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Abstract

Human resource problems faced by CSOs are the limited number of employees compared to organizational
activities, low employee skills, and lack of employee experience in managing the activities of the organization.
Based on these problems, NICE Indonesia conducted a CSO Manage training program which was participated by
10 CSOs. This research was conducted with the aim of evaluating the CSO Manage training program. 10 CSO
participants in the CSO Manage training program were taken entirely as research samples. Evaluation of the CSO
Manage training program is carried out using the Kirkpatrick four-level evaluation model. The results showed that
the objectives of the CSO Manage training program could be achieved as indicated by an increase in knowledge
and changes in participant behavior, as well as an increase in individual and organizational performance.
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1. Introduction

The formation of civil society organizations (CSOs) is a form of community participation in efforts to improve the
living standards and welfare of the community independently. The effectiveness of an organization is strongly
influenced by the quality of its resources (Herdiansah and Randi, 2016).

CSOs must focus on building the capacity of the organization's resources if they want to maximize the social
impact of their existence, but they are difficult to build organizational capacity to support the development and
dissemination of programs caused by the human resources they have. Human resource problems faced by CSOs
are the limited number of employees compared to organizational activities, low employee skills, and lack of
employee experience in managing the activities of the organization.

Changes in internal and external environmental conditions must be anticipated by improving the quality of
human resources in order to continue to have a competitive advantage (Fita, 2017). Human resources are a key
element that can explain why some organizations perform well and some perform poorly (Al-Abbadi et al, 2019).
The human management function is an important function in an organization without ignoring other functions
(Shehadeh, 2015).

Human resources are an important factor of organizations (Okioga, 2013) in achieving competitive advantage
(Pirzada et al, 2013). Human resources are an important factor for achieving the vision and mission of an
organization (Walukow et al, 2016), and differentiate the organization from other organizations (Al-Nawaiseh,
2014). One way to develop human resource performance is to hold a training program that is tailored to the needs
(Triasmoko et al, 2014). Training is a planned effort designed in an effort to facilitate relevant skills, knowledge
and attitudes by members of the organization (Ritonga et al, 2019). Three important things need to be considered
in relation to the training program, namely the purpose of the training program, the strategy used in implementing
the training program, and the evaluation of the training program (Aryanti et al, 2015).

2. Research Methodology

The study was conducted using a qualitative research approach to evaluate the CSO Manage training program
implemented by NICE Indonesia. The study was conducted in October-December 2019. The data used in the form
of primary data obtained through questionnaires. The CSO Manage training program was held in October and was
followed by 10 CSOs, all of which were taken as research samples. Evaluation of the CSO Manage training
program is carried out using the Kirkpatrick four-level evaluation model.

3. Results and Discussions

The Kirkpatrick evaluation model consists of 4 levels, where each level in this evaluation model influences the
next level. The four evaluation levels are: Level 1 (Reaction), which is an evaluation that measures how
participants react to a training program, Level 2 (Learning), which is an evaluation that measures the learning
process in training namely the transfer of knowledge, Level 3 (Behavior), which is an evaluation which aims to
find out the extent to which behavior changes occur after participants have participated in training, and Level 4
(Results), which is an evaluation to measure the final results that occur after participants have participated in
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training (Iskandar, 2019).

3.1 Level 1 Evaluation (Reaction)
Evaluation at level 1 is conducted to determine the satisfaction of the training program participants with the
performance of the training organizers and instructors. According to Palupi et al (2017), participant satisfaction
will increase participants' motivation to attend training programs.

Level 1 evaluation covers the suitability of the training with the needs and expectations of the participants,
training place, food served, training equipment, and committee services. Level 1 evaluation results are presented
in Figure 1.

Eexpectations Training place Food served Training equipment Committee services

®mGood enough ®mSatisfy mVery satisfy

Figure 1. Evaluation of Level 1 (Reaction) of the Committee

Table 1 shows that the participants (60%) stated that they were quite satisfied with the training material that
suited their needs and expectations. Participants (60%) also felt quite satisfied with the training venue. Participants'
satisfaction with the food served, training equipment and the services of the organizing committee varied from
satisfied to very satisfied.

The success of the training program is influenced by the competency of the instructors (Ferdhinawan et al,
2015) which will influence the training program participants in obtaining maximum learning outcomes (Saputri et
al, 2019). Evaluation of training instructors includes instructor performance, how instructors explain training
material, and how instructors facilitate participant activities. The instructor evaluation results are presented in
Figure 2.

Trainer performance  Trainer Explained Trainer facilitates
Not satisfy B Goodenough ®Satisfy B Very satisfy
Figure 2. Evaluation of Level 1 (Reaction) of Instructors
Figure 2 shows that participants (70%) expressed satisfaction with the instructor's performance, and

participants (80%) also expressed satisfaction with the way the instructor explained the training material so that
they could understand the material presented properly. Participants (80%) expressed quite satisfied with the
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instructor in serving the participant's activities.

The satisfaction of the participants with the organizing committee and the instructor of the training program
can increase the motivation of the participants in participating in the training program where participants actively
participate in each training session.

3.2 Level 2 Evaluation (Learning)

Level 2 evaluation (learning) includes evaluating the increase in participant's knowledge after attending the
training program, increasing participant's understanding of change management, increasing participant's
understanding of organizational strategic issues, and increasing participant's understanding of the function of
change agents in the organization. Level 2 (learning) evaluation results are presented in Figure 3.

Knowledge Understanding Understanding Understanding
change of strategic the functions of
managem ent issues change agents

m Agree ®mQuite agree

Figure 3. Evaluation of Level 2 (Learning)

Figure 3 shows that participants (70%) agreed that the training program could increase their knowledge.
Participants also agreed (70%) that training programs can improve their understanding of change management and
organizational strategic issues. Participants (70%) quite agree that the training program can improve their
understanding of the functions of change agents in the organization.

Level 2 evaluation (learning) shows that the objectives of the training program can be achieved where
participants can be increased in knowledge and understanding in accordance with the training material delivered
so that it will be a useful provision for participants after they finish training and return to their organizations

3.3 Level 3 Evaluation (Behavior)

Level 3 (behavior) evaluation includes evaluating behavioral change in cooperating with others cooperatively,
changing behavior more actively in socializing changes made by the organization, changing behavior in motivating
colleagues to make better changes, changing behavior to more consistently act in accordance with organizational
values and policies, increased creativity in carrying out tasks in the organization, increased discipline of
participants in the organization, and increased responsibility in carrying out tasks in the organization. Level 3
(behavior) evaluation results are presented in Figure 4.

30
7
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70% 70% 70%
100%
70% 0%
30% 30% 30%

Mbotivation Co

Cooperation
behavior

ency of Creativity Discipline

B Agree M Quite agree
Figure 4. Evaluation of Level 3 (Behavior)

Figure 4 shows that the objectives of the training program can be achieved where participants after completing
the training program state that there is a change in their behavior in working with others, they are more able to
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motivate colleagues, and they are more consistent in actions in accordance with organizational values and policies.
In addition, there was an increase in the creativity, discipline and responsibility of participants in carrying out their
duties.

3.4 Level 4 Evaluation (Results)

Good performance is performance that is consistent with organizational goals, so that performance appraisal
always compares the results achieved with organizational standards (Wicaksono, 2016). The performance of
participants after completing the training program is evaluated using the following indicators: increasing their
skills in expressing opinions, increasing their ability to find solutions to every problem faced by individuals and
organizations, increasing their ability to make positive relationships with others inside and outside organization,
increasing their ability to deal with environmental changes originating from within and outside the organization,
increasing their skills in working more efficiently, the benefits of applying training materials to the performance
of individuals and organizations. Level 4 evaluation (results) are presented in Figure 5.

30% 30%
70% 70% 70% 70% 70%

Organizational Internal N

Internal External More efficient Individual Organizational
solution relations relati change change per formance performance

N Agree HQuite agree

Figure 5. Evaluation of Level 4 (Results)

Figure 5 shows an increase in ability to deal with change, find solutions, and work more efficiently can
improve individual and organizational performance. Increased ability to make relations can improve their
organizational collaboration with other organizations and governments that can support the achievement of the
vision, mission, goals and work plans of their organizations.

4. Conclusions and Recommendations

The CSO Manage training program can be implemented well and can achieve the objectives of the training
program in the form of increasing knowledge, changing behavior and improving individual and organizational
performance.
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