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PRWrACK
 

This document contains a proposed national training 

strategy for Badan Pendidikan dan Latihan (Badan 

Diklat), Departen Dalam Negori, in the training 

of provincial, kabupaten anO kotamadya officials in 

development planning and management. The report wan
 

prepared by the consultants from Planning and Develop­

ment Collaborative Intern~tional (PADCO) currently
 

assigned to Badan Diklat under contract with the Uni­

ted 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 

activities in fulfilling the conditions therein. 

The introduction is followed bl . summary of con­

clusions and recommendations on the major components 

of the national training strategy. The main body of 

the document is contained in Chapters I through IX. 

The annexes are containmd in a separate volume. 
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GLS8AY O INDONESIAN TERMS AND ACRONYMS 

1. 	 APBD (Angaran Belanja PeAbangunan Daerah) Regional
 

Development Budget.
 

2. 	 ABPN (Anggaran Belanja Pembangunan NeSara) National
 

Development Budget.
 

3. 	 APDN (Akademi Pemerintahan Dalam Negeri) : Academy for
 

Government Administration (achelor degree program with­

in Ministry of Home Affairs).
 

4. 	 Baden Diklat (Badan Pendidikan dan Latihan) : Education
 

and Training Body of the Ministry of Hcme Affairs. In
 

the broadest sense, Badan DikiaL consists of its central
 

office in Jakarta, its network of regional training
 

centera, tho Institute of Government Science (IIP), and
 

the network of Academies for Government Administration
 

(APDNe). However, as used within the context of this
 

the Jakarta
document, the term generally refers only to 


office and the regional training centers.
 

(Badan Perencanaan Pembangunan Daerah) : Pro­5. 	 Vr:PEDA 


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 

is referred to as BAPPEOKA, andkabupsten planning body 


the kotamadya planning body is referred to as BAPPEKO.
 

below for further clarification).
(See 	numbers 6. and 7., 


6. 	 BAPPDEXA (Badan Perencanaan emb&ngunan 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 is some­

time used in a broader context in that it refers to
 

kabupaten BAPPEDAs throughout Indonesia.
 

a Ko­7. 	 RAPPMKO (Badan Perencanaan Pembangunan Kotamadya) 


tamadya (Municipal) Development Planning Body.
 

S. 	 BAPPENAS (Baden Perencanaan Pembangunan Nasional) Na­

tional Development Planning Body.
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The chief executive of the kabupaten.
9. 	 Supati i 


The chief executive of the kecamatan.
to. 	 Camat : 


Cipta xarya : The Directorate General for Housing,
11. 


Building, Planning and Urban Development, 
Ministry of
 

Public Works and Electric Puer.
 

This 	term refers to administrative regions 
or
 

12. 	 Daerah : 


As used in this document, the term
 areas at all levels. 


usually refers to the prov~ince or the 
kabupaten.
 

1]. 	 Departemen : Department.
 

(or DDN) : Ministry of Home
 
14. 	 r--partemon Dalam Negeri 


Affairs.
 

15. 	 Deea Village.
 

the province or
 A line technic&I department of

16. 	 Dines 


The plural is expressed as
 
of the kabupaten/kotamadya. 


=
 .
-dinas-dinas
 

of
 
DIP (Daftar Isian Project) : Annual proje,', listing

17. 

- approved by province or kaoupa­local legislative body 


ten/kotamadya project proposals.
 

The initial draft document 	prepared
18. 	 Draft Master Plan : 


b7 the KPPMT consultants.
 

den Tata Daerah) : Director­
19. 	 DITKTD (Direktorat Tats Kaot 


ate of City and Regional Planning within 
the Directorate
 

General for Housing, Building, Planning and Urban
 

Development, Niniotry of Public Works and 
Electric Power.
 

List 	of project proposals
Dafter Usaha Projek) :
20. 	 DUP 


prepared by province or by kabupaten/kot.Bdya 
in
 

connection with preparation of the annual budget 
(DUP
 

precedes the DIP).
 

: The eaculty of
 
21. 	 PIS (akultas Ilmi-Ilau Social) 


Social Sciences of the University of Indonesia.
 

II 



Refers to the central
22. 	Government of Indoneuia (0:: GOI) : 


government of Indonesia.
 

Refers to the capital city of a province or
23. 	 Ibukota : 


kabupaten.
 

24. 	 lIP (Institut IlmL Pemerintahan) : Institute of Govern­

ment Science (Masters/degree program within Ministry of
 

Home Affairs).
 

: Presidential in­25. 	 INPRES (Instruksi Presiden) Funds 


struction-based subsidy to the local governments for a
 

series of specific types of projects.
 

: Bogor Agricultural In­26. 	 IPB (Institut Pertanian Bogor) 


stitute.
 

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


Technology.
 

Kabupaten : Regoncy. An autonomous second level of
28. 


local goverrnent immediately below the province as the
 

first level.
 

: Vertical offices of central
29. 	 Kantor Wilayah (or Kanwil) 


the provincial level.
government ministries operating at 


30. 	 Kecamatan t An administrative subdivision of the kabu­

paten/kotamadya.
 

Kepala Daerah ; The administrative head of a region pro­

vincial, kabupaten or kotamadya.
 

31. 


32. 	 Kesehatan : Health.
 

t An autonomous second level of
33. 	 lotamadya (orkota) 


local government immediately below the provincel com­

parable to kabupaten but encompassing urban areas.
 

An acronym representing this project and stand­

ing for Kabupaten Provincial Planning and Management
 

Training Project.
 

34. 	 KPPMT : 
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35. 	 P a K (Pandidikan dan Kebudayaan) Education and
 

Culture.
 

36. 	 Perokonomian , Economic Affairs.
 

37. 	 Pertanian i Agriculture.
 

38. 	 PPN (Program Perencanaan Nasional) National Planning
 

Piogram, consisting of several courses offered by the
 

Faculty of Economics. University of Indonesia in coope­

ration with BAPPENAS.
 

Pusat : Center. or central. As used in this document,
 

the term usually refers to the Badan Diklat Jakarta
 

Office.
 

39. 


40. 	 Pusdiklat IP (Pusat Pendidikan don Latihan Ilmu-Js.u
 

Pemerintahan : An administrative subdivision o the Ba­

dan Diklat Jakarta Office which is responsible for curri­

culum development.
 

41. 	 Pusdiklat Pegawai (Pusat Pendidikan dan Latihan Pegawai) a 

An administrative subdivision of the Badan Diklat Jakar­

ta Office which is responsible for programming and im­

plementation of training courses. 

42. 	 PUSIDO (Pusat Dokumentasi dan Informasi) t Documentation
 

and Information Centers established by the Directorate
 

General for Housing, Building, Planning and Urban Deve­

lopment (Cipta Karya), Ministry of Public Works ai,d
 

Electric Power.
 

43. 	 PUTL (Pekerjaan Umum dan Tenaga Listrik) i Public Works 

and Electric Power. 

44. 	 RJPKLITA (Rencana Pembanqunan Lina Tahun) t The Five-

Year Development Plan; RZEP.ITA III refers to the Third 

such Plan, whose period will run from 1 April 1979 - 31 

March 1984. 

45. 	 RTC : Regional Training Center (of the Badan Diklat
 

network).
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46. 	 Serjana s Rafers to the Indonesian equivalent of a 

Naster's Degree. 

Refers to the Indonesian equivalent of a
47. 	 Sarjana Nuda : 


Bachelor's degree.
 

48. 	 SETWILDA (Sekretariat WAlayah Daerah) : Secretariat of
 

the province or of the kabupaten/kotamadya in their capa­

cities as autonomous regions headed by SERWILDA (Sekre­

terie Wilayah Daserah) - Secretary of the Local Government. 

49. 	 SPI (Studi Pembangunan Indonesia) : Indonesian Develop­

ment Studies, a nondegree course offered by the Faculty
 

of Social Science, University of Indonesia.
 

50. 	 Subdiroktorat Keuangan : Subdirectorate for Finance
 

(kabupatcn/kotamadya level).
 

51. 	 Subdirektorat Pembangunan : Subdirectorate for Develop­

ment (kabupaten/kotamadya level).
 

52. 	 rtingkat I (or Tk. I) 1 Refers to the provincial level
 

of government.
 

: Refers to those autonomou4
53. 	 Tingkat II (or Tk. II) 


levels of government imediately below the provincN, i.e.
 

kabupaten or kotamadya.
 

Gajah Hada University (located in Yogyakarta).
54. 	 UGH : 


55. 	UI i University of Indonesia (located in Jakarta).
 

United Iations Centre for Regional )3evelopment,
56. 	 UNCRD : 


based in Nagoya, Japan.
 

57. 	 UNNAB i Basanuddin University (located in tijung Pandang) 

The chief executive of the kote:iadya.
58. 	 Valikota t 
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INTRO"UCTION
 

SCOPE OF THE PROJECT
 

This ornect 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 implementation of a more coordina­

ted and integratod approach to regional development.
 

In REPELITA II, 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 qovernment,
 

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
 

rdgional 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 res':.,-A'i­

ties and functions assigned to the provincial BAPPE-


DAs and the newly emerging BAPPEDAs at the kabupaten
 

and kotaadya levels of government. The primary
 

task of these BAPPEDAS is to achieve a more inte­

grated and intersectoral approach in the formulation
 

and implementation of regional development plans.
 

In contrast, the various regional kanwil and dinas
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offices are responsible for preparing and implement­

ing short and long-term plans which focus upon their 

particular sectoral concerns. The sectoral aqencies 

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 management which ties
 

all sectoral activities together.
 

REVIEW OF 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
 

iking a national
be adopted by Badan Diklat in undr 


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 Baden 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. (The following chart indicates
 

the regiono visited). In each of these areas the
 

consultants undertook discussions with planning offi­

cials from the regional governments and sectoral
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agencies, and they also visited selected training
 

institutions and universities in assessing the current
 

availability of training resources in regirnal plan­

ning and management.
 

Malioo Visited 

Pmroinc Roteon Sotamadva 

West Java adj)aleqke Sanding 

Sukb a. 

Paadeliang 

Coatgal Java slat"u Semarang 

surskarte 

Special Daloft of Gung Xidul 

Yogyakarta Slemsa 

Sooth Sulawals Done Ujung PAdang 

Coetrol lulavesi 
Amh Acoh bosr Sands Acqh 

Acak Vidio 

North $matt& Dali Sogda" odan 

Langkot 
South Suotwo Orgam Romerimg lur Palang 

Jmbi Jabi 

Songhslu fajeeg labovj 

9a9t aoi t. tutal. 8olikpopaa 
Sae arinds 

Weat Selisoarte Poetiamak Pontiansk 

South tel tmntan Baajacua 

a. t Java Surabaya 
seli Ooposar 

During the second phase of the work plan (Februavy 

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

mat (see Annex I). This effort required considerable 

discussion between the consultants and Badan Diklat 

:4,unterparts in preparing a more elaborate and deta.l­

&A formulatJon of the natiotal training strategy. 

The document contained herewith Is submitted as the 

proposed national strategy In fulfillment of the 

contract agreement. 
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A NATIONAL STRATE6Y
 

FOR
 

TRAINING IN
 

REGIONAL DEVELOWPBNT PLANNING AND IANAGEMNT
 

SJIMRY AND CONCLUSIONS 



I 

DLA P3G(Ri'B NMDATE 

TM proposed national training strategy i intended
 

to strengthen the role of the Departoewn Dalaprimarily 

Negerl in the performance of its mandate in regional planning 

This mandate entrusts the Departemen withand management. 

line depart­the responsibility for coordinating the various 

ments in the formulation and iplementation of regional 

of thedevelopment plmns and :,rogra=. Under the qudance 

Departemano the existing provincial SAPPEOAS, and similarly, 

the emerging SAPPEDAs at the kahupaten and kotaaadya levels 

of government, are assigned major responsibility for 

performing those planning and management tasks required in 

achieving truly comprehensive development planning and 

Thus, the proposed trainingprogransing for the regions. 

strategy is designed to strengthen the planning and manage­

at TN. I and II, and toment capacities of the BAPPEDA 

enhanoe their role in the coordination of the development 

activities of thi sectoral departments. 

Badan Diklat is responsible for the conduct and coordination 

of the training programs currently undertaken in the Departemen 

Calam egeri. Thus, it is intended that the proposed training 

strategy should be implemented under the leadership of Sadan
 

Diklato with this agency offering its om training courees
 

in regional development planning and management, as well as 

working in clos cooperation with other training institutions
 

respond to Dalam Negeri's
in enhanci.g their capacity to 


training needs.
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TRAINING USOURCES 

Training in regional planning and management is a relatively 

new area of activity in Indonesia. For tho past several
 

years a number of governwnt departments have been active in 

providing short-term training programs in regional planning
 

for members of the BAPPErM organizations.and managemnt 

Badan Diklat has been one of the mc3t activo agencies in 

being sponsoredthis field, with short-term training programs 

at each of its eight regional training cterr (rICs) located throut­

out t.e archipelago. In addition, during the past several
 

years, a number of universities have also initiated short­

term and masters degrce level training programs in regional
 

planning ard management.
 

time, these training
Within a relatively short period of 


efforts have yielded an ingressive record cf accomplishment.'
 

Nevertheless, their output fallp far short of mes3ting 

ManyIndonesia's vast and rapidly growing training neids. 

of the provincial BAPPEDA staff, and a majority of the 

planning and management staff at the kabupaten and kotamadya 

levols of governmnt, have yot to receive any substantial 

training experience. Under current conditions there simply 

not a sufficient number of skilled instructors and traini.qis 

to generate an effective response to this need.
-esources 
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IllI 

5tMuNNG CaCTM 

f0 beels objectives of the proposed naUonal strategy for 

trainag In reglonal planning end manage at are the 

followings 

(1) 	 To enable the SAMlOMA. at both TK. I and TK. It to 

asums a leadership role in regional development by 

supporting certain functions and critical arks I-) 

planning and managements 

(2) 	 To support those functions by training PPEMDA officials 

in the use of certain tools and techniquess 

(3) 	 3aaed on these taks and td'mrqJae, to dsflz the ft&Ll 

range of skills and profossiomal/tacknical personnel 

required to utaft the SAPPEDAs at both TK. I and TK. III 

(4) 	 Based on the above projections of types of skills 

reqired, to foruulate quantitative estimates of man­

power eefed. and to relata these estimates to cur.ent 

planning and managent manpoer capacity, and 

(S) 	 To stangthen through training the horizontal and 

vertical linkages which exist In the regional planning 

and wagent system between the SAPPEDAt and saveral 

other agencies at both TI. I and TX. I. 

Sack 	of thnes objectives will be reviewed briefly below. 
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(1) The Punctions and Tasks of Regional Planning and Manage­

ment: The prnposed national training strategy is based 

on an assumed set of function3 and critical tasks in 

planning and management which the BAPPEDAs should perform. 

if the BAPPEDAsThese functions and tasks are crucial 

are 	to assume their mandated responsibility for
 

coordinating the line departments in formulation and 

implementation of regional development plans and programs. 

These planning and management tasks involve a process or 

sequence of activities which range from a description
 

of existing cunditions and trenads, an appraisal or
 

regional development problems and needs, formulation of
 

development goals and objectives, an evaiuation of
 

alternative long-term development strategies, to the
 

devrlopment of annual action plans/programs, and finally
 

the monitoring and evaluation of plan implemntation. 

It should be emphasized that in combination these tasks 

makc uo - process which is both continuous and cyclic. 

Chart 	2.1 s"os this 1.'ocess as a systems diagram. 

(2) 	Techniques Required to Support Critical Development
 

Tasks: The performance of these tasks by BAPPEDAs requires
 

the 	use of a number of tools aid techniques which have 

These includebeen identified in the training proposal. 

basic techniques for oata collection, presentation and 

analysis; techniques for program/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 RAPPEDA officials in the use of these
 

techniques which will support the critical development
 

tasks of the planning/management agencies.
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(3) 	as- ired Skills and ProfessionalnTechnical Personnel:
 

rom 	 this analysis of critical development t3sks and 

derived a recomnended rangesuqpportLng techniques there is 

of skills and professional/technical personnel required 

to staff the BAPPEDAs at the 	provincial, kabupaten and 

kotamadya levels. In this connection, there appear to 

be three general types of planning/management personnel 

required:
 

(a) 	 general regional planners/managers (or general 

urban rlannors/managers for the kotamadyas) who 

have a broad knowledge of the field; 

(b) 	 an intermdiate group of planners who have a degree 

of specialization (such as social deveiopment, 

economics or engineering) within the fieldi and 

c' specialists in a variety of relevant disciplines 

(such as demography, agricultural economics, geolog­

or transportation engineering and planning). 

Chart 2.3 ists the tyves of skills and personnel required 

by the planning/manayesent agency for each of the throe 

kinds of governmetal jurisdictions. essentially, it 

indicates that the SAPPEDA Tk. I will require more highly 

specialized personnel than will the Tk. I planning/ 

management agencies which will rely mre heavily on 

intermadiate skill-level types. 

(4) 	 Manpower Needs and Gapat Having identified the types of
 

personnel required for the BAPPEDAs, a fourth objective
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has been to formulate estimates of the magnitudes of
 

manpower needed, and then to relate these estimates 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 BkPPEDA. Charts
 

2.4 - 2.6 present these estimates illustratively for 

two provincidl 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 both Tk. I and Tk. II
 

levels. Approximately 1150 of this total will be needed
 

for 	the BAPPEDAs Tk. I, 5050 for I- kabupaten BAPPEDAs,
 

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 assessment of current planning and
 

management capacity reveals a wide range of mannower gaps
 

at both levels. To summarize these gaps, whereas the
 

provincial BAPPEDAs 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.
 

(5) 	Vertical and Horizontal 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 managamnt system. Thus, another objective 

is to strengthen the horizontal and vertical linkages
 

within this system.
 

At the provincial level, the goal is to strengthen
 

interaction witlin and between i
 

(a) 	the BAPPEDA,
 

(b) 	the kanwils,
 

(c) 	the dinas-dinas Tk. I, and
 

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

Similarly at the Tk. II level, horizontal linkages should 

be reinforcej through training between: 

(a) 	the BAPPEMKAo/KOs,
 

(b) 	the dinas-dinas Tk. IX, and
 

(c) 	the key subdirectorates within the bupati's and
 

walikota's office.
 

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

vertical linkages:
 

(a) 	between the BAPPEDA and the BAPPSHRA/KO,
 

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

(c) 	between the respective bureaus at the provincial
 

level and the subdireotorates at the kabupaten/
 

kotamsdya level.
 

These various linkages are shown graphically on Chart 3.1.
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IV
 

THE 	PROPOSED TRAINING STRATBGY
 

Introductory Comments
 

The 	overall strategy has two basic thrusts:
 

Baden Diklat training and nontraining
(i] 	an emphasis on 


activities, and
 

(ii) 	the cultivation by Baden Diklat of long-term linkaaes
 

with training carried out by universities.
 

This section focuses on the otrategy for Baden Diklat per se
 

and indicates some linkages with university-based training in
 

(8), below. A longer-ranyo perspective and description of how
 

the training roles of Baden Diklat and the universities might
 

merge throigh a mutually-reinforcing cooperative effort is
 

presentod in Section VIII.
 

The 	Strategy
 

The 	key components of the strategy as outlined below are
 

designed to meet the objectives put forth in the preceding
 

section. Each of the components should be viewed as
 

the other components.
complementary to, and supportive of 


To eliminate one of the elements as part of the strategy
 

would weaken the training effort.
 

(1) 	On-and Off-the-Job Trainingt It is recomenwnded that the
 

priary courses which would be offered by Baden Diklat's
 

regional training centers would be a general course in
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regional davelopment planning and management 4nd a 

general 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 genoral courses. During the
 

secondary on-the-Job phase of the training, the trainees
 

would perform their normal planning and manaqement tasks, 

applying theory and tochniques acq-ired in the initial
 

off-the-job phase of the course. This would be done
 

with 	expcrtise provided by tue trainers, who would work
 

with 	the trainees in their respectivo regions. The main
 

advantages of this approach are:
 

(a) 	It allows trainees to become more familiar with,
 

apply and test theory during the on-the-job phaso
 

of the training in the regions 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 the trainees to undergo most of tho
 

training in and for the immediate benefit of their
 

own daerahs.
 

(2) 	Team Trainiing: The proposal here is that all the key
 

official' on the DAPPEDA TK. II from any given kabupaten
 

or kotariadya 9o through the same general coursot in
 

regional or urban development planning and management
 

at the same time. The primary advantages in team
 

training are:
 

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

officials on the planning unit regarding a basic
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plann~ng and man&4ownt strategy, while &L tho 

soma tiet giving them a cotwwn rore of knowledge 

and ski!2l to carry out that rtratcqy. 

(b) it inouros that a continuouu "critical .asa of
 

trained oificia's will alwayn be available on the
 

planning unit.
 

(3) 	Training of BADPEDA TK. I Officialst It is proposed that 

)nu to threc RAPPEDA officialo from the provincial level 

go throuyh k.he sam off-the-job gener;A cour!ie in regional 

or urban dcvelopimcnt •lanning and management, as well as 

the on-the-job pha ,. of the training, with a team of TK. 

J1 plonisinq offt ia19 from one of tho k.bupatens or kota­

mady s located in the province. This approach is designed 

n)totly to improve th . skil a of provincial DAPPRDk 

offL:ialo. but also to intensify cooperation, coordination 

and !.erctanding awong the vortical lovels of govexnment. 

(4) 	Oriontation Courses for t:on-BAPrEDh Planning and Kanagse­

ment Officials: In ( rdcr to oticrngthon the hori:ontal 

linkage! for pl.N,.n'qg and management, it is proposed 

,, 
that or' lta.io courses be conductod for officials
 

from th,.' antils, the dinai-dinns TH. I and the key
 

burea,.* luidd- the govcrnor's secretariat at the province
 

la.,l, an.l f o thu dtnaw-dinao TX. II and the key
 

subdirccu..,v:cC unJor the hupati's and walikota's
 

secretar) te Att the kabupaten/kotamadya level. For the
 

courses L', 'iove mtimrvum impact, the officials at each 

level shotld at.ar them collectively. 

(4) 	Orientation Couisc:' for Chi Executivs and Other 

Decision V;kars at 1k. I and II, It is imperative that 

the chief i.ccutives ait) other decision makeru in the 
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fevm indeunt.4 and are in agremnt with$ 

(u) 	 the planning and minages t strategy, 

(b) 	 the training effort to improve skills for
 

carrying out the strategys and
 

(€) 	 the role of the DAPPMM ?k. I and Tk. X in the 

development process. 

It is therefore recmmended that orientation courses be 

conducted for bupatin, walikotas, the askrotaris vilayah 

daerah (SZKWVLMA) , and key nmeber* of the DPRDs I and II. 

for 	periodic(6) 	5valuations The training strategy calls 

evaluation of the training throughout the duratix': of 

each 	course as well as for post-training evaluation in 

to ascertain the training and/or nontraining cots­order 

ditions which may have rendered the training less effec­

tive thor planned. 

(7) 	Follow-Up Trainingt AA part of the overall strategy, 

follov-up training in recommeded in order to overcoa* 

deficienciee 	unoovered in course evaluation. Follow 

also allow the trainers to introduceup training will 

materials. concpts, methods and planning tools which 

we:* developed or designed subsequent to the initial 

training course. 

(8) 	AuV ting General TraLning with 8 ecialised Training:
 

ihis omonent of the strategy calls for exposure of 

SAMPDA otfiostle to Nore specialised training in 

regional and urban development planning and management 

La addition to the general ooursee. This will enable 
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the 3APZDAs to function on a more professional level 

and allow them to more credibly carry out their
 

coordinating role with the specialists from the kanwil3
 

and the dinas-dinas.
 

(9) 	Regional Study Tours: The strategy calls for a number of
 

as well as bupatis and
appropriate planning officials, 


walikotas, to participate in study tours of the Southeast
 

Asia 	region so that they become knowledgable of regional
 

development ploutning and management as practiced in
 

countries with geographic, environmental or other
 

conditions similar to those of Indonesia. 

(10) 	Reinforcing Training Activities with Nontraining Activitiess
 

This element of the proposed strategy gives recognition
 

to the fact that, in order ior the training to meet the
 

specific needs of the tegions, Badan Diklat will have to
 

carry out a number of tio.itraining, but training-related,
 

functions as follows:
 

(a) 	Inventory and analysis of Regional Conditions
 

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

development issues within the regions.
 

(c) 	Manpower Surveys, to ascertain skill requirements and 

available manpower for planning and management. 

This function should be performed at the onset and 

periodically thereafter.
 

(d) 	Consultation on a part-tim basis by the regional
 

trainers to qov.2nment offices within their respective
 

regions.
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(e) Development of an overall training plan
 

a comprehensive1he tan-point strategy described above reflects 

several years.effort to build a quality program over the next 

that, in order to fulfillAt the same time, it is recognized 

iklat will have to continueits immdiate obligations, Badan 


done in the past.
with short-term training of the kind it he 


this effort is also reflected in the budget projectedSupport for 

in Section IX.
 

The Institutional Framework
 

Badan Diklat currently has eight regionel training centers in 

place. It is proposed that these centers bear the main burden 

the Dalam Negeri framework for theof responsibility within 


training of planning and management of:ici~ls. In order for
 

these centers to rry out ths maj'r, " training role, they would
 

have to becomo fully-operationalized and fully-staffed, with
 

a minimum of ten full-time trainers initially assignod to each
 

Due to manpower and budgetary constraints, it is
center. 


anticipated that the centers will become fully activated on a
 

phased basis, with one center per year becoming operational
 

and numbercommencing in 1980/81. Chart 3.2 indicates the areas 

regional training onters.of jurisdictions served by each of these 

It 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 rentais are able 

to conduct their training programs in a mmVr consistent with 

the purposes and guidelines established by national policy.
 

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

following section of this document. 
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M ROTA M DAN DIXIA? JAZA5TA OF7FIC!OF 	 13 

While the proposed training strategy issagns major 

responsibility for training to the eight regional centers 

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

of the ladan Diklat Jakarta Office to adopt and continually 

update the national strategy for implementation. The 

activities of the Jakarta Officc can be summarized as 

follows:
 

a. 	performing the basic management tasks associated with
 

the planning, implementation and evaluation of training
 

programs Lplemented by the Jakarta Office and the RTCsi 

b. 	undertaking the annual programiing, budgeting, and
 

monitoring of all training activities implemented by
 

the RTCss
 

c. 	 undertaking the recruitment, training and career 

development of the training staff for the MeCe as well 

as the general management staff within the Jakarta 

Offices
 

d. 	designing the course content and preparing the course
 

materials for the training programs offered by the RTCe
 

e. 	providing i;port and guidance to unLversity-based
 

programs In regional planning and m&naSement.
 

Staffinq of the Jakarta Office
 

A total of 22 professional staff ar.d 10 Eupport staff will
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se to be asigned to the Jakarta Office to administer the 

above meationed activities. The staff profileis based upon 

the nuber and types of staff needed to r *ovide administrative 

support for the eight RT1s. Cart 4.1 indicates the projected 

staffing requirement* for the Jakarta Office. 

levels should beAchievement of the above projected staff 

accomplished on a phased basis, with a gradual build-up of 

staff numbers being undertaken in accordance with the Lncrsao% 

in workload associated with the activation of additional RICs. 

Most importantly, in the short-term, it will be necessary 

to assign a group of core trainers and curriculum develop­

mbnt specialists in the Jakarta Office in order to begin 

iamediato preparation of the training of trainers course and 

to design the initial training courses to be offered by the
 

RTCS. 

As the primary training unit within the Departemen Dalon
 

Negeri, Dadan Diklat is responsible for the conduct and
 

coordination of the training programs currently underway
 

in the Departemen. Many of theise training programs do not
 

relate directly to training in rogional 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 programing, training of
 

trainers, and course design funotions should be integrated
 

into one specific unit within thu formal organizational
 

structure of the Sadan Diklat Jokarta O.fice. Chart 4.4 

indicates a proposed organizational unit for the regional
 

planning and snagement training aotivity.
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VI
 

M UMIONAL MNING CTUSMUK" 

It is proposed that each of the regional training centers 

develop its own capacity to engage in a basic series of 

traning and nontraining activities, and that this program 

will require a minimum staff of ten full-time professional 

trainers at each center. Both the activitioc and output of 

the regional training centers are sumarised in the following 

paragraphs. 

(1) 	Activities
 

It is essential that the Rea engage in a number of
 

nontraIning activities, namelys
 

(a) 	an analysis of manp--eor/skill requirkments within
 

the region served by a given center;
 

(b) 	 an inventory and analysis of regional developent 

conditions; 

(c) 	the development of an overall training plan for 

officials in the region; and 

(d) 	research and consultation on selected issues in
 

regional development.
 

With regard to training activities it Is proposed that 

the following sequence of courses be offered by each of 

the RWC* annually or every other years 

- xxxii ­



(a) meral €ozeom 

* 	kional Oswelopment PlaNIA01 and laaagement
 

(Langths 3 month* oft-the-jobot 6 months 

*on-the- ob") 

Orbm Developmnt Planning and fanageaent 

(Lengths sam as above) 

(b) Specialised Cous *a
 

" 	Adinistrative Planing (Lengths 6 montha.
 

appre x imately)
 

" 	Techniques for Program/Project Appraisal General 

Plan Evaluation (Lengths 6 weeks, minimum) 

* 	 Technique* for Monitoring and Lvaluatlon (Lengths 

6 weeks. mInLim). 

In addition to these courses, it Is also proposed that 

Sadan DIklat subcontract for the services of uiversities 

and other institutions In offering the following tive 

specialised *off-the-Job° courses annually or every 

other yars 

S echniques for Data Collection. (Lengths 6 weeks. minlmm) 

Presentation and Analysis 

• 	 Social Development Planning (Lengths 6 months. appres.) 

R 	gional/Orban Economics (inlgths 6 months, approx.) 

* 	 Land Os Planning (Lengths 6 months. approx.) 

Singimeriag/paaaing 	 (Lemgths 6 months. approx.) 
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It is envisaged that all key SAPPEDA officials at TK. I 

ad TI. II will participate together in one of the 

ger~ral ourses and selectively in one or more of the 

specialised courses. One element of the proposed 

training p)an viii be to define the basic cycle or 

sequence of courses through which individual officials 

%ould go. Although these plans would be prepared by 

the RTCs, they would be subject to aporoval by the 

Badan Diklat Jakarta Office.
 

C-iven the diverse nature of nontraining and training
 

activities at eaLh regional training center, the
 

professional staff must engage in careful scheduling.
 

Chart 5.4 shows a possible annual achedule of activities
 

for a typical RTC. 

(2) Output of Training
 

The basic output of regional training center activities
 

will be trained officials id regional (and urban)
 

planning and management, who will already have taken
 

up posts on provincial, kabupaten rnd k.tanadya
 

SAPPWAs. Chart 8.1 indicates the sumber of these 

officials who are projected to have participated in
 

the program by the end of REPSLITA IV, 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 8.1indicates that 2,880 

officials will have participated in the training 

program by the end of REPELITA IV. This number 

represents 38.7% of the total required manpower 

projected by thi, study. 
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VII 

"R~ I)L OF ONIVSWITY TRAINING 

A secod major thrust of the proposed training strategy 

eqmph"Ies strengthening university training programs in 

regional planning and mangeament. The network of national 

and regional universities in Indonesia represents a major 

educational resource, which if properly cultivated and 

utilized can make a major contribution in responding to 

current aud 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) 	For the past four years the University of Indonesia SPI
 

program (Studi Pembangunan Indonesia) has been offering
 

a graduate-level course in regional planning.
 

(W) 	During the past four years the Natural Resource and 

Environmental Management Program at the Institut 

Pertanian Bogor has offered a masters degree in resource 

management. 

(C) 	It is likely that IPS will soon initiato a nasters 

degree program in rural development planning. 

(D) 	A one year graduate course in regional development 

planning is being established at Gajah Mada University 

and it is anticipated that this effort will soon be 

underway with staff from Dalam Negeri being enrolled 

in the course. 
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Tahe Departemn Planologi at the Institut Teknologi Bandung 

Is considering the establishment of a masters degree 

program in urban/regional planning. 

() Delas 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 inter-disciplinary nature in responding to the urgent 

need for early and mid-career training of government 

officials involved in regional planning and management. 

In order to meet its own vast and rapidly growing training 

needs, the Departemen Dalam Negeri should be a major 

source of support for these graduate university programs. 

This would require that the Departemen make a leng-term 

commitment to support university-based regional planning 

and management training programs, with DDN providing 

staff to enroll in the 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 particilarly important,as current efforts 

on the part of the universities to develop interdisciplinary 

degree and nondegree graduate training programs are 

seriously handicapped by the unwillingness of government 

departments to pro-ide tuition payments for the students. 

It appears that, with the exception of the PPN (Progiam 

Perencantan Nasional) course at the University of 

Indonesia, which receives tuition payments from regular 

Indoesian budgetary sources, univercity-based training 

progras have frequently been forced to rely upon foreign 
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grant* and/or loans for tuition payents. Badan Diklat 

will need to assume a leadership role 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 curriculum 

and course designs are responsive to the needs of Dalae 

Negeri. 

(2) 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 panning within DDN. 

In section IV of this document, estimates have been 

projected concerning the number and type of professional/ 

technical personnel for typical Tk. I and Tk. I BAPPEDAs. 

Skill orofiles of this kind should constitute the basis 

for the design and implementation of manpower recruitment 

and career development planning within DDN for all of 

the provincial and Tk. II level planning units. These 

plans can then be used as guidelines in determining when
 

and in what a&.eas now 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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wmagemmnt offloials to enroll in longer term oft-the­

job training programs. Existing personnel procedures 

do sot provide clear guidelines in assuring Lhat the 

completion of a training experience will contribute to 

career advancement. 
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PRO 	ICTION OF A POUR YEAR BUDGET FOR
 

FISCAL YEARS 1900/81 THROUM 1983/84 

B.0. INTRODUCT1ON 

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

for 	isplemontation of the propoued training strategy.
 

The 	budget is based on a current understanding that
 

Badan Diklat will e3tablish one fully-otaffed, fully­

operational regional training center per year comencing
 

in 1980/81.
 

The budget, which covers fiscal ycar3 1960/81 - 1983/81,
 

totals Rp. 5,997,5S9,O00 (US$9,673,547) and is broken
 

down into threo main categories:
 

Category 	 Cost (1980/81-1983/84) S of Total Budget 

Progran Oraniza- Rp. 1,136,585,000 	 19t
 
tion 	And Manaqo­
ment, tfncut.in-
CapitaCont
 

Core 	Training Pro- 4,564,762,000 7f
 
gram "or 11APPEDA
 
Tk. I nnd T- II
 

Supplemntar 
Training Program 296,252,000 	 5%
 

TOTAL BUDGET Rp. 5,997,599,000 100%
 

The 	significant point to be made is that 76t of the
 

budget is to cover the cost of tha corn traJninq program,
 

which conrists of a stream of parallel and mutually 

reinforcing trining activitiou ns follows: 

(1) 	The training of training staff for the Badan Diklat
 

regional training centers.
 

(2) 	Training co,'rseJ conducted by the rogional training 

cent-ore. 
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3))	C'stcialised oupporting cuarnne which 'ould be
 

condacted by irnatitLtion3 othjr than Padan Diklat.
 

(4) Badan L)iklat-supp.orted Creduate-lovel couro.s in 

reqional divelopnent planning offered by universities. 

(5) A ser~ep of Badan Liklat chort cources to help meot
 

its chort and mediur-ter," obligations in ar.as of
 

the archipelago not covered by the reqion.al training
 

cohtere. 

"Oececcions of Chapter !Y. following Chart 9.1 give detailed
 

bcakdons of the major line items list,1 on the chart. For
 

easy reference, the relevant section number is indicated after
 

each major line Item heading.
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CUAMIR I 

aOGIOMAL PLANNIIG AND MANAGZPUIU 

AN OVERVIEW OF ISSUES AND TRAINING RESOURCES 

1.0 A BACKGROUND OVERVIEW 

During 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
 

organized some informal or formal regional planning
 

units and in 1974, the central government decreed the
 

establishment of the BAPPEDA organization in all of
 

the provinces. Diring 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
 

walikotas have already established informal or formal
 

planning bodies to coordinate kabupaten and kotamadys
 

planning and managemnt Activities. It is currently
 

anticipated that the central government will soon
 

decree the establishment of BAPPEDA Tk. I planning
 

agencies on a selective or nationwide basis.
 

All of the DAPPEDA planning agencies at Tk. I and Tk.
 

11 operate under the authority of the regional "xepala
 

Daerah", which in this case refers to the provincial
 

governors, the kabupaten bupatis and the kotamadya
 

walikotas. As chief executive authority within his
 

administrative jurisdiction, the kepala daerah re­

presents the interests of his region, ond at tha tar.
 

time serves on behalf of the central government in the
 

regional administration of national development poli­

cies and programs.
 

As the regional representative of central goventment 

authority, the kepale daerah functions within t e 

structure and mandate of the Departemen Dela Wegeri.
 

?his entrusts the Departmn with the task of coor­

dimating all development activities at the regional
 

level, and it is under this authority and the madate 
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of his own regional government that the kepala daerah
 

bears the 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 BNPPEDA organizations have been given 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 piovides some qeneral indication of the 

variations and commonalities of conditions which 

these planning agencies share at the Tk. I and Tk. II 

levels o' overnment.
 

1.0.1 The Provincial BAPPEDAs
 

The BAPPEDA is mandated to exercise a central coordi­

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
 

dinse-dinas/kanwil offices at the provincial level and
 

with BAPPENAS at the national level in order to achieve
 

a more coherent and integrated planning procers.
 

Thus, the BAPPED%u are expected to undertake a wide
 

range of activties 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 BAPPEDaq 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 proces of organizing their own
 

internal staff functions. Many are still in the midst
 

,41f
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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 underway as
 

this new actor assumes its proper place within the
 

network 	of older and more established agencies at the
 

provincial level.
 

1.0.2 	 Kabupaten/Kotamadya Planning and Management
 

At the kabupaten level, there is 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 cased, however, kahu­

paten planning is simply undertaken through an inform­

al or formal coordinating committee consisting of
 

mabe:s from both the office of the bupati and the
 

dinas-dinas offices.
 

Only a few of the 1Oawmadya have established formal
 

or informal planning units in the office of the wali­

kota. Yn most cases, planning and related manage­

ment functions are administered by the Sub-direktorat
 

Pembangunan of the walikota's staff, with important
 

input from the Tate Kota and Tat& Daerah office in
 

the kotaxadya Department of Public Works. In addition,
 

the BAPPEDA and the planning units in the DLrektorat
 

Tata Kota and Tat& Daerah offices at the provincial
 

level also provide input at the kotamadya level.
 

1.1 	 A GENERAL ASSESS r-W OF REGIONAL PLANNING
 

AND NAIAGmIEr PEIRFORMANCE
 

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
 

development plans, and therefore the basic assessment
 

question is whether current processes are producing
 

such outcomes. Several general criteria are used in
 

defining the characteristics of a "well-formulated
 

follows :
and implementable" regional plan as 


(1) Indication that the planning process is engaging
 

in an assessment of regional resources and problems
 

tiithin 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 arrivinq 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 area deve­

lopment and most explicity upon :
 

(a) 	 the design of projects and programs which
 

a
complement and support each other, i.e., 


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
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sufficient to generate sustainable and
 

tangible social, economic and environmental
 

Lhange.
 

(4) Indication that monitoring and evaluation systoa
 

are being designed to acquire and review feedback
 

on project implementation and impact.
 

(5) Indication that attention is being dovoted to
 

assuring that adequate administrative resources
 

are being made available for plan implementation.
 

1.1 Poformance of the BAPPEDAs
 

BaseJ upon direct interviews and observations, it
 

appears that many of the above mentioned planning and
 

management processes are only partially underway and
 

that regional planning bodies are as yet finding it
 
difficult to undertake their designattd 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 frequently the case that the formulation and
 

assessment of alternative development strategies do
 

not conbtitute an important and continuing feature of
 

the j gional planning process within the BAPPEDAs.
 

Most importantly, with few exceptions, intersectoral
 

area development planning is not a major focus of
 

attentiote at the provincial level - and the same con­

clusion would apply for many of the kabupatens and
 

kotamadyas as well.
 

Finally, 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-


Lations are subject to many exceptions, as some of
 

the DAPPEDAs have been relatively effective in perform­

ing some of the above functions.
 

Nevertheless, most of these planning units 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 deficiencies will
 

be overcome with the passing of time as BAPPEDA staff
 

begin 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 lev'l 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 in order to enable train­

ing to have an impact in improving the process of
 

regional planning and management.
 

1.2 	 SO11E GENERAL PROBLEMS IN REGIONAL PLANNING
 

AND MANAGEMENT
 

1.2.1 	 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 tho provincial level many of the BAPPEDAs have
 

five to ten senior members conducting the major
 

work, whereas the remainder of the staff are
 

engaged in only ainor support functiona. 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
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In part this condition
management functions. 


reflects the fa,-t that the senior members are some­

what older and more experienced; most have Sarjana
 

or long­degrees, and many have been through short 


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 Muds
 

degree, many are loung and inexperienced, and few
 

have had an opportunity to take any training in
 

planning and management.
 

The small number of venior BAPPEDA members who
 

conduct most of the important BAPPEDA work ure
 

not sufficient in number to effec.,vely initiate
 

and sustain a comprehensv 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 long-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 general unattractiveness of these
 

positions can be attributed to a number if fact­

ors. 
 Many BAPPEDA have yet to command is 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 entailed 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 comunicate 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.
 

(2) 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 officeL. 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 are 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
 

610 
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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. In particular,
 

planners, architects, engineers and economists
 

In their place, many
are lacking in small kotas. 


of these functions are performed by general admi­

nistrators who lack planning skills, particular­

ly in approaching problems from an intersectoral
 

perspective.
 

Summary
 

I
The personnel and staffing problems which the Tk. 


and Tk. II BAPPEDAs arm 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 numbers will be seriously minimized by a wide
 

range of other factors which continue to hamper the
 

process of planning and management at the provincial
 

and kabupaten/kotamadya levels of government. The
 

following coinents review some of these constraints
 

and hopefully provide further insight into those
 

problems which will need to be addressed in enhancing
 

the role of regional planning.
 

LI 
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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. 

Frequently 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.
 

Each of the kanwil offices receive a certain allo­

cation of funds and project priorities 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 development plans. Many of
 

the regional kanwils tend to rely upon their parent
 

office at the central government level for instruct­

ions 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 mbnagement, 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 priorities are
 

established in ranking or excluding proposals, and 
re­

gional budget requestmay exceed the anticipated central
 

The
 
government allotmentby a relatively wide margin. 


central government is thereby forced to make the hard
 

choices in establishing priorities in the approval and
 

rejection of budget requests.
 

1.2.3 Budgetary Practices
 

a more area-focussed and spatial
Given the need for 


dimension in regional development it is essential to
 

the current problems which serve
understand some of 


an approach.
to impede progress in the adoption of such 


Perhaps the most critical bottleneck is the fact that
 

current national and regional budgetary practices in­

volve independent sectoral project and program sub-


This proce3s works against the preparation
missions. 


and submission of an integrated package of spatially
 

defined programs and projects. If such a package
 

were formulated at the regional level, each of the com­

ponent sectoral projects would need to be extrdcted
 

for independent submission through the sectoral agen­

cies. Because of the intersectoral nature of the
 

area package, if any one project is cut-out or modi­

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
 

the risk that a number of the component
package runs 


parts will be deleted or modified in such a way as to
 

Thus,
imperil the functioning of the remaining parts. 


some new or modified budgetary process needs to be
 

considered in order to facilitate and encourage the
 

design and implementation of integrated area develop­

ment programs.
 

Sumary
 

It needs to be recognized that the currnt 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. Indeed, the center must exercise some pclicy
 

control in establishing major development priorities,
 

but at the same time, many recognize that, given the
 

great divernity in regional economic and social condi.­

ttons, 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 needs and
 

problems . The need for greater regional involvement
 

in development planning and management has been en­

couraged by the central government Lhrough a number
 

of measures, which, in addition to the establishment
 

of the BAPPEDA, iiclude the introduction of the
 

BAPPEDA-BAPPENAS regional and national consultations,
 

and the creation of a wide range of INPRES programs
 

for provincial and kabupaten/kotamadya levels of
 

government. Many of these meastires have been quite
 

innovative and represent a serious attempt on the
 

part of the central government in enlarging the scope
 

of decision-making at the regional level.
 

It can be further anticipated that In REPELITA III
 

and beyond, other measures will be initiated in pro­

viding greater regional involvement in the formulati­

on and implementation of their own development efforts.
 

The critical question will only be one of determining
 

the speed and magnitude with which this process should
 

take place. Thus, it should be noted that UAPPENAS
 

has already transferred 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
 

importantly, the confidence which the regions can pro­

vide the center in demonstrating their capncity to
 

effectively manage newly acquired rosponnlbilities.
 

Likewise, the center will need to avoid over or under­

estimating capacities for unicrtaking new planning and
 

management reaponsibilities at the provincial and
 

kabupaten/kotamadya level nf government.
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concerns
A critical component In the above process 


training as a vehicle for improving individual 
and
 

organizational capacities in performing regional
 

planning dnd management functions. The development
 

of a dynamic nationwide training effort should 
be
 

the above-mentioned
able to gradually resolve many of 


Indonesia
stdffing and organizational constraints. 


has already intiated a numbeL of training programs
 

to address these needs, and the following section
 

provides an overview of existing training programs
 

and resources currently engaged in this process. It
 

this context, however, that re­should be added in 


fact that training
cognition must be given to the 


a number of available
should be seen as just one of 


improving planning and management
instrumento for 


In some cases deficiencies in the per­performance. 


the planning and management function may
formance of 


reflect a lack of sufficient manpower 
- a condition
 

which would require the recruitment oi additional
 

personnel and perhaps the provivlon of additional
 

incentives for career development In otL.er in­

. lacAk of budgetary resources may serve to
stances, 


hamper the planning function, whercas in other cases,
 

a lack of clear
organizational constraints, ouch as 


guidelines in the allocation of authority and control
 

may inpede the performance of thesu functions. In
 

each of the above examples training only provides 
a
 

to
partial 	answer; support measures would also need 


be introduced in personnel policy, budcetary alloca­

tions and/or general administrative practices in
 

allowing for improvements in planning and management.
 

Thus, some dij;nosis of the actual obstacles will be
 

needed before applying a particular prescription in
 

strengthening regional capabilities for plan formu-


On of the major com­lation and implementation. 


ponents 	of the proposed training strategy concerns
 

an emphasis upon the provision of supporting or non­

training meacures which enable planning and manage­

ment agencies to fVlly benefit from training inputs.
 

REXGIONAL DEVELOPMENT
1.3 	 TRAINING PROGRAMS IN 

PI.AtfWr AND KANAGEMENT 

Many of the staffing constraints currently faced by
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the Th. I and II DAPPEDAs reflect the fact that 

training in regional planning and managerent is a 

relativcly nei area of endeavor in Indonesia. Aside 

from the Departemen Planologi %!hich wan eotablished
 

at the lnstitut Teknologi Bandung in 1959, it was
 

on y in the early and mid 1970's that government and
 

universites begas cponnoring degrec and nondegree
 

training courses designcd to provide skill upgrading
 

in regionnl planning and management for T.. I and II
 

official. The followinq aection reviewsonly the
 

i ijcr training prcgrms currently underway in Indo­

nesia, end is followed by a general summary of the
 

problemi. and potentials which need to be addretssed
 

in further developing this resourc3 base. A more
 

detailed review of these training programs is contain­

ed in %nnex II.
 

.3.1	Uiversity Training Programs
 

Four of Indonesia's major universities are currently
 

offering degree or nondegreo programs for training
 

in regional planning and managemont. A brief review
 

of these programs is contained in Chart 1.1. Two
 

masters degree programs are currently in operation.
 

This include& the Natural Recources and Environment­

al Man3gement Program at Institut Pertanian Bogor
 

(IPS) and the Oepartemen Planologi program at Institut
 

Teknologi Bandung (ITB). With the addition of the rural
 

development planning program at IPS, which will like­

ly start up next year as a masters degree effort,
 

the maximum potential yearly output of these three
 

degree training program would be about 80-90
 

graduates. Some portion of this number would be
 

employed at the central level of governmAnt, where­

as others would be employed by regional government
 

agencies.
 

Nondegree advanced university training programs
 

currently produce around 150 graduates. The parti­

cipants in these programs are generally early and
 

mid-career government officials who serve in central
 

and 	regional level government agencies.
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1.3.2 Central Government Departmental Training Proqrama
 

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 programw are currently sponsored by Depar­

totmen Dalam Negeri and the Departemen of Public Works.
 

They are revi 4ed as follows :
 

Baden Diklat Courses in Regional
 

Development Planning
 

Badan Diklat has been offering a series of short
 

courses in regional development planning for provin­

cial and kabupaten/kotanadya 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
 

c)urse). a number of the instructors were BAPPEDA
 

o~icials who attended an earlier two-p.nth course
 

(of.'ered in both 1977 and 1978) to train t:e parti­

cipents as instructors of kabupaten officials in the
 

fir.d of development planning.
 

Badan Diklot has also conducted three urban courses
 

for city planners to date. These courses were run
 

in cooperation with DDN's Direktorat Pembangunan Per­

kotaan (within the Direktorat Jenderal Pemerintahan
 

Unmm dan Otonomi Daerah) and BKS-AKSI (Badan Kerja­

same Antar Kotimadya Seluruh Indonesia). About 50
 

urban planning officials from approximately the sme
 

number of kotamadya attended each of the three
 

courses. Each course was 45 days in length. The
 

participants were primarily from Direkotrat Tats Rota
 

dan Tats Daerah (Dines P.U) and from the Subdirekto­

rat Pembangunan.
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Departen FUTL'o Courses in Urban Social 

Development Planning and Area Social Development 

Planning 

Two training courses are conducted annually by the
 

Direktorat Tate Kota dan Tata Daerah, Direktorat 

Jenderal Cipta Karya, with support from UNICEF. 

This effort consists of a course in urban social 

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 

an integral part of Clpta Karya's UNICEF-supportedas 


assistance to ten selected areas with heavy concen­

poor and to Kampung Improvoment
trations of rura 


seven urban centers. Each course
Programs (KIP) in 


these areas or urba centers as a study
uses one of 


site in the traini, and an attempt is made to Seal
 

with the, selected area or urban center in a compre­

hensive way, covering the basic physical, social 
and
 

economic aspects of area development problems and
 

students,
their solutions. Each course has 20 to 30 


with all of the participants being regional govern­

ment planners and managers with positicnain 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 Tat& Daerah.
 

anagement Courses
1.3.3 Provincial Planning and 


There ade a number of other training courses which
 

have not been included in the above list, but are 

note in this contextWorthy of
covered in the annex. 
and managementare the vauious regional planning 

the provincialcourses conducted by several of 

for kabupaten and kotamadya level officials.MMRs 


Nlet of these courses are approximately one month
 

in length and usually include from 20 to 40 parti­

cipants. A nmber of provinces are offering these 

courses on and annual basis, and in some cases, 
pro­

vincial training centers have been established 
to
 

provide classroom and dormitory facilities. 



Susmary
 

The above review indicates that government &nd uni­

versity institutions have been quite active in
 

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 in one
 

or more of the above programs. One of the most im­

portant contributions of these training activities
 

has been to create an awareness among regional offi­

cials of the need for skill improvements and thedesire
 

to participate in training programs designed to
 

achieve this purpose.
 

While a number of institutions have beet quite vigo­

rous in their efforts to organize and sustain a range
 

of training programs in reoional 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 if planning and
 

management staff at the kabupaten and kotamradya 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 availability 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
 

newly 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 performince.
 

While current training program are functioning under
 

a number of organizational and manpower constraints,
 

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 training programs,
 

and this institutional capacity represents a valu­

able and promising resource base which needs tu be
 

furtheL supported and fully utilized in a national
 

training effort. Finally, given the relative new­

aess 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.
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CHAPT R II 

SKILL REOOIRDIENTS FOR IMPROVED REGIONAL 

PLANlING AND KANAGEENT 

2.0 INTROOUCTION 

In formulating a national plan for training provincial,
 

kabupaten and kotamadya personnel in planning and
 

management, the first need is to determine 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
 

it is currently being carried out at the provincial
 

Such an
 
as 


(BAPPEDA), kabupaten and kotamadya levels. 


analysis was made and some of the present problems
 

and issues have been summarized in Chapter I of this
 

The current planning and management pro­document. 


cess is hampered in varying degrees by (1) a severe
 

trained
quantitative and qualitative shortage of 


development planners/programmers, and (2) institution­

al problems which include the absence of planning
 

agencies at Tingkat II in most areas.
 

Therefore, in .cder to determine the basic conterst
 

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 realistically
 

It should
be achieveJ within the next few years. 


nevertheless contain a conceptual framework of the
 

kind of planning/managewent activity that should be
 

carried out to support more equitable and efficient
 

regional and urban development.
 

To arrive at such a coucept, there are five basic 

questions whi.'i mut Le addres~od in logical sequeace 

(1) What are the critical development steps and tasks 

which governments at fk. I and I should be going 

through to bring about comprehensive, intersector­

al plamnin/progrib--ng//Lplentation? 
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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 ey sting staff capa­

city and the skill requirements suggested as need­

ed for improved regional planning and management?
 

The balance of this chater 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.
 

2.1 CRITICAL DEVELOPMENT STEPS AND TASKS
 

2.1.1 Objectives Saught
 

Before outlining critical steps in the planning/
 

management process, a few initial con.uents should be
 

made : It should be understood that the emphasis is
 

on truly "comprehensive" planning and program ing for
 

the regions. The concern here is with intersectoral
 

coordination of the development activity of all
 

sectoral departmentG, 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 KPPItT 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 each 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

lopment activity to date has emanated from Jakarta
 

and been pass3d 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 between WAPPEDAs (Tk. I) and BAPPFE4KA/KOs
 

(fT. II).
 

Applying a basic systems approach, it is possible to
 

describe the planning/management process within a
 

model which would be generally the same for all areas
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at Tk. I and I, 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.
 

2.1.2 	 Critical Development Steps and Tasks in the Planning/
 

Management Process
 

Chart 2.1 presents a general model of the planning/
 

a systems diagram. The critic­management process as 


al development steps and tasks, and their sequential
 

to each other in the process, are indi­relationship 


cated in this diagram. Although a more detailed
 

is given in Annex II to this
description of each task 


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,
 

action programs, to the
to development of annual 


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 cycle 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
 

Relotionship between Techniques and
 

Critical Development Tasks
 

Critical Dev. 

Tasks Techniques Require6 to Support Tasks 

1.1 	 TI 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 syatem (in­

cluding population, employment, social
 

and physical infrastructure, etc.)
 

•3.2 T3 Techniques for overall system simulation
 

and projection
 

4.1 - 4.2 T4.1 Techniques for general strategy evaluation
 

5.1 	 T5 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 tecin,l ues of progran/project
 

appraisal and feasibility analysis
 

6.2 TO 	 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 I
 

Tochniques shown in right-hand column are used to support critical 

development tanks shown in left-hand column . See Chart 2.1 

for summary of each task. (Dl 
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(Task 1.1) Ubre existing conditions and trends are des­

cribed and analysed, based an an information system 
a
 ta on basic resources, population,
which integrates 


employment, activities, land uses, communications and
 

flows systems, etc.
 

In this task, alternative development
(Task 3.1) 


'strategies" which set out "broad choice package" for
 

the area in policy terms are formulated. The time
 

frame emphasizes long-turm (20-year) and five-year
 

periods. Alternative strategies are evaluated and an
 

optimum one selected in Task 4.
 

(Task 5.1-5.5) Having selected the "optimum develop­

ment strategy" the next task is to translate this into
 

programs which to­a specific action plan and set of 


gether can be implemented. here, a financial ceiling
 

and other key resource constraints (human and material)
 

must be considered. A five-year action plan should be
 

formulated as a framework vithin which specific pro­

an annual basis. This
 grams are further detailed on 


lead into the "DUP" process,
entire Task 5 would then 


in which programs are formulated (5.2), priorities
 

among programs set (5.3), and projects further detailed
 

(5.4), culminating in an integrated annual development
 

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


is shared by both
Responsibility for this general task 


the planning/manage-nent agency and the dinas-dinan/kan­

wils, as is shon on Chart 2.1.
 

2.2. 	 TECHNIQUES REQUIRED TO SUPPORT CRITICAL DEVELOPMENT
 

TASKS
 

2.2.1 	 Background Statement
 

What follows is a listing of the techniques required to
 

support specific steps and tasks in the planning pru­

ces. 
 Each of these specific techniques varies in
 

degree of complexity, and a determination is required
 

as to which of them are appropriate under various con­

ditions in Indonesia. The entire process requires
 

that the planner integrate material from several
 

sectors or sources. It is necessary to think in ir.ter­

sectoral terms in order to address key public policy
 

This is a matter of style and approach
concerns. 


rather than a specific tool.
 

2.2.2 	 Listing of Techniques
 

Chart 2.2 presents a brief list of techniques and
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shows how each relates back to specific critical
 

development tasks. Again, a more detailed description
 

of each 	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.
 

2.3 	 VARIATION IN CRITICAL TASKS AND TECHNIOUE BY LEVEL
 

2.3.1 	 Background Statement
 

How will thin model of critical development tasks and
 

required supporting techniques vary at provincial,
 

kabupaten and kotamadya levels? Becau3e of the
 

important vertical relationships tetween Tk. I and
 

Tk. II, comments in this connection are organized by
 

clusters of task3/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.
 

2.3.2 	 Comments on Provincial, Kabupaten and Kotamadya
 

Variations
 

The most essential 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, monitoring/report­

ing and evaluation, as the case may be, using
 

guidelines laid down by BAPPENA$ where available.
 

This need for Tk. I leadership is strongest for
 

those tashs involving the description of exist­

ing conditions/trends (1.1), the establishment
 

of a monitoring system :6.1) and periodic evalua­

tion (7.1). However, the basic capability to
 

evaluate, as well as to collect and analyze in­

formation, should be developod at both Tk. II
 

and Tk. I levels.
 

(2) For other tasks, Tk. II SAPPENKAS/BAPPENKOS
 

should play the crucial role. For example, this
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would be the case with the basic tasks of problew
 

and needs identification (1.2, 1.3), and formula­

tion of goals/objectives (2). It is at the Tk.
 

II level that these tasks are most critica
 

because the planners are "closor 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-


On much of
dictions to play such a crucial role. 


.a a and in sclected other areas, Tk. II planning/
 

m nagement capacity already exists and can be
 

rapidly enhanced through training. In many parts
 

of the outer islands, on the other hand, Tk. 1I
 

has very limited present capacity. For those
 

areas, a crucial role in planning/management for
 

the Tk. II level should be taken as a long range
 

objective.
 

(3) One of the major dtfferences between provincial
 

and Tk. II levels is the reed for greater special­

ization within the provincial BAPrEDAs. Thin is
 

particularly the cose vith Task 3 and Techniques
 

T2 - T3, which involve f'rnulation of alternative
 

development 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 require-* skills and
 

personnel shown later in this chapter.
 

(4) Another important difference between Tk. I and 

Tk. II corms out in the formulation of specific
 

developmentplauO/progra (Task 5.1). At Tk. I,
 

developont plans/programs chould stress the
 

detailing of sectoral protjram, with a relative­

ly general or "brood brush" spatial strategy.
 

however, at Tk. II, these plans/programs should
 

be more specifie, eopecially with regard to the
 

spatial aspect. But plarning efforts at both
 

levels should be sebn as complmntary.
 

(5) Althbuqh ther% is generally no inherent difference
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in carrying out planning tasks between kabupaten
 

and kotamadya levels, the apecific 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

quirements.
 

The above comments represent only a sunmary of 

the most important differences by level in carry­

ing out the planning function, and the re .der is 

referred to Annex II for a full analysis. 

2.4 	 SPECIFIC TYPES OF REQUIRED SKILLS AND PROFESSIONAL/ 

TECHNICAL PERSONNEL 

2.4.1 	 Identification of Types of Required Skills and
 

Personnel
 

Based on the above analysis of critical development
 

tasks and supporting techniques, including their vari­

ation at the two levels, it is possible to answer
 

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.agement? 

A tentative answer consists of the following coments I
 

(1) At both levels of government, it is assumed that
 

the chief target institution for training will be
 

the plann.ng agencyl i.e., the already establish­

ed RAPPKDAs at Tk. I level and. the yet-to-be
 

established SAPPIKAs/BAPMRsKOs for the kabupatens/ 

kotamadyas. It . assumd for the purposes of 

this report that BAPPMrOs will be set up in all 

kotamadyas i RPILITA III and BAPPDIKAs will 

be initiated on a phased basis in the kabupatens 

during RPPELITA III. Although key mers of 

bureaus, subdirectorates, dinas-dinas and kanwils 

should be exposed to the badan Diklat training 

approach throdqh orientation courses, the 

planning agencies will be the chief target of
 

this program. 

http:plann.ng


- 30 ­

(2) 	 The rt lationship and linkages between tke new plan­

ning agencies at each level and the dinas-dinas 

and kanwils is 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 it the Tk. II level, implies that 

there is not one wdel but a variety of approaches 

to building up an e fective intersectoral develop­

ment 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 ;,Z the field; (b) an intermediate group of
 

planners who have a degree of specialization
 

(such is social development, economics and engineer­

in; within the fieldi and (c) specialit,, in a 

variety of relevant disciplines (such as demo­

graVhy, 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 love) of government, time frame and general 

regional loctiaon.
 

(4) 	 Within a given planning agency, there will be a
 

build-up of personnel over time. As the agency
 

is fom , the ALinim staff required to perform
 

critical devlopent task mut be determined. 

It shoe no sense creating a now MPPMIA, for 

eanmple, if this minimm initial staff is not
 

available. With the passage of time, a &.re 



Chart 2.3 

Tyes of Specific Skills aWd Professional/Technical Personnel 

Province 
(8A.PuM) 

General regional 
Planner -) 

Dmographer (*) 

Health and nutrition 
planner (.) 
Education planner (.) 

Statistician/cmputer 
specialist (0) 

General developmnt 
economist (,) 


Agricultural 
Economist (.) 

Financial 
Specialist (.) 

Geologist/Soils 
Specialist (.) 

GeqrO/
Cartographer 

Transport engineer/ 
planner (o) 

Civil enlineer/ 
planner (water) C.) 

Aimtnstretive 
tcMician (*) 

Required at the Three 

Kabupaten
(UPPEWA) 

Gnral reional 
Planner -) 

Social development 
planner (e) 

Rural 
econmist C*) 

Land use/Spatial 
planner (*) 

Engineer/ 
planner (*) 

Aministrative 
technician (') 

Levels 

Kotamdy
(SAPPEWD) 

General urban 
Planner (-) 

Social develommnt 
planner (e 

Urban/industrial
 
economist () 

Lend use/physical
 
planner (*) 

Transport engineer/ 
planner (.) 

Civil engineer/ 
planner (sanitary) (.) 

Ainistrative 
technician () 

Hete: (-) eneral planner 

(0) Intarwdiate skill-level pisonnel 

(*) Specialists In related disciplines 
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optimal staffing situation can be envisaged, and
 

it is hopd that the build-up of personnel would
 

It is difficult
use 	this optimum as its target. 


to determine precisely how rapidly such an optimw
 

can 	be achieved, since resources available for
 

and 	other factors cannot be predicted
training 
The 	point is that the required
with accuracy. 


magnitudes 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.
 

(5) Chart 2.3 lists the types of skills and profession­

al/technical personnel required to perform the
 

tasks at the three levelsplanning and management 

of government. Although the chart appears to
 

present these in static terms, it should be viewed
 

dynamic set of targets toward which BAPPEDA,
as a 

kabupaten and kotamadya planning agencies should
 

move over time. Chart 2.3 shows the types of
 

personnel which will be an optimum 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
 

presentty on the BAPP3DA staffs, and most of the
 

Tk. I planning agencies will have to get start­

ed without all of the intermediate-specialization
 

The chart does not
personnel shown on the chart. 

indicate magnitudes, but is an attempt to charact­

skills that will eventuallyerise the kinds of 

be needed. 

(6) Soms coments on these proposals at each level 

are 	in order : 

course build(a) 	 Province t The WAIPZDA& will of 

up more spocialized personnel on thet.r staffs 

than will ft. II planning agencies. As soon 

in a positionas possible, SAPPEIAs should be 

to engage most if not all personnel types 

There will certainly besheen on Chart 2.3. 


specialists shownthe ned for at least those 
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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) Kabupaten i The optimum ta-qet to be aimed
 

for as ",pidly as resources permit will be
 

to have general regional planners plus the
 

five intermediate types shown on Chart 2.3 in
 

place in most BAPPDIKAs. These intermediate
 

skills types are created by a "merging* of two
 

or three specialized skills (shown for BAPPMDA)
 

into one person at the T. I level. A
 

"social development planner" would, for example,
 

combine the analytical and subject area skills
 

of the demographer, statistician, health and
 

nutritioi planner, and education planner.
 

(c) Kotamadya t For the urban areas, the widc
 

variation in city size and conditions makes
 

For all
generalizations especially difficult. 


but the largest four-five kota', however, the
 

types of persoit,-l shown on Chart 2.3 will be
 

as rapidly
a reasonable target to strive for 


as possible. As with the BAPPEIKA, the target
 

for most BAPPEDKOs would be to develop a staff
 

made up of general (in this case, urban, plan­

ners and several intermediate skill-level
 

types). Some of these latter types should
 

have somewhat different skillb than kabupaten
 

personnel, since they will be urban-based.
 

This includes the economist, land use planner,
 

and civil angineer/planner.
 

Possible Future Personnel Nngnitudes for Planning
2.4.2 


Agencies
 

Having identified the types of personnel required for
 

the planning agencies, it is now appropriate to make
 

preliminary estimates of the magnitude which would
 

be applicable for a local area of a given size. The
 

/ 



approach taken here is to take two specific areas at 

each level, one jurisdiction which is typical of condi-

Java and one which is typical of the contrast­tions on 

Ing outer island conditions. There are three major
 

variables which will affect planning agency staff 

magnitude: 3 (a) total population size. (b) area of 

the jurisdiction (sq. kas.), and (c) general regional 

location. lenerally speaking, jurisdictions on Java
 

have large populations and small areas, whereas typi­

cal jurisdictions in outer islands have reversed condi­

tions. For the purposes of this illustrative exer­

cise in estimating the number o' personnel required
 

in the planning agencies, the following jurisdictions
 

have been analysed t
 

J a v a Outer Islands 

Provincial BAPPEKKA 

Ja Tengah 

(23.5 million pop.) 

Sulavesi Selatan 

(5.2 million pop.) 

Kbupaten BAPPEKKA 

Pati 

a 

Aceh Barat 

(1.1 million pop.) (225,000 pop.) 

Xotamadya BAPPKO 

Smarang 

(7S0,000 pop.) 

, 
Banjarmasin 

(300,000 pop.) 

In each of these six specific cases, estimates have 

been made of the magnitude* of required personnel on 

two bases 1 (1) the minimum initial staff 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, 2.5 and 2.6 present these manpower 

estimates for the UAPPEDAs, IAPPZUIXs and IAPPINKOs 

respectively. Theao estimates involve a series of 

Judgents in balancing what sms to he required to 

perform critical development tasks with what can re­

alistically be achievcd.
 

A number of points related to specific levels should
 

be made regarding these estimates 
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(l) For the MPPMAs, X1nitial' staff magnitudes to 

some extent reflect present levels of total 

personnel, although the backqrounds of existing
 

staff do not conform with recommended personnel
 

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 analysis for the BAPPEDAs is
 

that considerable specialized training and up­

grading of existing staff will be required.
 

(2) In many instances, existing BAPPEDA personnel are
 

intermediate skill types, rather than the more
 

specialized skill types. For 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
 

specialized types at Tk. I, both through train­

ing which upgrades existing staff and training
 

geared to bringing in new people.
 

(3) For both Tk. II planning agencies, an organization­

al structure has been assumed which more closely
 

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 prograiwing 

(e) Monitoring and evaluation 

This is a departure fro the present BAPPEDA model 

which establishes sectoral divisions (physical, 

ecoonic, social-politic). It is argued that, in 

a fundamentally intersectoral planning agency, 

sectoral divisions are less appropriate than ones 

that reflect major elements in the comprehensive
 

planning process. 

(4) For the Tk. II agencies, the initial staff magni­

tudes shon should be interpreted as the minimum 

required start-up staff. If these minima are not 



daii of foul mommo p,9,tliiiivifilw 

%set Ow giiiii ter WRV ta.11(1) 

%us1Pressocl 
persona 

1114 
Geop" ftI plamw It 4 444 

t 	 84No0,t 
a i8*moiwowtIltsp Plopmi I 

* 
tbosut* PI'iO'** 

SititIIl(1..i( W~te palIsl 0 
ftsi ft.lipes otesI 44 0 41 

8f
flemocil specialist f44IsWilel~oI *"Pstl 

4 30 
boot/uOSI'4 	 111t 

1)n of1 
te~,oo$ g3ppl~ 

IQe 


M 


AMOSSItiae WgIIO 4A 	 X1 44f 

W1144264 114L * 

ja morel. Ill. jame 1~ 0 Ja 	 llIwr 

A.l4 I i&tA 

161MMAm WflSci (IS) uppou (full 	 IAOMinm( 
l I Sallam bleit %tomInitial 0.lse 14111461 fwm 	 1611161 Opllme 

304 Go 1* 
Sgeio ,,gIsma plt w4 $14 IVA lie 

inW mOIt to4 Is 	 I IISGol ~~10 plam 1,01 )GUw34i*46 to 311Wi mlost pUm 
I* 1s 130to is 30 to

OWlI44l. ommsmI 
It 310 10 inO 	 1111 4 n 1 is 30Los epl~ 

3 WAa0 1 to 	 we 
lqlintftlowet 

aSSftI "mTlomet 0q./oipIV 

oi*0Ma 1I"0 flinl n11 n0 no 

low no~* on1 
Awlsov at 

in noI =UP0 oi itsl I. as 

0 All&&not=$amwe O si.t0m.1" Ismostn mole "Wisomp 

LL * t #militelf 



- 40 ­

available, it is questionable wiether the agency
 

should 	be formed.
 

(5) 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 needed to perform these
 

tasks would simply not be available. In addition.
 

personnel onstraints would make it necessary for
 

the s*rategy planning and action programming
 

divisions to share staff, especially in the begin­

ning. This sharing of personnel is indicated
 

and 2.6 . Finally,where relevant on Chart 2.5 


Chart 2.7 presents estimates of the total magni­

tudes of professional/technical personnel required
 

to staff the entire country's BAPPEDAs, BAPPEMKAs
 

and BAPPEMKOs. These aggregate estimates art
 

derived from the specific estimates already made
 

fur each level (Charts 2.4 - 2.6). They show that
 

nearly 7,500 persons will need to be trained, of
 

which approximately 1150 will be for the BAPPEDAs,
 

SOS0 for the BAPPEMKAs, and 1300 
for the BAPPEM-


KOs. This is indeed a challenging task.
 

2.5 	 RRLATIONSHIP 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 reqional planning
 

how great is the gap between
and management? That is, 


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 

2.5.1 	 Provincial BAPPEDAs
 

During 1978 Badan Diklat surveyed individual BAPPEDA
 

officials, and obtained considerable information on
 

their educational background and work experience. On
 

the basis of this survey, as well as field visits
 

during 	the project, the following points can be made
 

:
regarding BAPPEDA skill levels 


(1) About half of the staff members of the 19 BAPPE-


DAs which responded to the survey have some kind of
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university degree. This comes to between 14 and
 

26 staff members !or each BAPPEDA.
 

(2) The proportion of these persons vith full sarjana
 

or equivalent degrees varies widely, from less
 

than half 'o as much as 85% (in D.1 Aceh and
 

Sumatra Barat).
 

(3) Many professional staff mombers - botween 1/3
 

1/2 of all university-trained personnel - are
 

drawn from the local prov'incial universities.
 

(4) Economics is the most frequently represented
 

'-d in most BAPPCDAs, followed by general admi­

n.nration, governtont science, law and social­

politic. ConspICuoubly missing or under-reprosont­

ed are such tiolds asagricultura, urban and re­

gion~l planning, ongineering and other technical
 

di:sciplines.
 

(5) In the vast majority of cases, the BAPPEDA posi­

tion repr.!sents the first opportunity staff
 

members havy had to work in an intorsectoral plan­

ning/management agency. They have thus had llnit­

ed opportunities to observe other agencies dis­

charge this critical fur:tion.
 

(6) Regarding training courses. between three and
 

five staff mambers of many OAPPEDAs have attended
 

the PPN course at the Fakultas Ekonoai, Universi­

tas Indonesia. Attendance in other cour-es has 

been more uneven, although come rws of nearly 

all BAPPEDAs have participated in (1) the SPI 

course, Fakultas Ilmu Social. Univorsitas Indone­

sia; (2) the Cipta Karya-UNICEF courses on social
 

development planning; and (3)severol short
 

ccursca sponsored by the Cepartenon Dalam Nogeri.
 

(7) Comparing existing skill lovels with those indi­

cated in this report as required, two major types
 

of gaps are particularly evident :
 

(a) General regional planners - persons trained
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to the professional level in this intersector­

al discipline - are largely absent. Thi3
 

means that the JIAPPEDAs generally lack the
 

personnel with overall skills required for
 

intersectorel coordination, such as mystema
 

analysis, basic knowledge of the planning
 

proceb and information systems.
 

(b) Highly specialized pernons in such field3 as
 

development economics, agricultural economics,
 

statistics, education planninq, health and
 

nutrition Planninq, drmcgraphy, geugraphy and
 

engineering :rc also mLsoin-, from the po­

vincial planning aenci-. Tt.in implies that 

thc staffs tvnd to lack in-depth technical
 

.ompetence in matsy uector:, and hence are un­

able to liaise effecti;e!y with dinas-dinas
 

and kanw).ls beyond a certain point.
 

2.5.2 Kabupdten Level
 

Comprehensive survey data does noL exist with regard
 

to the mutetinq structure of the planning/management
 

function, or existin9 skill levels of personnel
 

engagled in this function at th, TX. II level. A
 

general picture has buen develoned by field visits to
 

18 kabupatans. Major findingt :e thn fc.llowin:
 

(1) Thero is a wide variation in execution of the
 

plaaning/managtment function, and in oxisting
 

staff capacities at the kabupaten level. In West
 

Java, formal ilanning L-dies (BAP"FEKAs) have 

been established by Govorsor's dt.ie . but ir 

moat other parts .)f Indonesia, the kabupaten plan­

ning function ia u.-dertaken by coozdinating commit­

tees made up of & irs from both the hupati's 

office and dines, oisar. The subdirectorato pem­

b~ngunan and. to a lesser.ext-at, subdirectorate 

keuangan of the bupati's office play particularly
 

important roles in carryinS out thij function.
 

(2) Yhe.existing staff available for kabupsten plan­

ning and management also varies widely, although
 

http:kanw).ls
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nearly all related agencies are understaffed.
 

Generally speaking, kabupatens on Java ate staff­

ed with more qualified individuals than are out­

er island kabupatens. At one extrime are the West
 

Java BAPPEMKAs, many w4ich have between 10 and
 

25 full-tame staff, vi whom at least 25% have
 

universitv degrees. By contrast, many related
 

subdirectorates in the outer ialands are headed
 

up by officials with only a secondary school certi­

ficato.
 

(3) Comparing existing skill levels in the bupati's
 

office with those suggested as required for the
 

BAPPEIKA, the following gaps are evident t
 

(a) General regional planners are now largely
 

absent.
 

(b) Most of the intermediate skills personne.
 

indicated as required are also missing, in­

clttding social development planners, econo­

mists, land use/spatial planners and engineer/
 

planne.a.
 

Whereas 	the BAPP!DAs begin with a manpower base which
 

can be supplementel aad upgrided. most kabupatens
 

will have to start largely from scratch in training
 

new officials who will staff the BAPPENKAs.
 

2.5.3 	 Kotanadya Level
 

As with the kabupatens, estimates of existing Pkill
 

levels in urban planning/management are based primari­

iy on information gleaned from field visits to some
 

14 kotamadyas.
 

Some major points
 

(I) OAPPE4KOs" of some kind have t-en established
 

in only a few of the country's largest cities.
 

Elsewhere, the planning,'mcnagement functions are
 

carried out by the subdirectorate pembangunan,
 

with support from the subdirectorate Peuangan
 

and dinas tat& kota. There is a need to analyse
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the staff capacity of these three units within the
 

walikota's office, and relate it to skill require­

ments for the proposed PAPPENKOs.
 

(2) The number anI educational background of staff 

currently engLged in urban planning and manage­

ment varies widely between kotamadyas. In general,
 

existing &Kill levels decline rapidly in moving
 

from larger to smaller urban areas. Although there
 

are some qL.lified planners, architects, economists
 

and engineers in the larger cities, they are con­

(i.e.,
spiciously absent in towns of under 400,000 


all but the ten largest kotamadyas). In their
 

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 between 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 RAPPENKO, it would be desirable to
 

appoint staff with skills of ..oth types.
 

(4) Comparing existing skill levels in the kotamadyas
 

with those required for the BhPPEDKO shows the
 

following gaps
 

(a) Generb! 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.
 

the general manpower situation
Despite these gape, 


for the kotamadyas is not quite as critical as it
 

Is for the kabupatens, where the projected need is
 

approximately four times greater.
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CUAP I III
 

ST1ATB;YT3 	GOAL AND OWJCITZVI AND TNR PROPOSED TRAINING 

3.0 Tat PIMPCTIVE 

Up to this point, this document has: 

the basic Lisues in regional(1) reviewed some of 

development planning and managementi 

(2) 	ou mariled an assessment of the relevant training
 

programs and courses currently available in Indo­

nesia; and
 

(3) identified skill re4, rements for improving per­

formance of the planni.g and management functions.
 

The training goal and objectives and the proposed
 

training strategy to meet those objectives as put
 

forth in this chapter are based on these conditions
 

and 	requirements as indicated in Chapter I and II.
 

3.1 TIM GOAL
 

The goal of the proposed training strategy is to im­

prove and expand the professional capacity for 

effective regional development planning and manage­

rapidly as possible.sent throughout the country as 

ffective regional development planning ad manage­

ment is defined as that which t 

(1) generates a mau aw efficient use of limited re­

sources for developmnts 

(2) 	 insures that, for any given region, there is a 

systeaitic relationship of projeots funded 

thtough AW1N, ADPO, IMhIS, and other sources; 

(3) 	 meets regional and jcal needs and conditions, 

while at the same time responding to national 

priorities and requiremants; 

(4) 	 brings about a mre equitable distribution of 
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wealth within and between the regions; 

(S) 	 has a maximum impact on improving the quality of 

life and the well-being of people, particularly 

those who suffer from social and economic dis­

advantages;
 

(6) meets other goals and objectives set for REPELITA 

Ill. 

THE 	OBJECTVES 

The specific objectives of the proposed training 

strategy are as follows s
 

(I) 	 To enable the BAPPEDAs at both Tk. I and Tk. I 

to asoume a leadership role in coordinating 

regional development by supporting the necessary 

functions and critical tasks in planning and 

management as outlined in Chapter 11. 

(2) 	To enable the BAPPEDAs to employ the necessary
 

techniques in support of the critical planning
 

and management function.
 

(3) To enable the BAPPEDAs to coordinate the design
 

of well-formulated and implementable annual and
 

five-year development plans. (See Chapter I fox
 

criteria to measure what constitutes a Owell­

formulated" plan). 

(4) As a training-related 9bjective, 	to define the
 

full 	range of skills and professiona./tech.kical
 

'a at Tk.
personnel rcquired to staff the MP" 


I and Tk. 1X.
 

(5) 	 To relate the skill and manpower requirements to 

current planning and management manpower capa­

city.
 

(6) To eliminate the deficiency between existing and 

required skills and manpower for the LAPPEDAs. 

(7) To generate understanding of, and support for,
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both the training effort and the planning and 

ma agment strategy by ,Thtef executives and other 

Oey Jecision makers.
 

(T) ?o design course curricula and develop traininy
 

delivery systems which are meaningful in the In­

donesian context.
 

(9) To strengthen the vertical and horizontal link­

ages for planning and management.
 

(a)Strengthening of Horizontal Linkages at Tk. I
 

At the province level, the training should
 

contribute toward the stimulation of greater
 

: Mi)the
interaction within and between 


the dines-
BAPPEDA, (ii) the kenwils, (Iii) 


dines Tk. I, and (iv) the key bureaus within
 

the governor's secretariat.
 

(b) Strengthening of Horizontal Linkages at Tk. 
1I
 

At the kabupaten invel, the training should
 

contribute toward a greater degree of coopera­

tion within and betwuen t (i) the BAPPD4KA/
 

KO, (ii) the dines-dinas Tk. II, and (iii)
 

the key subdirectorates wits.n the Bupati's
 

and Walikota's Secretariat.
 

(c) Strengthening Vertical Linkages
 

The training should also contr'hutc oward 

' -agesthe strengthening of vertical 


between s (i) the'LAPPEDA and the BAPPUIK/
 

10, (ii) the dinas-dinas Tk. I and the dinas­

and (iii) the -qspectivedinas Tk. I1 


bureaus at the province love, and the sub-

CSsdirectorates at the Lbvpaten level. 

Chart 3.1 for a graphic presentation of the
 

network of linkL,as for regional planninq
 

and manasment.)
 

(d) Ixtending the Vertical Linkages
 

Str " thening the linkages between Tk. I and 

Tk. 11 should also lead to stronger links 
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for planning and menagement between the 

central government and the lower adminis­

trative units of government, with the pro­

vinces better able to transmit national 

policy and guidelines to the kecamatans and
 

dases through the kabupeten. and with the
 

planning and management officials at the
 

province level better able to comunicate
 

local needs and conditions to the center
 

through the kabupatens. In fact, the latter­

mentioned flow of comunications is of parti­

cular importance to the center in setting
 

realistic policy guidelines for IMPRES
 

projects which are designed to generate
 

maximum participation by local people.
 

Rural and urban inhabitants will be more
 

likely to participate in the projdct if it
 

is based on their expressed needs and design­

ed for local conditions.
 

3.3 TIm PROPOSED TRAINING STRATE..Y 

The overall strategy has two basic thrusts s (1) the
 

emphasis on Baden Diklat training end rontraining
 

activities, and (ii) the cultivation oi long-term
 

linkages with training carried out by the universities.
 

This chapter focusst on a strategy for Badan Diklat
 

per so and indicates some linkage with university 

basel training in Section 3.3.8. A longer-range per­

spective and description of how the training roles 

of Badan Ciklat and th~e universities might merge 

through a mutually-reinforcini cooperative effort is 

presented in Chapter VIII. 

The key c€onents of the strategy as outlined below 

re designed to meet the goal and objectives put 

forth in the proceeding sections. Each of the ccdpo­

nests should be viewed so complenentary to, and 

supportive of the other components. To eliminate 

me of the elements as part of the strategy would 

mesen the training effort. 

3.3.1 O-anM Off-the-Job Training
 

A fundameatal element of the proposed training
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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) It allows traineos 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.
 

(2) Relatedly, the on-the-job phase allows both the
 

trainers and trainees the opportunity to adapt
 

theory to local conditions. This is particular­

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.
 

(3) It gives the trainers the opportunity to design
 

training methods which best assure that the
 

trainees will internalize basic principles and
 

methods, and learn how to apply them in actual
 

problem solving situations.
 

(4) The approach is time-efficient. It allow:i for
 

the trainees to undergo most of the trainLng in
 

and for the imediate benefit of their own
 

daerahs, as, during tWe on-the-job phase, they
 

will be carrying out their normal planning and
 

management functions with expertise and guidance
 

provided by the trainers.
 

(5) 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 development
 

of an annual and a five-year development plan
 

by the trainees. In turn, this will allow for a
 

more exact evaluation of the training.
 

3.3.2 	 Team Training
 

Team training means training all the key members of
 

the planning bodies (BAPPEMKA/BAPPEMKO) at Tingkat 1I.
 

Specifically, the proposal here is that all the key
 

officials on the BAPPEDA Tingkat II 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 t
 

(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 always be available on the planning unit.
 

Thus, if over a period of time a number of the
 

planning staff are transferred to nonplanning
 

positinns, a sufficient number of qualified per­

sonnel will still be in place to get the job
 

done untLil the (ransferred personnel are replaced.
 

3.3.3 	 Training of BAPPE)A Tingkat I Officials : The
 

Strengthening of Vertical Linkages
 

As Indicated in the heading, this third element of
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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

the on­al or urban development planning, as well as 


the-job phase of the training, with a team of Tingkat
 

planning officials from one of the kabupatens or
II 


After the train­kotamadyas located in the province. 


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
 

• #--eds in that particular region.
 

Although the main thrust regarding the training of
 

as described
provincial BAPPEDA members should be 


above, there may be situations in some provinces
 

where it would also be advisable to run a special
 

the BAPPEDA Tingkat I officials.
general course for 


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
3. 14 


and Subdirectorate Officials : The Strengthening of
 

Horizontal Linkages
 

The fourth component of the overall strategy gives
 

recognition to the fact, that in order to function
 

effectively in guiding and coordinating the planning
 

and management effort, the BAPPEDAs Tingkat I and 1I
 

need the cooperation and support f oither key members
 

of the *development team"' as we] as their under­

standing of the planning strategy. In order to ac­

complish this, it is proposed that orientation
 

courses be conducted for planning and management
 

officials from the kanwila, 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
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and walikota's secretariats at the kabupaten/kotamadya
 

level. 	 The primary focus of the orientation courses
 

would be on providing the non-UAPPE)A planning and
 

manaqement officials with knowledge of the basic plan­

ning and management approach, with its emphasis on
 

spatial 	and intersectoral planning and, relatadlf
 

the design of mutually reinftctng and comprehensive
 

project proposals.
 

The orientation courses for non-BAPPEDA Tinqkat I
 

officials could be condticted by the regional trainers
 

(sec Chapter VI) prior to or during the time the
 

first general course in regional or urban development
 

planning is offered 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 of the
 

general courses. For the courses to have maximum
 

impact, the officials at each level should attend
 

them collectively.
 

3.3.5 	 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
 

agreement with :
 

(1) the 	planning and management strateqy,
 

(2) the training effort to improve skills for carry­

ing out the strategy, and
 

(G) the role of the DAPPEDA Tk. I and Tk. I Jn the
 

development process.
 

It Is therefore recommended that orientation courses
 

be conducted for bupatis, walikotas, the sekretaris
 

vilayah daerah (SEKWILDA), and key members of the
 

DPRDs I and I. These orientation courses should
 

logically be conducted by the eadan Diklat central
 

office in Jakarta.
 

3.3.6 	 Evaluation
 

The training strategy calls for periodic evaluation
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of the training throughout the duration of each
 

course as veil 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
 

determine t
 

(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 evaluation).
 

(2) Whether each component of the training is con­

tributing in a meaningful way to the goal and
 

objectives of the training.
 

In order to effect a valid post training evdluation,
 

the following factors 3hould be taken into consider­

ation i
 

(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 minagement per­

formance. A specific objective of the general
 

cotirse in development planning could ba the
 

development of an annual development plan.
 

(2) Also as part of the conrso design, criteria have
 

to be established so that the degree to which
 

.he goal and objectives have been reached can be
 

measured.
 

(3) Ro:.tive to (1) and (2) above, appropriate tools
 

for evaluation w'.l have to be designed for each
 

-articular course, although it should be kept in
 

min,1 that much useful information can also be
 

obtained through informal inquiries and discuus­

ions.
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(4) lbm training per so should be evaluated in terms 

of content, method and techniques. The primary
 

source of information for this aspect of the
 

evaluation should b& the former participants in
 

the cournes.
 

(5) The former participants in the course should also 

be a primary - but not the only - 2ource of In­

formation in evaluating nontraining constraints 

which have adverse impact on their job perform­

ance after they complete the training. 

(6) In an overall ev-luation of job performance as a
 

result of thu training. proonnel such as BAPPEA
 

members. hupatis. and supervisors would bu prime
 

sourcen of information. A second ke.t source of
 

infornation would be planning documents such as
 

development plans, DUPS. and DIPS prepared by the
 

former trainees. In gcncral, the impact of train­

ing upon job performance has to be donc on a
 

coMparative (pre-training vs. post-training)
 

basis.
 

3.3.7 Follow-Up Training
 

One pur-pose of ,,ndertaking an evaluation of .ietrain­

ing is that it prcvides a base of informatioa on
 

which future courses can be revised to more realistic­

ally met the needs of the trainees. A second out­

put of courso evaluation, and another key component
 

of the proposed training strategy, is follow-up
 

tuaining in order to overcres training deficiencies
 

uncovered in the evaluation. Follow-up training will
 

also allow the trainers to introduce materias. 

concepts. methods and planning tools which were 

developed or designed subsequent to the initial train­

ing course.
 

3.3.1 Agmenting General Training with Specialised raining 

Jlthjh, under the proposed strategy, all the staff
 

of the BPPMR Tinghat I and mFPCDA Tingkat It would
 

eventually be exposed to a goneral course in either
 

regional or urban development planning, it is recog­
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nised tbhat the BAPP A officials At both levels will.
 

have to eavelop more specialized uxpertise in develop­

ment planning and managument and related fields so
 

that they can function on u more professional level
 

and also so -hat they can more credibly carry out 

their coordinating role with the spacialists from the 

kanwils and the dinas-dines. It is therefore pro­

posed that another reinforcing element in the o,,erall 

strategy should be the exposure %f RAPPED, officials 

to mors spicialized training in regional and urban 

development planning in addition to the general 

course. These recommended specialized courses - some 

.f which would be condu,_.,d by Baden Diklat and some 

by other training institutions - are described in 

Chapter VIalong with the general course descriptions. 

3.1.9 	 Reional Study Tours
 

Although the strategy places a strong emphasis oss in­

country training for TingkL I and 11 BAPPED offici­

als, Baden Diklat should consider providing the 

opportunity for a nunbgr of appropriate planning 

officials, as well as bupatis, to participate in 

study tours of the Southeast Asia region so that they 

become knowledgabln uf regio.-al development planning 

and management as practiced in %ountries with geo­

graphic, environmental or other condit.one similar
 

to thosi of Indonesia.
 

3.3.10 	Aeinforving Training Activities with Montratning
 

Activitios
 

This fina) major eemnt of the proposed traininv 

strategy gives recognition to the fact that, in sreer 

for the training to mst the 'ocifio needs of the 

regions, Baden Diklat - throulh its regional train­

ing centers and with substantial support from Its 

central office - will have to carry out a number of 

n~ntraining, but training-related, functions as 

fomlows 3 

(1) Inventory and Analysis of Regional Conditions i
 

This activity involves an assessment of develop­

ment needs and problems as well as a study of the 
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plaalnj an~d menaggeint proceees within each 

particular region. It is a particularly crucial
 

fusotion for the designing of courses which will
 

realistically meet the particular noeds of jach
 

region.
 

(2) Analysis of Manpower/Skill Requirements
 

An initial funotion of the badan Diklat regional
 

training centers should be a survey of skill re­

quirements and availab-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
 

This function should be performed at the
needs. 


onset and periodically thereafter.
 

(3) Development of a Comprehensive rait~ing Plan
 

lach regional traininq center should develop a
 

comprehensive plan for its training activities.
 

The plan should be designed to meet the manpower/
 

skill requirements for the region coicerned.
 

(See Section 5.1.3 for details).
 

(4) Research
 

This involves as in-depth study of specific
 

development issues within the regions.
 

(M) Consultation
 

It is suggested that part-time consultation by
 

the regional trainers to government offices with­

iL their reapective regtons will not only pro­

vide useful services to the goverment in the 

ares of the tr_'.z;z' aprtise. but will al2 

reinforce '.he credentials of the trainers. 

3. ih15lV.tIG 

IR story, the meLa points regarding the proposed 
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strategy are as follows i
 

(1) ?he general courses in regional development plan­

ning/management and urban development planning/
 

the focal point of the whole con­management are 


figuration of training and nontraining 
activities.
 

'team

(2) The general courses place emphasis on 

a 


training" approach and stress practical applica­

tion through an extensive on-the-job phase 
of
 

training.
 

(3) Vertical linkage& for planning and management are
 

I
 
strengthenod through having BAPPEDA Tingkat 


II officials.
officials train with BAPPEDA Tingkat 


(4) Horizontal linkages are strengthened 
through the
 

for non-BAPPEDA
offering of orientation courses 


planning and management officials (e.g., from
 

the :anwils and dinas-dinas) at both 
Tingkat I
 

and Tlngkat II.
 

(S) Executive awareness and support is 
promoted
 

through the running of oriettation courses 
for
 

bupatis, walikotas and other decision 
makers.
 

uncover training weaknes­(6) Course evaluation will 


ses and nontraining conditions which have 
an ad­

verse influence on the functional impact of the
 

training.
 

(7) Follow-up training will compensate for 
deficien­

cies in the initial courses and allow for up­

grading of knowledge and skillo.
 

(8) The SAPPEDA officials' expertise will 
be broad­

ened and inteosifieI by the offering of special­

ized courses in addLtion to the general 
courses.
 

Axn analysis of regional conditions and in-depth
(9) 

research by the RTCs and the Baden Diklat Jakar­

ta Office will insure that the training more­

specifically mnets the needs of each region.
 



(10) 	A well-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 useful
 

input of expertise to those otfices while at the
 

same time reinforcing the trainers credibility.
 

In conclusion, each of tht key elements of the pro­

posed training strategy as described in section 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 effort.
 

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 obigation to satisfy
 

country-wide demands for training in regicnal develop­

ment planninq 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 is
 

phasinq into the more comprehensive training strategy.
 

Some 	recomonded courses of action for this parallel
 

training effort are put forth in Chapter VIII.
 

3.5 	 THE INSTITUTIONAL PRA44ORX 

Badan Diklat currently has eight regional training 

centers in place. It is proposed that these centers 

bear the main burden of responsibility within the 

Dales Negeri framework for the training of planning 

and management officials under the proposed coupre­

hensive strategy. In order for these centers to carry 

out this major training role, they would have to be­

cane fully-operationalized and fully-staffed, with 

a minimum of ten full-tims trainers initially assign­

ed to each center. Due to current manpower and
 

budgetary constraints, it is anticipated that the
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centers will become fully activated on a phased basis.
 

with one center per year becoming operational comen­

ing in I80/81. Chart 3.2 indicates the areas and
 

uber of jurisdictions served by each of these re­

gional training centers.
 

The role of the Radan Diklat Jakarta Office is cover­

ed in detail in the following chapter.
 

/07.­
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CRAPTZR IV 

TUE iLE OF SADAN DIRLAT JAKARTA OffICE 

4.0 TUe ROLE MADAN DIKLAT-CENTRAL OFFICE 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 prtvide
 

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 established by national policy. The
 

RTCs cannot function effectively as self sufficient
 

orgatizations. Rather, they will be dependent upon
 

the Jakarta Office for the provision of a wide range
 

of services and guidanco in program design and imple­

mentation.
 

The managermvnt and programing responsibilities which
 

the Jakarta Office will need to perform in coordi­

nating and supporting the training activities of the
 

M~s can be divided into the following four functions i
 

(1) general management, (2) programing, (3) person­

nel development, and (4) curriculum development. A 

diagramatic presentation of these functions anC their 

subtaske is presented in Chcrt 4.1 on the following 

page. 

4.1 GIUkUL MAAGDEEIT
 

A primary function of the Jakarta Office will be to
 

perform the basic msnagment tasks associated with
 

the planining, implementation and evaluation of train­

ing programs undertaken by the Jakarta Office and 

the RYCs. In particular four principle subtasks 

Iouldneed to be included in the general management 

function. 

(1) Setting Basic Goals and Objectivas 

A general managemnt function includes the forsu­

/0.3
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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 regular process of
 

c-nsultation with those nationa) and regional
 

agcncies most directly involvcd in the conduct of
 

major development programs. The fostering of
 

this dialog should coincide with the five-year
 

cycle of discussion attendant to preparing REPU-!TA
 

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 development priorities are
 

given appropriate recognition in the formulation
 

of the various regional training strategies. At
 

the same time, however, the Jakarta Office would
 

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 effort. In this respect, long-term
 

goals and objectiveq should reflect an integration
 

and balancing of national and regional perspect­

ives, with national development priorities pro­

viding a general 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 end 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 regional authorities (governors/bupatis/walt­

kotas), representative bodies (DPRD) and the
 

sectoral agencies at the Tingkat I and Tingkat It
 

leveis of government. In this respect, the RTCs
 

will need to keep well iniormed of development
 

/
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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 in assuring that training goals ade­

quately reflect regional interests.
 

(2) Long-Term Planring
 

Each of the RTCs would have its own jive year
 

(REPELITA) regional training plan, a document
 

which would be prepared in close consultation
 

with the Jakarta Office and the client provincial,
 

kabupaten and kotamadya governments within the
 

particular region. 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 kots­

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 fivo year
 

Ri5PELrA 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 regional training plans for
 

the eight RTCs would constitute the basic inform­

ation inputs for enabling the Jakarta Office to
 

structure its long-term program activities in
 

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

I 
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pansion of existing physical facilities.
 

(3) Evaluation
 

An important function ot the Jakarta Office in­

cludes the evaluation of the impact which the
 

national 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 3eeking to identify those factots within the
 

larger institutional setting which serve to im­

pede the training effort. In this sense, the
 

evaluation roles should be undertaken with the
 

intent of enabling the Jakarta Oflice and the
 

RTCs to appraise together their own record of
 

experience in 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 basis, with the directors of
 

the RTCs and the managemint of the Jakarta Office
 

sharing their views about the progress and
 

problems of the regional program. Throughout
 

the yeir, the Jakarta Office should cultivate
 

those opportunities where seminars, workshops
 

and other types Lf meetings 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.
 

(4) 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 comunication and interchange 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 stnff from the RTCs can join
 

/o'1
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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.
 

4.2 PROGRAMMING
 

A major function of the Jakarta Office will involve
 

the management of the annial prograuming activities
 

for the regional training effort. The administration
 

of some of these activities can be delegated to the
 

RTCs, but the rnajor 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
 

(W Annual Programming
 

The annual programming activity essentially entails
 

the routine preparation and submission ot DUPS for
 

the proposed project activities for the forth­

coming fiscal year. 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
 

10~
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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 btbcontracted
 

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 assume a leadership role in defend­

ing the budget and seeking its expansion where
 

warranted in the support of additional training
 

programs. Each of the regional centers will be
 

required to submit a detailed annual budget re­

quest and the Jakarta Office will need to provide
 

the RTCs with guidell ?a for preparing their
 

budget submissions. The Jakarta Office should
 

compile and review budget requests in preparing
 

a more Antegrated budget for 6ubmission 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 exceptionally 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
 

ID1
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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 knowledge of relevant training
 

programs within Indonesia which could be utilized
 

in subcontracting roles.
 

It would also seem appropriate for the Jakarta
 

Office to exercise a mdjor 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.
 

(4) Monitoring
 

The Jakarta Office will need to exercise a monitor­

ing fu.action 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 trainini activities in
 

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 Offic.e in order that pre-appraisal assess­

ments can be undertaken in anticipating and re­

solving problems.
 

The Jakarta Office will need to make frequent
 

visits to the R+Cs 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
 

D 
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assuring that the R1Ca view the Jakarta Office
 

as an ally and source of assistance and support. 

4.3 PERSONNEL DEVELOPM4ENT
 

Personnel development will constitute d key and
 

critical management function to be performed by the
 

Jakarta Office. Personnel developinnt .efers to the
 

recruitment, training and career development of the
 

as well as the general
training dtaff for the RTCs 


It is
managcicit staff within the Jal:arta Office. 


inp.,&casit that a systemaLc :.nd carefully designed
 

approach for personnel mrsnagement should be intro­

duced to assure that the professional staff of the
 

RTCs and the Jakarta Office ar3 provided with the
 

kinds of financial, educational, and career incentives
 

needed in zuotaxtiing a high level of motivation,
 

morale and cor itment to the goals and purpose of
 

the training program. While each of the RTCs will be
 

responsible for deciding how to allocate and use their
 

own 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 ar,1 development should be
 

retained at the center by the Jakarta Office.
 

The -jor management tasks of personnel development
 

for Dadan Ditl.t can be addrcnLed as follows
 

(1) Recruitment
 

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 RTCa. 
 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 to be traine-d and made avail­

able for assiqrancnt in training and management
 

positions. Rocruitment procedures will need to
 

be carefully designed and implemented to assure
 

that cnpable candidates are given a proper screen­

it(
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ing and evaluation in accordance with a pre­

determined set of professional qualifications and
 

standards.
 

(2) 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 conduct of the training of trainers program
 

in providing the new staff with requisite train­

ing skills. The quality of the training o: train­

a very large impact upon
ers coursi will have 


the caliber of the training undertaken by the
 

RTCs. It would, therefore, seem appropriate
 

that the course should constitute a central
 

function of the Jakarta Office with three or
 

four core trainers firmly established as full­

time staff within te Jakarta Office organization.
 

If the Jakarta Office is unable to give the
 

course on a short or long-term baois, it is 
con­

ceivable that this function could be contracted
 

to another institution such as 
the IIP, which
 

occupies a position within the Dopartemen Dalam
 

Negeri, or to another institution of higher
 

learning which stands outside the department.
 

to be under-
If thu training of trainers course is 


taken by an external institution, a major role
 

should still be exercised by the Jakarta Office
 

in the design and supervision of the training
 

course.
 

Asid from the training of trainers course, the
 

Jakprta 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 ba planned by
 

the Jakarta Ogfice, most of the actual training
 

in-and out­could be conducted by a widu range of 


of-country institutions with already established
 



- 72 ­

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.
 

(3) 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 cormmitment to the training effort.
 

A system of pci: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. In 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 miture in accordance with his or her
 

own special interests and abilities.
 

/1:
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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
 

professional 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 degree granting programs.
 

It would be the responsibility of the Jakarta
 

Office to coordinate the financing of these up­

grading opportunities from its own budgc and
 

other funding sources.
 

4.4 CURRICULUM UEVELOPMENT
 

The Jakarta Office will need to assume primary res­

ponsibility for curriculum development. Assignment of 

this 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, in 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 tiew course designs. They will not
 

have sufficient manpower however, for undertaking
 

the rigorous and time consuming tasks of full curri­

culum planning and course preparation.
 

Finally, it is also appropriate that 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 development function
 

can be subdivided into three major tasks.
 

(1) Curriculum Planning
 

The Jakarta Office should be responsible for the
 

IIL
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planning of the curriculusk for each of the RTCs. 

In this %-,n.ext, curriculum planning refers to
 

the projected srhedule of courses which each of
 

the RTC* would offer over a two to four-year
 

period. Advance planning is needed because of
 

the lengthy period of lead-tme (at least 12 to
 

18 months) required in allowing for course pre­

paration, and the tr^ining of trainers to deliver
 

the course material.
 

The Jakarta Office planning process would be
 

based upon proposed curriculum plans submitted
 

by the RTCs. Thvs, after thoir initial year of
 

operation, each nf the F.TCs 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
 

projections should then be undertaken by the Ja­

karta Office in close consultation with th.. RTCs.
 

(2) Course 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 3taff 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 from such interactiot.s needs to be culti­

vated as a source of constant enrichcent and in­

tellectual vitality for the Jakarta Office and
 

MK staff. 

While the Jakarta Office would assm primary 

responsibility .or the design of initial course 

offerings, it cdi be anticipated that after one 

or two years of experience in course presentation 

the RTC trainers will want to introduce variouo 

Loprovements by adapting and modifying original 

course designs. Such initiatives should be an-

Ii:
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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.
 

(3) Course Material Preparation and Application
 

As indicated in section 6.2, the Jakarta Of'ice
 

will need to assume primary responsibility in
 

undertaking an inventory and preparation of course
 

matorials for use by the RTCs, with the RTCs also
 

performirig an important role in the generation
 

and design of case studies relating to their own
 

training and field work experience. For each of
 

the courses offered by the RTCs, a specific body
 

of course materials will need to be developed
 

for use by trainers and trainees. In addition,
 

trainees and trainers will need 
to have access
 

readina
to a well-selected range of appropriatr 


materials, including books, journals, docurents.
 

case studieq and manuals.
 

It is important to emphasize 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 utili:c the experic,,=e and materials of
 

other institutions and prog..ams.
 

From a larger management perspective, the Jakar­

ta Office should allow the RTC& 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 i;-%tructional
 

experience, many of the trainers will likely rely
 

on the Jakarta Office for guidance in Lne 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
 

Thus, with few exceptions it
ccurse material:. 
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would not seem appropriAtu to compel a trainer
 

to rigidly apply a ±,ccific set of course materi­

al selections. RaJhur, the trainer should be
 

give.- an ornortunity to freely use and ev eriment
 

with a broad range of course n..terials in finding
 

a coabination of use which fits most compatibly
 

with his or her training style.
 

4.5 STAFFING REQUIREk M S
 

7n 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 renpor.tibility of
 

performing the above mentioned four ge:ieral manage­

ment functions. T.e following staffing p-ofi'.l in­

dicates the specific range of skills which ii.'11 be
 

needed in the conduct of the Jakarta Office activi­

ties.
 

4.5.1 General Management
 

A senior level staff member would need to function
 

as the Director of the regional planning and manage­

ment training program. He would be directly respcn­

sible to Lho Director (Kepala) of Badan Diklat for
 

the ge.ioral management and direction cf 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 central and regional government
 

authorities in moblizing and sustaining support and
 

participation in the training effort.
 

The span and scale of the general management functions,
 

which includes long-terts planning and evaluation, and
 

maintaining close liaison with the hX9 and other
 

non-Badan Diklat training programs would require the
 

assignment of one aid 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
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other closely related fields, in addition to considev­

able previous experience in undertaking functions
 

relating to the administration of training and educati­

on programs.
 

4.5.2 	 Programming 

A cadre of si: ;,Lofessioi-. l staff would be needed to 

perform the progranninq ftnctions. One of these staff. 

a rid ,,.senior career lovel professional, would serve 

as th," coordinator of the general prograining activi­

tii, *ith the other five staff bcirP responsible for 

the fcut" n)rogravaing sub-tasks. ,';i., :n each case 

a full-time Gtaff member would be ..;ncd for each 

of the annual proqramming, budgetary, and subcontract­

ing functiono, whereas given the wide scope 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
 

administration al%.ng with professional and program­

ming experience relating to implementing education
 

and training activities. The staff skills required
 

for the 	performiance if the annual programming, budget­

ing and 	subcontraiti.n. toks ciAd be more general-

Lzed in 	scope with an vmpha8xi upon previous experien­

ce in the administration of troining and education
 

programs.
 

4.5.3 	 Personnel Development 

A cadre of eight full-time professional staff would 

be needed in performing the three major tasks asso­

ciated with the porso,,,el development function. One 

professional staff would be needed A.% undertaking 

the recruitment activities and a coie otaff of four 

trainers would be needed in conducting the training 

of tr-%':itrs coursess Finally, three full-tic pro­

fessional staff would need to be responsible for
 

performing the perornnel 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 regional planning and/
 

or development administration, or in a ..ocio-economic
 

The four core trainers should h'vo Sar)a­discipline. 


na Degrees with specialized skills in either of the
 

following sub-fields : rural planning, urban planning,
 

regional planning and development administration.
 

4.5.4 	 Curriculum Development
 

A cadre of four full-time professional staff will
 

need to be assigned responsibility for undertaking
 

tho three ma)or curriculum development functions.
 

These staff members will need to have a Sar)ana's
 

degree tn either planning, development administration
 

and/or in related social science disci.:n..a, with
 

each complimenting the other's specialized skills in
 

the sub-fields of rural plannii,, .nd urban planning.
 

4.5.5 	 Documetitation Specialists 

As mentioned in Chapter VI the Jakarta Office will
 

need to develop a resource materials collection or
 

librazy consisting of books, journals, documents and
 

other materials which relate to the regional plan­

ning and management ficli. It is therefore project­

ed that one librarian will need to be assigned as
 

part of the professional staff in the management of
 

the resource materials collection.
 

4.5.6 	 COmunication Specialist
 

A full-time comunication specialist will need to
 

atrta Off!cc. This specialist
be assigned to the J 

would have skills in iaIe ::*ation of ujdio-visual 

equipment and other co-,'c:.Lon teciasiques for 

use as training aids in course instruction. Some 

artistic abilities in the preparationwriting and 
also be part ofof audio-visual materials should 

this staff member's skill profile.
 

4.S.7 	 Support Staff 

be need-An appropriate number of support staff will 

ed in ,Psisting the professional staff of the Jakar­
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ta Office in the performance of their management and
 

programing responsibilities. With a total of 22 pro­

fessional staff assigned to the Jakarta Office it is
 

estimated that 30 support staff will be required to
 

pcrorm the following functions
 

St.tf Number
 

Secretaries 11
 

Statistician 3
 

Printing Specialists 3
 

Draftsmen 2
 

Administrative support staff 7
 

Drivers 4
 

4.5.8 Summary of Staff Needs
 

The above skill profiles for the Jakarta Office in­

clude a total of approximately 21 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 ncded in administering eight fully
 

operational required centers.
 

Tht. number of Jakurta Office professional and support 

staff needed in establishiiy? .nd managing the initial 

activation of one or two RTCs would be less than the 

above projections. Iost importantly, in the short­

term, it will be necessary to appoint an initial 

group of core trainers and curriculum development 

specialistn 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 

appointments for the Jakaita Office. The phasing in­

dicates that, with the initial activation of one 

fully operational RTC, eight professional staff should 

be '*ik) active in the Jakarta Office. The full 

staZ ' profiie proposed for the Jakarta Office 

should Le attained when Badan Diklat has four Rrce in 

full opera-ion. The build-up of support st;T can 

be deteraineJ in accordance with !h! gradual increase 

in workload within the Jakarta Office. 
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The above profile of professional staff shares a
 

comon emphasis upon professionalism and 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
 

to training in
of substantivo concerns and commitment 


regional planning and management. The concern for
 

tine irterrelated
professionalism also originates fro;i 


nature of the management and programming functions
 

and the need thereby for the professional staff to
 

engage together in the collaborative execution 
of
 

tasks.
 

: BADAN DIKLAT ,JKARTA OFFICE
46 ORGANIZATIONAL STRUCTURE 


The need for a close interactive process among the
 

professional staff within the Jakarta Office suggests
 

should be
that a formal organizational structure 


adopted which encourages a team or collaborative
 

approach to the administration of the 	regional plan-


Thus, the
ning and management training effort. 


functions mentioned above should be integrated into
 

one specific organizational entity with the profession­

staff being directly accountable to the Director
al 

If each of the above
of the training program. 


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

seems moro than warranted in suggest­ing program. It 


ing that a separate organizational structure should
 

be adopted for administering the regional trairsing
 

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
 

a separate management
be considered in designinc 


unit for the regional planning and management train-


Perhaps the most simple alternative
ing program. 


would be to create a separate PusDiklat Unit for
 

1 
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regional planning and management training. This organ­

izational 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 profcoional staff for regional planning ar
 

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 seeks to maintain the
 

professional cohesion and identify of the regional
 

planning aad management training effort without requir­

ing at the same time any major changes in the larger
 

organizational structure of Badan Diklat.
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There are obviouLiy a cUreat number of variation& 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 tc:r.. of professionals are assigned full­

time to conduct 1h:-.. functions and that they are 

given this responltbility with the authority and
 

opportunity for tho collaborative team work necessary
 

In effectively performing these tasks. If the tran­

sition for ._.tablishing a formal rhange 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 tog#-ther as a special ta.k force within the
 

Jakarta Office. This should only be vie-wcd, however,
 

as a short-term solution in preparinq for their even­

tual incorporation as a separate and permanent unit
 

within the formal orqanizational structure.
 

1A
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CRAPTER V 

CLM4TERACITIVITXES OF A PROTOTYPE RRIONAL TRAMI:S: 

IRTRODUCTION 

The basic pdr,.scn of this Lh'pter arc :,-iold 

riview the speciric types of activities that
(1) tc 


would be conducted at each regional training
 

center; and
 

(2) to project a possible schedule of these activities
 

for one prototype regiv.i1 trairing center. This
 

latter projection will include estimates of the
 

number and types of persons to be trained, as well
 

as required training staff, at the center.
 

Dadai, Diklat has indicated its intention to operation­

alize the Yogya Regional Training Center first, pro-


The other seven centers
bably qometire during 1980. 


which would constitute the complete Bai'n Diklat
 

- phated
regional training system would be ad-d on 


basis at later dates. For dt c.djsi'n in this rhapter,
 

as a
therefore, the Yoqyakart^ C,.*er has beon taken 


prototype. Hence, the projected schedule of acttlv­

ties (Section 5.3) has been written with this parti­

cular center in mind. <.ncd the training needs of
 

the two provinces, Jav.4 7--.gah and D.I. Yoqyakarta,
 

served by this center, will be among the largest in
 

the country, the mix of activities in other centers
 

may in some cases be smaller than that shown here.
 

develop
It is further assted that each centor w.ill 


its own staff capacity to en.Age Ini the #asic series
 

of training and nontraining activities that are pro­

posed. Although it must rely on the Badan Diklat 

Jakarta O(fice for general administrative support, 

aid perhaps for specialized expertise (Indonesian 

€ foreign), each canter should be jbte to conduct 

of core courses as well as importantits own seriei 

nrnLrailing activtties with its own trained staff. 

hasized that it is extremely import-It should be -,.. 


http:regiv.i1
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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-reltced
 

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, and overall schedule foL the prototype
 

reqonal training center.
 

5.1 	 NONTRAINING ACTIVITIES
 

In view of several of the fundamental characteristics
 

of the proposed training program, particularly the
 

proposal that Badan DLklat training staff assume real
 

responsibility for basic behavioral change on the
 

part of the planning agencies, it is essential that
 

the regional training center engage in a number of
 

nontraining activities. Specifically the following
 

four such activities are proposed :
 

(1) Analysis of manpower/skill requirements within
 

the region;
 

(2) Inventories/analysis of regional development
 

conditionsi
 

(3) Development of REPELITA plan for training activi­

ties; and
 

(4) Research and consultation on selected issues in
 

regional development.
 

Each of 	these activities will be discussed briefly
 

in thi.i 	section.
 

5.1.) 	 Analysis of Manpower/Skill Requirements
 

It will be the responsibility of the staff of the
 

contor to pursuo a more detailed analysis of manpower
 

and skill requirements within its region. In the
 

case of the Yogya cehter, this activity would focus
 

on the two provinces, 33 kabupatens and 7 kotamadyas
 

within 	its jurisdiction. Work would be directed at
 

(I) 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 BAPPDIKOs.
 

Although some preliminary proposals have been made in
 

this report regarding the second of these tasks (see
 

Chapter II), it should be emphasized that they are
 

should project
national in scope, and that each center 


maai.ower 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 analy3is must include formulation
 

of objective criteria for measurement of competency
 

in skills identified as necessary for regionl planning
 

and management at various levels of government. These
 

manpower .,tudies will form one major input into the
 

regional center's REPELITA plan for training.
 

5.1.2 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
 

is 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.
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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

naously learning about development conditions,
 

issues, problea. 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 analysed by the training
 

staff, 	not only with tie objective of deepening
 

function­empirical knowledge of how things are now 


ing but also of formulating ways in which Lhese
 

processe3 COuld be improved.
 

Tocether these tasks sho-ald be reviewed as an essenti­
4
 

al ongoing activity of the regional train ng center.
 

the re-
By developing a real knowledge of the Jtate of 


gion, tho staff wi:l be in a position to formulate a
 

training plan.
 

ReELITA Plan for 7raininq Activities
 ..3 Development of 

0 

Based on the two nontraining activities just described,
 

the staff will prepare a plan for its training activi­

ties. At the Yogyakarta center, it is envisaged th^t
 

there would be an intcnsive planning effort towsrds
 

the end of the first year of operation in which the
 

training program would be charted for the remaining
 

three years of REPELITA II 11981-1984). This %auld
 

allow the staff time to havt analyzed manpower/skill
 

regional development conditi­requiremento as well as 


and possibly to have conducted an initial course,
ons, 


before putting together a comprehensiv-t plan for its
 

The plan would include a
future training activities. 


projection of the specific courses %;o be carried out,
 

the reion into meaningful
a proposed division of 


groups of Tk. 11 jurisdictions for the purpose of the
 

general course (off-the-job and on-the-job), complete
 

I jurisdiction, a
personnel profiles for each Tk. 


sctedule regarding the jurisdictions and number of
 

persons to 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 BAPPEIKAs/KOs
 

It is recommend­within the region served by the RTC. 
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ed that the Departmn Delam Negeri seriously consider
 

phasing the start-up of these plannin/managment agen­

cies with this training program, so that the "off-tho­

job* segment of the general course wou)d imediately
 

proceed creation of the agency, which would talc place
 

at the point of the "on-the-job" trainint, seruent which
 

follows.
 

S.1.4 Research and Consultation in Regional Development
 

A fourth and final monitoring 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 durinq the firat few years of operation, the re­

search and consultating functions should be encournged
 

as the center grows and expands. To be effective and
 

credible trainers for regional and urb,n development
 

planning, tic itaff must simultancously build up their
 

advisors to
professional and particular experience as 


government and as researchers. There are basically
 

two functions here, and iodividual staff members may
 

cften tend to concentrate on only one of them :
 

(1) The research function would isolate important de­

which
velopment issus cor questions in tho 'ragi-. 


staff could aodress. Specific research topics
 

would depend on staff b zkgorunds, skills and in­

terests.
 

(2) The consultation function would allow staff to
 

rend.r technical assistance, advice and services
 

in their particular areas of professional expert­

ise to various governmental jurisdictions .ithin
 

the region.
 

Although, aso with any training institution throughout
 

the world, Madan Diklat will have to formulate policies
 

which place ceilings on the amount of staff time that
 

can be given to these two functions, it is essential
 

that trainers in planning and related fields be given
 

If the trainers are
the opportunity to engage in them. 


capablr, they will demand it in any case.
 

5.2 TRAINING ACTIVITIES
 

5.2.1 A ote on Curriculum
 

The reccnrended tvaininq courses in regional planning
 

94o 
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and anamnt viii be described in Chapter VI
 

(OCourse Curriculum, Materials and Techniquese).
 

In this chapter, other attivities of each regional
 

training center are 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 runwing of
 

courses, each regional center must allocate sufficient
 

staff time for the following t-o additional training­

ralated activities.
 

5.2.2 Planning for New Group. and Traininq Courses
 

Zech time a training course is scheduled, staff must
 

devote substantial time for planning and preparing
 

for the course, including the orgarization of lecture
 

and case materials. 
With the proposed emphasis on
 

practical case studies and field application, this
 

preparation time is particularly important. In addi­

tion, the Badan Diklat RTC staff should prepare a
 

specific training plan Eor each new group of agencies
 

and their personnel, as they are scheduled to be put
 

course sequence ("off-the-jobo
through the general 


and "on-the-job").
 

5.2.3 Evaluation of Training Activities
 

Finally, the training staff at each regional center
 

must set aside time for periodic evaluation of its
 

training activities. It is suggested that this be
 

scheduled each year as an intensive reassessment of
 

the effectiveness and impact of prior training acti­

vities.
 

PROJCTZD SCHFDULE OF ACTIVXTI!:S
 

5.3.1 The Basic Approach
 

Having reviewed in previous sections the variouc non­

training and training activities in which each re­

gional center would be invclved, it now remains to
 

nhow illustratively how these activities might be
 

Some initial
combined and scheduled at one center. 


5.3 



cambnts on the basic approach are in order
 

(1) With regard to the general sequercing of training
 

activities, there is a basic cycle of experiences
 

through which cadres of personnel within target in-


Stitutions should go. Chart 5.1 shows this cycle
 

graphically. The cyclz begins (1) with person­

nel receiving at least soma dagree of specialized,
 

"off-the-job" training. The series of special
 

courses for intermediate skill types (numbers 3 ­

7), as described 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 moe specialized
 

skill types continue to work 'on-the-job" as
 

members of intersectoral planning teams, they
 

will come to realize the importance of their in­

diviudal skills as inputs into the overall pro­

cess. Ile cycle is then repeated WV) as indivi­

duals deapen their specialized skills through
 

further "off-the-job" traininq courses.
 

(2) In considering this bLsic cycle of training acti­

vities, it is vory imptrtant to think in terms of
 
1 
an integratee :iekage of growth experiences for 

specific cadrcit :of personisel 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 is 

that a sufficient number of individuals wozting 

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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Chart 5.1 

Basic Cycle of Training Activfties
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5.3.2 Specific Procgram for Yogyakarta Center
 

(1) Description of activity schedule
 

Chart 5.2 suggests a schedule of activities at
 

the Yoqyakarta Regional Training Center from June,
 

1980, thrnvh the 1983/1984 fiscal year. The
 

proposed training and nontraining activities for
 

the center, as described previously in this
 

chapter, can bt summarized as follows :
 

(a) Finalization of the Initial Course : The
 

schedule allows for a three-mo.ith Icad time
 

during the first year the center wLll be in
 

operation to prepare for the initial general
 

course in regional development planning and
 

management. As wds mentioned in Chapter IV,
 

the Badan Diklat Jakarta office should pro­

vide substantial input to this effort ana
 

work jointly with the Yoqyakarta Center in
 

preparing zhis 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 m.iterial 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
 

determined 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



- 93 ­

rity areas for training would be prepared.
 

A total of nine months is projected for
 

these activities.
 

(c) 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.
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(d) General Courses, Specialized Courses
 

The general courses in regional development
 

planning and 3-nagement and urban develop­
ment planning and management 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 six 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 (iii)
 

a short course covering tools for program/
 

project appraisal and feasibility analysis.
 

(e) 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 revision 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. Two general points should be made regarding
 

this schedule. First, it should be reemphasized that
 

each of the nontraining functions is crucial to the
 

development and delivery of meaningful training
 

courses for the region served by the Yogyakarta
 

Center. Seconly, the basic cycle of training ex­

periences through which cadres of personnel should
 

go (described in Section 5.3.1) would be clearly
 

reflected in the &pecific training schedule shown
 

here illustratively for the Yogya Center.
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Chart 5.3 and 5.4 give annual breakdowns of the
 

general information presented on Chart 5.2. Chart
 

5.3 shows a possible schedule of activity for the
 

first year of operation of the center. It indicates
 

a three-month lead 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
 

assessment 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 trainers 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
 

planmning 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 lon, 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 tie following year.
 

This would be particularly importaist 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
 

course 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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cing the previous year's training and undertaking
 

couree revision and preparation for the ..,rrent
 

year's courses. Also, as indicated on t:.T 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'fered. Also
 

outing the final six monthb I th. year, the special
 

-ould be con­:uurse for administrative technicians 


ducted.
 

(2) Number of jurisdictions and persons to be trained
 

Chart 5.5 shows the numbers of jurisdictions and
 

personnel who would receive tr-'-.ng in the
 

general courses proposed for V.e Yoqya Center
 

during R£PELITA 111. If this schedule is adhered
 

to, a total of 110 persons on the staff of two
 

provincial BArAFEns, 15 kabupaten BAPPrHKAs and
 

seven kotamadys SAPP 4KOs within the region served
 

by this center would have gone through a complete
 

cycle of training during the first four years of
 

the center's operation. The following comments
 

are relevant in this connection :
 

(a) In most cases, three Tk. 1X planning agencicz
 

are proposed to be included in each general
 

team of
course. with each agen-y to invr'o a 


nin persons. This number repr.-ents the
 

initial professional staff projected to be
 

required (see Chart 2.4 ). In addition, some
 

APPEDA (Tk. I) staff would be invited to
 

participate in the same course. After the
 

first four years of training. 15 out of the
 

total 33 kabupaten SK ZARAs would have been
 

irvolved, while all !'--en kotamadya SAPPUGKOe
 

included in the program. At
would have .,, 


the sm re- o trainir- 2ctivity, it would
 

take another three year3 b-fore the initial
 

staff required by the planning agencies in
 

all 40 Tk. II jurisdictions would have been
 

trained by general courses. Parallel with
 

on­this comprehensive training effort, it is 
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visaged in the short term that Badan Diklat 

viii organize a series of short courses which 

can provide soe training for all RAPPkL)As, 

UPPDIKAs and RAPPDIKOs vithi the region 

by the end of RZPELITA III (See Chapter VIII 

for details).
 

(b) It is envisaged that tbout tro-thirds of all 

required BAPPEDA (TM. 1) professional staff 

would have participated in one of the general 

courses during these initial four years. For 
the region served by the Yoqya Center, only 

the two provinces of Java Tengah and Yogya 

are involved. An average of nine BAPPEDA 

stait would join the 27 Tk. 11 participants 

in each of the general courses, bringing the 

total number of trainees to 36. As with Tk. 

II, an additional three years of training 

effort would be required at the center before 

all BAPPEDA members would have been trained. 

(c) It is assumed that the capacity would exist 

for conducting tw, 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 a load 

on the staff and present other problems. 

Having determined the appropriate number of 

persons to be traincd in one year, a key 

policy dezision involvos striking the rigbt 

balance between training more staff for few­

er areas (concentrated option) versus fewer 

staff for more areas (dispersed option). 

Despite the temptation to follow a more 

dispersed option, which would enable the 

Yoqya Center to train an initial team for 

every area more rapidly, it is argued here 

that it is preferable to train a larger group 

in a given fk. II jurisdiction at one time, 

thus forming a *critical masse of staff who 

are equipped to engage in effective regional 

planning and management. 



- 100 -

Wy_, of JsWepei tomp-a peeio to be Tioelod In Coetl Courses at 14?&Coter DeUCtA Iniia1 foS law 

wsm1 

1980/1961 
&a I 

so. of mee.-*# 
Jeffs- rare"& 

diet so" 

1 9 

lo1/1Its) 
Crep 13 

so. of to.of 
Jris- peoemee 
dictles 

1 16 

19611190) 
roves iII 

eo.o mees.o 
Jels*. Persons 
dictleme 

I I 

198)/104 
Cgoup IV 

so. of go. of 
Jells- Persons 
dlct$ons 

1 I-

Total 

'so. of e.of 
JvfIG- PerslO 
diction& 

6) 

3 11 13 1))
I 2) 1 1)

Seoter l 21 2? 
J$
2?Pc~elI~f~ )43 


1 21 6 $4 6 S47 9 114 
Total In. Is 

71Is isTotal Po. 6 

to VkSjl coviOeO .ithin first 
reaire DAIPIM psreosstial start wold thrO. 


feef TIro ,A*C 1.4 $.
 
II Meet temp-thildB of all 

arCe ft 
40 t0 be 1i0s Joae Teftgh 6Ad 1) toM vo97. 

to be ltained Irm SIAPECAS. 


staff vmid Jels Vt. It 91oepl get 0e9eceI revives. at the rite 

11 Olf%11 61 pe1l6449 

of ne. pee coves@. 
(l ""D9EV 


Codeo. 
vw 	 VA. so level plaoinq 6senls60 to be tralnd *n sch 

141 	 In Got Coms. 
t a #tateof 

emir ijtil stal In( stPAeA end sArtprecoe .@old be trji.l*el, th s plo, ri0. 
Is$ 	at Yt Is level. hire to be ttal*tE 0usoqesse4tJl.t550 .6.146 

4lse person pet 	 plannlng avscys A4diti0s*l staff foqssi..d by *3mcl 


0 traile lie lentors -A-berYvt/but4et I/eel slots. 
 da o-dtn.se .,"Ahb ilo sea hot sho 
16) 	 "didtleme pfs to be 


ON thie "aft.
 

(d) Chart 5.5 shows only the numbers of plarning
 

It is also
agency personnel to be trained. 


envisaged that additional personnel from the
 

kantors gubernur/bupati/walikota and the dinas­

dinas/kanvils should be exposed to this
 

program through orientation courses. However,
 

the large training requirements of the planning
 

the difficulty anticipa­agencies, 	as well as 


ted in releasing these additional personnel
 

for long periods of "off-the-job" training,
 

appear to limit their complete participation
 

in 	the program. One solution is that a short
 

orientation course be crqanized for these
 

persons at the beqinninq of the "on-the-job"
 

seqment of the general course, after which
 

thov would become fully involved in this "on­

the-job* traininq activity. Such a course 

has already been described as an integral 

part of the proposed training strategy in 

Chapter I1.
 

141
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S.3.3 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 Yoqya 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 leqs 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
 

requireO in relation to the center's functions
 

and responsibilities. Generally, it shown that
 

a combination of generalized and specialized
 

skills will be needed to conduct the training and
 

nontraining activities projected for the proto-


Of the 12 trainers,
type regional training center. 


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
 

bo
a variety of disciplines, although it woul 

four of them had backgrounds .ndesirable if 


regional/urban planning or development aiminis­

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
 

the center. Of these, two should be familiar with
 

admnistrative aipects of planning and two should
 

have ecommics backgrounds. It should be stressed
 

that any given staff meerer will have multiple
 

responsibilities, both training and nontraining,
 

and hence it would be useful if he/she cultivated
 

a mixture of generalist and specialized capabili­

ties.
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(2) Support staff I
 

In addition to the professional staff, it is
 

essential that the Yogya Center recruit adequate
 

staff to support its ongoing functions. Given
 

the level of activity as well as the size of
 

professional steff projected for the center, it
 

is estimated that a sup.ort staff of IS persons
 

would be required, with the following breakdown
 

of capabilities
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5 secretartes/reporteurs
 

2 statisticians/tabulators
 

2 draftsmen
 

1 audio-visual technician
 

2 administrative uuppor. personnel
 

3 drivers
 

15 total support staff
 

most of this staff would be available over much
 

of the year to directly support the traning and
 

nontraining activitieu in which the trAiners and
 

trainees are involved. Conversely, it is assumed
 

that ti.- allocated to general administrative,
 

rather than substantive, activities would be
 

kept to a minimum. For 3uch administrative back­

up, both professional and support staff would
 

rely heavily on the eadan Diklat Jakarta Office.
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CM&rr&R VI 

Courso 	Curricul', Materials and Techniques 

.o INTUDDUCTION 

This chapter has throe primary purposes , 

(1) to 	delve more deepl-, Into the subject matter or 

content of the propo&od training program by des­

cribing the courses vhich should bn offered in 

regional planning and management. 

(2) to discuss the tasks vhich need to be undertaken
 

in the crucial area of Lsterials development;
 

and
 

(3) to 	address the related are^ of training techniques,
 

which is the delivery system that must be organi­

ted to iopart information to trainees.
 

DZD TRAINING COUMSS IN RL.FIONAL PLANNING6.1 	 RZCOIOt 

AND MANAGDIN4? 

6.1.1 	General Discussion of Curriculum
 

(1) Classification of all training courses
 

This general discussion of curatculum should
 

begin with a simple classification of the various
 

types of training activities. Chart 6.1 hows a
 

tvo-diaas.nal classification. 
On one 	"'Lension
 

is the 	format r-f training trIsich can broadly be 

divldvd into "off-tbe-jnb" courses aatd "on-the-

Job" training. On tht other dimension is the 

content of which%be training,subject matter or 

d",ided intn the general planning/managecan tA 

ment aspacts to 4hicb all personnel should be ex­

posed and note specialized aspects wt.ieh would 

involve specific individuals. 

/
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by and larg, the general training should be on
 

a team basis involving all officials who 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 ,irn 

"off-the-Job" sequgent. 

The more specialized training will, on the other 

hand, be given on an individupl basis for speci­

fic ipmbers of the intersectuc.al development team. 

It is proposed that specialized courses be organ­

ized on two bases 1 (1) they can be geared to the 

training of specific personnel types, for instance, 

the intenrediat6 specialization planners (such as 

social development planner, edministrative plan­

ners, land use planners, etc.) described in Chapter 

I; or (2) they can be organized around the speci­

fic techniques (such as data collection and ana­

lysis, project appraisal, etc.) which vere also 

described it that chapter. In either case, any 

1-41 
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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-lob" courses,
 

either conducted urectly by Badan Diklat or con­

tracted out to other institutions.
 

(2) The role of Badan Diklat :
 

In outlining 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 tldining 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 considerable 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 conducted by Badan Dklat.
 

(3) 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?
 

Iql
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(d) What should be the !!proximatelength of the
 

course?
 

As summarized on Chart 6.2 a total of ten courses are
 

recomended here as the full Badan Diklat curriculum
 

in regional planning and management : two general
 

courses in regional and urban development planning/
 

management respictively, five specialized courses for
 

intermediate-skill personnel types, and three special­

ized courses decJing 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 Piklat 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 permit. 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 I 1 : General course in regional development
 

planning/management
 

What? This general course would cover basic theory
 

and practice of regional development planning
 

and management. Its focus would be on the com­

prehensive intersectoral planning and manage-.
 

ent of predominantly rural regions, although
 

the role of urban areas within such regions
 

1qS 



MART 6.2 
PROPOSED TRAINING COURSES FOR ONE REGIONAL CENTER
 

Course Title Run By hmn . Length 

General Courses.: 

Ge eral rCourse in 3 months "off-the-job"
Regional wbelopment DIKLATBADAN 6 months "on-the-Job" 
rlanning/1nagemnt 

General COurse In 3 months "off-the-Job"
 
Urban Development BADAN DIKLAT 6 months "on-the-Job"
 
Planning/Kanagesent 

Special Courses For Intermediate Skill Personnel Types: 

Special Course for 
Administrative BADAN DIKLAT 6 months 
Technicians 

Special Course In 
Social Development SPI. UI 6 months 
Planning 

Special Course In 
Regional/Urban 

Slecte 
University 6 months 

Econowrcs 

Special Course in DIp. Planologi. 6 months 
Land Use Pleming ITS 

Special Course ftr Selected 6 mths 
[ngineer/Plmmmers Universlty 

SMial OVPlanaM Toole: 

Tools for Data 
Collection. ka of 6 weeks 
Prsentation and StatisticsC8S minimm 
Analysis 

Tools for 
P et Appm l DIMAT 6 "mks 
and General plan *lDimuT 
Evelatim 

Tools for mtatr- M OlKLAT 8 weeks 
Iq ad Eralustiom iltnI6me 

.inim0 
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would also be addressed.
 

The course would begin with anoff-the-job"
 

segment which should include the following
 

subjects :
 

(1) Definition of comprehensive regional de­

velopment planning: defining planning;
 

objoctives; types of regions; types of
 

regional plans and planning; regional
 

planning process.
 

(2) Spatial organization theory as foundation
 

for regional development planning : struc­
ture of rural land use; location theory;
 

central place theory and activitiesl mark­

et systems; selected spatial experiments.
 

(3) 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; fact.
 
ors related to social equity and services;
 

review of key elements within and inter­

dependencies among social, economic and
 

physical sectors; integrated approaches
 

towards rural development.
 

(4) Critical steps in the planning/management
 

process : comprehensive scanning of en­

vironment; formulation of goals/objectives,
 

setting of alternative development strate­

gies; evaluation of alternatives and select­

ion of optimum; development of specific
 

action plans/programs; periodic reviews.
 

(5) Discussion of major techniques required to 

support Olanning/management process s data 

collection, presentation and analysisp 

techniques for projecting/forecasting 

aspects of system, including population, 

economic activity and land use; techniques 

J\
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for program/project appraisal and feasibility
 

analysis; techniquc for monitoring and eva­

luation.
 

(6) Towards relevant regional development planning
 

for Indonesian provinces and kabupatens :
 

varying needs And planning styles at Tk. I
 

and Tk. II; importance of intersectoral coor­

dination within government; spatial vi-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 the material listed above.
 

Although the "off-the-job" segment would utilize
 

case study material wherever possible, the "ulti­

mate" case study would take place during the "on­

the-job" segment when each team of kabupaten offi-


The train­cials concentrate on their own region. 


ing during this phase would focus on preparation
 

of a specific planning product, such as an inte­

grated annual development plan/budget, w?..ch is
 

required by the BAPPEMKA in any case. Upon com­

pletion of the "on-the-job" segment of the general
 

course, the training staff would return periodic­

ally for follow-up activity involving further
 

won-the-job" training.
 

This course would be required for all kabupaten
For Whom? 

(Tk. II) professional personnel being trained for 

BAPPEMKAs, as well as other key members of inter­

sectoral development team& at this level. It 

would be given on a team.training basis for groups 

of staff within specific kabupaten, but selected 

BAPPEDA (Tk. I) personnel would also be invited
 

to participate.
 

This would 	be the basic course of each Badan Dik­am by 

It would be con­whoa? 	 lat regional traiaing center. 


ducted directly by the members of the staff, who
 

Is0
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should devote considerable effort to experiment­

ing with the most effective approach.
 

length? 	 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 general course. It is assumed,
 

furthermore, that the intensive "on-the-job" form­

at of much of this training would allow for nn
 

accelerated learning experience.
 

Course$ 2 : General curse in urban development plan­

ning/management
 

What? Parallel to the regional course will be a similar
 

general course in urban development planting/ma­

nagement. Although the regional course will cover
 

tho broad aspects of urban development, particular­

ly as they relate to predominantly rural regions,
 

there 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 specific content of and techniuqes
 

required for planning are different at the region­

al and urban scale. Therefore, a separate ourse
 

must be designed to train general 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 urbqn
 

areas; categories of urban plano and planning;
 

urban planning process.
 

(2) Theories of urban development as a foundation
 

for planning : central place theory; location
 

theory, theurles of urban structure and forai
 

theories of urban growth and change; teories
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of individual behaviour; decision and systems
 

theory; relevance of theory for ura*an planning
 

practice.
 

(3) Crucial aspects of urban development : population
 

and urbar j4,cial systems; employment and other
 

key factoro in urban economy; housing, mar:ets
 
°: 


'.and using activitie transportation
and othev 


and other movement systems; relationship betweon
 

social, economic and physi-al sectors; emphasis
 

issues and slutions for Indonesian
 on problems, 


urban areas.
 

t

(4) Critical steps in the planning/management process 


formulation
comprehensive scanning of environment; 


of goals/objectives; setting cf alternative deve­

lopment strategies; evaluation of alternative and
 

selection of optimum; development of specific
 

action plans/programs; periodic reviews.
 

(5) Major techniques required to support planning/
 

#Aanagem3nt process : data collection, prrs'..2ti­

on and analysis; techniques for projecting/fore­

casting ael:octs of system, includinq ropulation, 

economic activity and land use; technilues for 

general strategy evaluation; techniques Znr -.o­

gram/projoct appraisal and feasibility analysis: 

techniquen for monitoring and evaluation. (although
 

basic headings will be the same as course 91, ape­

will be diffcrsut).cific techniques covere 


(6) Tmiurds relevant urban development planning for
 

:
Indonesian kotamadyas and other urban areas 


scale of future urban development in Indonesia;
 

integra­need for national urbanization strategy: 


of urban with rural development.
tion 

In basic format, the urban course would be the same
 

as the roqional coIrse, beginning with an "uff-the-


Job" segment to be followe s.y "on-the-joh" training.
 

The nature of the Oon-the-job" segment would b3 eisen­

as that d.sciwied for the regional
tially the sx.o 


%:ourss.
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The course would be given vn a team training
For who-7 


basis for all kotamadya professional person­

nel on the RAPPEKOs as well as other key
 

staff members of kantors walikota and dinas­

dins at that leveL. Staff from the kabupa­

tens which have large ibukota and other im­

portant growth 	centers, as well as selected
 

BAPPEDA (T. I) 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 Sadan
 

Diklat regional training center, although it
 

would not need to be conducted as frequently
 

as the regional course.
 

Length? 	 Some as the regional course : three mooths
 

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

6.1.2 	 rpecial Courses for Intermediate and Highly Special­

ted Ft*.ll Personnel Types
 

As mentioned above, one set of specialized courses
 

sho l be geared to training the types of persons
 

with the specific skills mentioned in Chapter 1I.
 

This training would be both for the five intermediate
 

skill types, and for the more highly specialized 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 course (that
 

for administrative technicians) would be conducted
 

directly at each regional training center. For the
 

other covrses, Sadan Diklat should contract with
 

other institutions.
 

Course 13 : Special course for administrative ch­

nicians
 

What? 	 This special course would deal with those as­

pects of thi broader field of regional plan­

ning and mahagement which cover development 

administration, information systems, techni­

qu's for monitoring and evaluation, and deve­

lo,4snt control. It is believed that these
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aspects together form a coherent package of 

knowlodqe 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 3nd a consi­

deration of possible new mechanisms which
 

could be introduced.
 

The course should include the following
 

subjects t
 

(1) Development administration: administrative 

position of regional plannirg and manage­

ment within governmental institutional 

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 analycia : basic tools of survey 

and aralysisl establishing 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 anJ reporting of iLlemntatio.a 

progress; techniques for evalu,'.tfor of 

impacts of program/project implementation. 

(4) 	 Techniques for development control , pub­

lic land acquisitions agraria controls and 

regulatices; planning standards, financi­

al allocation and inspection prooedures; 

other moehanisms to emsur, orderly iqplo-

Mmtation of deeloimant. 

the 	 course would be organizsd for individuals 

ubo have recently grad&ated frm one of the 

AMs or ace of the universities with a Saris­

na *Ada degree in a field such a social-poll­
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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 perfcm
 

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 general administration. Although
 

not trairad to the same technical level as
 

some of the other planning agency members,
 

this special course could create a new cadre
 

of people who can perform needed tasks.
 

Run by whom? 	 It is suggested thdt this be the only course
 

for intermediate sktll types to be run direct­

ly by Badan Diklat &t each regional training
 

center. Badan Diklat staff should develop
 

particular strength in the aspects covered
 

by this course.
 

Length? 	 A period of six months of intensive "off-the­

job" training is seen as the minimum for this
 

course.
 

Course 14 : Special course in social development
 

planning
 

What? The area of social development planning is
 

coming to be increasingly recognized as a
 

distinct sub-field within regional/urhdn
 

cevelopment 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 services, 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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For whom? 	 The course would be designed for individuals
 

who already have at least one university
 

degree -n social science, education, social
 

work or .,related field. These persons will
 

be assuming key professional positions in the
 

Tk. II 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., ,nd
 

possibly other institutions as well, to carry
 

out this course.
 

Length? 	 Six months minimum
 

Course 05 : Special course in =egional/erban
 

economics
 

What? 	 This speial course would provide intermediate
 

level training ', regional and urban economic
 

planning, with :ticular emphasis on the
 

spatial dimension in sub-national economic
 

development. It would prepare people for the
 

positions of general development economist,
 

rural economist or urban/indrstrial economist.
 

For 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 Tk. I and 	Tk. II.
 

Run by whom? 	 badan Diklat should contract with an economics
 

faculty of an appropriate university.
 

Leongth? 	 Six 0ssthe minimum. 

Course 16 : Special course in land use planning 

Mat? 	 Regional/urkan development planning include
 

elmnts which emphasize the physical eftviron­

ment at various scales : land uses and charac­

/510
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teristics, geographic and spatial relation­

ships, locational and space requirements of
 

activities. Additional aspects include carto­

grapt.y and remote imagery, and land tenure
 

and transfer systems. These elements toqether
 

can be referred to as spatial or physical
 

planning, which constitutes yet another inter­

mediate skill type.
 

For whom? 	 This special -ourse would be for persons who
 

already have a university degree in architec­

ture, planning, geography or a closely related
 

fiuld. These individuals will be assuming
 

key positions in the Tk. II planning agencies.
 

Run by whom? 	 In this case, it is proposed that Badan Dik­

lat contract with the Dept. Planologi, I.T.B.,
 

or another appropriate institu.;ion.
 

Lenfth? 	 Six months minimum.
 

Course 17 : Special course for engineer/planners
 

What? 	 Civil engineers possess technicil skills 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 Knowledge into a
 

more comprehenisve planning framework.
 

For whom? 	 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. I levels.
 

Run by whom? 	 Baden Diklat should contract with an engineer­

ing faculty of an appropriate university or
 

technical institute.
 

1 
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Length? Six montns mini'n.
 

6.1.3 	Other specialized trainii2
 

courses
In adlition to the Zbove-described special 


fot 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 in this category are demo­

graphers, health and nutrition planners, education
 

planners, statisticians, agricultural economists, 
geo­

logists, *eographers, and more specialized engineers.
 

With the exception of the agricultural economists and
 

not be
statisticians, the magnitudes required will 


large (see Chapter II).
 

cases here, Badan Diklat
It is recommend.
3 that in all 


would not attempt to provide direct traininq for these
 

specialists, but that arrangements be made to 
send the
 

institutions both
relevant individuals to special 


It is particclArly
within Indonesia and overseas. 


within this context that overseas training for 
Indone­

to be appropriate, may be
sians, generally not felt 


most useful.
 

Special courses on planning techniques
6.1.4 


of specialized. "off-the-job" courses
The othet set 


should be organized around training in some of the
 

in Chapter II. These

specific techniques referred to 


courses would be narrower in scope and shorter, basic­

ally geared to provide intensive training in 
those
 

techniques which are particularly useful for 
carrying
 

The following three
 out critical development tasks. 


courses appear to be the most urgent, although 
Badan
 

Diklqt could decide to conduct others at 
a later date.
 

t Tch'igues for data collection, prevent-
Course I TI 


ation and analysis
 

ihis short course would be specifically direct-
What? 


ed at (1) basic techniques of research, survey
 

(2) how to set up an informs­and an.lysis and 

tion system. Included would be such elements 
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as alternative forms of research, survey 

design, prepa:ing survey instruments (question­

naires), sapling procedures, and the use of 

basic descriptive statistics for presentation 

and analysis of data.
 

For 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 whcr.7 It is proposed that this course be contracted 

out to the Academy of Statistics. 

Length? A minimum of six woeks are suggested. 

Course 0 T2 t Techniques for program/project appraisal 

and general plan evaluation 

Wat.? This course would concentrate in some detail 

on relevant techniques which are designed to 

help the planner select an opt imum develop­

ment strateqy and, more specifically, set pro­

gram priorities and put together an integrated 

annual development olan and budget. It is 

suggested that two distinct sets of techniques, 

those for general strategy evaluation (T4.1) 

and those related to program/project appraisal 

and feasibility analysis (T), as dnscribed 

in Chapter I1, be covered here. The course 

would address the following topics : 

(1) The context for appraisal : alternative
 

types of e.ppralsal and evaluation within
 

the comprehensive regional planning pro­

cess: fuhction of general plan evaluation
 

versus s~ecific program/project appraisa)
 

Institutional issues and the capability to
 

evaluates appraisal versus decision-making.
 

(2) echniques for overail evaluatior of 
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development alternatives : .,lanninq 

balance sheet, goas achievemt matrix, 

other approaches. 

(3) Techniques for appraisal and feasibility
 

analysis of specific prograas/projects
 

financial 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.
 

For whom? 	 All professional personnel in the pl&7ning
 

agency who are or will be involved in the
 

evaluation of alternative strategies or tho
 

development of specific action plans/proqrama
 

should take this intensive course. In pa.ti­

cular, this will involve general planners.
 

land use planners. economists and engineer/
 

planners.
 

Mun by whom? 	 In this instance, alan Oiklat should develop 

the "in-house" capability to run this courue 

with its own staff at each regional center. 

Length? 	 Six weeks mLinimum. 

Course I T3 t Techniques for monitoring and evaluation
 

A third and final suggested course in this 

series would deal with those techniques which 

enter the comprehnisve planning/maagnemant 

process during or after implementation. 

Specifically, two sets of techniques would be 

: (1)a system ofstudied which relate to 

° 
continuous mon ,ring and reporting of in­

plemntatifn progress and (2)the periodir 

evaluation of actual performance and impacts 

from plans and programs. Those tasks and 

techniques can be characterized in this con­

tst " management activity rather than a 

/I,0 
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direct planning function. The following
 

subjects should be included in the course
 

(1) The context 	for monitoring and evaluation t
 

role of planning/managemet agency in
 

carrying out these tasks: institutional
 

constraints and opportunities regarding
 

the3e tasks.
 

(2) Techniques 	for monitoring of actions
 

concept of continuoup monitoring and re­

porting of implementation progress; 

possible tools which can be applied, 

systems being established through DAPPENAS 
and elsewhere in Indonesia. 

(3) Techniques 	for periodic evaluation of
 

program impact : input measurement versus
 

output assessment: rigorous impact proce­

dures using cross-sectional and longitudi­

nal analysis; modified applicaticn of PBS
 

ai GN. As with the course on techniques
 

for progra5Vproject appraisal (T2), ex­

tensive use would be made of Indonesian
 

case studies.
 

For whom? 	 As with the course on techniques for data
 

collection, presentation and analysis, this
 

course will be appropriate for most profession­

al staff within planning agencies at both Tk.
 

I and Tk. II levels.
 

Run by whea7 	 Again, Dadan Diklat should develop the capa­

bility to conduct this course on its own.
 

Length? 	 Six weeks minimum. 

6.2 PROGRAft 	 FOR DLVEWOPNEIT OF COURSEMATERIALS 

The discussion thus far has made scant referwnce to
 

the crucial role of materials development in training
 

for regional planning and management. In mounting a 
nationwide program in this field, several important 

110 
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tasks in materials development include inventorying 

and organizing currently available planning/manage­

sent documents, sifting out of these documents rele­

vent 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-consuming 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-chanqing 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 responsibility between the
 

Badan Diklat Jakarta Office, the reqional 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 come extent must 

be taken up in the chronological order shown, seem to
 

be 	indicated as essential elements in the process of 

developing course materials. 

(1) 	 Inventory of cur ently available planning and 

management documents t 

A wide range of documents 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 

,broad, and include the following cateqories i 

(a) 	 Indonesian t 

(i) 	 General planning study reports, for areas 
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ranging from multi-provincial regions to
 

individual towns, produced by Cipta Karya
 

and other agencies.
 

(ii) 	Long-range, five-year and annual inter­

sectoral plans produced by various levels
 

of government, including provincial BAPPE-


DAs and *Tk. II BAPPEMIKAs/KOs; also APDNs,
 

APBDs and other annual budgets produced
 

in Indonesia.
 

(iii) 	Key program and project reports produced
 

by various sectoral agencies, especially
 

those relevant to regional planning/manage­

ment.
 

(iv) 	"DUPs' (i.e., specific annual budget re­

quests) prepared by sectoral agencies.
 

(v) Standardized forms and instruments for
 

collection of data, and for project re­

porting, monitoring and evaluation.
 

(vi) Manuals, reports anu evaluation of train­

ing coturses which have already been con­

ducted in this field.
 

(b) Foreign :
 

(i) Selected buoks dealing with theory and
 

practice of various aspects of regional/
 

urban plannIng and management. (Although
 

a few such books are available in Indone­

sia, the vast majority of material in this
 

field is published abroad).
 

(LI) 	 Selected studies and reports drawing on
 

experience from other leso irdustrialized
 

countries, .hen relevant to Indonesia.
 

In inventorying foreign materials, care
 

should be taken to include cases compar­

able 	to Indonesia.
 

As it prepares for an expanded training 10)
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program in regional planning and management, 

Badan Dikliat should strive to co!1ect as nany 

of these documents as possible, thereby 

developing a substantial reference library in 

its Jakarta Office. In addition to collect­

ing this material in Jakarta, it will alto be 

essential to develop good "sattelite" libraries 

in the regional training centers as they be­

come operational. However, priority should 

be placed on building up the Jakarta library 

in part because it is in Badan Diklat's
first, 


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 develops its library, it must take
 

the fact that other reference
cognizance of 


collections in this field already exist in
 

DTKTD, and
Jakarta, notably the PUSIDO at 


that a cooperative relationship will need 
to
 

But, given Badan Dik'at's over­be fostered. 


all amdate and responsibility for training
 

in rogional planning ond man..-.ment, it Js
 

essential that a strong documentation center
 

be developed in-house. 

(2) The Search for relevant case studies and examples
 

for training i
 

is to sift through the currently
The second task 


available documents inventoried in the above­

described task in search of relevant case studies
 

and 4amalts which illustrate particular plan­

ninq/managament techniques or siti-itions. In 

the vast collection of planning/managament-relatod 

documents which have been produced, there are 

cases in which a specific technique or nther 

aspect of the planning/manageommt process has 

bem well-described or well-applied. The primary 

is to cull out materialsgoal of this eaeroise 

afich have widbr applicability for use in train-

Ing courses. Most of these available documents 

were not produced with training us. as their 

chief purposes hence it is important that criteria 
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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 ohould be devoted Vo this issue as 

the task is undertaken, illustrative criteria 

would irclude the following t 

(al 	Tec.hiques or other aspects chosen should be
 

relevant and applicable to local -onditions
 

round within Indonesia's provinces, kabupa­

tens and kotamadyas,
 

(b) Techniques or other aspects chosen should be
 

appropriate to the level of education and
 

experience of most officials being trained
 

(i.e. they qhould not be overly complex)l and
 

(c) Explanations or descriptions of the material
 

shoui- be clearly presented and pitched to
 

the particul~r consuming group.
 

This very important ta3k has not yet been system­

atically undertaken by any agency within Indone­

sia, and it would be most Lppropriate if it were
 

included as part of Badan Diklat's materials
 

development program.
 

(3) T1c development of relevant materials from direct
 

field work and training exercises :
 

An altenative way in which case studies and 

examples relevant for training can be genvrated 

is directly from field work associated with 

training exnrcises. As Bada Diklat builds up 

its regional tr4.ning centers, it will be in a 

good position to do this through its own train­

ing cz.:rses. As the staffs at the regional 

training centers begin to generate such case 

nt-:rial, it is important that the wider appli­

catl.n oL of the materials be borne in uind. 

Partly for ti3 reason, each case study or field 

project hould be ttwroughly documented. 

Although thir tank would be undertaken primari­
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)y by the regional tiaining centers, the Sedan 

D&lat Jakarta Office can play a serondery role 

through its own field work and specia-ized courses. 

can also establish uee comon 

guidelines for documentation of case studies. 
The Jakarta Office 

(4) Adartion of materials for standardized trainlinq t 

The final task in the process of develooiny 

course materials involves the adaptation and rro­

production of these materials for standardized 

use in training courses. Pelo~ant case studies 

and examples. coming from either of the above 

taken and developed for
two sources, must oe 

manuals or other e ..uments. The inteit is to 

standardize particularly relevant 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 reser'voir of materials 

upon which it could draw as training Is carr
4ed 

.n
out. The following sub-tasks are included 


this procqss t
 

(a) To determine which c-e :tudies or other 

exanFles ire approprJ':'.e for manualization. 

(b) To determine hot- manuals or similar dr.cuments
 

should be put togothers i.e. what should be 

the content of these documents? and
 

(c) To determine how the material should be pre­

i.e. what is the met effective wayseatedl 

to w mnicate the specific techniques or 

%ntended for inclusion?
ideas 

is essential that ex-In carrying out this task, it 


the consum­periesced trainers are involved and that 

ing Rous to whom the material is pitched be borne 

in mf.A. 

ma--po bility for Katerials Develoviet
6.2.2 Allostion of 

Chert 6.3 einsises a suggested allocation of respoe­

sIbility in undertaking the akw,e-described materials 
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edan Diklat Jakartadevolopment tasks between the 


Office, the regional training cra.ters, and other in­

stitutions. The respective roles of each of these
 

threv entities are discussed below.
 

(1) Role of Baden Diklat Jakarta Office
 

In launching a materials development program in
 

regional planning and management, the Badan Dikiat
 

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 in this field, it is only in the Jakarta
 

Offic Lnat 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
 

strive to develop a substantial reference
 

library in Jakarta.
 

(b) The second primary task would be that of sift-


Ing through these currently available docu­

ments in search of particularly relevant
 

training materials.
 

(c) Based on the aboie two tasks, as well as on 

training materials generated directly by Ba­

dan Diklat (especially at the regional train­

ing centers), the final task would be the 

adaptation and reproduction of materials for 

standarised use in training courses. Such 

materials ilclude not only discussions of 

techniques and theory, but also standarised 

forms for data collection and for project
 

reporting, monitoring and evaluation.
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As the Badan Diklat Jakarta Office performs these
 

that a close liaison be
functions, it is essential 


established between this office and the trainers who
 

will be primarily based at the regional training
 

Although materials development is basically
centers. 


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
 

These materials
based on direct field work. 


would be generated from case studies chosen 
for
 

training courses, especially the general course
 

in regional (or urban) development planning.
 

Badan Diklat should encourage a degree of 
experi­

mentation where appropriate in the generation of
 

these materials, which would be put together 
by
 

RTC trainers and ccnsultants. 
 Since the appli­

cation of regional planning and management is
 

is frequently
comparatively new in Indonesia, it 


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 

establisning data collection or monitoring/evalua­

a need to establish ation systems, there is 

from the outset. The RTCsstandardized procedure 

should work closely with the Jakarta Office 
to
 

experimentation or stand­determine the degree of 


ardization appropriate to various aspects of
 

planning and management.
 

in materials
With regard to the other tasks 


development, it is envisaged that the RTCs would
 

play a supporting role to the Sadan Diklat 
Central
 

in the creation
Office. While experimentation 

of materials by trainers working directly 
on 

fild training exarclseas is an essential aspect 

of the materials devolopnent program, this 
aspect 

must be balanced against the need for generation
 

Iv4
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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 other in­

stitutions will have an important role to play in 

materials development. These particularly in­

clude such centers of higher education as GaJah
 

Hada University and Institut Teknologi Bandung 

with which Badan uiklat is developing coopera­

t've relationships in mounting an overall train­

ing straLegy in regional planning and management.
 

Kajor way3 in which these institutions can assist
 

in materials development are :
 

(a) To provide Badan Di~lat 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 Oiklat with well-documented
 

case studies stemming from field training
 

exercises.
 

Although Sedan Diklat should make full use of the 

staff and facilities of otner institutions, it 

should be stressed in oonclusion 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 Bedan Diklat. 

YUZAIUIG TUICUQUBS 

Up to this point the word Otechniqueo has bee- used 

in this document to refer to analytical mthids 

which have been devised to support regional planning 

and management tasks. In the context of training, 

"technique" has another meaning , it refers to ele­

.3 

110 
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manta 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).
 

6.3.1 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,
 

while appropriate for imparting certain kinds of in­

formation, needo to be balanced with other approaches
 

in a well-rounded training program. Exclusive use
 

of the lecture format has a number of limitations.
 

Firstly, the trainee is often una.ilt to internalize
 

the information given, in part because he plays a
 

relatively passive role in receiving 1L. Secondly,
 

it is frequently very difficult for the trainee to
 

apply what he/she has learned in lectures to actual
 

situations in the field, in part because materiai
 

used in this format has frequently not been tested 

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 

well.
 

Consequently, alternative approaches to he training
 

format are needed which will enable the trainee to i
 

(1) intornalise basic principles and methods so that 

he really understands how they wrk and how to 

use thems 

(2) play a more active role in the learning process, 

and 

(3) apply vhat has been learned to actual field situa­

tions.
 

In the training strategy recowmended for Beden Diklat, 

It ie envisaged that a balancing of on-the-job ap­
proachea can help ensure use of a variety of training 

Ii 
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formate. 

4.3.2 Alternative Training Formats
 

(1) 	 For off-the-1ob training t 

One 	means of ensuring use of a variety of train­

ing formats io to strive for a proper balance 

between theory and practice in ech off-the-job 

course. Theory must inevitably be provided, es­

pecially during the initial portions of a given 

course, but it should be constantly tested by 

practical application to concrete cases. The re­

commended emphasis on case studies 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 in 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 used to the 

maximum, either to supplement lectures or as a 

substitute for them. Alternati ie formats in­

clude the following t 

(a) 	 Seminar. A directed group meeting in which 

trainees exchange ideas, reports and experien­

ces. 

b) Tutorial. Sillar to a sminar, but smaller 

number of trainees are generally involved. 

Also, it may be used in conjunotion with a 

lecture series. 

into(c) 	 Panel discussions. A class is divided 

sub-groupos each sub-group selects a leader 

to represent its views on the topic picked 

for 	class discussion. 

(4) Srainatoring. A small group approach in 

%Mich the trainer stimulates a free flow of 

ideas. 

j1'1V 
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(e) Role playing/gaming/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. Gaming differs from simulation in
 

that its similarity to the topic or situation
 

is weaker.
 

(M) Programmed learning. Information is pack­

aged an.' presented in a logical, step-by-­

step 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 itself 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) For 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'setting 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 effective in achieving these goals.
 

6.3.3 Relevant Training Aids and Equipment
 

(1) Factors for determining appropriate training aids
 

In approaching the difficult subject of decidinq
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which training aide are appropriate for the pro­

posed training, several factors are offered here
 

as a guideline. Taken together, they can help
 

Baden Diklat detersine the best combination of
 

aids, both in the short-run and the long-run.
 

Before listing these factors, the words 'hardware"
 

and "software" should be defined in this context.
 

Hardware refers to the permanent equipment asso­

ciated with a given aid, such as an overhead
 

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 usG expen­

sive hard-tare if the idea can be conveyed
 

through simple aids.
 

(b) Availability of software in the field
 

Although expensive hardware can be purchased,
 

the crucial constrai.it 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 required and available
 

to prepare software for particular hardware.
 

(d) Nature of ficility 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.
 

(e) Nature of lighting and electricity availal-!e.
 

This factor includes both the availability of
 

electricity and of space which can be darken­

http:constrai.it
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.d for projection capability.
 

(f) Financial factor. This include the size of 

budget available for the training program,
 

inclulinq training aids, and also takes into
 

account the costs of specific hardware and
 

their associated software.
 

(g) Simplicity. This final factor again stress­

es that there is a 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 least 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 shoojld begin
 

with basic surface aids, overhead projectors,
 

tape reccrders, 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 t'lm
 

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 develop 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 purchashng 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 Evaluation 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 experimen­

tation on the part of trainers in using alternative
 

techniques and approaches. The Badan Diklat Jakarta
 

Office should organize a continuing proqram 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 each 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 understanding of what will be involved here, the
 

following illustrative criteria are mentioned :
 

(1) Which techniques seem to imoart theory and tools
 

most efficiently to the trainee (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
 

individual trainee or more importantly, on the
 

part of teams of trainees working within the same
 

jurisdiction?
 

(3) Which techniques best ritivate the active parti­

cipation of trainees within a given situation? 

(i
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CHAPTER VII
 

TRAINING OF TRAINERS
 

7.0 IWiRODUCTION 

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 Dadan 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
 

coutge, 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 thau 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 lIP, or an institution of higher learning which
 

stands outside the Departemen Dalam Negeri framework.
 

The issue 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 : (I) 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/DON goals and
 

objectives? (3) Under what institutional arrangement
 

will the ability of Baden Diklat to guide the content
 

and thrust _f the course be maximized? Although some
 

difficulty may be encountered in meeting the first
 

criteria, it is suggested that the other two criteria
 

present compelling reasons for Baden Diklat assusL.sg
 

basic responsibility for the training of trainers
 

course ito.ilf, possibly in conjunctim with the lIP in
 

Jakarta. Since the quality of this training of train­

ers course will have such a major impact on the cali­

bar of subsequent training at the RTCs, it ii recontend­

ad that the course constitute a central function of
 

the Mldan Diklat Jakarta Office.
 

Ili
 

http:assusL.sg
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It is urged, therefore, that by 1980/81 the Jakarta
 

Office develop the capability to carry out the train­

ing of trainers course, which would be in time to
 

train the second and subsequent batches of RTC train­

ers. Alternatively, this function could be brought
 

into the Jakarta Office one year later in 1901/42 ­

if Badan Diklat finds it impossible to recruit core
 

trainers and make other necessary preparation for con­

ducting the course next year. As is currently pro­

jected, the training of trainers course would be con­

ducted annually throuqhout the remainder of PFPELITA
 

:II and on into REPELITA IV. The number of trainees
 

invnlved each year would depend on Dadan Diklat's
 

schedule for operationalizing new regional training
 

centers.
 

7.1 CORE TRAINERS
 

If Badan Diklat is to assume direct responsibility
 

for the tra±-Ing of trainers, it ts essential that
 

adequate staif be recruited and triisted within the Ja­

karta Office to carry out this crucial function.
 

Although the function can in F:.rt be born by part-time
 

Indonesian resource persons and foreign consultants,
 

especially during the early years of the course, there
 

will be an urgent need for four core tr.sinera who will
 

assume increasingly responsibility in this role.
 

would be desirable if these core tvainers already had
 

;arjana degrees in complimentary fields, such as re­

gional/urban planninr and development administration,
 

and some practical experience in rergional planning and
 

management. Before they assume major responsibility
 

for the training of trainers course, they should in
 

fact have knowledge and skills in the following areas i
 

(1) 	Knowledge of basic principlts of regional develop­

ment planning and management from an intersector­

al prespective;
 

(2) 	nzvwledge of the current planning and management
 

p~ocesses at all administrat"t levels;
 

(3) 	Skills in the use of selected tools in area deve-


I 'I
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lopment planning of the kind outlined in Chapter 

Its
 

(4) Skills in tne assessment of training and .ontrain.-

Lag needs for regional planusing and mansumments 

and
 

(5) 	 basic skills and techniques in training methodolo­

gy. 

to the extent possible, the core trainers should 

already possess at least some of these skills prior 

to the rec&,,!txent by Badan Diklat, but It is inevi­

table that a training program will have to be mounted 

for then to t.und out their know'ledgo and prov)ie them
 

vith more background in training techniques. This
 

training program should give the core trainers oppor­

tunities to t
 

(1) Design area or .avelopment plans within the Indo­

nesia context ty providing several case study ex­

periences where local data and conditions are
 

utilized. The primary function of this training 

would be to enabie the trainers to acquire a firm 

sounderst-nding of how tu io about area plea~nin7 

that thav can tran-'er theme skills to ithors. 

(2) 	Study how planning and managament is currently
 

practiced at the reqional level in Indonesia. 

This knowledge will enable the core trainerm to 

broen their appreciation of current planning an­

ianagamsnt caFatkties and constraints, and there­

by enabio them tn tailor their training skills in 

theaddressini these needs in the training of 


staff for he rts.
 

(3) 	 laurn s* ba-sic and essential techniques In 

tral-irg nothndology. Acquisition of these skills 

is iertaut in eaabliei the ore trainers to 

effectively uadtrthe the training of trainers 

for 	the regional aester. 

In suay, the traLing of the oore trainera should 
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be a rigorous and intensi-e experience involiing small 

group instruction and discussion, along with a consider­

able amunt of field work undertaken with the guidance 

of Baden Diklat staft and consulte-ts. Since the core 

trainers will play a vital and important role in train­

ing the t-aining staff for moot of the RI'C, great 

care should be taken in selecting highly capable 
and 

comitted individuals for these positions. 

.2 TRAINING OF TRAINEES FOR RTCs 

The chapter concljdeswith a discussion of the training 

of trainets who will staff Badae Diklat's proposed 

regional training centers. In the following paragraphs, 

the goals and objectives of this course will first be 

considered. This is followed by a preliminary discuss­

ion of the curriculum framework for the course. 

7.2.1 Goals and Obectives 

In general terms, the areas of knowledge ane skills 

referr, to in the discussion of core trainers are 

also relevant for the trainers in the regional *rain­

ing centers. Perhaps the only major .ifference is 

that the core trainers should be wore experienced 
in 

the fielJ of regional planning and management. 
More 

specificalll, the following are minimum goals 
and 

objectives for the trailing 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 thomugh understanding of the way the 

planning and management prc:ess presently 
works­

and should be working - in Irlor.esia. If trainers 

come rom a particular background, oni function 

of this course should be to round out the 
train­

ses' overall knowledge of the field. 

(2) A complementary goal is tr build on the strengths 

of the trat.ees and develop more specialisod 

knowledge and skills in various aspects of re­

giunal planning and management. The training of 

trainers course should allow the trainees 
the 

I; 
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opportunity to pursue particular skills, based on
 

their backgrounds and interests.
 

(3) A third '-oalis to give the trainees the capabili­

ty for teachin(, the two general courses in rwqion.. 

al/urban planning and management projected to be 

carried out by the regional training centers. In 

'ddition, the training of trainers course can
 

prepare to give the trainees acapability for
 

teaching the three specialized courses which would
 

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 RC courses (a beginning was made in Chapter
 

VI o! this report), and then to insuring that the
 

substantive material included in these courses is
 

covered as much as possible in that curriculum.
 

(4) Since 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 management. They
 

must also become failiar with the whole area of
 

training techniques, which is the delivery system
 

that must be organized to impart information to
 

trainees. One goal of the course must be to set
 

sufficient time iside to deal with the training
 

techr gues and methodology which the participants
 

will soon need.
 

7.2.2 	 Curriculum Framework 

A general curriculu fraork for a nine-month train-

Lag experience has been outlined below and in Chart 

7.1 	with the above goals and objectives in mind, the 

should be made about this framework ifollowing points 

(1) 	 The curriculum should be designed primarily to 

mirror the regional/urban ,eneral courses in plan­

aLag and management, and secondarily to anticipate 

the ape.kallsed courses to be offered by the re­

gional training centers, thereby giving the parti­



CMIAT 7.1 

PROOSE CUMICLUN FAIUONK FOR 

TiMING OF TLAJ1ES FORF1610KAL TRAINING CENT(S 

- Field Training-raining in Jakarta 


- om w- Subgroups 
loth Group 

1 0.- -- Orientation and Overview 

I I 
1 2 (0.75) Regional Plonning/Nanagemlnt:
 

efnitons and Theoretical Base
 

------ ' To'- .mlysi$for Data Col lectlanPrientatiofl2 ___ 3 1.25 I"ard 

4 0.5) - Introduction to the Field Training Exercise 

7 5~and 4_Sbgroup Study of RuralUrtan Developmrent 

6 (3.5) 

Fie'.4 rraining
 

.6 

_- ___ _ 

44--" Subgroup Study of Technique& 

Nier In ( ) 

Indicates length In months 
of ech activity 

INot&: 



- 144 ­

cipeato maximm exposure to the substance of the 

courses they vill be teaching. Although there 

should be smm opportunity for participants to 

pursue specialisad interests, as indicated 0, goal 

02 above, emphasis in the training of trainers 

course mmat b on the basic theme& of regional/ 

urban planning and management, as reflected in the 

proposed general courres. 

(2) Specific course content will to some extent be
 

determined by the educational background, experi­

ence and interests of the participants. Since it
 

is assumed that there viii be considerable 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 folloving
 

two reasons t (a) to enable all trainees to bring
 

their general knowledge of the field up to commi
 

levels and (b) to allow for a degree of special-


Lsation beyond that. This rill be es;ecially the
 

c,e with activities 5 and 7 as outlined below,
 

where it Is suggested that sub-groups pursue dif­

ferent specialisations, such as rural or urban
 

development, or virious tools, within the larger
 

field of regional planning and management. 

(3) 	 There will be, however, a body of core material to 

which all participants shocld be exposed. This 

should include a basic orientatior, an., overviewl 

Ltroduction to regional planning theoryi exposure 

to tools for data collection, presentation and 

analysis; and discussion of traiasi n teciniques 

(activities 1-3 and part of 8 blum). 'Zhose acti­
vities would be carried out . the main training 

center for the course. 

(4) The most essential trman 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

oipeats woul4 actually eogage in planning and for­

mulate proposals for a particular region. Although 

the field work wuald be ooecentrated over a period 
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of akout three and one-half months during the middle
 

of the course (actiity 6), a maximum effort should
 

be made to integrate the case study project with
 

material covered in the classrooc throughout other
 

the
portions of the course. Hence, at least half of 


entire ntne-month experience could be related to
 

the case study. This heavy emphasis on field
 

training of
training as a major element in the 


is very
trainers for the regional training centers 


mich in line with the basic strategy envisaged for
 

this program.
 

CURRICULUM FrAMEWOR( FOR TRAINING OF RTC TRAINERS
 

I. Orientation and Overview :
 

Badan Diklat structure, maniate, objectives and
 

program; national strategy for planning of pro­

vincial, kabupaten and kotamadya otficials in re­

review and ar.aly­gional planning and manage. nt; 


sis of existing resources, programs and courses
 

for training in regional pianning and management;
 

overview of entire trair.iny of trainers course.
 

Regional Planning and Manaqement : Definitions and
2. 


Theoretical Page i
 

(1) Defining planning and management; objectivess
 

type of regions and regional plans; regional
 

planning/management process.
 

(2) Spatial organization tht i as foundation for
 

regional development planning.
 

3. Techniques for Data Collection, Presentation ard
 

Analysis i
 

Dealing with basic .Jo).s of research, survey and
 

as well as how to set up an informti­analysis, 


on system. (A6inistered by Badan Diklat; actual
 

trainin: provided by the Academy of St/tistics).
 

4. Introduction to the Field Training Evrcise :
 

Introduction to major case study project; back­

ground lectures on critical steps in the planning/
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mangement process: forwilation of work program 

for the projects establishment of subqroup special­

listions.
 

S. 	Pubgroup Study of Various Aspects of Rural and 

Urban Developmert : 

Differont srecializations to be developed on basis
 

of trainee's background and interest; *packages"
 

such as the following to be conducted concurrent­

ly1
 

(1) Aspects of rural development : natural re­

sources; agricultural land use and productivi­

ty: economic, social and environmental factors
 

in rural development.
 

(2) Aspects of urban development; economic, social
 

and environmental factors involved.
 

6. 	Field Training Exercise i
 

Although the case study project would encompass all
 

or part of activities 4-8, field work would be
 

concentrated in this middle period. The following
 

critical steps in the planning/management process
 

would be observed t
 

(1) 	Inventory/analysis of existing conditions a 

a) Determine needed date;
 

(b) Collection from secondary sources:
 

(c) Determine gaps/devise primary surveys/
 

execute ourveys;
 

(d) Shorthand techniques for data collection
 

and interpretation;
 

(e) 	Present analyze data
 

(f) 	Define probleme/needs.
 

(2) 	Formulation of goals and objectives.
 

(3) Setting of alternative strategies for develop­

ment (long-term - five-year).
 

(4) 	Ivalisation of alternative strategies
 

(a) Testing of alterustivesagainst goals/ 



- 147 ­

objectives, 

(b) Selection of optimum development strategy. 

(5) Development of specific action plan/programs t
 

fa) 	Detailing if nptimum strategy into five­

yoar/annual plans and programs;
 

(b) Annual DUPe are preparedi
 

(c) Program priorities are determined,
 

(d) Integrated five-year and annual develop­

ment piftn and budget is prepared.
 

7. 	Subgroup Study of Various Techiiques for Regional
 

Planning and Development i
 

Different specializations regarding analytical
 

techniques to be developed on basis of trainee's
 

background and interest; use made of materials
 

from case study project; as with activity 5, pack­

ages to be conducted concurrently :
 

(1) Techniques for projectinq/forecasting aspects
 

of system.
 

(2) Techniques for program/project appraisal ani
 

general plan evalLation.
 

(3) Techniques for monitoring and evaluation.
 

i. 	Final Synthesis i
 

(1) Sharing of subgroup study of analytical tech­

niques.
 

(2) Discussion of troining techniques i types,
 

strengths and ve.Lhnessese factors to consider
 

in selecting training techniquess development
 

of softwarel practice in use of hardware.
 

(3) Finalization of case study project output.
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CHAPTER VIII 

WNORT AND LONG-TERN PROJECTIONS AND VISIONS 

6.0 INTROUCTION 

This chapter seeks to define from a wider and ionger 

term perspective how the roles of Badan Diklat, and 

other government agencies and the universities can be 

joined in a national training strategy. Initial 

attention io focussed upon the immediate agenda of 

training needs in regional planning and management, 

and thereafter Is fo)lowed by a discussion of how 

Dadan Diklat can begin to enlist the cooperation and 

support of the universities in a mutual long-term 

training effort. 

3.1I TREM NEE) FOR A SHORT TERM PARALLEL TRAINING STRATEGY 

Up until now this report has focussed upon the vari­

ous aspects of designinq 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

sent and financial support, it should be pjssible to 

have the proposed eight regional training centers and 

a strong Badan Diklat central organizatio,, operating 

at full capacity within a five to ten yea) period. 

Nevertheless, even if operating at full capacity, 

this program will not be able to fully respond to 

the vast and rapidly growing range of training needs 

in regional planning and management. Therefore, Ba­

dan Diklst will need to seek the cooperation and 

support of other educational and training instituti­

ons in order to biobilize 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 

all ?k. I and Tk. II APPZDAs (see Chapter 11). 

Assuming thi. one new R C Is established each year 

from 1980/81 onwards with a. w... ht ceiiter fully 

operatiomal by 1988/89, Chart 8.1 indicates that 

I$ $ 



--

sm.. . (a) 
4eUl 0 O *Da*C&M* Ib' " m Is 41 me01h 

B w 

WN L nl mus"$ mwedN saw| l ow" MOWI "lUn"O IowaMS v r 

a 5 N it S a | J a S is a1 to es 

S t 

b ,,,
AT I is i to PIs is i to "aMoa nl . Isa soa is'. s is itj 

m nAo 
to SIs 

oP - I- -fl tfUrtS USt 

3APPEiL.s;ELAT!IP BETWEEN P~)JECMD PEOMIf.L FC~ 
MT. I &Th. 11) AND OUTUT FUNW4 3IVE TMANING AT RitS 

6000i 

"° ,- / a 
---7,000 - - - -­

6,000 D 

S.000Estiintc of 
VTotal Requie 

------------------ ~oi8 ---

C:: htl. of total rquired perswuwi sins a Phsed sntIt­

of Tik. !i M/aJ &W*iFISP. III and wn expasion fro "ini­
tial" to "cpta' staf &wz bI. IV. 



- 150 ­

2,80 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 to provide training to those many regional 

BAPPXDA officials who will .ot be reached in the near 

future by the more comprehensive training programs 

of thc RTCs. The following 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 c-ontinuing to offer
 

one and two month courses on the general aspects
 

of regional planning and mdnagement 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 SAPPEDA 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 subject areas. In particular, consid.ration
 

should be given to 	the design of short-tern
 

courses in the following areas ,
 

-- Rural Development Planning 

-- Regional Economics 

-- Urban Economics 

-- Land Une Planning 

-- Transportation Planning 

-- Data Co*- ftion and Analysis 

-- Project A4 raisal 

-- onitoring and Evaluation 

-- Resource Planning and Environment­

al Management 

(2) 	 In most of the regions very few instructors are 

the kinds of skills needed inavailable with 

offering the above 	specialized courses. Thus.
 

seek to enlist the 	cooperati-Baden Diklat should 

Iq
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on of those government departments and national
 

universities where such training skills are avail­

able for offering these courses. The Departmento
 

PUTL is one of the most active central level
 

departments in these training efforts. PUTL and
 

ITS 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 appraisal could possibly
 

be offered 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. 

(3) All of the above proposed training course should
 

be designed in order that (1) the trainees are
 

provided %ith skills in regional planninq 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
 

teams 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 offer a six week 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 the same course to regional officials. 

(4) At the regional level, a number of pro4incial
 

govornments and regional universities have been
 

quite active in providing regional planning and
 

management courses for Tk. I and Tk. I officials.
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This is particularly the case for the larger pro­

vncial 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 members 

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 option for achievi .- 'multiplier 

effect" in generating a lars.!r supply of training
 

courses in meeting short term demands. Over a
 

wider geographic area.
 

C5) 	In those cases where coursos in general regional
 

planning and management are needed, Badan Diklat
 

should continue its efforts in offerinqj short
 

courses where Tk. I BAPPEDA staff are trained as
 

II
instructors to offer similar courses to Tk. 


BAPPEDA officials. It would also seem appropri­

ate to train regional university faculty members
 

to function as instructors in courses for Tk. I1
 

BAPPEDA staff.
 

The above coments 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 ,.-dertaken irdepen­

dent from but parallel with the development of the ' 

RMCs. The WrTCs 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 carefully developed in order that 

the quality of their activities will not be compro­

mised and overburdened by excessive concerns for res­

11V­
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ponding to more far-reaching uhort-term training needs.
 

In the long-run, however, the RTCs will have a sub­

stantial impact upon training a larger number of re­

gional planners and managers. In fact. some of the
 

specialized courses mentioned above have already been
 

as part o the RTC curri­recommended in Chapter II 

are underway, many ofculum. Thus, once the RTCs 


the above specifi.d courses can be transferred and
 

adapted to the RTC training programs.
 

THE LONG-TERM ROLE OF BADAN DIKLAT AND THE UNIVERSITIUS
 

The need for building a professional masters degree
 

level staff for fulfilling the regional planning
 

management tasks of OON should constitute a major
 

and lonq-term focus of attention for Badan Diklat.
 

and actions for its achievement should be ititiated
 

simultaneously with the implementation of the courses
 

in this document. This
proposed for Badan Diklat 


task will require that Badan Diklat seek to engage
 

and support the involvement of appropriate In-country
 

higher learning in assuming responsi­institut'.ons of 

re­bility for providing masters degree programs in 


gional plinning and m.dgement. In this reoard.
 

.tself,
within the ,ducational network of Dalas Negeri 


there exists a major potential for strengthening the
 

rol'w of ZIP (Institute Ilmu Pemerintahan) in provi.­

ding masters degree training in regional development
 

planning and management. 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 progLam. During the past
 

four years the Natural Resource and Environmental
 

Institute Pertanian Bogor
Nanagment Program at the 


resource -anagement.
has offezrtd a masters degree in 


initiate a mos-
It is also likely that IPB will soon 


ters degree program in rural development pianning.
 

one year graduate course in regional devulopment
A 

planning is being established at GaJah ada Universi­

soon
ty and it is anticipated that this effort will 


be underway with staff from Dalam Negeri being en­

rolled in the course. Finally, the Departemen Plano­
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logi at the Institute Technologi Bandung is consider­

ing the establishment of a masters degree program in
 

urban/regional plar..ing.
 

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 interdisciplinary character in res­

ponding to the urgent need for early and mid-career
 

training of government officials involved in region­

al plan.aing and management. Ev-ry effort should be
 

made to encourage these initiatives, z the network
 

of national and regional univermit es in Indonesia
 

represents a major educational re ,urce, which if
 

properly cultivated and utilized, can make a major
 

contribution in responding to current and future
 

its oun vast and
training needs. In order to meet 


rapidly growing training neens, the Departemen Dalam
 

Negeri should be a major source ()f support for these
 

graduate university programs. This support would
 

require the Departemen to engage in a long-term
 

comitment to support univtrsity-based regional plan­

ning and management training programs, with DDN pro­

viding staff to enroll in the courses, full :inancial
 

payments fur tuition fees, and where warrantel addi­

tional subsidies to 
cover the direct and indirect
 

costs of sustaining such graduate programs.
 

sus-
A comeitment from DDN in providing a secure and 


taining aourc- of students and fi.,ancial support is
 

needed in ordrc to obtain a corresponding comsitment
 

from univerclty faculty in allocating their tine and
 

energies in the long-term development of high quality
 

graduate level training. Current efforts on the part
 

of the universities to develor inter-disciplinary
 

degree and nondegree graduate training programs are
 

seriously haneicapped by the urwillinqness ft govern­

ment departments to provide tuition payments for
 

appears that, with the exception
their students. It 


of the PPN (Program Perencanaan Nasional) course at
 

the University of Indonesia, whioh receives tuition
 

payments from regular Indonesian budgetary souroes*
 

Jq'f
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other university-based training program 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 close ties with university-based 

training to coordinate the effoxts retuired in pro­

viding students aiJ funds for these graduate pro­

grams. Likewise, Badan Diklat will need to maintain 

a olobe advisory role with university-based training 

programs to assure that curricula and course desiqns 

are responsive to the needs of Dalam Negeri in build­

in7 professional cadres of skilled regional planners 

and managers.
 

8.2.1 Th'- Role of the Regional Universities
 

By the end of Repelita I1, 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 na tonal universi­

ties (most likely at the University of Indonesia, 

Gash Made University, Institute Prtanian Bogor and 

Institute Technologi Bandung) will have or will be 

moving towards offering a masters degree in regica.al 

planning and management. Nevertheless, the annual 

production of graduates from both the Radan Diklat 

training centers and university sources would still 

fall far below what is needed in improving medium 

and longer term regional level staffing capacities. 

It is envisaged that in Re' s ta IV Radon Diklat will 

have all eight of its regional training centers in 

full operation and hopefully two or three of the 

stronger regional universities will have initiated 

nandogree graduate training in regionai planning 

and mangagment. It is antJoipatod that even with 

We Jicreased activity, the annual production of 

degree and nondegree training program would still 

fall short of projected training needs at the end 

of Repelita IV. 

Irau a longer team perspective, in Repolita V, V1, 

end VII, the regiomal universitiee will have to 

http:regica.al
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assume a larger role ir.offering nondegree and
 

masters degree level graduate 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 sufficitnt number of gradu­

ates to meat the regional staffing needs of Dalam
 

Negeri. Moreover, given tho mandate and requirements 

of the regional universities 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 exceptions, their educational activities are
 

seriously constrained by a lack of trained faculty
 

and physical facilities. In many cases, a largo port­

ion of the faculty are only part-time instructional
 

staff recruited from other public and private sector 

sources. As a consequence of thes constraints, 

many of the regional universities are only able to 

effectively provide undergraduate courses for a limit­

ed number of disciplines. Thus, if it is intended 

that thene institutions should Assume A laroer role 

in nondegrec and degree graduate 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 those 

institutions to adequately support graduate level
 

education.
 

8.3 THE HM FOR MANPOWER AND CAREER PLAHNING 

in order for Badan Diklat to provide a secure and 

long-term source of candidates for enrollment in
 

university-based nondogree and masters degree train­

ing programs, a major effort will need to be under­

man­taken in initiating a more effective system of 

power and career development planning within DDN. 

1ib
 



- 157 -

In Chapter II of this document estimates have been 

projected concerning the number and type of pro­

fessional/technical personnel for typical Tk. I end 

Tk. 1I BAPPDAs. Skill profiles of this kind should
 

constitute the basis for the design and implement­

ation of manpower recruitment and career development
 

planning within DDN for all of the provincial and
 

Tk. I level planning units. These plans can then be
 

used as guidelines in deter ,ininq when ,nd in what
 

areas new and mid-career ftaff will need to be en­

rolled for specified skill up-gradinq 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 

motivating planning and manaaement 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

vancoment.
 

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 is adopted which links the offer­

ing of salary increases and other professional rewards 

to the process of early and mid-career training, it 

seoms highly unlikely that regional planning and 

management staff would be attracted to the prospect 

of fully oomsitting their time and e,.ergies to enroll­

ing in lonqer-term training programs. Without these 

improvements in Farsonnel 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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8.4 	 THE rITERRELATIONSHIP OF UNIVERSITY EDUCATION 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 degree gradu­

ate training programs within the structure of Indone­

sian universities, some discussion is warranted con­

cerning the long-term interrelationship of Luiversity­

based training activities and the Badan Diklat non­

degree training programs, which, as proposed 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 arises, therefore, as to how Badan Dik­

lat can most effectively support the programs of all
 

three in such a way that their relationship is mutu­

ally reinforcing and complementary to each other.
 

Taking a long-term perspectivo, the projected level
 

and scale of training needs 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 the pro­

grams implemented by the RTCs.
 

In the 	conduct of their training and nontraining
 

programs, the RTCs should seek the involvement and
 

participation of appropriate regional university in­

structors. Interaction 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 an~d a 

gradual increaue in faculty numbers and skill levels,
 

a larger number of the regional universities should 

be in a position to begin offering their own non­
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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
 

RTCa.
 

As they move beyond these initial years of operation,
 
many of the regional universities should be in a
 
position to start offering masters degree proqjrams 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
 
nondegree 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 management
 
disciplines, then it can be anticipated that towards
 
the end of this century the RTCs will need to begin
 
modifying their training activitles 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. 11 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
 

bs4in revising their training and nontraining activi­
ties to ompliment rather than duplicate emerging 
university programs. The direction of these program 
changes would most likely be in the following areas 

(1) First, some of the RTC* will likely want to em­
phasize post-masters degree graduate ourses in
 
specialized areas of regional planning and manage­
ment which are not available in university course
 
offerings. In this context, it would seem appro­
priate that the RTCs wolild want to begin up­
grading their curriculum by opening certain 
specialized post-masters degree courses in a varne­
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ty of advanced planning and management techniques. 

These wurses could bedsiqned 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) Smond, the RITC could begin devoting more 

attention to the training of professional and
 

technical support staff within the provincial
 

and Tk. 1I planning units. This group of indi­

viduals usually have Sarjana Muda degrees and are
 

in need of training end 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 RTCs
 

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) Finally, 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 cons'tltancy to regional plan­

ning units. 

The above coments suggest that the emergence of
 

university training should in no way diminish the
 

value and utility of maintaining a role for the 

Fl s 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

tLonal capacity equal to the task of producing an 

adequate number of wall-trained professional region­

al planners and managers. 
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CHAPTER IX 

.anoial Oonsiderations 

9.0 	 INTW)OOCTION 

Chart 9.1 (page 163) projects a tour-year budget for 

imlemntation 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 conmencing
 

in 1980/el.
 

The budget, which covers fiscsl years 1980/81 - 1983/84,
 

totals Rp. 5,997,599,000 US$ 9,673,547) and is broken
 

down into three main categories: 

Category Cost (1980/81-1983/84) 1 of Total Budget
 

'rogram Organiza- Rp. 1,136,585,000 19% 

tion and Manage­

maent, including 

Capital Costs 

Core Training Pro- 4,564,762,000 76% 

gram for RAPPEDA 

Tk. I and Tk. II 

Supplementary
 

Training Program 296,252,000 5%
 

TOTAL BUDGET Rp. 5,997,599,000 100%
 

The significant point to be made is that 76% of the budget 

in to cover the cost of the core training prooram, which 

consists of a stream of parallel and mutually reinforcing 

training activities as followss 

'I) The training of training staff for the Badan Diklat 

reglonal training centers. 
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(2) Training courses conducted by the regional training
 

centers.
 

(3) Specialized supporting courses which vould be
 

conducted by institutions other than Badan Diklat.
 

(4) Badan Diklat-support.d 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 archiplelago 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. 

For easy reference, the relevant section number is indicated 

after each major line item heading. 

Vv
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9.1 	 ANNUAL OPERATING IXPENSES FOR SADW DIKIAT'S 

CENTRAL OFFICE IN JAXATA 

Travel 	Costs
 

Travel between Jakarta and
 
the Regions :
 

80 round trip tickets P
 
Rp. 94,500 per ticket . . Rp. 7,S60,000
 

Per Diem s
 

560 days of per diem @
 
Rp. 25,000 per day ..... 14,000,000
 

Rp. 21,560,000
 

Maintenance of Facility
 
7,200,000
@ Pp.10,000,000 per year . . 

Operation and Maintenance of
 
Vehicles @ Rp. 139,500 per

month 	 . ........... .1,674,000
 

Consumable Supplies @ 
3,600,000
!p.300,000 per month ..... 


Materials Reproduction
 
6,000,000
Pp.500,000 per month 


Books for Library,
 
Subscription to Professional
 
Journals @ Rp.120,000 per
 
month ............ 
 1,440,000
 

T 0 T A L 	 Rp. 41,474,000
 
m mmm i tm 

(US$ 66,894) 

Footnotes I
 

(1) The budgeL projects the annual operating costs
 

costs which Badan Diklat would incur in supporting 

the overall strategy presented in this document. 

Further, the budget reflects the full flow of 

activities and responsibilities, as well as the 

staffing requiremnts, for Baden Diklat's central 

office as recomended in Chapter IV, *The Role of 

the Badn Diklat Jakarta Office. 
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(2) Travel Cots £ p. 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 central office professional staff will 

be 	in the field each day of the year.
 

The Rp. 139,500
(3) Operation and Maintenance of Vehicles i 


figure 	for each month is based on the assumption that
 

least three vehicles will be made available fulltime
at 


in support of the training program in regional
 

development planning and management.
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CENTRAL OFFICE9.2 	 START-UP COSTS FOR BADAN DIXLAT'S 

IN JAKARTA 

Renovation and Expansion of Physical
 
Facilities ..... ............... .. Rp. 50,000,000*
 

................. Rp. 31,000,000**
Vehicles ....... 


**
 
.Rp. 	 12,400,000
.............
Training Aids ..... 


Office 	Furniture and Equipment ......... Rp. 10,000,000
 

Books for Library.... ............ .. Rp. 6,000,000
 

Rp. 109,400,000
 

(us$ 176,452)
 

Footnotes t
 

* 	 To cover overall improvement of building interior 

and expanded space for offices, the library and 

reproduction capacity. 

The budget allows for tho purchase of three or
 

four minibuses plus a number of motorbikes.
 

Se The budget allows for the purchase of slide and
 

film strip projectors, overhead projectors,
 

white boards, flip chart stands, tape and
 

cassette recorders, and two closed-circuit
 

television units (portable).
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9.3 	 START-UP COSTS FOR A REGIONAL TRAINING (2NTM
 

Renovation and/or Expansion of
 

Physical Facilities ........... Rp. 95,000,000"
 

Vehicles ...... ................. Rp. 43,400,000"*
 

Training Aids ..... .............. ... 9,300,000***
 

Office 	Equipment nnd Furniture.........Rp. 5,000,000****
 

Books, 	Periodicals, etc. for
 
*
 Library ...... ................... Rp. 5,000,000 **-*
 

TOTAL .... ........ Rp. 157,700,000
 
iimin ~m~mm m.... m 

(US$ 254,355) 

Footnotes i
 

The costs for renovation and/or expansion of the
 
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, thorefore,
 
an estimated average cost for each center.
 

In consideration that each center will be r nning a
 
number 	of courses simultaneously, and becauie of the
 
heavy emphasis on field activity, it is recummended
 
that each center will need a minimum of five minibuses/
 
jeeps and ten motorbikes. The purchase of other types
 
of .a.sportation vehicles, e.g., motorboats, would be
 
deemed 	apropriate when so required by the nature of
 
the transportation network.
 

*** 	 To oover 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 	library, etc.
 

*** 	 The above figure should cover tl.e cost of an initial
 
purchase of 500 to 700 volumes, including any
 
necessary shipping costs.
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9.4 	 CWT 0F ORIMTTION PANIEL8 FOR AUPATI8 WALKKOTAS 

AND 01133 KEY DiCISION NAKRFS AT TK. I AND TK. I 

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. Funds for
 

transportation between the regions and Jakarta are
 

included in the line item fi'gures.
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9. COT Or 

AMORAL 

Imis A SIiM-MII ?MIUMMG1 

TPAIING CUER TWUNI11 ItAF 

OWN FOR 

ra l Costs 

Travel betwee 
and Jaka ta 

the Regions 

*.S trainees a FV. 94.500 x 3 p. 40253,000 

4 trainers a Rp. 94,500 x 3 1,134,000 

15 resource personnel x 
10. 94,S00 x 2 ............ 2,83S5000 

Per Die for 
Personnel t 

Resource 

15 resource personnel 0 p. 
25,000 per day x 5 days each 1,175,000 

ff. 10,097,000 

Stipends 

Remuneration for Trainers a 

1,650 mn-hour of lecturing 

m. 4,000 per hour ...... 6,600,000 

eamuneration for Trainees i 

8tipend for 15 trainees at 
Pp. 1.500 per day x 270 days 6,075,000 

Revouneration 
Personnel : 

for Resource 

Stipend for 15 resouroe 
personnel @ lV. 4,000 per 
hou: x 40 hour each ....... 214000,000 

TV. 15,075,000 

Cost of Lodginv Trainees at 
)aadlaa Dkilat Center, jakarta i 

15 Fozeoos I w. 4,500 per 
day x 1JO days each ........ 8.100,000 
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Cost of Lodging Trainers 
andTYrainees in the Field t 

15 trainees # Rp. 4,500 per
 
day x 150 days oach plus
 
4 trainers @ av. 25,000 per
 
day x 150 days each ......... ip. 25,125,000
 

Support Staff for the Jakarta 
Centor : 

6 persons 0 Rp. 30,000 x 4
 
months each ............... 720,000
 

Consumable Supplies
 

9 months at I,. 300,000 per
 
)nth ..................... 2,700,000
 

it. 36,645,000
 

Rp. 61,817,000
 

ADD t 5% for Contingency ................ Rp. 3,091,000
 

TOTAL ................................... V . 64,908,000
 

(US$ 104,690)
 

Footnotes 

(1) The above breakdown of costs is based on the 
following assumptions i Mi) that by 1981/82,
 
Badan Diklat, either directly or through ZIP,
 

will assum responsibility for ti. .raining of
 

the trainers for the regional tratning centers$
 

(ii) that.the training of trainers courses will
 

be conducted by approximately four core trainers
 
supported by resource personnel from other
 
institutions (iII) 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 daerah and (iv) that, based on Badan Diklat's 

current constraints on the number of personnel it
 

can recruit as trainers per year, a maximum of 
15 participants would attend the course, which would 
be conducted annually. 

(2) Travel between the Ragions and Jakarta 
ji 94,500 represents the average cost of a round
 
trip ticket between Jakarta and points throughout
 

cover
Indonesia. Folir round trips per trainee will 

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. 
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(3) Line Items not Covered in the budget t Line items 
to cover the costs of maintainL-g he adan Diklat 
Center in Jakarta as well as to cover the cost of 

the purchase and maintenance of vehicles, the 
purchase of training aids, and the design repro­
duction of training m&terials 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 Jakarta. 
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9.6 ANIUAL COhTS FOR OPERATING ONE REGIONAL TRAINING CETER 

Travel Costs 

Travel between the Regions and Jakarta s 

10 trainers x Rp. 94,500 x 2 TV. 1,890,000 

10 resource personnel x 
Rp. 94,500 x 2 .............. 1,890,000 

Within Region Air Transportation 
Costs : 

10 trainers x Pp. 45,000 x 15 6,750,000 

70 trainees for two general 
courses x IV. 45,OGO x 2 .... 0,300,000 

20 trainees for administrative 
planning course x Pp. 45,000 x 2 1,800,000 

40 trainees for two techniques 
courses x p. 45,000 x 1 .... 1,800,000 

Per Diem for Resource Personnel t 

10 resource personnel x 
Rp. 25,000 x 5 days each .... 1,250,000 

Per Diem for Pegional 
Trainers In Jakarta: 

10 trainers x Pp. 25,000 
x 10 days each ............... 2,500,000 

Rp. 24,180,000 

Rameration for Trainers 3 

1,650 man-hours of lecturini 
0 Pp. 4,000 per hour ......... 6..600,000 

fmneratton for Trainees : 

Stipend for 70 trainees for 
the two general soirses 
1p. 1,500 per day x 270 
days each .................... 20,350.000 
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Stipend for 20 trainees for 
the ,d.inistrative planninq 
course I IV 1,500 x 130 
days each.................. TV. 5,400,000 

Stipend for 40 trainees for 
the two techniques courses 
I'. 1,500 per day x 42 days 
each ................... .... 2,520,000 

Ramuneration for Resourov 
Personnel:
 

Stipend for 10 resource 
perconnel @ FV 4,000 per 
hour x 40 man-hours each... 1,600.000 

Lodging
 

Cost of lodging 70 trainees
 
for one general course @
 
Rp 4,000 per day x 90 days 25,200,000
 

Cost of lodging 20 trainees
 
for the edministrative
 
rldnning cousae @ I 4,000
 
per day x l80 days each.... 14,400,000
 

Cost of lodging 40 trainees
 
for the techniques courses
 
SRp 4,000 per day x 42 days
 
each ........................ 6,720,000
 

Per diem for 10 trainers
 
during field activities @
 
Rp 25,000 per day x 100 days
 
each ........................ 25,000,000
 

SUBTOTAL: Cost of Personnel ............. ...
 

Other Costs
 

mintonance of Facilities @ 
VV 750,000 per month ......... P 9,000,000
 

Opo-ation and Maintenance of 
Vehicles @ rp 600,000 per 
month ...................... 7,200,000 

Consuable Supplies I
 
np 500:000 per month ...... 6.000,000
 

Material Reprodoction at 
TV 750,000 per month...... 9,000.000 

Rp 44,470,000
 

Rp 71,320,000
 

l39,70,000
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Books for Library, Subscript­
ions to Professional Journals 

p. 	 1100,000 per month ..... Rp. 1,200,000 

Rp. 32,400,00G, 

Rp.172,770,000
 

ADD 1 5% for Contingencies .............. Rp. 8,619,000
 

Total Annual Operating %:osts ............ Rp.180,989,000
 
aW=MMMWMWmmu==
 

(US$ 291,918) 

Footnotes s 

(1) The budg,,t reflects an estimate of the annual 
ongoing co.%ts of a fully-operational regional
 
training cenu!-r in accordance with the schedule
 
of acitivities re,.z--nded in Chapter V,
 
"Activities of a Prototylz Regional Training
 
Center". 

(2) It is important to note that, as the proposed 
-..ining 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 cotts for specialized training
 
as recomnded i. Chapter VI and which would be
 
contracted out by Baden Di'iat to other training
 
tnstitutions are listed in sections 9.10 and 9.7,
 
,espectively.
 

(3) Travel between the Regions and Jakarta t 
ip. 94,500 represebts the average cost of a row-d
 
trip ticket betweeb Jakarta and points throughout
 
Indonesia. In most oases, round trip air travel
 
between Jakarta and a regional trianing center
 
wtll be considerably less than Va.94,500. In the
 
ease of Bandung, for example, where travel will be
 
by train or bus over a relatively short distance,
 
the travel costs to and from Jakarta will be
 
substantiall reduced.
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(4) Within Region Air Transportatioa Costs i 

ap.45.000 represents the average cost of a round­
trip air ticket between the cities in which the
 
regional training centers are located and the
 
capitals of the provinces served by each regiona)
 
training center. In *am zaes. the rownd trip
 
travel costs between the regional trainiag center
 
and a provincial capital will be copulderably
 
more than Ir.45,O00 and in other cases will be
 
subs .antially loze than that amount.
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COST OF SPECIALIZED SUPPORTING COURSES AT INSTITUTIONS 

arH!*R TEAN RADAN DIKLAT 

This line item covers the cost of special courses of
 

BAPPEDA Tk. I and Tk. II officilao and selecteJ Badan 

Diklat personnel. The courses (see Chapter VI) would
 

bo conducted by institutions other than Badan Diklat.
 

The four-year budget projected on Chart 9.1 covers
 

tlese activities as follows:
 

1980/81:
 

One six-week course @
 
Rp. 15,000,000 + 10%
 
for inflation ......... Rp. 16,500,000
 

One six-month course @ 
RiP. 50,000,000 + 10%
 
for inflation ....... 55,000,000
 

Rp. 71,500,000
 

1981/82:
 

One six-week course @
 
Rp. 16,500,000 + 10%
 
for inflation ....... 18,150,000
 

Four six-month courses @
 
Rp. 55,000,000 + 10%
 
for inflation ......... 242,000,000
 

260,150,000
 

1982/83:
 

Same as for 1991/82 + 
. 286,165,00010% for Inflation . . . . 

1983/84:
 

Bame as for 1982/83 +
 
10% for inflation ..... 
 314,782,000
 

Total . . ............ ?V.932,597,000
 

(Us$ 1,504,188)
 

Footnotes 

fte abow costs calculated on the basi.t that the 
averagq nuer of students attending the courses 
vould be 20. 
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9.8 BADMN DIXLAT SUPPORT FOR SPECIAL GRADUATE-LEVEL 

COURSES IN REGIONAL PLANNING AT UNIVERSITIES 

This line item 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-e costs are
 

estimated at Rp. 3,000,000 per participant per year.
 

The lino item figures also allow for a lir-t*ed amount
 

of BidAn Diklat support for the operational costs of
 

the cou:scs.
 

9.9 	 IMMEDIATE SUPPORT PROGRAM FOR PARALLEL TINGKAT I
 

TRAINING COURSES
 

This line item is to support and annual series of
 

short courses in regional planning/management which
 

Badan Diklat will conduct for the benefit of Tk. II
 

planning officials as an immediate supplement to the
 

more comprehensive courses offered by the RTC&.
 

Covered in the line item figures are :
 

(1) The costs of tua two-months coirses 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
 

for BAPPEDA Tk. II officials.
20 provinces annua1 


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.
 

I.Ir 	 FOIRIGN TRAINING FOR 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 Indonesia.
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Costs (including travel) per student for each course 

are estimated at an averagb of rp. 3,720,000 (US$ 6,000). 

An the length of a foreign tr.%ining program or course 

will vary in length (from three months to two years), 

the number of officials who c4uld be studying abroad 

would also vary in accordance with the length of the 

courses selected for attendance. 

9.11 	 SOUTHEAST ASIA STUDY TOURS
 

The .udget allows for 10 officials per year to
 

participate in a two-month Southeast Asia regional
 

study tour. Cost are estimated at JV. 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 who could
 

participate in the tours .,ould vary in accordance
 

with the countries visited and the actual length of
 

the tour.
 

9.12 	 ENGLISH LANGUAGE TRAINING
 

The budget would allow for 16 Badon Diklat officials
 

from the Jakarta Office and the regional traininy
 

centers to receive 250 hours of English language
 

training each per year at an estimated cost of
 

Rp. 4,650 (US$ 7.50) per man-hour of instruction.
 

Funds budgeted for this training could have broader
 

impact if classes for groups of officials were 

arranged 

Nots 	 The budget which ia 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 iqlementatlon is set out in 

sumnry form on Chart 9.2 on the following page. 
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