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ABSTRACT

Although training techniques are just right, learning cannot happen if the experience is
not arranged properly. So, when drawing up a program of training and development, a
very important set of learning stages during a training program or development and to
provide the conditions that will sustain the performance in time. The descriptive
method is used to search the fact with proper interpretation prior to implementing
training programs, responsibility for learning and support the transfer of new
behaviors. The content of the training program should be the same as the purpose of
the lesson. Some types of learning objectives are the cognitive knowledge, technical
skills or interpersonal, effective results, and ethical behavior.
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INTRODUCTION
Activities to train, develop and promotion of the worker is very closely connected, and such
activities difficult, and perhaps impossible makes a clear distinction between those activities.
In General, training practices and the development of a company is an effort that is indeed in
deliberately to improve the performance of current and future by helping employees get the
skills, knowledge, and attitudes that are in need to become a competitive workforce(Ameh et
al,, 2016; Bauerle, Brnich, & Navoyski, 2016; R. Chen et al., 2014; Zumrah, 2015).

Typically, the training aims to improve performance in the short term and in a particular job by
enhancing the competence of employees(Dasgupta, Suar, & Singh, 2014; Tripathi & Borrion,
2016). Most of the training for the knowledge and skills the work completed in just a matter of
days. For existing employees, changes in technology, the loss of jobs in the hold, and the
rearrangement of work can create the need for new job skills. Employees may also need new
knowledge skills or because they are on the move or in promoting(Ameh et al., 2016; Kont &
Jantson, 2014). In some cases, employees require training to train back skills that not too often
they use, as it is used only for the time of emergency.

Compared to the training efforts that focus on improving the short term, the development of
activities that are intended to enhance the competence for the long term as the anticipation
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over the needs of the company in the come(Ye, Ye, & Liu, 2018). Development activities can
improve the performance in the work of someone, but that is not its primary goal(Bauerle et
al, 2016). A common approach is actually in development is to give additional tasks to
employees.

To enter a new job all employees must initially know the ins and outs. Through socialization or
onboarding of new employees learn and see how work is done in a new environment(Dasgupta
et al., 2014; Pomohaci, 2016; Wang, Lin, & Tsay, 2016), including jobs that are not written in
the policy or procedure book. Efforts to socialize employees usually occur during initial
acceptance, but activities in mergers and acquisitions in companies or other major changes can
also encourage socialization efforts.

When the target training is improving the performance of the work, the training should be
designed with the use of information regarding job analysi of what is needed to do the
job(Diaz-Vilela et al., 2015; FLOREA & MIHAI, 2017). If the goal is to develop employees for
promotion and progress in the days to come(Wang et al., 2016), then its activities must be
suitable with the selection criteria to be used when receiving an employee in a higher position.
If the goal of training is to create a culture change, it might be appropriate in linking
performance evaluation and award on completion of the training.

Altogether, the job analysis and competency model to determine the tasks that are performed
in an occupation and competence required for effective job performance(Fraser-Arnott, 2017;
Grambow et al., 2017). Such information shall be the basis for the design of a training program
ongoing to improve the performance of the work.

Training and development activities can be very expensive, takes time and money. Most of the
expenses caused by employees who left his job and follow the training activity(Bauerle et al.,
2016; FLOREA & MIHAI, 2017; Wang et al., 2016). Perhaps the most important role of top
executives is recognizing the value of training and investment in support of such activities.
When a company starts to hold a philosophy of learning and continuous improvement(Badura
et al, 2016; FLOREA & MIHAIL, 2017; Rangriz & Pashootanizadeh, 2014), the more active
participation in the preparation and delivery of training system of the company conducted by
all companies is considered as an important and necessary.

DETERMINE THE GOALS OF LEARNING
Training program or development must have the same content as the lesson objectives. The
General learning objectives usually include improved cognitive knowledge, develop skills,

Affective response influence, and encourage ethical behavior(Marlos Varonis, 2014; Wang et
al,, 2016).

Cognitive Knowledge

Cognitive knowledge includes information that is owned by the employees, the way they
operate such information, and their strategy for using the information(Astakhova, 2017;
Ibenne, Simeonova, & Harrison, 2017). These components are the kind of cognitive knowledge
that try to overcome by companies through the training system.

Orientation program gives a short description to the employees about the benefits of the
program and the options, inform about rules and regulations, as well as explaining the policies
and practices of the company. This orientation programs inform new employees about the
practices of the same job opportunities, safety, regulation of working time, rest time,
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composition as well as the history of the company, and possible product service
companies(Atitumpong & Badir, 2018; Kang & Sung, 2017).

Training programs designed to improve basic skills deficiencies in grammar, mathematics,
safety, reading, listening, and writing is still considered important for many companies
today(Adjei & Mensah, 2016). In particular, Total Quality Management (TQM) requires that the
basic statistical knowledge of mathematics is still not controlled by the many graduates from
high school. Many graduates of vocational high schools which still have deficiencies in these
basic skills(G. R. Oliver, Lynch, Chadwick, Santini, & Wilson, 2016; Ray, Milston, Doherty, &
Crean, 2017; Wongnaa & Boachie, 2018).

The officers are being tried or are currently holding managerial positions may require
knowledge of the structure of the company, the products, and services of the company, the
company's business strategy, as well as the changing conditions in the work environment. Most
of these types of knowledge learned through the granting of employment standards(Koch &
Fritz, 2013; Nissim & De Vries, 2014) and development while learning experiences, such as
working in the task force(Chukwuere, 2018; Sofiadin, 2014).

Skills

Skills-based learning usually involves practices behaviors that are expected, as the behavior
demonstrated technical skills, interpersonal, or language(Anwaruddin, 2015; Heaysman &
Tubin, 2018). Because of rapid changes in technology and the nature of the work(Kruse &
Wilcox, 2015), as well as the use of an automatic Office, industrial, and managerial systems(Lin,
2005), update technology and the creation of skills being the main boost in training.

Skills in communication, conduct a performance assessment, team building, leadership,
leadership(Fong et al.,, 2010; Gupta, Mehta, & Sagar, 2015), and negotiation are increasingly
needed. The development of interpersonal skills is vital for managers and middle-and lower-
level employees who have a direct relationship with the community(Hall & Hall, 2009; van Dyk
& Fourie, 2012).

Affective outcomes

When the desired result from socialization experience, training, or development is a change in
motivation, attitudes, or values, learning objectives are Affective outcomes(Lee, Lim, & Ng,
2008; Marjoribanks, 2006; Tomazi¢, Hummel, Schrenk, Rupnik, & Randler, 2018). Training
programs designed to enhance emotional intelligence officer is another example of efforts
targeting Affective outcomes. emotional intelligence is the introduction and setting the
emotions in oneself and others. This intelligence includes self-awareness, self-management,
social awareness, and relationship management(Dewaele, 2019; Jan & Anwar, 2019). One of
the goals of the training emotional intelligence is taught techniques to deal with emotions in
the workplace to employees.

SELECT THE FORMAT OF THE PROGRAM

On the Job

On the Job (OJT) takes place when employees learn about their work under direct domination.
Trainees learn by observing experienced employees and work with materials, workers, or the
actual machinery that underlies the work. An experienced officer is expected to coach can give
a good example and set aside time from regular job responsibilities to provide instruction and
guidance associated with the job. If the trainer is working in the same field, then the
participants will receive feedback regarding performance directly. As described at the

Copyright © Society for Science and Education, United Kingdom 3



Darmawi, A., Darsono., Kartono, D. T., & Anantanyu, S. (2019). Educational Model Study to Train and Develop Competitive Workers, Based on
Learning Objectives. Advances in Social Sciences Research Journal, 6(5) 1-14.

beginning of this chapter, OJT is very important to develop the skills of employees that work in
any field(Grover & Miller, 2019; Smith, 2002).

One of the advantages of this training was to transfer his training level is high(Komulainen &
Sannerud, 2018). Because the participants learn the skills in an environment where they will
really work, they are ready to apply these skills in the improvements. On-site training, however
not appropriate when only a handful of employees who must be trained and when the
consequences of his ways. Furthermore, the quality of training depends on the ability of
managers(Seyfried & Pohlenz, 2018) or employees who administer it. OJT will be effective if
designed carefully and considered to be a formal process for managing the performance of the
work.

On-Site, but not the OJT

When the consequences of his error are high, usually fit better perform training off the job.
Onsite training work indirectly on the job is very appropriate for the programs that are
required after hours and programs in which the contact should be maintained with a work
unit, but OJT will be disturbing or dangerous. Training is also suitable for voluntary
programs(Lukuyu, Place, Franzel, & Kiptot, 2012; Thompson & Russell, 2017) after hours and
programs that update the competence(Tomozeiu & Kumpulainen, 2016) of employees while
still allowing them to perform his normal duties.

Off-Site

training outside the company would be appropriate when an elaborate competence should be
controlled(Forsblom, Negrini, Gurtner, & Schumann, 2016) or when employees must focus on
the particular interpersonal competence(Wubbels, Brok, Veldman, & Van Tartwijk, 2006) does
not appear evident in the ordinary working environment. Teamwork difficult ECE management
was built if all team members continue to feel disturbed by call phone and subordinates. The
team will be more easily in the wake time of retreat when all team members have the time to
focus on the establishment of the relationship.

One disadvantage is the cost of this training is relatively high(Jung* 2005). The cause for
concern is the knowledge that is acquired outside of work cannot be transferred to the
working environment. The problem of diversion of whether employees are ready to apply the
knowledge and skills that have been studied training is one of the most important
considerations when selecting a training format. Research shows that the training
environment is different from the actual working environment. Therefore, participants will not
be able to apply what they have learned in their work.

MAXIMIZE LEARNING

Set The Stage Of Learning

Before carrying out the training program, the coach or manager must consider how
information will be presented. In addition, they should consider beliefs about competence
training for specific tasks(Sanli, Ennis, Brown, & Carnahan, 2018). To perform as expected,
employees need to know what to expect(Gorgievski, Bakker, & Schaufeli, 2010). Clear
instructions will form the right behavior expectations. Training expectations should be stated
in specific terms(Daszuta & Ghosh, 2018). The conditions under which the performance
expected or unexpected must be identified, in line with the behavior that will be on a show. To
set the desired performance stages, a gift set in advance because the performance as expected
could be appropriate. The trainee will be more motivated if they know that a good
performance can bring positive reinforcement(Rasmussen, Voelker, & Eliasmith, 2017).
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To perform as expected, employees need to know what to expect. Clear instructions will form
the right behavior expectations. Training expectations should be stated in specific terms. The
conditions under which the performance expected or unexpected must be identified, in line
with the behavior that will be on a show. To set the desired performance stages, a gift set in
advance because the performance as expected could be appropriate. The trainee will be more
motivated if they know that a good performance can bring positive reinforcement(Martinez,
2014; Van Looy & Goegebeur, 2007).

Although the instructions were clear, expected behavior may still not happen if participants do
not know how to carry out those instructions. This problem can be overcome by the behavior
that would explain the behavior that will be studied to the trainee with a model that provides a
visual demonstration of expected behavior(Hubert, Vrij, Horselenberg, van Koppen, & Adams-
Quackenbush, 2019; McCarley et al., 2006), allowing trainees to imitate the behavior, and
giving criticism. The important thing is to demonstrate to employees what to do before asking
them to do it. So the model must not only show how to achieve the desired results but also how
to overcome obstacles.

Enhance Learning During Training

Although employees should be responsible for their own analytical study, companies can do
many things to help them. Employees work better if they are actively involved in the learning
process(Field, 2011; Poell & Van Der Krogt, 2017). The company's assistance in this field can
range from encouraging active participation in class discussions to help order the program that
will assist managers in major strategic changes. Points to the importance of the individual in a
learning associate are. Through active participation(Moyo, 2014), individuals remain more
vigilant(van der Post, de Weerd, Verbrugge, & Hemelrijk, 2013) and are more confident(Chua,
Hannula, & Ranganath, 2012; Whiteside, Garrett Dikkers, & Lewis, 2017).

If the employee still lamenting its shortcomings, then difficulties others will look even more
weight and looks. If the training fails to validate the experience of fear over failure, participants
will feel less threatened and will further develop a sense of mastery. To assist in the mastery,
the coach must compose the subject matter(Scott, Cortina, & Carlisle, 2012) so that trainees
experience a success(Sack, 2012). Although it can be very easy for simple tasks, it also can be
very difficult if his duties complicated. The solution was to classify tasks, establish behavioural,
and goal setting. Its task is to divide a complex task into component parts that are smaller or
simpler. The formation behavior of utilizing the estimate closer to the expected behaviours,
which when learning how to do the interview, the manager selection can be assisted to make
eye contact and develop questions circumstantial. Man in the middle or proximal goal setting
also increases the perception of mastery. Proximal goal itself is projected specifications meet
deadlines.

For those who master the new concepts and gain new competencies(Covarrubias Venegas &
Thill, 2015), they should get accurate diagnosis feedback about their performance(Flores,
Liew, Miner, Bench, & Lench, 2015). Criticism or input can be assigned to supervisors, co-
workers, customers, computer, or the person doing the work. Criticism or feedback should be
specific(Marlow, 2016), timely, based on behavior and not the personalities, as well as
practical(Lam, 2017). If there is a lack of rendering performance, such criticism must be also
Diagnostics and pilot instruction or to work better.

The purpose of skills training is to ensure that the behavior is not only expected to happen
once, but consistently. Consistency will happen when trainees are able to practice and improve
standards of performance(Bennett, Tognolini, & Pickering, 2012; Copella & Sireci, 2013). Even
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mental practices can also improve performance. However, because of the wrong behavior of
practicing a very disturbing, employees should get criticism specifically about his
mistakes(Lewinski, 2017) to ensure that they only practice the proper behavior.

Maintain Performance After Training

After providing socialization, training, and development experience to the employees, the work
environment must support the transfer of new behaviors(Wolff, 2015) to the workers and
maintain it. The use of goals and strengthening can increase performance after training(Masset
& Haddad, 2015).

The absence of specific and measurable goals(Richey, Bernacki, Belenky, & Nokes-Malach,
2018), employees have little basis for judging what they do. The specific purpose of
performance after the training should be challenging, but not too hard so that it still can be
accomplished. These goals also should not be set too early in the learning process. The
development of specific action plans is one approach to goal setting that links what has been
learned with the approach of the time.

Learn new behavior can be difficult(Wang et al, 2016) and dangerous. To ensure that
participants continue to demonstrate the skills they have learned, the behavior must be
strengthened. Reinforcement is a consequence that follows the behavior(Charles Catania,
2017). Reinforcement can be positive (for example, praise and financial rewards) or negative,
but the consequences must be in accordance with the performance. Supervisors and co-
workers can be taught to solidify the changes expected. If a supervisor or co-worker gave a
positive response toward positive changes in behavior(Cohn & Fredrickson, 2010; Erlandsson,
Nilsson, & Vastfjill, 2018), then the frequency behavior of the new show will increase.

Because the other person is not always may strengthen one's individual workers, the long-
term goal should be to teach employees how to set their goals and carry out the reinforcement
of their own. When creating an incentive for self-efforts(Jeffrey & Adomdza, 2011), employees
are able to create appropriate self-satisfaction with its performance. The challenge is ensuring
that the same objectives with the objectives of the company thus creating self-management(De
Vos, Dewettinck, & Buyens, 2009).

STRATEGIC TRAINING AND DEVELOPMENT OF EDUCATIONAL PROGRAMS

It is important to improve training and development by an institution be it industrial
corporations, educational institutions or other Community institutions so that the existence of
training and development is able to improve the performance of creative will implies
institutional reputation(Olokundun et al., 2018). However, most importantly, training and
development will enhance the ability of the community in this program participants and
community participants to obtain the necessary information, guidance, and support needed to
learn, survive, graduation, and achieve their aspirations.

A training and development program has been established as a form of training is commonly
used in the development of corporate identity ranging from employee performance appraisal
process. The different academic approach, starting from the observation of the company with
respect to the lack of competence of the graduates at the time the employee recruitment
process. The Corporation indicated that training and development program as an alternative
form of education in academics to get the desired competencies(Marinescu & Toma, 2013).
Training to become a very valuable way to collect information, knowledge, and guidance
towards action. The challenge is so complex to force corporations and educational institutions
in this regard, community college programs to adapt to the realities of the industrial world are
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currently cooperating, and that’s why training must be extra important to modern educational
programs along with an internship at a company.

Adequate education and training needed to prepare employees entering the work
environment particularly in the era of digitalization that advanced quickly. The factories
engaged in manufacturing should be able to offer the appropriate environmental conditions to
combine theoretical learning and practical application for new employees(Anton & Shikov,
2018; Gorke, Bellmann, Busch, & Nyhuis, 2017) or the old employees in adding his
ability(Connor, 2010), therefore the bid or the Corporation is required to deliver the
knowledge and skills(Payne, 2008) of the Industry in accordance with the latest technological
advances. The training provided should include the relevant elements needed by employees of
new or old in the travel help industry find solutions manual to automatic very good.

Training and development with the use of a dual system is an innovative model(Lewis, 2007),
this model is intended to combine as well as instilling an understanding between theoretical
and practical education centers, collaboration between the companies and institutions adapted
to the needs of the ability and competence of the community in entering the world of work. The
participants of the training programs and the development of a dual system have the
opportunity(Juul & Jgrgensen, 2011) to learn in a real environment more real in the company,
promoting the conceptual and procedural training programs given to improve the ability of
pedagogy in entering the world of work in the real industry.

Training and development corporations to Community competence and community skills, with
instilling an understanding between theoretical and practical education centers, community
development programs is the collaboration between companies and institutions adapted to the
needs of the industry will enter the workforce capability in desperate need of skill and
competence(Soakell-Ho & Myers, 2011; Wademan, Spuches, & Doughty, 2010).

STRATEGIC TRAINING AND DEVELOPMENT OF STAKEHOLDER PARTICIPATION
Community development must be with the involvement of the community itself, community
involvement is a major component of Corporate Social Responsibility (CSR)(Boadi, He, Darko,
& Abrokwah, 2018). This can be achieved through philanthropy, as well as development
projects and social investment. Community training and development requires a better
understanding of various community expectations and allows citizens to become more
involved in the decision-making process(Breeman, Termeer, & Lieshout, 2013). Community
involvement and development(Kumazawa & Nakamura, 2010) can be improved by paying
attention to social licenses to operate and by adopting a more proactive approach.

Training and development in a community are useful contextually and effectively in evaluating
educational programs carried out by an institution, where the results of this training program
are to handle the availability of human resources to be placed in companies and the most
important is ensuring that there is involvement of all stakeholders in the program prepared.
The use of the community readiness model to develop and evaluate training programs will get:
(1) increasing overall awareness, (2) increasing the dimension of knowledge, (3) having
leadership, (4) knowing the problems faced and (5) knowing barriers, leadership, and
motivation.

Community involvement for sustainable development must ensure the involvement of the
community itself, where community involvement is community participation as a development
stakeholder. Factors that influence community-based development management(P. Chen, Lee,
Lin, & Zhang, 2016) include the knowledge of the community about the environment, the
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motivation to be involved in development, the perceived economic impact, the perception of
social and cultural impacts and positive community participation.

A work environment that increasingly requires technological mastery and is more competitive
in the economic field requires that people who will enter the workforce, especially in industry,
have appropriate understanding, skills and technical knowledge. The strategic role of training
and development for new employees or old employees is to prepare the community to be able
to have the required competencies, knowledge and skills. The rationale for policy interests in
career development services for old employees or prospective new workers(Kornblum, Unger,
& Grote, 2018) with the current transformation in work and career that requires the attention
of all stakeholders. The structure and process is needed to bring together career development
practitioners with policymakers and the interests of other stakeholders to handle tasks of
common concern.

The development of knowledge about technology by optimizing project management through
special training for all stakeholders will determine significantly the quality of managers, the
ability to manage and support of top management in technology development. Where the three
factors have a very significant influence on training and project development. The main
objective of the training and development program is to harmonize employee expertise with
organizational goals. Organizations can achieve desired goals only when employees are able to
transfer the skills learned at work. The stakeholders must manage training programs
effectively. The transfer of knowledge and competencies obtained in training must be
maximized, this will be realized when the trainees have social support, high performance, and
good motivation. Stakeholders are important for the training transfer process, such as student
readiness, trainee reaction, and training retention.

STRATEGIC TRAINING AND DEVELOPMENT TOWARDS COMMUNITY EMPOWERMENT
Trainers and employee development should not only provide skills to old employees or
prospective new workers but also the most important thing is to be able to improve their
competencies(Tsai, 2015) to solve problems when working in the industry, so with training
and development, these employees will take part in community college programs. Demanded
to be able to understand and be able to work in accordance with the targets provided by the
industry based on their capabilities(]. J. Oliver, 2017). The success of an industrial corporation
depends on how competitive employees can produce goods for customer satisfaction with
competitive prices and giving time. Furthermore, the manufacturing process has a number of
steps to ensure that the product conforms to the requirements that always change customers.

Learning to the community must be seen as a supportive capacity for the realization and
management of community empowerment programs(Cho & De Moya, 2016; Lawson, 2005),
and used as program development in the future. Whereas the role of the community as a target
can be seen in the level of community participation in participating in various programs
related to improving their skills, abilities, and quality so that they can improve the social
welfare of the poor in the area to be more empowered. Training and development carried out
by industrial corporations(Gospel & Edwards, 2012; Kim, 2005), is a type of non-formal
education which is not only for building previous formal education from a small proportion of
its citizens but more specifically to increase the economic and social level of most of its
citizens.

The influence of training and development on the empowerment of people who have a weak
economic background, so that life skills acquired from the training are only limited to
experience and have not reached the level of improving community welfare. The education and
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training programs to empower the community in the form of non-formal activities carried out
by corporations have not been able to increase people's income, especially to the level of their
welfare.
CONCLUSION

Regardless of the method used, the content of training and development activities must be
designed to maximize learning. The principles that must be considered are clear instructions,
such as appropriate behavior, active participation, reinforcement, criticism or input. An
examination of the work environment is also important to ensure that new behavior will be
maintained by setting goals for subsequent performance and ensuring that improvements in
work are strengthened again.
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