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Abstract: Program management is now a widely used approach to bring about the planned change and is used to implement a 
strategy. This study aims to observe the condition of the management of the training program at the Vocational Training 
Center in Subang Regency. This research approach uses a descriptive qualitative approach. There were 4 subjects in the study, 
consisting of 1 principal and 3 instructors. Data collection through documentation analysis techniques, interviews, and 
observation. Data analysis through the stages of data collection, data reduction, data presentation, and concluding. Based on 
the results of the research, it was concluded that planning is related to the identification of industrial needs for human 
resources with certain competency abilities and the determination of program objectives and learning objectives or the 
curriculum of each training program. Organizing training programs involves all parties to prepare training programs according 
to their respective duties. Organization of facilities and infrastructure is carried out to identify availability and readiness for 
use. The mobilization stage is in the form of preparation from the initial recruitment of training participants by predetermined 
conditions to the implementation of the learning process. Coaching functions to supervise and control the course of the 
learning process so that it continues to run according to the goals that have been set. The development of training programs is 
carried out to improve and perfect the previous training programs. Thus, it can improve the implementation of further training 
programs. 
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INTRODUCTION 
The organizational challenge of human resource development is  effective program management to 

plan and implement programs that will deliver sustainable value (Steinfort, 2017). Natural resource 

management increasingly involves a form of social organization widely known as community, which can take 
many forms from place-based groups, government agencies,  to interest-based alliances (Blaikie, 2006; Ojha 

et al., 2016). The development of human resources in the community must refer to the spirit of education in 
the scope of non-formal education (NFE) which can be done through various forms of programs.  NFE is an 

organized and planned educational service outside formal education (Wulandari & Ilyas, 2015). NFE 
programs have the same importance as other programs in development (Hidayat, 2016; Franquesa-Soler et 

al., 2022). One form of NFE in human resource development is training programs (Apriani & Suminar, 2015).  

Trainingis an activity to transfer and or acquire knowledge, skills and abilities (Kavita, 2007; Tight, 
2012). Program pelatihan berlangsung dalam waktu singkat dan berdasar kepada kebutuhan belajar individu 

The training program takes place in a short time and is based on individual learning needs Non-formal 
education as mandated in Law Number 20 of 2003 article 26 paragraph 3,  it is outlined that non-formal 

education includes life skills education, early childhood education, youth education, women's empowerment 

education, literacy education, skills education and job training, equality education, and other education that  
aimed at developing the ability of students (Republik Indonesia, 2003). Training activities aim so that 

individuals as human resources can develop their knowledge and competence. According to Beardwell et al. 
(2004) states that training is a planned activity to be able to change attitudes, knowledge, skills and abilities 

based on experience in order to obtain effective performance in a particular activity. Training is one of the 
processes for those who need additional knowledge or knowledge that supports the individual to get a job or 

improve the quality of human resources for industrial needs. 

https://journal.unnes.ac.id/journals/jnfc
https://www.ikapenfi.net/
https://journal.unnes.ac.id/journals/jnfc
mailto:1710631040001@student.unsika.ac.id
https://doi.org/10.15294/pls.v6i1.47095


 
Journal of Nonformal Education and Community Empowerment, 2022, 6(1), 10-15 

 
 

11 
 

According to Beardwell et al. (2004) states thatmanagement is a series of activities (planning and 

decision making, organizing, leadership, controlling) directed at organizational resources (human, financial, 

physical, and information) with a view to achieving organizational goals effectively and efficiently. 
Management of extramural education programs is defined as activities together, individually and in groups 

effectively and efficiently to implement a program that is in accordance with the needs, objectives and 
beneficial to students. The functions of program management according to Sudjana (2007) consist of 

planning; organizing; mobilizing; coaching; assessment, and development.  
As stated in the regulation of the Minister of Manpower and Transmigration of the Republic of 

Indonesia Number 7 of 2012 article 1, the Vocational Training Center (BLK) is a place for the holding of a job 

training  process for training participants so that they are able and master a certain type and level of work 
competence to equip themselves to enter the job market and/or independent businesses as well as a training 

place to increase their work productivity  so as to improve its welfare (Minister of Manpower and 
Transmigration, 2010). BLK Subang Regency was formed into a Technical Implementation Unit of the Service 

based on Regent Decree Number 17 of 2018, dated January 29, 2018. BLK Subang Regency was formed 

based on Regent Decree Number 17 of 2018 (Pemerintah Kabupaten Subang, 2018). The position of the job 
training institution which was originally under the responsibility of the Central Manpower Department shifted 

to the responsibility of the Regional Government, in this case the Regional Government of Subang Regency. 
Based on the background and results of problem identification, the focus of this research is on the 

management of BLK training programs in Subang Regency. The purpose of this study is to describe the 

management of BLK training programs in Subang Regency. 
 

METHODS 
This study seeks to investigate descriptively focused on solving problems that exist in the present. 

Descriptive methods in qualitative research aim to explain the picture or describe, analyze the results 

obtained during the research process (Koh & Owen, 2000). The use of  qualitative descriptive approach is 
used to describe the management of BLK more clearly, in detail and obtain in-depth data in BLK Subang 

Regency (Kim et al., 2017). Hisresearch project is one Head of BLK Administration and one Instructor. 
Researchers selected research subjects based on their capabilities to describe the condition of BLK 

management in Subang Regency. The data collection methods in this study were open interviews and 

observations. Observation aims to make researchers get more complete and accurate data directly. The 
observations made by the researchers also directly observed the physical condition of BLK and things that 

were not revealed through interviews. While the type of interview used in this study is a type of open 
interview where the questions asked are unlimited and unbound. Researchers conduct direct interviews with 

selected sources in the field after making observations. Data analysis using interactive model techniques 
from Miles et al. (2013) consisting of; data collection, data reduction, data presentation and conclusions. 

 

RESULT AND DISCUSSION 
Training Program Planning 

The first step before implementing the training program, BLK Subang Regency carried out learning 
planning, namely identifying industrial needs in Subang Regency. The determination of training programs to 

be implemented at BLK is the result of an analysis of industrial needs or labor needs, agriculture, commerce 

in the Subang Regency area. Furthermore, after obtaining the data, BLK will determine the priority scale of 
what programs will be implemented by considering the existing carrying capacity conditions.  The 

identification of external needs causes training programs run by BLK Subang Regency to be expected to 
produce human resources that are directly absorbed by industry. This causes the training programs 

implemented by BLK to change every period. This idea is very effective to increase competent human 

resources and in line with industry needs. 
In addition to planning learning for trainees to be ready to work, BLK Subang Regency also 

implements its Vision to prepare trainees to become entrepreneurs. In the first week of the training, students 
were provided with an understanding of their rights as employees. Meanwhile, in the last week of the 

training, trainees are prepared to become entrepreneurs. Based on the results of the analysis, it can be 
stated that the planning of training programs in BLK Subang Regency is a fundamental factor that can 

determine the overall direction of training implementation in BLK.  The planning of the training program at 

BLK Subang was in fact really well planned.  A set of objectives, activities, and structures are suggested for a 
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decentralized and distinct planning process for non-formal education at national, regional, and program 
levels (Somantri, 2021). 

 

Program Organizing 
The organization of training programs at BLK Subang is carried out before the implementation of 

training activities. The first stage of organizing after determining the programs or departments to be 

implemented is determining Human Resources or instructors. In each training program, BLK Subang provides 

two instructors. Instructors can come from Subang Regency or come from the area around Subang Regency. 
The next stage, the committee and instructors jointly condition the facilities & infrastructure available 

at BLK. This is to ensure what facilities and infrastructure are still available after the implementation of 
training in the previous period. The last stage after conditioning, facilities and infrastructure that are not yet 

available are proposed for procurement. The application is submitted to the Subang Regency Manpower 
Office.  Each section in BLK has its own duties and functions. In organizing the training program in BLK 

Subang Regency, BLK is managed by the leadership of the Head of the Technical Implementation Office and 

the Head of the Sub-Division of Administration of BLK Subang Regency to regulate the management of BLK. 
Furthermore, it is carried out and developed by executors and functional position groups to achieve the 

planned goals. 
Organizing is the activity of identifying and integrating the necessary resources into activities to be 

carried out in achieving predetermined goals (Wahyuningtyas et al., 2012a). Several critical planning issues 

are examined in the context of four different categories of non-formal education activities: school-based 
learning centers, non-formal youth programs, adult basic education and community development, and 

vocational skills training (Goldratt & Cohen, 2016). 
 

Training Program Mobilization 
Wahyuningtyas et al., (2012b) stated that the function of mobilization is to realize a high level of 

appearance and participation of each implementer involved in activities to achieve the set goals.  The training 

at UPTD BLK in Subang Regency was held for 24 meetings and took place on Monday-Friday at 09.00-17.00 
WIB. The training participants in each class are a maximum of 20 participants aged 17 years and over from 

the group of high school graduates who have not found a job or the general public who want to add skills to 
improve their welfare. Teaching staff in training activities come from functional positions at UPTD BLK 

Subang Regency and from external parties who are experts in their fields. 

The implementation of learning in training programs is based on the curriculum that has been 
determined at the planning stage (Besley et al., 2015). The results showed that the implementation of 

learning was in accordance with the existing curriculum. Activities are carried out in stages starting from 
providing material in the form of 30% theoretical content in the form of understanding the rights and 

obligations of an employee, basic theories of entrepreneurship and basic theories of each department during 
the first week of learning. Furthermore, the instructor guides the trainees to carry out material in the form of 

70% of the direct practice content in class. 

 

Training Program Coaching 
Coaching activities on the implementation of training programs in BLK Subang Regency are carried out 

in two ways, namely a direct approach and an indirect approach.  A direct approach is taken by the manager 

to the organizers and implementers of extramural education programs or activities. An indirect approach is 
taken through staff or other parties related to the duties of the organizers and implementers. 

The direct approach in coaching training programs is carried out by the manager or in the case of BLK, 

coaching is directly carried out by the head of the administrative subdivision to the implementer of activities, 
namely functional position groups. Supervision is reviewed by the head of the administrative sub-division of 

BLK Subang directly and periodically to monitor the smooth implementation of training in accordance with 
the planned objectives. Based on field analysis, direct supervision that is carried out regularly can maximize 

activities and improve things that are not optimal in their implementation.  

An indirect approach in coaching training programs is carried out by functional groups in BLK Subang 
Regency. Coaching by functional position groups, especially instructors and people directly involved in the 

implementation of training programs, is carried out every learning meeting. Matters that cannot be 
supervised by the manager directly at any time are still carried out through staff related to the duties of the 

organizer and the implementation of the training program. In other words, all training activities are carried 
out under the supervision and guidance of all parties, both managers and implementers of activities.  

Coaching is a process or development that includes a sequence of understanding, starting with establishing, 
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growing, maintaining the growth accompanied by efforts to improve, perfect and develop it (Irawati, 2018; 

Dostie, 2018). 

 

 
Training Program Assessment 

Assessment relates to the activities of collecting, processing and presenting information to be used as 

input in decision making. Assessment objectives may include; (a) the overall management function, from 
planning to development; (b) all components, processes, outcomes and influences of an extramural 

education program (Salas et al., 2012; Diamantidis & Chatzoglou, 2014; Ngadi & Anu, 2020). 
The assessment of training programs in BLK Subang Regency is carried out on an ongoing basis 

starting from the planning stage to development. Assessment is carried out to determine the achievement of 

learning outcomes with predetermined goals. Assessment of the learning outcomes of trainees is carried out 
at the end of the program in the form of competency exams and reports on the results of practical 

examinations from each department. Based on the evaluation, participants are said to pass if the results of 
the competency and practice exams achieve learning objectives. In addition to the final evaluation of the 

trainees, the assessment is carried out on the process of learning activities to be in accordance with the plan. 

Thus, deviations from the learning plan will be resolved quickly. Assessment has a role to collect data and 
present information about training programs to improve and develop programs. The assessment phase is 

also carried out on instructors, program implementers and program managers. After the training program in 
BLK Subang Regency is completed, the functional position group is required to make a final report on the 

training program that has been implemented. This is useful for the development of further training programs. 
 

Training Program Development 
Development is carried out after the training and evaluation program is completed. The development 

of training programs is intended to improve and refine previous programs (Saks & Burke-Smalley, 2014). 

Meanwhile, development is defined as an effort to expand or realize potentials, bringing a state in stages to a 
more complete, bigger, or better state. Advancing something from earlier to later or from simple to more 

complex stages of change (Witarsa, 2015; Rahargo & Jannah, 2020). Based on the explanation above, it can 
be said that development is an effort by the managers and organizers of training programs in BLK in Subang 

Regency to improve and bring BLK to the expected conditions in BLK in Subang Regency to improve and 

bring BLK to the expected conditions. 
 

CONCLUSION 
The management of the BLK training program in Subang Regency consists of 6 management 

functions, namely planning, organizing, mobilizing, coaching, assessing and developing. Planning is 

concerned with identifying industry needs for human resources with specific competency capabilities. Next, 
compile program objectives and learning objectives or curriculum of each training program. The organization 

of the training program in BLK Subang Regency involves all parties to prepare the training program in 
accordance with their respective duties. The organization of the facilities and infrastructure needed is also 

carried out at this stage, so that at the time of its implementation the facilities and infrastructure needed are 

available and ready to be used. The mobilization stage is in the form of preparation from the beginning of 
the recruitment of training participants in accordance with the conditions that have been set until the 

implementation of the learning process in BLK Subang Regency. 
Coaching in the management of training programs serves to supervise and control the course of the 

learning process so that it continues to run in accordance with the goals that have been set. The assessment 

in BLK Subang Regency collects data from training participants and also training instructors as program 
implementers. For trainees, assessment serves for the evaluation of learning outcomes. Assessments that 

come from instructors serve for development. The development of training programs is carried out to 
improve and refine previous training programs. Thus, it can improve the implementation of further training 

programs. 
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