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Project Objectives and Inputs
 

The In-Country Management Development Project (ICMD) was designed to
strengthen the capacity of 
the Government of Indonesia (GOI) to 
implement

regional rural development activities by improving the managerial

effectiveness of the 
Department of Public Works and 
 the Depertment of
Manpower & Transmigration. 
Due to a change of Government policy, the
Department of Maapower & Transmigration was split into two departments,Department of Manpower and Department of Transmigration. during the second year
of the Project (LOP 1982-1986).
 

The in-Country Management Development project was an extension of the two
earlier management training projects, PRD I and PRD II. However, ICMD
focused on the in-country management training for GOI staff and expanded the 
management training to the short term overseas training as part of the TOTcourse, whereas the previous two projects focused on both in-country and
 
overseas training.
 

At the start of the Project the COI recognized the need to upgrade itsadministrative capacities through pre-service and in-service training of bothcentral and regional administrators and undertook a variety of trainingprograms toward this end. Because previous training programs were not assuccessfuil as 
desired, GOI leaders expressed frustration with the sizeable
number of personnel who had received professional training in administration
and management, 
but who were 
unable to effect Improvements in their
 
organizational units. There was also a strong stated need to insure that
current management skills reflect the present state of the art. The need for

this type of training was further emphasized by the inability of
government to maximize the u ilization of the resources 

the 
provided by externaldoaors, which caused the implementation of activities to fall behind schedule. 

Project funds allocated by the GOI and AID to accomplish these objectiveswere valued at ,,5, 15, • A[D financial inputs mettotalling $2,562,415.83
the expenses of two U.S. technical advisors for the departments of PublicWorks, Manpower & "'rn.m;::, grahlon, two short term consultants, short termoverse.a; s- t LCI., : l:-.:ng for management trainers and teaching materialsand aids and various -,ountny training workshops conducted for departmental
(head quart rs and provincial) staff. 

Due to shortfalls in counterpart funds during the Project LOP, a totalapprox:imately U10),000 of 
was de-obligated and 
re-obligated to 
GPT-II project inFY86/87. Tien ag', fo, after the PACD and TDD an amount of 3611,000 was stillunused and w.s 
a i.so d e uili .,<gated Subsequent deobLigation of $16,585 makesthe total dbl Lga 1,n under this project to $1,437,584.17. Total AID
 

e::penditures uindr t.a p)roject amounted to t2,562,&.5.83.
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Final Status/Outputs
 

Over the life of the project ICMD financed 41 instructors who were trained
overseas in management skills and theory (24 from Public Works and 17 from
Manpower & Transmigration) for a 3-5 month period, a new cadre of 107
instructors trained in-country by 
the 	41 overseas trained instructors, and
three-phase management training for echelon II, III, IV staff and projectmanagers. Approximately tl45,000 was 
spent for computer hardware and
software, photocopy equipment, vehicles and other related training materials

for 	al three departments.
 

During 
 the 	life of project, approximately 300 	worskshops (GSS, PMC, MC,TOT) were carried out by 
the three ministries. The training activities covered
four stages of achievements as follows:
 

General Seminar Series 
(GSS), 
a course to increase skills and
knowledge of management in general. 
 Communication, Problem Solving
and 	Management by Objectives topics were 
included in this course.
 

Project Management Course (PMC), 
a training course that was
designed to be conducted for a particular project (on request),
concentrating 
on 
training policy recommended by each ministry

involved.
 

Maintenance Course (MC), after each GSS 
or PMC, a maintenance
 
course 
is needed to follow up on 
the previous introductory courses.
 
Training of Trainers (TOT), this course was considered necessary
due 	to 
the the fact that the resources (trainer) were not 	 enough toblanket all the personnel within each ministry. 

Accomplishme:tg 

- 41 overseas trained management instructors for department of Public Works
(24), Manpower (10) and Transmigration (7).
 
-	 A management group of 24 trainers was formed within the Dept. of PublicWorks. The activities of this group are 	 now well known among theEducational and 	 Training centers throughout the country. 

- Video progr::i, on management behaviour and skills within the 	 GOI wereproduced by the Dept. of Transmigration and 	 copies were provided to theother depart:01nts within'the project. 

Lessons Learned
 

Although management training is an important tool to organizationalimprovement, 
it Is not sufficient in itselfimprovements. 	 to cause institutionalAs a result, the project ac:i.eved minimal progress in meetingits 	objectives. O)t.her important factor.s A'ioh appears to hinder institutional 
improvements reldted to management trainm!v are:: 

a. lack of support from the hmgh.r ]',vel leadership, se tien of thetrainer;/participants did 	 not g st;ufficient support or 	 L'vulvement
from h1gh level officials 
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b. 	 lack of participation from staff in efforts to improve effectiveness
 
or 
efficiency within the organization (critical mass)
 

c. 
 too much concern with the numbers of people trained (quantity" rather
 
than 	quality of people chosen
 

d. 
 lack 	of follow-up with the course participants to assist them in
integrating newly learned skills into their daily work
 

A high rate of innov'tion and application of new management technology was
exerted within each training Center by 
the teams of instructors. In spite of
these improvements deficiencies in communications and relationships remained
between course 
participants and Eheir supervisors. 
 Similar problems developed
between the Training Centers themselves and high level officials. In part,
this 
was due to exagerated expectations of institutional performance 
or
improvement that were generated in program.the When these expectations werenot 
immediately realized, the programs and the instructors lost their
 
credibility. 
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