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ABSTRACT

This thesis evaluates the effectiveness of management development programme
of PT Pupuk Kalimantan Timur (PKT), the largest fertiliser company located in
East Kalimantan Indonesia. Due to this purpose, applied research was done
where data was collected by using mail-questionnaires: and interviews.
Respondents were managers participated in position-related management
trainings, a compulsary (raining programme for every manager related to their
carcer plan, From the interviews, the management explained that PRT had
already developed an integrated management development strategy, goals and
action plan, PKT had attempted to integrate the organisational development
with its manager’s self-development. The problems arose in the implementation
us stoted in the findings and comments of the respondents in the questionnaires.
[nconsistency and subjectivity in reward and punishment, fack of support and
poor two-way communication were some of them. This arés needs
improvements to achieve a more effective management development, Such
improvements should take forms of higher commitment and support from the
top management to implenient the programme and higher involvement of the

managers in the programme design and implementation,



ACKNOWLEDGEMENT

I thank Liz Kennedy for her patience guidence and supervision during the
course of this research. Although I receive much creative inputs from her, the

failure to incorporate them into this work remains solely my responsibility.

Special thanks go to PT Pupuk Kalimantan Timur, especially Mr. Bowe
Kuntohadi. Mr. $jahid Daroini and Mr. Achmad Ator for initiating the research

project, and providing support and ideas throughout the project.

Fipally, | thank my family and friends for being there, giving support when

needed.






INTRODUCTION

Backgrounds

Every business organisations has objectives to achieve. Most of all, they dream to
become a world class business organisafion, They fight hard to become the leader
i the world market. At the other hand, by this time organisations were faced with
new business pressures from the industrialised world, such as; increasing
competition, new technologies. and the rapid growth of organised labour, Inside
the organisation itself, there are trends in organisational change such as delayering
i organisational structure and a changing and widening in the role of line

M ZETS.

To be able to survive and stay to develop in such changing environment,
organisation must become one ¢alled the learning organisation. Organisation must
proactively learmm and adopt to the environmental changes by doing internal
chianges, Leaming to manage organisationa! performanece became & very imporiant
part in organisations’ efforts 1o translate their corporate stratepy into cesults. It 18
required to enable organisations o manage their’ overall performance and
effectiveness. By becoming p léarning organisation, organisations will develop

dynamically to be competitive and strong organisations,

Garrat (1990)! gave a definition for- a leaming organisation which is ‘aw

organisation thar facilitares the learning of afl its members and continuonsty

' Bob Garat (1990), Creoting A Legrning Organtration, & Guide o Leadership, Ledrning and
Developmeni, England: Director Baaks.



trangforms itself. Since organisation is composed of individuals, it vltimately

learns via their individual members.

I3ased on the definifion above, the winning organisation is one that put its people
development as the Key 1o its business success. It is the orgamisation that put fully
commitment and investment in its people’s development, The effectiveness of its
Ip:.:up]r: development is depend on how the organisation can keep the balance
between s organisational development and self-development. This condition is

best deseribed in fgure below,

organisational _ pegple saif-
| development development devalopment
[ ]

Refer to Woodall and Winstanley (1998)2, organisational development tends 10
emphasise the needs of an organisation 1o grow and change, It concern with
organisational strategies and needs for development While self-development
focuses on wavs 10 which individual can help themselves to grow and change in
ways which are benefit to theic own career aspirations. Due to this. knowledge of
motivator faciors beeomies o very eritical point for understanding the individual
needs and desires for self-development. People will perform best when they found
that the oreanisation emphasises development and the initiation of self-managed

learning plans as well as the integration of individual and corporate phjectives,



Based an this, the winning organisation is one which learn continuously to manage
its performance. It puts people development as a key success factor in its business
strategies and actions. Inits leaming process, the winning ot ganisation-always tries
o balance its organisational development with individual self~development and

piys more attention inevery factors that influencing the balance condition.

Refer to emplovee development, the capability of the organisatien to achieve its
business strategies in the light of eritical success factors for the business depends
largely on the capability of #1s manager as developed within the orpanisation 1o

meet its particular demands and circumstances.

Since managers, as individual or proup, are the kev-decision makers of the.
organisation, therefore management development must be a priority for any
company seeking to enhance  its  competitive advantage. Management
development is about ensuring that there are the competencics to run the business

it corporate. unit and operational levels. both now and in the future:

PT Pupuk Kalimantan Tinwr (PKT) the object of this study, 1s a4 sample of
company in Indonesia that put greal attention on its employees” development.
PET invested mostly in training that is designed and organised by using consultant
from oulside organisation. Since the beginning of B0's. Lembaga PPM, a
management cducation and consubtancy where | work. had been used as main
patiner of PKT in running its employees’ training and development. In 1991, PPM
did a training needs analysis for managets in PRT and developed a more integrated

management development programme.

T Woodal, J oand Winstanley, B (1998) Management Development, Strategy ond Practive. Oxford:
Blackwell Publishess Lid. )



Objectives

This study is done to evaluate the effectiveness ol the management development

programme at PKT, Objectives of the study are:

1. 1o get a fully understanding of management development practise at PKT,

2. 1o evaluate the effectiveness of management development programme at PRT

and o wlentity its sirengths and weaknesses.

3. to determine aliernative actions to be taken for improving the effectiveness of

management development programme at PKT,
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THEORETICAL FRAMEWORK

The variable of primary interest to this research iz the dependent variable of the
Management Development Programme, Three independent wvanasbles, one
moderating vanable, and one intervening variable are used in attempt to explain
the eflectiveness of the Management Development Programme at PKT, The three
independent variables are others” support, method and content of the pregramme,
appraisal and performance review system; the moderating variable is needs
analysis: and the i.nl:r‘-.‘cning_r variable 1¢ ability and motivation, The figure below

showvs the refationship bebween these variables.

sSupport from Others
Ability and ' The Effecliveness
Appraigal and Parformancs Matvation af _’. of Managameant
Review Systam The Learmar Drevalaprment
Prooramme |
Methods and Contents of MDP
Naeds
Analysis
independent moderating |  intervening depandent
variablas variable variable | variable



Management Development Programme

Jones and Woodeock (19835)! defined management development as “the sunr of all
activities available to individuals io help them to meet their growth needs and keep
the organisation viable", Mumford {1‘:]'53?'32 defined it as “an aftempt to improve
Imu.lmgm'r'm' effectivencss through o learning process”. Woodall and Winstanley
(1998)3 mentioned that management development in a sense bridzes and acts as a
nexus between organisational development and self-development. It has the twin
aims of developing individual to grow and change in wavs which are of benefit 1o
their own career aspirations. and emphasising the needs of an organisation to grow
and change. While Burgoyne in Mumford (1997) proposed & model of levels of
muaturity of orgamsational management development, He argued that it was both
possible and desirable for organisation to move up a ladder of organisational
‘maturtty” 1 management development, and that is was possible to integrate both

organisational and individual needs. This model can be seenin Appendix 1,

In order for the management development processes to be effective in achieving
their purposes. a number of such précequisites have to be in place. On behalfof the
learner. there has to be o positive atiitude towards leamning and willingness to
develop and change. On behalt of the dn:velf.:.p-zr. there has to be some planning to
identify and develop the most appropriate vehicle for that manager and
orpanisation’s needs, It requires diagnosis and assessment both of the current
competencies of the individual and their future aspirations in term of role and

tasks. There are Tour wvariables that determine the ac¢complishment of the

| Jores: LE, ond Wosdeock, &L (19858 Marma! o Momgpement Develfopment, Gower: England,

> Muomdferd, & (1997 Manegemen! Develaponent, Slrategics fordation 3rd o 1PD: London

Y woodall, J. and Winstanley, D, ( 199%) Managemens Develapmeni, Strategy and Frocrice. Blackwell
Pulrlishers Inc: Osfocd, '



prerequisites mentioned above. These four independent wvariables 1o the

eftectiveness of MDP will be explained below in more details.

Support from Others

it
In hee'his bve, the learner’s learning process will get'a great 'Empa-:::_ from people
Iiyc around her/him. On her.fihisjmh, the learner will get impact from her/his direct
manager.  professional  advisors, mentors;  colleagues,  subordinates,  and
management development commiuee. While off her'his job, the learner will get
impact from herhis facilitmors, consultants, friends and spouse, The role of these
peaple may seem wholly obvious and aceeptable not only in relation to informal
and aceidental development activities, but also in encouraging, delivering and

monitoring the individual s formal management development progess.

On the job, there are five essential types of managerial helper in development

programme MumFord (1993 ]4. Theseare:

1. Grand Boss. i.e:a manager obove the learner’s immediate manager,

2. Boss. ig. lhe learner’s immediate manager,

3, Mentor; ie.-a person who is responsible for overseeing the career and
development  of the learner outside the normal manager'subordinate
relationship. A mentor has no dirget management responsibility for the
manager who is learning.

4. Colleagues. Le..a person who works in the same level and the same team with
the learner.

5. Suberdinates, i.e.a person who is the leamer’s direct report.

! Mumford, A.{E993) How Maragers Cin Devalop Managers. Gower. England.



Support from Top Management (Grand Boss). If management development is
to work, it must be seen as something that people regard a3 inipnﬂam. It essentially
means that all managers must be involved with the process and philosophy of
management development. Since managenient development is a long-term process,
it involves a great deal of support. Therefore, top management must be enthusiastic

about the approach continually, and in this way it will encourage others to learn.

Support from Superior {Boss), Any development programme should not be seen
as the “hrainchild of human resources”™ but have full support from line moanagers.
Line managers need to be invelved in the development of any programme, as they
often have & strong sense of where the problem areas are. The survey result of
chiel executives in leading companies carried out by Temple-Smith Hillinrd
(Truss, 199617 shows that in the future ling manager is responsible no longer only
for achieving the target of herhis work unit but also for developing her/his

workforce.

Refer to this. line managers are also vital in supporting individuals through the
development process, talking through difficulties or development requirements and
assessing improvements. Where senior managers are prepared to give younger
managers réal projects sich as-the launch of new products. the improvement in
productivity. the development of better quality and @ host of other sharpened.
competitive learning projects, progress can be muade: Senior managers, however,
can net just hand out the projects and walk away from them. They have 1w be
involved throughoul, 45 mentors, as clients, as advisars, to guide and help in the

Process,

"Truss, b (1996 CECs Wand & Mury Srrategic Fusction. People Management Joumal- 87 Auguea 1996,
p.36:37,



Support from Mentor. Usually, a mentor is a manager in a company that is

appointed 1o be developer for having such characteristics néeded to accomplish the

role. There are ten ideal characteristics of a mentor proposed by Clutterbuck

(199130 and Mumford (1997}, These characteristics are:

a - already hos a good record for developing other people

b. hasa genuwine inlerest m seeing vounger people advance and can relate 1o their

| problem

¢, has a wide range of current skill to pass on

d. has o geod understanding of the organisation, how it works and where it is
going

e combineés patience with good interpersonal skills and ability to work in
unstructured programme

f. has sufficient time to devore to the relationship

can command a protéoe’s tespecl

T e

has herhis own network of contacts and influence

has eredibility as 4 manager

j. has an understanding of the different leaming processes available and the

difterent learning preference of individuals

The elfectiveness of MDT is also influenced by the amount and vpe of support
that a mentor gives. The learner will receive o greater benefit from herhis MDP
when her'his mentor 13 fully committed to support hér him in the learning process,
The commitment is shown by the mentor's willingness and action in transferring

her/his skills and experience to the leamner at all fimes.

* Clutterbuck, D, (1991) “Evervon: Needs a Mentor”, TPM:London. in Mumford, A. (1997}, Mancgemen
Devadopment, Strategivs foe Action, 9 ed TPD:Londen,



Support from Colleagues. Support from colleagues will give greater impact to the
effectiveness of MDP when they agree to share the time, information and
experience with the learner in the learning process. Refer to Mumfordf1997),
collcagues can give more effective help or supporl when they are more
experienced or more skilled in direct coaching and counselling. Mostly. the help or
51!11;14:.:-[ affered is not formal and drises from dailv management activities, It can
.mm form as a problem solving or brainstorming of ideas discussions. a chat about
hony o handling difficultcostomer, or a review of organisational new stratesy and

paliey: It can also take form as 2 modelling or ohservation activity,

Suppert from Subordinates. The effectiveness of MDP especially for a2 manager
that newly appointed to lead # new work-group is determined by the amount of
suppott given by the new work-group. When a manager moves Lo a new job, there
is nlways a great deal of knowledge to pick up. This may be about the nature of the
new arganisation or work-unit, internal politics, how people in the new
organisation or work-unit behave and expect to behave, and so on. The new
manager fs o leamer can pick these facts up from the subordinates, Based on this,
the new manoger can learn better i her'his new subordinates give him'her ereater

support in gaining the information she'he needs abour the pEw ok,

The Method and Content of MDP and its Correlation with Meeds
an( Benefits

MO s effective when it can achieve its purpose and give benefit to every part of
the organisation whe involves in the process. This can be achicved through
designing an appropriate method and content of MDP with the purpose and needs
of development. both crganisational and individual The greater the

appropriateness is, the higher level of effectiveness will be enhanced.

1



Refer to its definition, the management development activitieés encompasses both
formal, systematic programs and informal, en-the-job opportunities - a wide array
of processes, Appendix 2 shows a list of seventeen -actlivities that are often

included in management development prosrammes. Each is briefly defined and

wompleted with explanation about its advantages and disadvantapges:

lI-'|'n:r|.'|1; the survey held by The Industrial Society {19967, it was found that tailor-

made or in-house teaining courses are the most popular tool used to. develop
managers - cited by 87% ol the respondents, It is followed by external training

courses (77%). topical conferences/seminars {74%). and coaching and mentoring

(549%),

Toilor-made or in-house training courses mostly used because it is probably the
mest common management development activity, but there is no universal way 1o
develop managers. A successful management development will be achieved when
company conduct it by using a company-unigue approaches. It 15 when its method
is designed properly by considering the learner’s learning style and objectives of

the learning experience.

Besides ™ desizning an appropriate. methods of learning, company must also
carelidly determine the programme’s content. [t is necessity to link the programme
content with key business issues and strategy. By L!-c:;ing this, MDP can eftectively
fulfil the organisations) needs and goals. The programime content must also be
designed by considering the managemen! competencies and individinl self
development plan. So it is not only the oreanisational needs to be achieved, bl
also the individual ones. MDP is efféctive when the fulfilment of the two needs is

1 halance.

il



The Appraisal and Performance Review System

Relates 1o the MDP, appraizal is needed for a multi-purposes which are;

1. toevaluate the effectiveness of the programme itself]

2. to evaluate the effectiveness of developer’s role, and

3. to control the learner’s learning and development performance.

To achieve the st purpose. the appraisal must be designed properly so every
inlormation needed for improving the prosramme can be gathered. Methods of
evaluation to apply are range from end-of-course evaluations; following surveys,
Following interviews, following meetings, o monttoring the operating statistics of
the organisation {Jones and Woodcock, 1985). While 360 degree feedback system
can also be used to cvaluate the effectiveness of developer’s tole in the
programmie. The more appropriate the evaluation method used to the programme’s

purposes. the more effective the programime is.

To achieve the third puepose, a pood “appraisal syvstem must give & clear
information about what Kind of learning and development performance is expected
Ireim the learner. how they are measured, and what others think of their leaming
and development performance. People will more motivate to learn and develop

when they kitow elearly where to po-and how to get there.

By piving the ownership of learning and development appraisal not only to the
appraisers (boss: collengues, mentor and others) but also to the learner, she'he will
more recognise the benefit of the appraisal. As a resull, it is expected that the
learner’s commitment and effort for achieving best performance in leaming and

development will be higher, Refer 1o this, the key point of o good appraisal system

* The Industrial Society {1996) Manmagement Develagment. Managing Best Practice No, 36, London,

12



in MDI? is the involvement of the leatner in the evaluation process, The higher the

level of involvement is; the higher the effectiveness level of MDP.

Relate to the explanation above, it is true that the effectiveness of MDP is aig..:.
affected by the correlation between the evaluation process and the reward and
punishment systenw. Since the perception of benefits of MDP by developers and
learners will be different depend on their motivation, it is very crucial for company

to-set up a veward and punishment syster that able to ful il the individual needs.

Company hos o decide to what aspects the learning result will be related.
Company has to determine whether or not it will impact the carcer path, the
compensation level, and further training and development of the learner. Company
must inform this to the learner before she/he get involved in the programme, The
purpose of this action is to motivate the learner to leam and develop cagerly and
cacourige then to put hard effort in these activities for getting positive result and

CONSEUENCEs,
Hypotheses
Oy the basis of the above steunients, we theorise that there would be posttive
correlation between the effectiveness of management development programme and
cach of the fallowing variables: suppart from others. the method and content of the

programme. theappraisal and performance review,

Erom the theoretical framework discussed above, three hypotheses were déveloped

tor this research. They are as follows:

]



Ha-1.

Ha-2.

Ha-3.

The greater support from others is, the higher will be the ¢ffectiveness level

of management development programme,

11 the method and content of the programme can fulfil both individual and
organisational needs of development, then there will beé a higher level of

effectiveness of management development programme.
1" the evaluation method and the system ol reward and punishment is fit

with the lesmer's motivation, then there will be o higher level of

effectiveness of manngement development programme.

14






METHODOLOGY

This project was an applied research that Sekaran (19903 defined as “a research
that 15 done in purpose to find solutions that can be implemented 1o rectify the
problem sitwacion”, The specific issue that need to be researched throush this
project periain to management development area in PET that I believe needs 1o be

improved to enhance more elfective resull

Moreover, [ used qualitative reseéarch as an approach in doing the project. Refér 1o
Sirauss and Corbin (1990)2. qualitative research is done mostly by researchers in
the social and behavioural sciences, as well .as by practitioners in fields that
concern themselves with 1ssues related to human behaviour and functioning. This
stvle of research can be used to study organisations, groups. and individuals. In
this praject. this approach was used to understand the nature of research problem
which was about the cffectiveness of management development programme in

PET:
Population and Sample

Since the title of this research is " Eveluating the Effectivencss of Management
Development Programee of PET™. the population of the study comprised
managers in the various departments within PT Pupuk Kalimantan Timur (PKT),

Bontang. Indonesia.

' Salenenn, U, {1992), Rasegreh Aethods for Business. 279 gd John Willey & Sons, InciLSA
Genuss, A and Corbin, J, {1990} Sarics of Qualitative Rerearch. Sage Publications, Lid: London.



In order to obtain some preliminary information in a quick and inexpensive way,
this study then resort to nonprobability sampling. The n'nﬁpmhatl]lil}' sampling
design used in this swdy is purposive sampling. In this sampling design,
information was obtained from specific target, that is specific types of people wha
will be able 1o provide the desired inﬂ:rm;ﬂ!iun. either because they are the only
ones who can give the needed information, or because they conform 1o some
eriteria set by the researcher, Purpesive sampling design itsell were consist of two
major 1vpes: judgement sampling and quota sampling. This study vsed judgement
sampling by' ¢hoosing the subjects who are in the best position Lo provide the

information required { Sekaran, 1992),

Refer to the sampling method above, for questionnaire’s respondents, sample was
chosen front 170 managers who had participated in position-related training held
on 1995-1997, Having themselves gone through the expericnces and processes in
Management Development Programme, these managers might be expected to have
expert knowledge about the subject, and perhaps be able to provide good data or
information for this research. From these 170 monagers. a representative sample of
30 manmzgers sclected through randon sampling. While in interview process,
managers from Human Resource and Management Development Bureau were

chosen ps interviewees,
Sample Characteristics

Females compnsed 8.7 per cent of the sample and 91.3 per cent were males.
Sixteen respondents were in the age group of 31 to 40 vears old. five in the age
group of 41 to 50 vears old, and two in the age group of 31 to 60 years old. B6.9

per eent of the.respondents were marpied with dependent, 8.7 per cent were



e 4 e

married without dependent, and one respondent were not married, The mean
length of service of the respondents in the organisation was 11.6 years. All had at
least a high schoo! education, 8.7 per cent had diploma degree; 32.2 per cent had

sarjana (undergraduate) degree, and one respondent was master.

Data-Collection Methods

Data in this study were obtained from both primary and secondary sources,
Managers as individuals and a panel of respondents specifically set up were the
primary data sources. While company and its consultant’s reconds or archives such
s company prospectus, training need analysis report, and training result reports

were used as secondary data sources.

Data was collected using methods such as combination computer-assisted and

facsimile interviews, and questionnaires that were sent through the mail,

Mail Questionnaires. The main advantage to be gained by usmg a mail
questionmaire is that it con cover a wide acographical area, The questionnaires
were mailed to the respondents whe can complete themt at their own convenience,
in their homes. and.at their own pace. Questionnaires for this research were senl 1o
e respondents on 21st August 1998, A week time were given 1o them for

completing the guestionnaire.

Hewever, the retumn rates of mail questionnaires are tvpically not as high as might
be desired. Another disadvantage to the mail questionnaire is that any doubts the
respondents might have can not be clarified. Refer to Sekaran (1592), some

eftective techniques for improving the rates of response to mail guestionnaire were



applied in this study. These techniques are providing the respondents with self-
acldressed and stamped return envelopes, and keeping the quesiimmaim as short as
possible, 76.7 per cent (23-out of 30) of the replied questionnaires were received at
215t September 1998,

Qumhinminn of Computer-assisted and Facsimile Interview. At first. the
Jterview with senior managers responsible for the Management Development
Programme in PKT were held through efectronic mail. The list of in[erriew”
gieestions was sent by email on 231 August 1998, On Thursday 27th August 1998,
interviewer sent interviesvee anather email to-ask about the first email. But there

was no answer until the next Monday.

Adter analysing the main cause- which made the communication could not run
smoothly, it was found that it was because PET has only one email number for the
whole company. As result. the mail could not reach the interviewee directly. This
sitnation sometimes magde the matl stag at the server and was not senl 1o the

interviewee for many days.

The problemt above wis sobved by using facsimile as another media of
comymunication between inlerviewer and interviewee. The hist of interview
questions were sent again on 13, 37 and 141 September 1998. The reply from
Cinterviewee was reeeived by post on 215F September 1998, List of questions for the

interview gan be seen in Appendix 3 and 4.



Development Programme was measured using six items and semantic differential

six-point scale - from effective (o not effective

Questions about relating the result of the Management Development Programme
with compensation, career plan, and further training and development, and

gquestion about self-development plan were measured by single item which needs

detail explanation of the answer. Sample of blank qu_estinnnﬂire can be séen in

Appendis X

Data-Analysis Methods

This study was a qualitative résearch project. Strauss and Corbin (1990) mentioned
that qualitative research is “amy kind of research that produces findings not arrived
at by means of statistical procedures or other means of quantification”. Refer to the
definition above. datain this study were mostly analvsed in a descriptive way,

Simple statistic such as mean were used,



Variable and Measures

Sekaran (1992) mentioned that the nature of the variable tapped will determine
what kind of questions will be asked. IF the variables tapped are of a subjective
nature; where respondents’ belief, perceptions and attitudes are being measured,
the questions asked should tap the dimensions and elements of the concepts,
Where objective variables are tapped, a single direct question, preferably a

guestion that has an ordinally scaled set of categories, would be appropriate.

The 19-item questionpaire tapped six personal items: gender, age, marital status,
educatton. tenure and job position. Based on the theory above, the former four
were closed questions and measured by single items, While the last two were

open-cnded questions,

Cruestions related 1o the application of Management Development Programme in
PET were using both open-ended and close type of question, Questions about type
ol management development activities respondent had received, position-related
training  amd  other non-tormal  education  respondent had  attended, and
consequences respondent will receive relate o the result of hisher individual

Management Bevelopment Programme were open-ended questions,

(Oher questions were measured through multiple items and used imerval scale.
Question about the effectivengss of Management Development Programme was
measured tsing 18 items and semantic differential six-point scale - from very
suceessful to no effect, Question about the effectiveness of help and support from
others was measured using 6 items and semantic differential six-point scale - from

high degree 10 low degree. Question about follow-up approach of the Management
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RESULT AND ANALYSIS

Company Background'

PT, Pupuk Kalimantan Timur (PET), the largest fertiliser company in East Borneo
in Indonesia, was established in 1977, At the beginning of its establishment, PKT
engaged primarily in the fertiliser factory produced ammonia and urea, Now PET
has a wide spectrum of expansion plans for its chemical plants &5 a part of the
company s programme of diversification of its produét base and maximisation of
its resources and production capacity. Besides the former two fertilisers, now PRT
produces formaldehyde and urca formaldehyde, and an additional four more Tor

the production of mitric acid. melamine, methanol and soda ash.

To run the business and achieve its goals effectivelv, PKT put fully attention in the
development of its people. The main aim of emplovee development in PET s 10
produce capable leaders and werkforee for the future. Since managers as lenders
are  the key detision-makers of the orgamisation. therelfore manﬁgcmcnl
development must be a priority for any company secking to enhance its
compelitive advantage, Considering to this, PKT developed a management
~development. programme lor managers from all levels in the compamy. Major

activity held in this programme is fraining in managemerit.

Appendix 6 shows the statistics on number of managers who have participated in

the management development programme for the last three years.,

'PT. PUPLIK KALIMANTAN TIMUR.: Prospectus of The Company Profile. 1991,
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Refer to Burgoyne's model in Mumford (1997)2, the maturity of organisational
management development applied in PKT i5:at level 3. It means that PKT had
already reached the condition where the specific management development tactics
that impinge directly on the individual manager, of career structure management,
and of assisting learning, are integrated and co-ordinated. Whether & manager can
move 1o the higher fevel of managerial position or not primarily depends on the
result of her/his management development. 5o is further training and development

shehe will received

The Application of Management Development Program in PRT

Muanagement ‘development aims to ensure that the organisation has the effective
managers it requires o meet its present and future needs. It is concerned with
improving the performance of existing managers, giving them opportunities to
arow and develop. and ensuring that manager succession within the organisation is

provided for,

From organisational perspective, management development overall purpose 15 o
frerense the ovganisation’s present and futere capabiline in attaining its goals
(Harrison, 1997)3. Therefore. management development must be business-led
even though it will be-concerned with the development of individual performance
ari¢l potential. The busineéss has to decide what sort of managers it needs to achieve
its strategic: goals and the business must decide how it can best obtainand develop
these managers. Even when the emphasis is on self-development, the business

“must stil] indicate the directions in which st.-,.lf-d:vell}pmcnt should go

—

T adumford; AL {1997) Mangzeamenr Dovelopment, Stratagivs for dction. 3rd e London:IPD.
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PET had tried to integrate its managers' individual development with its
organisational development. For this purpose, PKT dév;:inpc:d an integrated

strategy, goals and action plan of its management development programme,

Strategy, Goals and Action Plans of Management Development
Programme in PKT 1996-2000

The management development strategy will be concerned overall with whar the
prganisation intends 10 do about providing its future management needs in the light
of its business plans. The stralegy will be concerned with the roles of the parties

involves and with the approaches the organisation proposes to use to develop its

marerger,

From the interview with management of PKT, it is clear that the sirategies of

management development programme in PET for the last five year period of time

{see column A in AppendixT) are:

1. 1o run training and education programmes for emiplovees, either informal or
formal education, and in-house or off-site trmning,

2, 1o optimise the managerial structure 1ncreating unit profit centre or single

business unit. and

3. to optimise the size of organisation / number of emplovees.

Based on the steategies above. the goals of management development in PKT
(column B Appendix 7) are to increase the effectiveness of the organisation by:
1, Ilmproving the employ ees™ skill and professionalism to fulfil the needs of the

company,

' Harrison; R (1997) Emploves Development. London: [PD.

23



2. reducing the number of manager to be & per cent of the total number of
r:mp-tnyr::::-:. :

3 [mprm'ing employees’ rate of productivity in average 10 per cent per vear,

To achieve its management development programme goals, PKT had developed an
action plan completed with the time schedule of its implementation. The action

plan can be seen in Appendix 7,

In practice. the implementation of management development steategs in PRT
faced some potential problems, From questionnaires’ replies, some respondents
expressed their dissatisfaction with the implementation of the progrémme: They
felt that management development was held only for o *political” redson of the
mianagement. kn their point of view, management development 15 done to fulfil the
company needs. but not individual’s needs. Appendix 8 summarised the

questionnaires replies completed with comments and views from the respondents.

It seems to me that there is 2 differenl opinion between management as the
provider of the programme and managers as the participants of the programme
about the benelits of the management development programme. But before discuss
in more depth these differences and the causes. let-us see first the deseription of the

method and content of management development programme applied in PRT.

Method and The Content of The Management Development
Programme in PKT

There must be an understanding of the approaches that can be used both to develop
manazers and also to assess existing managerial resources and how they meet the

needs of the organisation. And plans must be made for the development of those



resources by selecting the best of the methods available. But this should not be
seen as a ‘programme’ consisting of a comprehensive, highly integrated -and
rigidly applied range of management training and development techniques.

Armstrong  (1995)% mentioned that the management development activities
required depend on the organisation: its technology, its environment, and its
philosophy, A traditional bureaucratic/mechanistic tvpe of organisation may be
inl_-linc-;i to adapt the programmed routine approach; complete with a wide range of
courses, inventories, replacement charts, career plans and results-onentated review
sysiems;, While an mnovative and orgamic type of orgamsation mmy righthy
dispense with all these mechanisms, Iis approach would be (o provide its managers
with the epportunities; challenge and guidance they require, seizing the chance to
givie people extra responsibilities. and ensuring thev receive the coaching and
enconrpzement they need. There may be no replacement charls, inventongs or

Formal appraisal schemes: but people know how they stand, where they can:go and

howy to get there,

According 10 the interview with the management of PKT, there are ten activities
which stronaly characterised the features of management development programmie
in PKT. These activities we:

1. In-house Training. [n this activity, all training courses are organised and
comducted imernally within the organisation. Thée traimners may be internal
and’or externnl, bot the participarits must be emplovees of PRT. From the
questionnaires” replies. all respondents answered that they had already attended
in-company training i management.

2, External or Off-site Training, This feature is used to give supp-:uﬁing COUrSES
that ‘are needed to broaden the manager's perspective of thinking. It involves

sending managers to outside courses  that PKT can not mount inernally. This



activities: are: academic degree programmes (open university), public
workshops, seminars, conferences, and distance learning course. 63 per cent of
the respondents said they had attended management training and education held
by other institution,  Though some of the respondents said that sometimes they
had to tinance it themselves. One respondent were taking his master’s degree
and paid it with his own salary. Other said that there was no support from tep
management for managers who studied at epen university on their own budge!
Training Centre. PET has its own training centre completed with classtooms,
canteen. and hotel accommodation. In-company traming were regularly held in
this tacility. Since the human resource and management development bureau
was logated in the same building with the training centre, It was easier for them
to control all activities held in the training cenlre.

Performance Review. This feature involves repularly scheduled appraisals of
manager s job performance. In PKT, performance appraisals were held every
six. months. 1t was already formalised, but in practice there were some
inconsistency arise. Subjéctivity, nepotism, friendship were some factors that
saused the problem, Further explanation to this will be given later in the suh-
section about evaluation of management development programme

Mentoring and Coaching. [n mentoring. PET assigned some senior managers
to assist now  managers o ogrow into theic jobs. Usuaally, it was the new
mnazer’s. direct superior who became the mentor. While for coaching. this
feature consisis of on-the-job assistance by direct supenior and’or trainers. 11 is
job-specific and individualised instruction. From the questionnaires” result. 43
per cent of the respondents said they had received development through
mentorinz and conching. 61 per cent medtioned they received it mostly from
on-the-job training activity which held only onee in their work life-time. They

said that on-the-job training was given only at the beginning of employment.

¥ Armsirong, M. [ 1903). Pertonnel Manapement Praciice. §'ed London: Kogan Page;

24



before they were appointed to be full-time employees. How respondents rated
the mentorship process and how to improve the effectiveness of mentorship
will be explain in delails in the sub-section aboul support from others.

f Organisational Role Analysis. This programme feature is clarifying
manager’s roles and functions within an organisational context, It consists of

clarifying role expectations, preferences, and actual behaviour. Some of the
respondents mentioned that there is no formal mechanism of two ways
communication between management and managers relates to this subject:

7. Secondments. A temporary assignment s given to-a manager especially for
arens that p.rtwr:ES'{'r’r'iJ'HnEfEr of technology is needed. In PKT, it is also applied
for “talent scouting” to a new manager and rewarding the good performers.
One respondent mentioned he had experienced an intérnational assignment in
1003, While other respondents said they were appointed 1o be person in charge
in special assignments beciuse they achieved good mark for their performance
appraizal,

8. Job Rotation. This involves shifting managers and potential managers
svstematically through varinus jobs to develop skills and technical expertise. 63
per cent of the respondents said they had experienced job rotation more than
ance during their work-life time in PKT. One respondent mentiened that the
job rotation emphasise more in technical than manazerial expertise.

9. Task Forces/Project Groups. This [zature is a gross-departmental groups that
study oreanisational problems, and’or carry out special assignments.. Only 22
per cent of respondents (3 out of 23) said they experienced this type of
development activity. Special assignment is-used more for individual managers
than for 8 group of managers from cross-department,

10, Assistance of Consultants, This management development practice involves
bringing outside trainers 1o run courses, help design programmes, and assist in

the evaluation of programme practices. Started at B0’s, PKT choese Lembaga
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PPM, & management education and development consultant in Jakarta
Indonesia, to be the partner in its manager's training and development. In
19917, Lembaga PPM redesigned the management training for managers in
PKT. As a result, an integrated management training for every level of
management was developed, This training programme is catled “pendidikan
jabatan” of “position-related management training’. The contents of this
training s fully deseribed in Appendix 8, Besides as  consultant, Lembaga
PPM also served management training services for PKT, The parinership

hetween PET and Lembaga PPM is continugd up to now.

Refer o Armstrong. 1 classify the management development in PKT as a
bureaucratic stvle of management development since the approach in its design
process is more top-down. In-house training s the main method of the
management development vsed in PRT. It was planned systematically for every
level of munagement: Some of it such as Position-related Management Training is
a teaining courses that every manager must attend, The result of this training will
determine the next -career path and further training and development of each

participant.

Using another model of training and development approach designed by Ashridge
Management College (Woodall and Winstanley, 199810, PKT had move from the
fragmented to fornialised one Training in PKT is already systematically linking to
an appraisal svstem. linked to organisational goals, emphasise on skill-based
colirses. and cirried out off the job. But it i still directive, carried out by irainers,

mastly takes place in training department and focused on training rather than

* Redesigning The Management Teaming Programme in PAT. A Repoct. Lembaga PPM Jakarta-Indonesio
1991,

r Wondall 1 and Wikssanley, D, {1998) Managemant Develapirans, Strategy and Pracvice, London:
BlackwellPullishers [rc



Figure 2. The Ashridge Model: The Role of Training and
Development
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development. Line managers’ involvement in training and development as
developers and appraisers is not effective yet. And there is hot fully concern yet to

link the programime of training oreducation to individual needs.

For the content of MDP in PKT, when asked about the impact of management
development on their ecight-teen daily managerial activities, average raling
;'Espnndfnts given is 1.56. Thev said the management development was not
effective in the accomplishment of some aspects of their managerial work, such

as: motivating subordinates, rewarding performances, expressing Feeling, and so

on, Roine of the reasons were:

“There I no cansistency in velgiing the resull of appriisal will remumeration. No
clfear rewarel and protishment spsicm.

" Reve e puthurine in decision moking. My boxs controly everything”

Uhegenerol the prablems | face in the work place are different with theories
discrissed in olass”

The findings and comments above shows us that PET had already tried o apphied
viied  methods and  designed  appropriate contents  for s management
development. But improvement is still néeded in some areas such as support from
others, methods of evaluation and follow-up. and reward and punishment system

ol the programme.
Support from Others

In accomplishing the expected result of management development, the individual

manager should not feel that she/he alone must achieve those results without any
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help from other people in the organisation. She'he should feel that her/his
immediate supervisor is available to herhim at all times as a resource person for
consulting, Shefhe also should also be aware of staff services in the organisation
that are available to her/him, and that her/his fellow managers are willing to help if
shehe needs their assistance. The greater support are for the process of
Tmmsqgcment development programme, the higher is likely to be the level of the

effectiveness of management development programmnie.

Support from Top Management. PET is essentially an organisation with an
puthoritarian steucture where the power of decision making resting at the top of
management. [t makes programmes in PKT, included the management
development programme. require 8 mandate from the executive in order 10 go
forward. This kind of management rarely achieves much in the ways of their
management development. Evidence to this argument comes from the answers

given by the respondents.

In average. respondents rated the support from top management 3 out of 6 which 1
means high degree of support or help, and 6 means low degree of support or help
Fven 9 from 23 respondents rated the support of top management to their
managenient development as in-effective. For PKT which has bureaueratic style in
manazing people, poor support from top management could become a big obstacle

factor in achieving a successful management development programme,

To solve the problem above. top management of PET should improve and give
their fully support for the whole process of management development programme,
This can range from verbal support right through to personal commitment in

funding workshops, programmes, selting up special events, being involved with
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projects and, overall, taking management development seriously, First action to be

taken is to define roles and supports of top management cleﬁri}',

Refer to Tannehill [19?1}]7. there are six roles that the top management of an
organisation play is worth mentioning as regards management development. These
roles are:

l'|, Top management commands the resorrees of the organisation. She'He, with
hier'his policy advisors. sorts out the priorities among the many demands for
use of the corporate resources. So the top management first responsibility in
management developnient is to make sure that adequate resources are made
available for this purpose.

2. Top management must take development concepts inlo consideralion as he
shapes the struciure of the organisation. Strongly vertical organisation, such as
PKT. with authority and responsibility resting primarily at the top of the
organisation, are nol conducive to management development, What is wanted
is decentralisation of authority ‘and a major attention paid to delegation of
responsibilities o lower levels of management. Decision making and other key
responsibilities must be wansferred to the lower level possible in the
oreanization if nianagement development is to flourish.

3. The overall eimasphere of an organisation can usually be traced back to the
influence of the top management. In an organisation thal has a proper
atmosphere conducive 1o management development, perpetuity  of the
organisation looms large as one of the primary goals, and the day to day
problems, thouzh certainly not overlooked. are relegated to their proper
positions of impertance, Past of this atmosphere is the organisation overall
commitment to development, its philosophy about development and its very

basic philesophy about the importance of people, especially/particularly the
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managers in the organisation, In order to have management development
syceeed, the organisation must have as one of ils basic corporate purpose, the
development of people. Top managenyent is largely instrumental in formulating
the basic philosophical purpose of organisation.

Sanction svsiem, the systems of revvard and punishment in the oreanisation, are

also established by the top management. The sanction system will be

nctioned effectively when it can control the behaviour of managers to leam.
Due to this. op management must be able to determine what factors motivate
nianagers o learn mostand what factors demotivate managers 1o learmn. These
factors must be carefully considered when top management design and
implement the sanction svstem.

. The most obvious part of the top management role is herhis personal
commitment o development, Top management can be fully effective in
developing other managers if they operate in an atmosphere which open and
candid. They must express freely their opinions and suggestions about
problems faced by the organisation. They must communicate it in two ways of
communication with ether managers in the lower level, so the learning process
and the transter of knowledse could be happened.

Top management sets the goals for the organisations. They set the objectives
for which the organisation will sirive. Clear defined goals will help individual

managers 1o learn inthe right track.

Support from Superior (Boss) and Mentor, The theory said that line managers

need tobe involved n the development of any programme since they often have a

strong sense of where the problem arcas are. As responsibility for leaming and

development has moved from the classroom and the human resource department Lo

the line and the individuals themselves, so pressure has increased on managers to

T Lanachill, RE. (1970} Morvation and Management Developmans, Butterworths: Londoa.
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fulfil the role of developer. Line managers are vital in supporting individuals
through the development process, talking through difficulties or development
requirements and assessing improvements, Many good manager are naturally
sood developers of people. In as much as they are, they are really good “natural’
mentors. However. many are nol. So people who are willing to take responsibility
for their own learning ofien need (o find others to act as guides for their learning,

This explain the growth in the practice and interest of mentoring.

In PKT. besides its line manazers, PKT -also assigned some managers as
developers in the management development programme. But in practice, the
effectiveness of linc managers and mentors’ support and help still has (o be
improved. From the questionnaires’ replies. we ean see that the average rate for the
effectiveness of support.and help from line manager is 2,78 {1 is highly effective,
6 is highly in-effective). Four respondents rated the support and help from their
line manager as poor. While for mentor the average rate is 2,39, Two respondents

vated the support and help trom mentor as poor.

support from line managers is vital, especially in work-based management
development. Singe the learning process is more informal and incidental. practical
support from life managérs must be provided adeguately in everyday managerial
activities. So is the mentor. Mentor will be successtul in the organisation base
roles. it they act as a role models for the learner, Within the mentering relationship
there are somie specific and functional reasons for the leamer to rofe maodel the
mentor. This ¢an be summarised by saying that the mentor is fikely to have a set of
habits. approgches, tools and skills that will benefit the learner. Appendix 9
summarised the positive indicators of eight categories of key skills. gualitics and

attributes of & good menloring manager.
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Support from Colleagues. Respondents of this study rated the effectiveness of
support and help from their colleagues as moderate. Awerégle rate for this is 2.61
with one respendent rated it as very poor (scorei6) and another one rated it as poor
(score:d). None of the respondents rated it as very effective {score:1). There are
many possible causes of the problem above. [t could be the competitiveness factor
|I.1¢:i'~'-'EEl1 managers since the resoll of management development 15 refated to the
career path. It could alsp arise when the nature of the job made manager o work
alone mostly. Interaction between managers 15 veny low. Wo meetings or aroup

discussion is held between manager from different work unit.

Mumtord (1997 mentionzd that colleagues can give help when they are more
experienced or more skilled in direct coaching and counselling. Mostly, the help
offered is-not formal and -arises from daily management activities. It-can take form
as a problem solving or brainstorming of ideas discussions, a chat about how to
handling difficult customer, or o review of organisational new strategy and policy.
lt. can also take torm as a moedelling or observation activity, Support from
colleagues will be effective when they agree to share the information and develop

together through a process called action leaming,

The Ewaluation and Follow-up Methods of the Management
Development Programme Result

From the interview with the management, in organisational level PKT evaluates
the result of its management development programme by assessing its business
performance and improvements. To evaluate the effectiveness of the programme,
PET used evaleation methods: such as evaluation form afier any training

programimes and informally pssessing against the competency framework. While
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for managers as individual, PEKT used performance appraisals, compelency

framework, upward feedback, and written examination as methods of evaluation,

Maore than hall of the respondents agreed that PKT used end-of-course ¢valuation
method in its management development. But four of them rated its effectiveness as

poor (scote: & to 3), The reasons given by the respondents for this low score are:

o elear standavd of evalvation, re follow wp of the affer fraining's
evadlnicatfenr”

Yo werk=rofated evaliarion. evalbation iy held enly v elass-room  nor i work
pleice
Besides after training sessions evaluation forms, two third of the respondents said
that PET also used following surveys, meetings, interviews and monitoring the

result of manazement development held by personnel department as other methods

of evaiuation.

All of these miethods will give great benefit to PKT and its manager when it can
contral the motivation of managers to learn, develop and perform  better
contireeis|y. Refer to this. reward and punishment is one factor that PKT must
consider carefully in following up the evalugtion result of its management

development programme.

Reward and Punishment System
In any organisation concerned with motivating and developing manngers, thers

must also be an effective reward system operating. This.system must be capable of

identityving good performance and rewarding that performance on & Eair and
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equitable basis. The reward system will be primarily financial or monctary rewards
of some Kind. but it should also be concerned with the promotional rewards within
the organisation. One of the most controversial items [0 come oul of recent
behavioural rescarch is the motivational effect of money, Will managers work
hardar if they are promised the reward of more money? Most behavioural scientists
wonld say not necessarily.

Survey’s [indings in PRT support ihe argument above. From twenty three
respondents were nsked, seventeen agree, five not agree, and one did not give an
answer 0 the question about whether they agree or nol agree with relating the
restilt of management development to their remuneration system. Comments for

the disagreement are:

Y hrereasemen) v renmcration is depend on job performance mot o the
frarininge s restidt o :

" rongy dues. gol morivate, 115 career that moiivates me more h

* sgtleiy e incentive Diorcarenment {3 hetter miecle haved on produgtion and sales
sehivvpmeny then haved on training s resule

Though 73.9 per cent of the respondents agreed to relate their training’s’ result
with the increasement of their salary. incentives and benehl, PET must
carelully consider the comyments above. Since money is not always motivate
people 1o learn and perform better, 1 propose PET to relate the training’s’

rissulwith other fagior such as career development.

Carcer management can be viewed from bvo perspectives: the individual's

management of her/his own career, and the need for organisations to manage the

Je



careers of the individuals within them: The former is a crucial ares, because an
awareness ol what an mdivide personally wants from herfhis carest has
fundamental implications for the way i which she/he as an individual relate to the
organisation of which she/he 15 are a part. The later is equally crucial, because the
more that an mdividual can be encouraged to think of herthis role within an
organisation as a career that has-a clear path, the better will be the organisation’s

retention of staff and the contribution of individuals to the goals of the

prgansation.

These two perspeclives on carcer management can be considered in tandem.
Organisation development.and individual development must go hand in hand. The
more flexible the organization, the more possibilities it holds for an individual's
career development: and the more flexible the individuals within that organisation,
the more possibilities for them to make a rich and varied contribution to the

company as 1 whole,

PRT had developed a seenario of employees” career path as seen in Appendix 10
Every imanagers has the same opportunity: 1o plan and develop their career. The
information about career plan and the job and man specifications tor every position
i every level af management wepe g'ivﬂn to-all managers. It was explained by top

manngementat the last day ol every training programme managers attended.

In order to be eligitle for more senior level positions, PKT require managers to
attend special training programmes called “Pendidikan Jabatan™ or “Position-
refated Management Triining”™, To be promoted to the higher level of
management. 1 manager must attend related training required and pass the written

examination given at the end of the programme. When o manager failed. shehe
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has to retake the test and her/his promotion will be terminated for a cenain period

of time until she/he pass the test.

Almost all respondents agreed to relate the resull of their training with the
development of their career. From 23 respondents only one did not answer the
related question. Bul in practice, | had received some complaints from the
training’s" participant ahout relating the training result with career, The argument
was Vearger conld not be determingd based on the .--._;-_m." fof training ‘s exanination
anfy”, | aceept the argument and agree that career path must be developed
primarily based on managers” work performance and cnmpeleﬁuitg, The result of
training’s examination is only a tool to identify the achievement of 3 manager
contpare o the performance standard and competency  framework: The
identification then was used to determine what further training and development a

managers need. All respondents execepl one agreed 1o refate the result of

management development with further training and development.

Armstrong (1997) in his writing about management development quoted what

Peter Drucker sowd:

*Cevelaprmant 15-always sell-davedooment, Nofhing could be more-absurd tha for iz enternse
to assuma the responsibilty for the development of @ man. The responsibdiy rests with the
ingkwidual, hig-abilitias_ his effons’.

Refer to the quatation above. manager nust therefore take the main responsibility
for their own development. The organisation ean help and the manager's boss must
accept some responsibiliy for encouraging  self-development and providing
puidance as necessary. Bur individuals should be expected to draw up their own

personal development plans,
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From the interview, the management said that managers in PKT were asked to
make their own self-development plan. 91 per cent of thé respondents answered
*ves" to the question related to this matter. But when they were asked whether the
management discussed the personal development plan (PDP) with them or not,
6.5 per vent of the respondents answered ‘no® and 26.1 per cent of them answered

ves'. Comments arise in respense 1o the second questions wereé:

TPOP 0y never wsed os o souree for manggement development, Promorion or
sededment i iriven mave Saseel on qeparisn ar friendahin

Uk mever listens do o aspleations. He safd vos ™ hrt o ackion noe Jf.i.-.lj'.-.q-.-_“;;“

Ui fovmal mechanise of tea-ways communicative in eliscussing the POM

Those reasons came from managers who answered “no’. Managers who answers
‘ves' to the second guestion said thal management actively involved them in the
planning process of their management development.- Management even used their

MPDP as o source in developing the management development methods and

conlents,

[n my opinion. the contrust comments above ¢ould be an indication that there is
dissatisfaction in some manngzrs in the matter of consistency .;md fairmess of the
uplementation of MDEP in PRT. This situation may lead managers 1o a "wrong
mobvation in kg ther management devetepment, Inconsistency and unfairness
will only made people learn o make *boss happy ™ not to ‘perform better”. PKT
can increase the effectiveness of its MDP if the problem above have already

golvad.
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CONCLUSION AND RECOMMENDATIONS

Conclusion

When Management Development is integrated with corporate strategy, it will help
toensiee that there is the taphhiﬁt}' necded to achieve effective direction and
control of the business. However, for that to occur managemént planning and
development must be re¢ognised as essential components ol corporate strategy and

must be consistent with the goals and perspective of that strategy,

According o this, PET put people investment 85 a4 mdin concern in its effort to
achieve a competitive advantage. The largest paft of the investment primarily
went to the managememt development programime. PKT had developed an
integrated strategy, goals and action plan with tralning as the major activity held in
this progranyme. Result of the training and development programme was used as a
source. for management to make decisions relate to remupsration, career

management, and further training and development.

Alter analysing every answer and opinton given by respondents as completely
shown in Appendix 8, the findings shows that respondents were happy enough
with the method and content of management development programme they
received. But when it came o ¢valuating the programme evaluation and follow-up,
dissatisfaction was -arose. Subjectivity and inconsistency in reward and
punishment, lack of support and two-ways of communication, difficulties in
applying the concept into work, no follow-up to the management development

resull were some reasons of the dissatisfaction.
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It is apparent that strong bureaucratic management stvle of the organisation potent
to bea major obstacle for PKT to achieve an effective management development.
The managemeit development practice in PKT was strongly controlled by top
management, This top-down approach made involvement of the managers as
participants of the programme was limited. Though B7 per cent of the respondents
{20 managers) answered they made their persenal development plan, most of them
ﬁllﬁ managers) soid PET not always discussed it with them nor used it a5 a source

in designing the individual management development.

This siuation had created a different perspective of the benefit of management
development. From manager’s point of view, management developnient was only
a “pelitical tool” of top management, Subjectivity, nepotism and friendship were
5.;;"1.15 ~other factors’ influenced the top management’s ‘decision making process
relate to management development. This may lead to an incficcove leaming
process since the motivation to learn was more "to make boss happy " rather than

‘Lo pérform better’.

Since mangger’s motivation 10 learn i$a very crucial factor to achieve an effective
managenient developmeént. then PRT must start to apply a self-driven leaming and
development approach. Dué to this purpose, some improvements should take
forms of higher commitment and support from top management o the programme
implementation and higher involvement of the managers in the progromme design
and fmplementation. Managers must be a partner tor top management in the

management development application, not only a5 an object.
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Recommendations

Manager must therefore take the main responsibility for his or her own
development. The organisation can help and the manager’s boss must accept some
responsibility  for encouraging sell-development and providing guidance as
;IEEESEHF}- But individuals should be expected to draw up their own personal
developmient plans. Reler to Armstrong (1997) the content of which would be
based on such gquestions above;

1. What knowledze and for skills do you intend to gain?

2. What levels of competence are you plannmg to achigve?

What are vour learning objectives? These should be set out in the form of
definitions of the areas in which your performance will improve and'or what
new things vou will be able to do after the learning programnte.

4. How are you poing to achieve your objectives? What tasks, projects. exercises
or reading will you do? What educational or training courses would you like to
attend? The development plan should be broken down into defined phases and
specific leaming events should be set out together with the eosts. if any,

5. What resources will you need? In the form of computer-based training
materials. books. videos. individual coaching or mentoring?

6. What evidence will vou show to demonstrate vour learning? What ¢riteria will

be used to ensure that this evidence 15 satisfacton?

Personal Development Plans provide a framework around which the individual
manager lakes control of their own leaming and career development. Each
individual has a capability standards self-dssessment pack with them, with their
review manager, vse to identify their job description capability profile and their

personal capability profile. These capability profiles are used as the basis for each
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individual’'s personal development and are also assessed in appraisal with the
review manager and then sent to the individual's develdpment consultant wheo

provides support for achieving the personal development plan,

Whereas current thinking about managerial learning has transferred altention from
the trainer to the individual managerial adult, it simultaneously requires
tonsiderable attention 1o the context in which the learning takes place. Besides the
physical environment, the interpersonal and organisational climare, which
encourages ond cewards development i unanimously regarded as-an essential
precondition. But it is not sufficient, There 15 a need for framewerk within which
individual monager-centred leaming can take place. Individual leaming contracts
are the main tools to enable individuals to tailor make their own personal

development plan as a basis for self-development.

Learning contracts are formal agreements negotiated between a leamner and their
managers or between the learner and a management development specialist
(Woeodall an Winstanles. |998). They can also incorporate off-the-job learning
experiences: and even yualification-based courses. They wsually consist of an
aereentent on mverall goals. leaming objectives, and involve drawing up an action
plan back up by a resource statement and agreed measures of achievement, They
assist in securing individual ‘ownership’ of learning objectives. provide a
mechanism for indicating the potential 1o choose from o wide range of learning
resourees, and provide a mechanismy for the individual learner to monitor and
review their own learning. Due to this, PKT have to provide a framework that can
svrithesise the on- and off-the-job management development. Since none of the
learning methods is intrinsically good or worthless, then they need 1o be selected
and combined according to the type of learning required, so the effective leaming

process can best achieved,



To make the learming framework effective, Eel'f-develnpmﬂnt needs commitment
and support  from  management/facilitator of mandgement  development
programme, Cireater emphasis must be put on the role of the line manager and
mentor in development und individual responsibility for self-development. They
should be more integrated with.and involved in the programme. Required training

must be given to them so they can accomplish their role eftectively,

Another area that needs improvement was the management development

evaloation, To assess the development needs and resulis, PRT ean wsed many

methods such as:

Ouestionnaires; This can be used to evaluate the benetits of the leaming

experience. [Canonymity is guaranteed, then some quite rich information can be
captured about the quality and the benefits of the programme. Judgements can also

be made about the strength of the programme infrastructure.

lerviews. These can-provide rich and in-depth qualitative Information about all
aspects of the related munagement development activities and the programme as 4

wlhole

iroup Diseussion. This 15 4 very good way of sharing ideas. It can alse be
imteractive and developmental, so that jdens that emerae can be enhanced. explored

i depth and new ideas can be developed.

Meathods of evalustion ahove were major features of an assessment and
development centre. | recommend PKT to develop this vehicle in assessing their
managers in relation to the compelence or qualities deemed ' relevant o

performance and the job. By involving the managers and providing more detailed

+4



feedback and follow-up, it can be used either as a tool for identifying development
needs. The use of standardised criteria within the assessmient process, which are
clearly communicated to both appraiser and appraise, can reduce the
incompatibility of assessing development and reward together. By applving this,
the | inconsistency and  subjectivity of the management development

implementation can be also reduced.
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Appendix 3. List of Questions - First Interview with The
Management of PKT

1. What is your training and development strategy or plan for the lasl five years perod of
time?

2. Could you please give fhe detal of your MDP which defines: the contenl, sims and
chjeclives. The programme may be applicable 10 any level of management, but | am
partcuiarly intarested in lower o middle management (nofe from eva: al PKT, they are
called kepala regu - group leader, kepals seksi - sacfion head and kepals bagian -
department head).

3 How do you determing which lopics of management your davelopment programmes
follew? you can chobse more fhan one answer,
a. fails out of corporate strategy
training needs analysis
in discussion with S2nior management
in discussion with line managars
in discussion with indnaduals
using extemal benchmarks or industry norms
In discussion with exierng consullancy
Lsing pre-delermined pragrammes
don’t know
other, please specily

et -l B

4. Which of the following methods do you use to devalop your managers. You can choose
mare than one answer,

taitor made fraining coursss
extamal raining courses
topical conferances or seminars
cozching or mentosing
open learning

day release courses
secondments of job swags
cOmpany visils

wark shadowing

reading programmes
other, please-specify,

- B i = [t 1 = P g 1E

5 Does your MOP Include extemal as well as Inlemal courses/development channels? for
exampie, Ihe use of MBA coursas, business school or the open Unlversily.

6. Do you have statistics on how many manzagers have participated in the MOP? Could you
please give the summary for last four years (1995-1998)

7. 15 the MOP voluntary or compulsony’s
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8 Appendix 4
QUESTIONNAIRES
- MANAGEMENT DEVELOPMENT PROGRAMME
PT PUPUK KALIMANTAN TIMUR, INDONESIA
I would apprecigte your help o complete this survey, on the effectivencss of the
i mcncgement development programme ar PRKT, The information in this gricsiionnaire will
be freaied in strict confidence, Ir will be used to compile results to complete my masters
degree dissertarion. AN information will be wsed anomymeusty, there will be no reference
miceele o the prevsemal details in the finished divseriation.
I DETAILS OF RESPONMDENT
I 1. YOUr SEXS || male
female
i YO TG s | | a0or less
[ 310
[ ] 4150
u S1-0
B O I A T — mamind wilh dependenis
= mamed without depsndents
—— single
4. Youreducaiional kevel ... — SLTP
L o ZLTA
Dizloms
| | Barjans
| Master
-
3. The year you started worlng in this company Is......... i S



f. The pesition you held since joining fhis company are:

Pasition/Department From date/monthiyear To datefmonthiyear

DETAILS OF MANAGEMEMNT DEVELOPMENT PROGRAMME AT PKT

7. Type of management developmsnt activitles that you had already recelved from the campany arg:

a. onthe job management dévelopment attivities Year
|:| raquiar performance review

[ ] carear development - S
|:| job rofation

[ ] secondments

: assistance of consuitants

D meanionng

|__| CoRChing

| { tazk forcesiproject groups

m SEMUETS

| | counseling

please give further detall explanation to your answer:




—— — —

b. off the job management development activities Year
|| management education

[ ] in-company management trainings

|:| outdaor management development

please give further detail explanation to your answer:

£ Positon-retated Trainings that you have slready attended are

The title of training's programme Year of attending
|| Peshticnrelated Training for Group Leader . RN
|| Position-retated Training for Head of Secticn - R e R
[ Pasition-related Training for Head of Depatment ;-

9 Other non-formal educations that you have already attended are:

a3 Trainings which are held by PAT:
The titie of training's programma Year of attending

1=

£ S

b, Tralnings which were attendzd based on your initlative but were spensored by PKT:
The title of training's programme Year of atiending
T e



by} (| Py ey Dty

LA

Trainings which wera attended based on your inltiative with your own budget:

Tlhe title of training’s programme

Year of attanding
iaine:
g1 TR

10 _l..Jsj.ng the scale below, please rate the effectivenass of MDP activities a5 mentioned in guestion 7 above

in hefping you io develap your abilties (knowledges and skilis) in the loflowing areas. Pleass record your
ansvwar in the blank space provided.

very successiul 1 p

oo

=T

problem solving and decwsion making
conducling meetings
giving feedback
exprassing fealing
celeqgaling
devaloping teamwork
developing subordinales
cansulting
coaching and coungelling
motiuating subondinates

. ging wstiechions:

rewarding perfarmance

. mediating dispites

managing time

maintaining employee discipling
planning '
maintaining human rekation

managing own parsona and professional development

[ no effact



11, If you have rated any of the abilities above as 5 or 6, what criticisms or problems did you encaurter on
e programme? please expisin below why you felt the programme fafled to achieve thise obfectives
(this could include, for example, lack of commilmant and support from (ne managers ar time cansiraints):

12

14

On 2 scale of 1 1o 6 please rate the effectivences of help and supped  you had neceived from the
Ioflawing during the managzment development programme. Piease circle pointon scale;

high degres ..o
1 2 a- 4 B
1 2 3 i o]
1 2 B3 &K B
1 2 i 4 B
i 2 4 4 5
1 2 3 4 3

. Jow degree

]

B
B
&
&
b

your support group

your line manager

yaur eremtor

your colleagues

huran resource department

top management

. I8 there any follow up for evary management development aclivities you attend? Y25 KD | Yes,

continue with questien 14 and so an. If Mo, go directty to question 18 and 50 on.

What kind of follow up that your company used? Please circle the score that ehow the rate of It

efiectvensss on ascale 110 6.

methods of Toflow up

m end-of-coursa evalualions
__' following surieys

[_J feliowing interviews.

D followerg mealings

|____| mandoring ‘hard’ Indexes

D othars, please epacify:

not effective
1 2
1 7
i 2
1 2
1 i
1 2
1 Z

[FLRE )

.

Tn

[ME]

£

eifective
B

8

L=



15. I you have rated any of these aspecs as 5 or 6 please specify belaw wity, detailing how would you ke
the area to be improved. changed or developed

16. As a consequency, what will you receive from the company s a reward or purishmant for every resud
you achieved of your management development menticned in question 7 absve? pleass explan in
details.

17. Do you agree with relating the management davelopment programmes’ resets with:

a. compensabon (salary, incentives and benefits) agres [ nol agree
b. ‘carserplan (promaton, demebicea, maton) agree.! nol agree
¢. further tramina and development agree | nat agres

IF your answer 15 nol agree, pleass explan the feason;

12, Do you make your own seli- developmant plan? YES | NO
|t Yes, does tha company discuss it with your ard use it 85 & source for determining your managament
development programms Individually? YES / NO. Pleass giva furher explanation b2 your answar.




18. Are there any Bsues you feed impordant which hava not been raised by this questionnzire?

Thank you for your help, time and co-operation when comtpleting s Guestiannaire

EVA SARAGIH { UNVERSITY OF WESTMINSTER, LONDON ( AUGUST-1598
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Appendix 5 J
Londan, 15 September 1998

EepadaYith

Bpk, Ir. Achmad Awe, MM

Kepala Biro Bang. SRV den Marajamen
FT Pupuk Koltim, Bontang

Brengan hormat,

Bersama ini saya heondak menanyakan apakah surat yang saye nm kepods Bapak metalion
fax dan email tanggal 3 Seprember 1998 vang falu sudsh Bapak terima? Pertenvaan ind save
‘sampaiken karene sanvpai han ini saya Belem juge mendaparkan jawnban atas surat eessebur,
Elalau ternvatn surai ity bdak sampar ke mejz Bapak, mohon epar save segers diberi kabar
supava DiEh méngvimkan kembali surat vang sama. Sava songat mengharapkan untek bisa
mendapatken datz-daza mengenai Program Pengerebansan Mundjer di PET dabom ménggu ind
juga dikerenzhan baias waltu vapg diberikan universitas képuda sava untok menvelataikan
penvlisan diseresi ini hanye sampai tangesl 25 Seprembar 1998,

Bersama dengen surdl ind. siva kembalt mohon bantvan Bapak dalam mengist kuesioner
menganai akziviies program pengembanpen manajer di PKT. Savs menungoe dan sangal
barharap biss pegera mendapatkan jawaban deri Bapak. Womer fax sava i London 00 -44.
E71-2875569. Terima kasih atas perhatian dan bamvan vang Bapak berikan

hormat sayvy,

Exa Hosnaidih Saracih

i eurat o Adanander Fiaming Halle Room A% 18 e
FHewen Ml bendon M| 480G

smain E H.SuragibEwedmanserac gk

piiare (i -2de467- 52243

S+ DD -8 151 -1 T1- 4525550 tmemasiang B
i AR
Py e
KUESIONER

Program Pengembangan Manajer di PET

JEN!S AKTIVITAS BELAJARMENGEIAR

Serikut adalsh fujuh beles akiivites yeng biasenya dilakuken dalen progrem pengembangan
rhanajer. Mohon bantuen Saudars Uniok menceveluasi ingkat peneazaninya & PHET. At
lired pilinan jEwaban, Tuliskan pilitan jaweban vanp sesuai pada Kolak yang disediakas,

merspakan siindiss iama dalam program pengsmbengan maraer dl PYT
menpakan akihilas gexunder dalem program pengemibsngan mangjer di PKT
diterapkan gl FKT tetapl mesih membutuhkan peroaikan/penyesoumesn
Dem diierapsin \etaDi Dise dipetimbangkan

 lidas blsa diterapken d: FET kerena-lidak segua:

o o m e

1. Pelatihan dl Dalem Perusahasn (In-house Training) - pelatihen giau
kursus yang diorganisir oleh  pelatinpengajar dan de'em elu  luar
parusabizan,  peserle seluruhnya  ded daldm perusehiesn AN
displancgarzkan di datam penusahaan,

I




1¥i1& FAX

2. Pelatihan d Luar Perusehaan (External Training) - pengiriman mangjar
uridak mengikuli kursus, sesninar, kooferensi; atau pendidikan axadamik yamg
diselanggeraken cieh lembags @ieniu di lvar parusahzan.

3. Pusat Pelatihan (Training Center) - 1as5ililas pelalinan lanakap melipot
rueng dean perlenpkapan  pelatiban, ehomodast dan resioren, Kater
glgtamakan untuy bicang manajanmen.

& Penilzian Karya (Performance Raview) - panilaian atas hasi keda mangisr
glau calon manajer secara perhdi,

5. Pengembangan Karr [Caraar Davelopment) - favanan wonsafinc bagl
manaier calam mengelola karir marske dalem croanisgs,

£, Rolasi Pekaraan [Job Reotatlon) - pergesstan anlar peksisen secis
ferencenz univk meningkatkan kelirampilan, keahliah sgcarg eeniz, dan card
pandzang.

7. Penugesen Semenfara (Secondmenis) - pemberan lugés semaniena:
biaganya citempalxen di orgenisasiperusakaan yang be/bada.

B.. Tugas-ke Luar Negerl (International Assignments) - psmbatian lugss
sementara pade organisas! vang berlokesidi luar neger.

& Bantuan Tenags Kensulten (Using Consultanis) - menggusekan terege
pelaln/pangapar dar luar uniul membanty perusehaan dalem mendasain,
menyelenggarakan dan mangevaluasl axiivitas program,

ARE EEEE B

|

]

10. Mentsr {(Mentoring) - menugaskan mangjer senior untuk membenbl
menajer junicr dalam proses mempaigar hingga menguass peKErjaannye
yang Dar.

o

|

11, Kongeling (Counselling) - bantuan pengemhaengen pribed yeng khusus
menangam rmasaleh pribadt di luar pekarzan vang ditadagl mang:er,

12, Pambinaan {Ceaching) - kaniuen yeng cioerinan secara langsung o lerm ot
kerie, beik oietizizszn maupyh padliny pengas=ar,

15 -Analisis Pergn (Oroanisational Role Analvsis) - mempefgies kembal
oeran rmanajer delam organisasi

> [>] =] [0

Kalampek Tugss (Task Forces/Project Groups) - pembentzn kelompok
linfas cepariemen \vang- ditugaskan uniuk mempelajar massigh o bngke
pipanisas], dan/aiay menangan fugas khusus.

|

C. 15 Seminar (Seminars) - peremuan yeng dizdekan sebape sErEnNE URLA
| saling bertukar perdapal dan pengalaman,
— | 1% Kensultansi Antar Manajer {Exchange Consuiting) - manajer ;a!'_ng
= berkonsultans) saly danoan yang  |alnnya dalam menangank masalen
bewahan ateu teknis.
B | 17. Program Pelatihan secars Berkelompok (Group Training Programs; -
peiatinen di kelompok kecd, seperl: team-bullding, ouibsund, T-Group,

Transactiona! Anelyzis.

18, Fencana Pengembanpgan Pribadi (Self-Development FiEﬁ] « [TEMEJer
gr secare individug! diminta untuk menyusun honirak yang Dersikan réncana
pengembangan pribadi yang disusun berdesarkan stancar kompetensl




I3

Il "METODE BELAJARMENGAIAR

Bari tands chech | W | pads kotek yang disediakan dibelakang setiap parmyataan yang
menunju<an melode belsjarmengaiar vang digrapkan di PKT.

D oo~ o kot M

—;
—t

Al RRL[H DHH 8 BB o

mambace Ly
kuliah

presentasi mengounakan transparan/slids
pemutaran fmbvideg

belajar secara tanprogram

diskusi kedormpok

latian keframpitan

stldi kasus

bermain-peran

pamecahan masaizh

penilziar dirl sendiri

simiudasl

. umpan ballk antar pribadi
. penslipan Eatacan gscere pribedi
. interahsl dalem keidm ok setars bebas (dak terstrukiun

i WMETODE PEMILAIAMN HASIL

Berl tanoa check [ V ) pads ketak yveng disecekan cibeiakang setis per nyalEan y&r*.g
franurukkan melode penii2lan yang tlerapkan-giPKT. - ——— - = i L

'[J ﬂﬁ

mo

I
!

QIJ_%H

PERCQUnERR DM evEluas: di sslian axki kealatan
MENCRUNENET SESRIEAN perusahadn sebanai slandar penilgien
menggunekenkerangka kompeterel sabagsi dasar pedilaizn
menogunekén gssessmenttaveioomean canfas
mengguneken penilzEn karys sacara pasioty,

mengounekan mislede umpan calik

mengounakan uien tenuhs

R T e

I, BENTUK PENGHARSAAN DAN HUKUMAN

Beri 120 ;h: chech { ¥ ) pada kolzk yanp cisedighgn dioelzkang setizp pemyateen yang

manunLkkan aspek yeng dipgngaruh! hash vang dicspel menajer tarl mengikutl program
pengembtengen mendjer di PET.

]
e =
A g,

Tecima Kas®!

diksitien dengan penggejian (kenetken gall pokok, parambehan tunjangan-
tunfengan, besar bonus, dil),
dikeitkar dengan jalur karr (promosi, demozi, rolash dlll,

dixgitkan dencan palefingn dan pemambanoan di ingkal lebin Bhgt
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Appendix 7

T
e gl g

PROG RAM PENGEMBANGAN MANAGER DI PKT

l. Sasaran. strategi dan program kerja pengembangan Manager di PKT s/d tzhen 2000,

_ Schedule |-
Mo, Sasurun Bidang Steategi Bidung Program
) Gl i E R R
1 TPenmyhatin Reallum | Reiksanslm) Pendidikat hEmajoawn
dan prolstanallse. | plsikan dani unteh - jabatan  stolaural
kanyowan vy | pdndidicae bz soperi Pengab kadep.
ik oo depgan | kanawas l.'-.'IJJuIJJIur Eobaz. Rasi dos Ram
kehfubam . ponsabasn | Gamel mosun fos Pendidikan dan  zahilan 1 |
e Fammal baik - jnhegss khusus  uniuk  jolaan
btming N Hegslnnal dan prafist
Hh Immang. Pengicinan wgas Ealajar
uniuk pendidian banjuams
di Bidiend dpesialiast dan
nanajomen pada
pergunan inggt
Merdidikan Brhasa Laggris
unnik selureh ytal sehinga
mesiaps milai remimal
yang - oseuara.  dimium
i TA3EFL. &,
| Pemmpugmn sirukive | Blesgopieallan Recvaladsio  pralil 5051 |
ceaniE desain | sanikine marahonm L mumberia) pailir yang
PR IEan potdald | arah pembentikoa mensniw cpada etk | '
prezaba sepgltural | Unit Prolx Demes gt EEnInNE |
eriefple 6%e dari judilae | OSEIN [Sogle Dusinest Beanaliin ‘das et ol
I Laryavian Lniti sen menzaliby jabiamn ogermy PRI —
| kan fan fahaton Miing Chast
: sirdtural menjaei Acalizn  paknisi  pursanil
e Jakal R dart traimise peed analy i |
| F"'-'Ff'fl':'“:'l dan Jub Peram ¥laichine untal,
{ fuegsianal aperisipeal jubmay  sindiurl  dan e T
{ by Jusgsiongl  dhin |
prafEsi ! |
Paiaisiingn | Gsyl  path . | B
I il Fepldceniont sl i |
i [ningkatan hiclkulan Tab ennchmem gan job | i
produktivises Losdnse | opiimalisl  Jumlsh enlargerm g e !
desigan  parlesthuhag | Lancoeom di i mtdhalon  porancogan
re2-ra s 1 por thon, | peressfiaan il Urdan kega dleb
Enicription ). J

2. Program Pengembangan Manager (Pejabat Struktural) PET:

Dilakukan melalui program pendidikan/pelatihan jabatan berjenjang meliputi:



+ Pendidikan Jabatan Kadep/Karo

b |

. |Perebentaitil Mecemasbneil dan

teiunn
= lmajomen kosngan
= oy perhirkon

a Pals P Bagom jithiatd
LERTE

1 lila  upgershangant  Edusin
el

CR 1 U Y TTH T T T

= [MerenomELE penikaRn

- Wirmmatha

o hapie ek ki perilabs
kg minnpinsm

Mo, Sasarnn Isi program Metode “Exaluasi
Pelaksanaan
I Pelaithan Slanapessen bepala =
Depariesieafhepnili v
LA T S <itlun dland | Mokok-polok Dabesin elmilan [ealordd | = Esyahsasi
| puntighl pahie wminceer ke | e el perzekumn
[ndep Rero wiar - b T AR THE T - Foelishoe ram Al o wipg
- AnaEs Poosnain - akusi terhudag
L Bluimahasni mimijeaen | - snadiis Lemghakan . Simlag ma
praminl sehimal plal | s Siralegl dan amganidns = amhuin fitatihan
(R T EHETERTE T R T E Tt Sirgewi e pesgenilsingi v Exvalwni
dweid menjidy kb wmiran uszlia i=padap
5 Blenpinit  penapmen | - arameh don hohiik i i este) pafierapal
sleale gl wrlub, befsdapiasd | - Analesds Strubiur hemiai il il
duengin poruhakan | = Mlanajumen porudgittian lmiban 05
Linghungan bulat | pasia
n A Senaluaink slibaiie petatihm)
indusesh ’
' Menizong bubani
ki siralezi diin
arnisai
== hlenailinen sirscel
pitgmibingan i
. Sbemaliime - pringip-grinsip
ezt ukwy paong anha
- W loninabuii [FENTT
pengminm daa ook
lemnirss
. Blesualioml  wehilk kil
mipsiinidsl  pearebahas
e
2 Adlvaeizil Nlasagaigin
Loamrse | RN
Rlenrbaibali gilimvpenmabn | Pibeksikiik halman il ldim
ciliien Alameser Thamia Thepars |
| eeitmt - hopidaBinop agar | - ' penbizprdilin & e frutuedm
; [ EEHT-d I ln
= Klengkani hifsitiena: | - Pipdr hEulil |
Sk e wing elevdii | - ?l.l;pulli;l'nﬂl Siak]
dangan Lnralon, duniy | - Perebimemin Indinesia
[Fes IN] = kedripdbamiimy chainesit. din
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Appendix 9. Summary of The Positive Indicators of Key Skills,

Qualities and Attributes of A Mentoring Manager

I Management Perspective

=

has experience of management, usually at a senior level

has experience of working in varied arganisations

has studied management issues

15 used to working cross-functionally. or in a consultancy capacity

panisational Know-How

understands the erganisational structure; its policies and procedures, and how
the work and the weokforce are arganised

understands the cultural norms and values of the organisation, and knows how
things are done

knows how to coniact to get something done

is used Lo handling cross-departmental tasks, projects and relationships

keaps in touch with what is going on in the organisation

3. Credibility

has developed the job and put histher own mark on if; is widely seen as a
competent perfarmer

nas a refutation in the argamisation as a 'professional’; seis 3 good example - by
not indulging in personal gassip, by maintaining a sensible distance fram others
in the organisation, by cooperafing with other managers

has grown info the job by acguiring the full range of knowledge, sbilties and
sxills requirad

has adapted his’her appearance, manner and 'public image to be broadly
compatible with the organisation's norms and values

has built bridges with boss, colleagues and other important people in the
organisabon

4 Accessibility ;

makes time available when someona is in need, e.g. by staying on late at the
affice

keeps appeintments

follows an open-door palicy for much of tha time

makes people feel their guestions and concerns are important

treats others’ intentions and pricrities with respect, even when holding a contrary
view
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