonnel planning, it would be parti-
cularly difficult for university-based masters degree
programs to attract staff to participate in their
training courses.
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THE INTERRELATIONSHIP OF UNIVERSITY EDUCATINN AND BADAN

DIKLAT TRAINING ACTIVITIES : A LONG-TERM PERSPECTIVE

If a long term commitment is required by Badan Diklat
in building capacities for nondegree and dcgree gradu-
ate training programs within the structure of Indone-
sian universities, some discussion is warranted con-
cerning the long-term interrelationship of Laiversity-
based training activities and the Badan Diklat non-
degree training programs, which, as proposcd in this
report, would be conducted by eight regional training
centers,

In effect, over the next several years, three streams
of training activities will begin to visibly emerge,
two of which are contained within the Badan Diklat
network, and the other which is university-based.
The question ariscs, therefore, as to how Badan NDik-
lat can most effectively support the programs of all
three in such a way that their relationship is mutu-
ally reinforcing and complementary to cach other.

Taking a long-term perspectivo, the projected level
and scale of training nceds is sufficient in justi-
fying having the eight RTCs exercising a major role
in nondegree training for the next twenty years.
Certainly for the next ten years only the national
universities and a few of the regional universities
will be able to undertake training activities in
this area, and therefore most of the training activi-
ties within the regions will center around tlLe pro-
grams implemented by the RICs.

In the conduct of their training and nontraining
programs, the RTCs should seek the involvement and
participe~ion of appropriate regional university in-
structors. Intcraction of this kind will enable uni-
versity faculty to begin developing skills in course
design, course material preparation and instruction-
al techniques. Along with this experience and a
gradual increase in faculty numbers and skill levels,
a larger number of the regional universities should
be in a position to begin offering their own non-

a8
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degree graduate training courses by the early 1990's.
These initial efforts should be undertaken in close
collaboration with the instructional staff at the
R1Cs.

As they move beyond these initial years of operation,
many of the regional universities should be {n a
position to start o{fering masters degree projrams in
regional planning and management. Thus, by the year
2000 a network of national and regional universities
should be producing a substantial number of region-
al planners and managers at the masters degree and
nondegrce graduate levels of education.

If during the next two decades a major institutional
development effort is undertaken within the national
and regional universities in building graduate level
educational capacities in the planning and managenent
disciplines, then it can be anticipated that towards
the end of this century the RTCs will need to begin
nodifying their training activities to accomodate
the emerging role of university training. The direct-
ion of this modification would most likely involve
an emphasis upon allowing the universities to assume
major responsibility for the early and mid career
training of Dalam Negeri planners and managers at Tk.
I and Tk. II levels of government. Presumably many
of the RTC courses in regional planning and manage-
ment will be incorporated into on-going university
training programs, and therefore the RTCs should
bejin revising their training and nontraining activi-
ties to compliment rather than duplicate emerging
university programe. The direction of these program
changes would most likely be in the following areas :

(1) Pirst, some of the RTCs will likely want to em-
phasize post-masters degree graduate courses in
specialized areas of regional planning and manage-
ment wvhich are not available in university course
offerings. 1In this context, it would seenm appro-
priate that the RTCs would want to begin up-
grading their curriculun by opening certain
special ized post-masters degree courses in a varie-

A
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ty of advanced planning and management techniques.
Thesr >ourses couid be‘déhlqnod as mid-career
training experiences for staff who have already
received a masters degree in regional planning
and/or management and are thereby prepared to
acquire additional skills in more specialized
techniques.

(2) Sesond, the RICs could hegin devoting more
attention to the training of professional and
technical support staff within the provincial
and Tk. Il planning units. This group of indi-
viduals usually have Sarjana Muda degrees and are
in need of training 2nd various specialized
skills to assist and support the planning and
program activities conducted by the profession-
al staff.

(3) Third, it would seem appropriate that the RICs
could begin placing more emphasis upon short on-
the-job team training exercises in order to
follow-up and reinforce the application of skills
learned in university-based planning and manage-
ment courses.

(4) Pinally, it would seem desirable for RTC staff
to begin devoting more of their time to the appli-
cation of their skills in the provision of plan-
ning and management consnltancy to regional plan-
ning units.

The above comments suggest that the emergence of
university training should in no way diminish the
valoe and utility of maintaining a rolec for the
RICs as a major component in addressing Indonesia's
long-term training needs. Allowed to function as
partners, the universities and RTCs should enable
Indonesia to enter the next century with an institu-
tional capacity equal to the task of producing an
adequate number of well-trained professional region-
al planners and managers.

z}bo
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CHAPTER IX

Pinancial Considerations

INTRODUCTION

Chart 9.1 {page 163) projects a tour-year budget for
implemsntation of the proposed training strategy.

The budget is based on a current understanding that
Badan Diklat will establish one fully-staffed, fully-
operational regional training center per year commencing
in 1980/81.

The budget, which covers fiscal years 1980/81 - 1983/84,
totals Rp. 5,997,599,000 USS 9,673,547) and is broken
down into three main categories:

Category Cost (1980/81-1983/84) § of Total Budget
2rogram Orqaniza- Rp. 1,136,585,000 19%

tion and Manage-

mant, including
Capital Costs

Core Training Pro- 4,564,762,000 760
qram for BAPPEDA
Tk. I and Tk. 11

Supplementary
Training Program 296,252,000 1)
TOTAL BUDGET Rp. 5,997,599,000 1008

The significant point to be made is that 768 of the budget
is to cover the cost of the core training prooram, which
consists of a stream of parallel and mutually reinforcing
training activities as follows:

1) The training of training staff for the Badan Diklat
regional training centers.

2,0.
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(2) Training courses conducted by the regional training
centers.

(3) Specialized supporting courses which would be
conducted by institutions other than Badan Diklat.

(4) Badan Diklat-supportnd graduate-level courses in
regional development planning offered by universities.

(5) A series of Badan Diklat short courses to help meet
its short and medium-term obligations in areas of
the archipelago not covered by the regional training
centers,

The sections of this chapter following Chart 9.1 give detailed
breakdowns of the major line items listed on the chart.

Por easy reference, the relevant section number is indicated
after each major line item heading.

Lﬁ
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P0G AN 002 | incaisn Lavamed raarning o 18,600,000 20,640,000 22,704,000 24,974,000 918,000 140,190
SADAR DIRLAT ARD RTC STAFFS
NP1 D 912,136,000] Rp.1,)14,641,000( Rp.1,681,716,000 Rp.2,089,106.000 || ap.9.997,999,000
1014t %
OOLLARS 1,401,187 32,120,389 R.N2,688 33,389,526 19.67). 582
nOTLS . c‘ Cost estimates ot 1979 rates plos 108 per year for Inflation
0) fudget does rot Include costs of supporting foreign technical sssistance
c) Budget covers total financial requireacnt for progree teplementation, regardiess of finaacing sources
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ANNUAL OPERATING BXPENSES POR BADAM DIKLAT'S
CENTRAL OPPICE IN JAKARTA

Travel Costs

Travel between Jaxarta and
the Regions

80 round trip tickets @
Rp. 94,500 per ticket . . . . Rp. 7,560,000

Per Diem :

560 days of per diem €
Rp. 25,000 per day . . . . . 14,000,000

Rp. 21,560,000

Maintenance of Pacility
¥ Rp.10,000,000 per year . . . 7,200,000

Operation and Maintenance of
vehicles @ Rp. 139,500 per
BONLR . . . . . . e e e e e e 1,674,000

Consumable Supplies @
Rp.300,000 per month . . . . . 3,600,000

Materiale Reproduction @
Rp.500,000 per month . . . . . 6,000,000

Books for Library,

Subscription to Professional

Journals @ Rp.120,000 per

BONEN . . . ¢ 4 . e e e s e e 1,440,000

TOTAL Rp. 41,474,000

(UB$S 66,894)

rootnotes

(1) The budget projects the annual operating costs
costs which Badan Diklat would incur in supporting
the overall strategy presented in this document.
Purther, the budget reflects the full flow of
activities and responsibilities, as well as the
staffing requirements, for Badan Diklat's central
office as recommended in Chapter IV, "The Role of
the Badan Diklat Jakarta Office“.

2
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(2) Travel Costs : Rp. 94,500 represents the average
cost of a round trip ticket between Jakarta and
points throughout Indonesia. The number of days
of per diem is based on an estimate that at least
two of the ccntral office professional staff will
be in the field each day of the year.

(3) Operation and Maintenance of Vehicles : The Rp. 119,500
figure for each month is based on the assumption that
at least three vehicles will be made available fulltime
in support of the training program in regional

development planning and management.
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START-UP COSTS POR BADAN DIKLAT'S CENTRAL OFFICE

IN_JAKARTA

Renovation and Expansion of Physical
Pacilities . . . « ¢ ¢ ¢ o o o ¢ o o o

vehicles . . . « ¢« « ¢ o o o o o o o =

Training Alds . . . ¢ « ¢« ¢« ¢ ¢ + & &

Office Purniture and Bquipment . . . .

Books for Library. . . « « o« o o o o

Footnotes :

. To cover overall improvement of
and expanded space for offices,
reproduction capacity.

$0,000,000*

31,000,000%*

. 12,400,000%**

g 2 3 3

. 10,000,000

. Rp. 6,000,000

Rp. 109,400,000

(US$ 176,452)

building interior
the library and

LA The budget allows for tho purchase of three or
four minibuses plus a number of motorbikes.
tee The budget allows for the purchase of slide and

film strip projectors, overhead projectors,
white boards, f1ip chart stands, tape and
cassette recorders, and two closed-circuit

television units (portable).
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START-UP COSTS POR A REGIONAL TRAINING CENTRE

Renovation and/or Expansion of

Physical Pacilities . . . . . . . . . . .

Vehicles . . . ¢ ¢ ¢ ¢ v ¢ o ¢ o 5 o o o

Training Adds . . . . . ¢ ¢ ¢ ¢ o ¢ o o o

Office BEquipment and Purniture. . . . . .

. 95,000,000¢*

. 43,400,000°*

. 9,300,000%*

§ 4 & &

Books, Periodicals, etc. for
Library . . « ¢« v ¢ ¢ ¢« ¢ ¢ ¢ o o o o« » PRp. 5,000,0000000e

TOTAL . . . « « « « . Rp. 157,700,300

(UBS 254,355)

Pootnotes

The costs for renovation and/or expansion of tho
centers, including construction of staff housing,will
vary in accordance with their present condition and
capacity. In consideration of the recommended level,
frequency and flow of activities, it is anticipated
that each center will need a minumum of 1480 square
r.ters of space, excluding space for recreation, for
bathing/toilet facilities for 100 + personnel, and
for staff housing. The Rp. 95,000,000 is, therefore,
an estimated average cost for each center.

In consideration that each center will be r inning a
number of courses simultaneously, and becauie of the
heavy emphasis on field activity, it is recommendsd

. 5,000,000%0%*

that each center will need a minimum of five minibuses/

jeeps and ten motorbikes. The purchase of other types
of ' ..nsportation vehicles, e.g., motorboats, would be
deemed appropriate when so required by the nature of
the transportation network.

To cover the cost of slide projectors, overhead
projectors, tape rocorders, cassette recorders,
white boards, flip chart stands, bulletin boards,
a duplicating machine and a binding machine.

Including calculators, typewriters, file cabinets,
shelves .or the lidrary, etc.

The above figure should cover tl.e cost of an initial
purchase of 500 to 700 volumes, including any
necessary shipping costs.

X



- 160 -

CUST OF ORIENTATION PANELS POR BUPATIS, WALIKOTAS
AND OTHER KEY DECISION MAKERS AT TX. I AND TK. Il

The budget would allow for one two-week course per
year for 30 individuals or two two-week courses per
year for 15 individuals in each course. Punds for
transportation between the regions and Jakarta are
included in the line item figures.

q,af
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COSY OF MANING A BIKE-NOWNTN TRAINING COURSS FOR

RBQIONAL TPAINING CENTER TRAINING STAFP

Travel Costs

Travel between the Megions
and Jaketta

*S trainees x Rp. 94,500 x )
4 trainers x Rp. 94,500 x 3

15 resource personnel x
Rp. 96,500 x 2 ., ...........

Per Diea for Resource
Personnsl

15 resource personnel @ Rp.
295,000 per day x 5 days each

stipends

Remunerstion for Trainexs

1,650 man-hour of lecturing
e Rp. 4,000 per hour ......

Reauneration for Trainees :

Stipend for 15 trainses at
Pp. 1,500 per day x 270 daya

Remuneration for Resource
Porsonnel :

stipend for 15 resouroce
personnel ¢ Rp. 4,000 per
hou: x 40 hour each .......

Cost of E§g!tn’ Trainees at
hadan D [ enter, arta

15 gozeons @ Rp. 4,300 per
day x 140 Qays esch ........

rp. 4,251,000

1,134,000

2,815,000

1,875,000

———————

6,075,000

2,4000,000

————————

8,100,000

w.

Rp.

10,097,000

15,075,000

A
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Cost of Lodging Trainers
and Tralnees Ig the Fleld :

15 trainees € Rp. 4,500 per

day x 150 dsys cach plus

4 trainers @ p. 25,000 per

day x 150 days each ....... Rp. 25,125,000

Suppo

rt Staff for the Jakarta

Centor :

¢ persons ¢ Rp. 10,000 x 4
months G&8Ch . ...cveeeccocce 720,000

Consuaable Supplies :

9 months at Rp. 300,000 per
MMEN cieeeresnsncvarosvsnne 2,700,000

———————

Rp. 36,645,000

Rp. 61,817,000
ADD &1 SV for Contingency ..ccccceveresese Rp. 3,091,000
TOTAL ...cvevovesossoscssnsssesscsssssoses Rp. 64,908,000

(US$ 104,690)

Pootnotes :

)

(2)

The above breakdown of costs is based on the
following assumptions : (i) that by 1981/82,

Badan Diklat, either directly or through I1P,

will assume responsibility for th .raining of

the trainers for the regional training centers;
(11) that the training of trainers courses will

be conducted by approximately four core trainers
supported by rcsource personnel from other
institutions; (i114) that the training of trainers
course will be approximately nine months in length,
with four months of class-room-oriented training

in Jakarta and five months of field training in

the dserahs; and (iv) that, based on Badan Diklat's
current constraints on the numbar of personnel it
can recruit as trainers per ycar, a maximum of

1S participants would attend the course, which would
be conducted annually.

Travel between the Regions and Jakarta :

Rp. . represents the average cost of a round

trip ticket between Jakarta and points throughout
Indonesia. Pour round trips per trainee will cover
two trips from and to the trainees' respective points
of origin plur two trips to and from the area where
the fieldwork will take place.

a2V
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(3) Line Items not Covered in the Budget : Line itens

to cover the costs of maintalning the Badan Diklat
venter in Jakarta as well as to cover the cost of
the purchase and maintenance of vehiclcs, the
purchase of training aids, and the design repro-
duction of training materials are not included in
this budget. These costs are accounted for in the
budgets for the start-up and operating costs for
the Badan Diklat Center in Jakartas.

7
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AMMUAL COSTS FOR OPERATING ONE REGIONAL TRAINING CENTER

Travel Costs

Travel between the Regions and Jakarta :

10 trainers x Rp. 94,500 x 2

10 resource personnel x
Rp. 94,500 x 2 ....c0o0vveceee

Within Region Air Transportation

Costs :

10 trainers x Rp. 45,000 x 15

70 trainees for two general
courses x Rp. 45,000 x 2 ....

20 trainees for administrative

planning course x Rp. 45,000 x 2

40 trainees for two techniques
courses x Rp. 45,000 x 1 ....

Per Diem for Resource Personnel

10 resource personnel x
Rp. 25,000 x S days each ....

Per Diem for Pegional
Trainers In Jakarta :

10 trainers x Rp. 25,000
x 10 days each ......cccc00000

Remuneration for Trainers

1,650 man-hours of lecturinc
@ Pp. 4,000 per hour .........

Remaneration for Trainees :

Stipend for 70 trainees for
the two general coirses ¢

Rp. 1,500 per day x 270

days @8Ch ......ccc00000000000

1,890,000

1,8%0,000

6,750,000
v, 300,000
1,800,000

1,800,000

1,250,000

2,500,000

6.600,000

28,350,000

Rp. 24,180,000
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Stipend for 20 trainees for
the administrative planning
ocourse ¢ Np 1,500 x 180

days @ach........ccv0000nee

Stipend for 40 trainees for
the two techniques courses @
Rn 1,500 per day x 42 days

@BCA. .ttt rnoee sann

Ramuneration for Resource
Personnel;

Stipend for 10 resource
vergconnel € Rp 4,000 per
hour x 40 man-hours each...

Lodging

Cost of lodging 70 trainees
for one general course ¢
Rp 4,000 per day x 90 days

Cost of lodqging 20 trainees
for the ¢dAministrative
Flanning cousue @ Rp 4,000
per day x 180 days each....

~ost of lodging 40 trainees
for the technigques courses

@ Rp 4,000 per day x 42 days
GACh. ... ittt ittt

Per diem for 10 trainers
during field activities @

rp 25,000 per day x 100 dnyo
each....... cesssecacnsaas .

Rp. 5,400,000

2,520,000

1,600,000

25,200,000

14,400,000

6,720,000

25,000,000

SUBTOTAL: Cost Oof Personnel......ccocvee

Other Costs

Maintonance of Pacilities €
Rp 750,000 per month.......

Opnration and Maintenance of
Venicles @ Rp 600,000 per
BONLN. ... ceveenoscrosnncas

Consumable Supplies ¢
Rp 300.000 per month......

Raterial Reproduction at
Rp 750,000 per wonth......

®» 9,000,000

7,200,000

6,000,000

Rp 44,470,000

Rp 71,320,000

Rp139,970,000
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pooks for Library, Subscript-
ions to Professional Journals
¢ Rp. 100,000 per month ..... Rp. 1,200,000

Rp. 32,400,090

Rp.172,270,000

ADD : 58 for Contingencies .......cco000 Rp. 8,619,000

Total Annual Operating Costs ...cccccvees Rp.180,989,000

(us$ 291,918)

Pootnotes :

(1)

(2)

(3)

7he budgot reflects an eatimate of the annual
ongoing coxts of a fully-operational regional
tralning cenusr in accordance with the schedule
of acitivities rec.==anded in Chapter V,
*aActivicies of a Prototy).- Regional Tralning
Center”.

It is important to note that, as the proposed
+#+aining strategy recommends that a regional
training centor should not become fully-
operational in terms of running multiple training
courses until its second year of activity, the
ongoing costs for the initial year of operation
would be considerably less than the costs for
subsequent years, i.e. approximately 57% of the
total budget figure indicated above, or

Rp. 103,000,000. However, the lesser ongoing
expenditure for the first year would be offset
by start-up costs, e.g. for the purchase of
vehicles, training aids, and office equipment, as
well as for any necessary expansion or renovation
of facilities. These costs are listed separately
in section 9.3. The costs for out-of-country
training and the coscts for specislized training
as recommendsd i. Chapter Vi and which would be
contracted out by Badan Di%lat to other training
{nstitutions are listed in sections 9.10 and 9.7,
respectively.

Travel between the Rog%onl and Jakarta

Rp. . represents e average coat of a rou:xd
wrip ticket betweeh Jakarta and points throughout
Indonesia. In most cases, round trip air travel
between Jakarta and a regional trianing center
will be considerably less than Rp.94,500. In the
case of Bandung, for exasple, vhere travel will be
by train or bus over a relatively short distance,
the cravel costs to and from Jakarta will be
substantially reduced.

>
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(4) Within Region Air Transportation Costs

Rp.45,000 represents the average cost of a round-
trip air ticket between the cities in which the
regionel training centers ara located and the
capitals of the provinces served by each regiona)
training center. In some czdes, the round trip
travel costs between the regional trainiag center
and a provincial capital will be considerably
more than Rp.45,000 and in other cases will be
substantially lo>e than that amount.

a5
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COST OF SPECIALIZED SUPPORTING COURSBS AT INSTITUTIONS
OTHSR TEAN BADAN DIKLAT

This line item covers the cost of special courses of

BAPPEDA Tk. I and Tk. II officials and selected Badan
Diklat personnel. The courses (see Chapter V1) would
bo conducted by institutions other than Badan Diklat.

‘The four-year budget projected on Chart 9.1 covers
these activities as follows:

1980/81:

One six-week course @
Rp. 15,000,000 + 10%
for inflation . . . . . . & Rp. 16,500,000

One six-month course @
Rp. 50,000,000 + 10%
for inflation . . . . . . & 55,000,000

Rp. 71,500,000

1981/82;

One six-week course @
Rp. 16,500,000 + 0%
for inflation . . . . . . . 18,150,000

Four six~-month courses @
Rp. 55,000,000 + 10%
for inflation . . . . « .« & 242,000,000

260,150,000

1982/83;

S8ame as for 1981/82 +
108 for Inflation . . . . . 286,165,000

1983/84:

Sams as for 1982/83 +
108 for infletion . . . . . 314,782,000

——————————

Nul e o & o o o o o & o o ”.932'597,000

(uss 1,504,188)
Footnote:
The above costs calculated on the basi.: that the

average number of students attending the courses
would be 20.

210
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9.8 BADAN DIXKLAT SUPPORT POR SPECIAL GRADUATE-LEVEL
COURSES IN REGIONAL PLANNING AT UNIVERSITIES

This line itenm covers the tuition and boarding costs
of selected BAPPEDA and Badan Diklat personnel who
would attend special university-based, graduate-level
courses in regional planning. The~= costs are
estimated at Rp. 3,00C,000 per participant per year.

The line item figures also allow for a liri*ed amount
of 8adan Diklat support for the operational costs of
the coucscs.

9.9 IMMEDIATE SUPPORT PROGRAM FOR PARALLEL TINGKAT Il
TRAINING COURSES

This linc item is to support and annual series of
short courses in regional planning/management which
padan Diklat will conduct for the benefit of Tk. II
planning officials as an immediate supplement to the
more comprehensive courses offered by the RTCs.

Cuvered in the line item figures are

{1) The costs of tuD two-months courses annually
for 30 BAPPEDA Tk. I and university officials
per course. The costs of each course ace
estimated at Rp. 30,000,000.

{2) A limited amount of support for a one-month/six-
weeks short course which would be conducted in
20 provinces annuslly for BAPPEDA Tk. II officials.
It is anticipated that the bulk of the funding
for these courses would come from provincial sources,
and that the courses would be conducted by the
officials trained in the two-month courses described
in (1), above.

9.1¢ FOREIGN TRAINING YOR SELECTED REGIONAL PLANNING AND
MANAGEMENT OFFICIALS AND BADAN DIKLAT PERSONNEL

The budget would allow for five officials per year
to attend a six-month course outside of Indunesia.

211
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Costs (including travel) per student for each course
are estimated at an average of Rp. 3,720,000 (US$ 6,000).
As the length of a foreign training program or course
will vary in length (from three months to two years),
the number of officials who cLuld be studying abroad
would also vary in accordance with the length of the
courses selected for attendance.

SOUTHEAST ASIA STUDY TOURS

The Ludget allows for 10 officials per year to
participate in a two-month Southeast Asia regional
study tour. Cost are estimated at Rp. 1,240,000
(US$ 2,000) per participant, excluding travel costs,
which are estimated at Rp. 744,000 (USS 1,200) per
participant. The number of participants whro could
participate in the tours .ould vary in accordance
with the countries visited and the actual length of
the tour.

ENGLISH LANGUAGE TRAINING

The budget would allow for 16 Badan Diklat ofticials
from the Jakarta Office and the regional training
centers to receive 250 hours of English language
training each per year at an estimated cost of

Rp. 4,650 (US$S 7.50) per man-hour of instruction.
Funds budgeted for this training could have broader
impact {f classes for groups of officials were
arranged

The budget which is projected in Chart 9.1 needs

to be examined in relation to the phased implementation
of the training strategy proposed in this document.
This phasing of the imyylementation is set out in
summary form on Chart 9.2 on the following page.

H9
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