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Abstract
The objective of this study is to develop a training curriculum design based on the problem solving & decision-making blended learning to improve the employees’ soft skills. The specific objectives of this study are 1) to determine the need for Problem Solving & Decision-Making competencies based on the results of training needs analysis; 2) to determine the training curriculum design based on the problem solving & decision-making blended learning to improve employees’ soft skills; and 3) to determine the result of expert judgments in relation to the training curriculum design. The study uses a design and development research approach and curriculum validation of expert judgment. The results of this study are as follows: 1) based on the training needs analysis, the data gathered shows that the employees’ current competency in solving problems and decision-making is not in accordance with the current Problem Solving & Decision-Making training program. 2) The parts developed in the Problem Solving & Decision-Making curriculum include the structure of curriculum components covering the training objective, training material, training hours, learning process both on the methods and media used, and evaluation on the program. 3) Based on the results of expert judgements on the training curriculum on aspects of objectives, material, process, and evaluation, the average assessment result is "Good".
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Introduction
Every civil servant has the same rights and opportunities to participate in a Competency Development. In particular for civil servants, the Government Regulation No. 11 of 2017 regarding Civil Service Management article 203 paragraph 4 states that competency development for every civil servant shall be carried out at least 20 (twenty) lesson hour (lh) per year. The impact of civil servant competency development for an institution is the creation of Good Governance. A study conducted by Sampurno and Wahono (2017) shows that the civil servants’ competency has somewhat significant influence towards the implementation of good governance. A similar notion was also expressed by Karinda and Nursin (2018) that education and training activities for civil servant competency development have a positive effect on the performance of civil servants.
Currently, the world has entered the 21st century; the today’s challenge in the industrial world has begun the new era of industrial revolution 4.0 and all the more, society 5.0 is coming soon. In such situation, the competency realization for human resource must be executed properly so that human resource will neither be defeated nor marginalized by technology, in particular against robots created to perform everyday human tasks. The industrial revolution 4.0 has changed the mindset and patterns of human relationships with one another. The era also discusses human activity in many ways, including within government work (Prasetyo and Trisyanti, 2018). The revolution 4.0, in addition to having positive impact, also bears a negative one. One example of such threat is towards employment with automation system that can replace human job. Consequently, we need an approach in meeting this era. One approach that can be applied on the issue is the development of human resource from the humanity point of view so these negative impacts could be minimized (Prasetyo and Trisyanti, 2018).
In line with the era of revolution 4.0, the development of competency in the 21st century has also undergone a shift. Previously, hard competency was seen as something significant, at present however the industrial and the labor force are not only looking at hard competency skills, but also looking at soft competency or soft skills. With regard to the 21st century, the global market currently requires and hires people with soft skills in addition to the technical skills possessed by these employees. These soft skills are the core competency for employees, especially those related to jobs that involve teamwork (Pezer, 2015). Soft skills are skills that refer to a person's personality which include communication, problem solving, decision making and time management skills (Gupta in Majid, et al, 2012).
In meeting today's global challenges, employees’ competency especially of civil servants must be able to stay on and adapt to the current development. In his speech on 14 July 2019, the President of Republic of Indonesia Joko Widodo (source: https://nasional.kompas.com, July 14, 2019) said, "All parties must now aware that Indonesian people live in a very dynamic global environment". In today’s global phenomenon, change is happening faster than ever. In his speech, the President said, "Indonesian people must find a new model, method and value ​​to face all kinds of problems". In meeting the today’s changes and developments, it is therefore necessary to improve the civil servants’ competency (source: https://www.bkn.go.id, April 10, 2018). The head of Civil Service Agency stated that in order for civil servants to adapt to these changes, they must have at least ten soft skills which include problem solving and decision-making competency. Meanwhile, soft skills play an important role in one's performance, as stated by Susanto (in Rasid et al., 2018) that "80% man success is determined by how they carry themselves or manage their emotions in the workplace.”
 
Training presents an effort to improve the competency which includes knowledge, expertise, skills and attitudes. In the end, it is hoped that the increased competency may remove the gap or competency gap amongst participants so as to maximize work productivity so that organizational goals can be achieved more optimally. This gap can be eliminated through training. Through training, participants will gain knowledge, skills, and attitudes related to the work they do according to the applicable standards (Eneh, Inyang, & Ekpe, 2015). Training program brings positive impact in bridging the gap between the current and a desired performance standard. Based on the needs, a training method can be used to bridge such gap. Subsequently, meeting the required competencies may lead to better performance thereby increasing organizational performance (Elnaga & Imran, 2013).
In carrying out training via regular or face-to-face classroom, many factors influence the implementation, especially those related to the costs incurred. Through a blended learning method, nonetheless it can reduce training costs and make it more efficient. The reason is that a blended learning training consists of two methods, namely e-learning and face-to-face in a classroom. By way of e-learning, the focus is more on material i.e. theory and concepts, while face-to-face meeting in a classroom focuses more on practice and case study. A study conducted by Munajatisari (2014) shows that e-learning training is more efficient than the regular one and can save 50% of the total cost. Blended learning is more effective than face-to-face learning or online learning only. In addition, blended learning also has enormous impacts and benefits to the students in terms of satisfaction, learning, motivation, and attention (Eryilmaz, 2015). Based on the results of various studies, a blended learning brings an excellent impact on the effectiveness and efficiency of learning so it can become an alternative solution to overcome problems that occur in both face-to-face and online learning (Abdullah, 2018).
To support the direction of human resource development, institutionally an established training institution or human resource development institution both from the aspect of human resource and facilities which can support the implementation of human resource development or training activities is required. Therefore, in conducting training activity it is necessary to strengthen the training institution. The reinforcement of such institutions may be through establishing the people involved in the institution and aspects of infrastructure, especially those directly supporting the training implementation process, strengthening the curriculum, modules, test materials, etc. A training program that aims to improve training participants’ knowledge, skills and attitudes at work certainly needs to be designed in a certain method so it can be useful and contribute to increased competencies (Mulyono & Meilani, 2016). A lot of trainings are not well planned and done systematically. As a result, such trainings seem careless or not in accordance with objectives. Training plays an important role in improving employee performance and increasing organizational efficiency. Hence, it is necessary to design a training properly and systematically starting from the identification of training needs up till the training results assessment (Sanyal & Hisam, 2018).
In accordance with the focus of problem above, in general the objective of this study is to develop a training curriculum design of problem solving & decision-making blended-learning in an effort to improve the soft skills of KESDM civil servants. The specific study objectives are to determine 1) the need for Problem Solving & Decision Making competencies based on the result of training needs analysis; 2) the training curriculum design based on the Problem Solving & Decision-Making blended learning to improve the soft skills of KESDM civil servants; and 3) the results of expert judgments related to the training program design based on the Problem Solving & Decision Making blended learning in an effort to improve the soft skills of KESDM civil servants..
Research Method
This study uses a Design and Development model (D&D) with qualitative approach. The objective of the approach is to get information from a curriculum development process which is based on various phenomena which is a component of a training program from the perspective of its participants. Based on the objective, a D&D model has two characteristics or categories: the first is product & tool study and the second is model study (Richey and Klein, 2007). In this study, the Researcher uses the product and tool research category. It aims to develop a curriculum product based on the needs of training participants, such as civil servants of the Ministry of Energy and Mineral Resources. This research uses steps of Richey and Klein's design and development model as illustrated below:

Planning
· Identification and Analysis of Competency Needs


Curriculum Development/ Design

Evaluation/ Assessment






Figure 1. Design of the Study (Adapted from Richey and Klein, 2007)

a. Planning
In this stage, the objective is to collect information related to the needs of problem solving & decision- making competency required by KESDM civil servants to support their daily work. In this planning, the instruments for data collection are questionnaire, interview, and documentation study. Data analysis at this planning stage includes a description or illustration of competency needs of training participants of Ministry of Energy and Mineral Resources. These include (1) organizational situation/context; (2) prediction of soft skills needed by work units within the Ministry of Energy and Mineral Resources at present and in the future; (3) the need for regular and non-regular training; (4) the required regular and non-regular training curriculum design; and (5) organizational readiness to develop regular and non-regular training (Blended Learning).

b. Curriculum Development/ Design
In this stage, the curriculum is designed based on the results of identification and analysis of competency needs that have been carried out under the planning stage. In compiling curriculum design, the study obtained the data taken during the planning stage, and the results from studying theories and discussion. The production stage of data analysis (Design and Development) data in this stage is a critical review on the results of preliminary study stage and is synthesized from the results of discussions with lecturers to design four main components of curriculum, namely objectives, training material, learning process, and evaluation.



c. Assessment
The assessment stage aims to examine the previous curriculum documents. The review is carried out based on expert’s judgment. The expert judgment process is carried out through a descriptive and technical assessment using questionnaire wherein the expert reviews the curriculum design that was created based on four curriculum components i.e. objectives, training material, process, and evaluation. Data analysis in assessment; the experts will review the curriculum design created. The results from the review will be recorded, analyzed critically to get an overview of an input to an initial design; improvements will be applied to the curriculum design.

Results & Discussions
A. The Employees’ Needs on the Current Problem Solving & Decision-Making Competency
The development of human resource in an organization is a must because no single organization can survive or work productively without involving people in the process; therefore people play a critical role in an organization (Okoye & Ezejiofor, 2013). The development of proper human resources can make an impact on increasing organizational productivity and efficiency in relation to finance (Uddin et al., 2016).
There are two sets of skills that can be developed in human resource development, namely hard skill and soft skill (Vasanthakumari, 2019). Hard skills are skills required for a specific job depending on the type of task required. An example of hard skill is knowledge related to computer device (Miller in Lumague, 2017). On the other hand, soft skills are skills that indicate a person's personality which include communication, problem solving, decision making and time management skills (Gupta in Majid, et al, 2012). Both soft skills and hard skills play very important roles (Baldoz in Lumague, 2017).
This study focuses on curriculum development related to soft skills for training program of Problem Solving & Decision-Making. Problem solving & decision-making competency is one of competencies that Indonesian government civil servants must have. It is associated with the ‘must-have’ skills in the 21st century and industrial revolution 4.0. This is in line with what has been formulated by the Indonesian National Personnel Board (BKN). BKN formulates 10 competencies of soft skills and civil servants should master these competencies in order to adapt to the current changes. The ten competencies are: complex problem solving, critical thinking, creative, human management, coordinating, emotional intelligence, making assessment and decision making, service orientation, negotiation, and cognitive flexibility (National Civil Service Agency, 2018).
	Using questionnaires distributed to civil servants in the Ministry of Energy and Mineral Resources, the Researchers collected information regarding the competency of civil servants of Ministry of Energy and Mineral Resources want to improve during the Problem Solving & Decision-Making Training Program. High gap competency or needs based on the survey results is shown in Figure 2. below.

Figure 2. 
Percentage of competency gap of problem solving & decision-making competency
Note: 
-recognizing and defining problems and issues
-analyzing problems and issues
-developing alternative solutions and plans to solve problems
-solving problems containing risks and anticipating the impacts of decision, making security actions
-competency in resulting in solutions and making decisions to solve problems affecting the organization

The current employees’ competencies in problem solving and decision making based on the result from training needs analysis carried out by the Researcher is not in accordance with the current Problem Solving & Decision-Making training program. The current Problem Solving & Decision-Making training curriculum, that is, the competency attainment achieved based on cognitive taxonomy was at level two or an understanding aspect. However, based on the results of the needs analysis, the skill gap amongst the majority of respondents is on creating a solution in solving problems and making decision based on cognitive taxonomy i.e. at level 6 or the creative aspect.

B. The Training Curriculum Design based on the Problem Solving & Decision-Making Blended Learning
The development of problem solving & decision-making curriculum design was carried out based on the results of the needs analysis in the preliminary study activities as well as a theoretical study of curriculum development. The steps to develop problem solving & decision-making curricula include all components of training curriculum. These components as stated by Unruh and Unruh (in Arifin, 2012, p. 80) are objective, content, learning process, and evaluation of learning outcomes. The development of exclusive curriculum components was based on several considerations which can be seen in Table 1.




Table 1.
 Development considerations for curriculum components
The Current Problem Solving & Decision Making Training 
	Curriculum Components
	Development Considerations

	Objective
	· Based on the results of training needs analysis

	Content/ Materials 
	· Adjusted based on the results of training needs analysis

	Learning process
	· Conducted via two methods, i.e. online (e-learning) through synchronous and asynchronous and face-to-face meeting in classroom
· e-Learning i.e. strengthening the theoretical aspects
· Face-to-face meeting in classroom discusses more on analysis/case studies and practice

	Learning evaluation
	· Adjusting to the indicators of success


a) Objectives
	An objective is a very important component in curriculum development. An objective component can influence the development of other components. There are three reasons that make objective component important in formulating goals. First, an objective is related to the direction and target to be achieved by every education effort. Second, formulating a clear objective will make it easier for curriculum developers to compile a curriculum model and help guardians in making learning designs. Third, clear objectives in a curriculum can create a control in determining the boundaries and quality of learning (Sanjaya, 2013). There are several criteria for basis of formulation in formulating an objective. First, an objective must be specific and easily observable. Second, determine the conditions under which the objective shall be achieved. Third, determine the criteria for the level of success. Fourth, use operational verbs (Mager in Arifin, 2012) in formulating objectives in problem solving & decision-making training curriculum based on the reflection from results of training needs analysis. The objective formulated in problem solving & decision-making training curriculum become the parameter in determining what competency the training participants must have. 

Table 2.
Differences between the current curriculum condition and participants' needs based on analysis of training needs
	Curriculum Component
	Current Curriculum Condition
	Curriculum Conditioning based on training needs analysis result

	Objective
	Able to apply problem solving and decision making in task field
	Able to improve their knowledge, attitude and skills in designing problem solving and decision-making processes in their respective task field


Based on the need analysis, the general objective of Problem Solving & Decision-Making training program is training participants will be able to design a problem solving and decision-making process in their task field in accordance with the work procedures at Ministry of Energy and Mineral Resources. Specific objectives that must be achieved by participants in the program are as follows:
1. Training participants will be able to analyze problems and issues in their task field;
2. Training participants will be able to solve problems and anticipate the impact of their decisions that include risks in their task field;
3. Training participants will be able to create solutions and make decisions to overcome problems in their task field.
b) Content/Materials
The next component in curriculum development is training material. A curriculum developer must be able to understand what kind of material needed by participants. Therefore, the material compiled in a curriculum is beneficial to the participants. A curriculum designed for participants must be able to provide information relating to participants' problems. The material or content in the curriculum must be arranged in such a way that the participants are able to find useful and meaningful information. Furthermore, when choosing content, a curriculum developer must be able to take into account how far it can overcome the cognitive, social, and psychological dimensions of the participants (Ornstein & Hunkins, 2009).
There are four criteria in determining curriculum content. First, it must correspond to the objective. Second, it must correspont to the participant’s development. Third, it must have benefits in all aspects, both to participants or their office. Fourth, it must keep up with the development of science and technology (Arifin, 2012). The development of training curriculum should refer to several aspects. First, the objective to be achieved. After participated in training, participants should be able to carry out an analysis and create a process of problem solving and decision making in their task field. Second, benefit for participants, the material provided during the training is expected to provide benefits to students so that participants can apply it when they return to their workplace. Third, the material is developed in accordance with the development of science and technology. In developing Problem Solving & Decision-Making training curriculum, the material was compiled based on the needs of organizational units as well as the needs of individual employees on Ministry of Energy and Mineral Resources based on the results of training needs analysis. Based on these two, the material is developed referring to the current relevant theories as well as regulations that become a competency standard related to Problem Solving & Decision Making.
During the preparation of curriculum materials or content, there are factors that need to be considered ex. scope, order, placement, and organizational formation (Arifin, 2012). The scope of material in the curriculum adapts to the results of needs analysis and training objectives. The order is set sequentially i.e. starting with the simple message up to the complex one. The product of organizing material or curriculum content is training materials in that each competency stated in the material is developed into several competency elements.  

Table 3
Modification to the component of problem solving & decision-making training curriculum material
	Curriculum Component
	Modification Consideration
	Modification Result 

	Materials
	· Based on the results from analysis of training needs and objectives
· Consider some of the available training program materials that are still relevant to the results of the needs analysis and training objectives
	1. Analyze problem
2. Troubleshoot issue
3. Make Decision



The followings are material settings for both the material provided by e-learning and regular.
Table 4
Composition of Course Materials in E-Learning and Regular
	Activity
	Material
	Number of LHs

	E-learning
Establishing concepts and theories (15 LH)
	1. Analyzing Problem
	1 LH

	
	2. Solving Problem
	2 LH

	
	3. Making Decision 
	9 LH

	Regular
Increasing the number of case study and practice (18 LH)
	1. Analyzing Problem
	1 LH

	
	2. Solving Problem
	3 LH

	
	3. Making Decision 
	10 LH





 







c) Process
A process of implementing a curriculum is a learning activity, namely the effort from the instructor to provide material both during face-to-face meeting in a classroom and non-face-to-face meeting outside a classroom. Instructor is required to be able to use various teaching strategies, methods, and media resources during the teaching process (Arifin, 2012). Thus, a curriculum development shall determine not only the objectives and teaching materials but also to consider the learning process, how a participant experience a learning process in receiving prepared course material.
In reference to Edgar Dale's cone of experience, the below illustration shows that an experience is received from the most concrete to the most abstract based on the media used (Sari, 2019). According to Dale in Chaeruman (2018, p.124), "the more concrete a learning experience experienced by a student, the more learning experience will occur".
[image: ]
Figure 3. Edgar Dale's Cone of Experience (Source: Davis and Summers, 2015 p. 2)
Looking at how learning experiences are obtained based on Edgar Dale's cone of experiences makes learning methods and strategies a very important role in a learning process. The preparation for component of Problem Solving & Decision-Making training curriculum process is based on an analysis of training needs and refers to the curriculum objectives to be achieved. The implementation process is divided into two i.e. e-learning and face-to-face in a classroom. During the e-learning process, the material provided is more towards strengthening the theories and concepts related to Problem Solving & Decision Making. On the same note, the face-to-face learning process is more about a process of strengthening material through discussing case studies and practice. Looking at Anderson and Krathwohl's taxonomy wherein the educational objective is placed on the highest level in the hierarchy, namely create, hence by applying the method of practice on the face-to-face learning, it is hoped that the training participants will experience a real and direct learning as illustrated in the cone diagram of Edgar Dale experience so after participating a training, participants will be able to design a problem solving and decision-making process in their respective task field in accordance to work procedures at the Ministry of Energy and Mineral Resources.


















Online learning for PPSDM Civil servants SMILE website (15 LH)
Perform face-to-face learning in classroom
(18 LH)
1. Opening
2. Pre-Test
3. Material (Theories or concepts)
1. Material
2. Evalusion Of Learning Outcomes
1. Post Test
1. Products/ Works
1. Closing 

Activity
Implementation Process

1. Virtual classes
2. Conference
3. Discussion
4. FAQs
5. Watch videos
6. Self-Assignment
7. Exercise

1. Presentation
2. Faqs
3. Discussion
4. Anaalisis/Case Study
5. Practice
Strategy/ Method




















Figure 4. Training implementation Design based on the Problem Solving & Decision-Making Blended Learning





d) Evaluation
Evaluation is part of a curriculum component. Based on the terminology, evaluation has several definitions which refers to the objective of conducting an evaluation. An evaluation may be regarded as an effort to see a process of implementing a program and the impact of it (Meyer in Hasan, 2014). An evaluation in training serves as a measure on to what extent the training has achieved the expected goals. There are several methods that can be used in evaluating training participants. PPSDM civil servant has been using evaluation of training participant of pre- and post-test as well as seminar objective.
The evaluation on training curriculum conducted thoroughly which includes evaluation on participant, organizer, instructor, and post-training. Under participant evaluation, it assesses the attitude, behavior and mastery of material (learning outcomes). Assessment on learning outcomes is conducted through a pre- and post test. The test aims to understand the learning outcomes of training participant. The seminar test aims to see the performance of training participants on to what extent they have mastered the competencies from the training. Based on the study, this study finds that a great number of respondents wanted that training evaluation should not only conducted by means of an objective test or seminar examinations but also by means of creating products e.g, infographics, scientific papers, etc. Such activity must certainly be in accordance with the training in question, whether or not it supports the activity.
[image: ]
Figure 5. Percentage of training evaluation method required by the respondents

Note: 
Written test (Multiple Choice and Easy)
working presentation (Seminar Presentation)
Making products (scientific writing)

Based on the need analysis and adjustment to the indicators of success and achievement of training objectives, the training evaluation is developed into two aspects, namely.
a) Attitude and Behavior with 30% assessment weighting
b) Mastery of Material with 70% assessment weighting
1. Objective Tests (pretest and posttest)
2. Seminar Exams (Practice Reports/Making Products (Infographics, Paper, etc.)
The weighting was set based on a discussion with Widyaiswara and referring to the guideline for the problem solving & decision-making training implementation that was prepared by PPSDM civil servants. 
Table 5.
Evaluation of Problem Solving & Decision-Making Training results from training needs analysis
	Component of Curriculum 
		Consideration for Modification 



	Modification Results 

	Evaluation
	Adjusting to success indicators
	a) a) Aspects of Attitudes and Behavior with 30%
b) assessment weighting 
c) b) Aspects of Mastering Material with rating weight 70% 
d) c) Pretest-posttest and practice exam/seminar/product making



C. Expert judgment on the Design of Problem Solving & Decision-Making Training Curriculum Based-Blended Learning
This study follows the Design and Development (D&D) model hence the next stage is the review using expert judgment of both curriculum experts and material experts. A curriculum assessment was carried out by way of descriptive and technical which is written as statement items using assessment scales. The followings are the results of technical judgment from the experts:



1. Training Objectives

Figure 6.
Assessment on objective aspects by expert respondent
Note: 
Very poor, poor, fair, good, very good
· the training purposes are stated clearly and measured based on the result of needs analysis
· the training target is stated clearly and based on the training purposes
· competency units and elements based on the training purposes
· success indicator based on the required working performance criteria 

Based on Figure 6, in general the expert gave good review. Aspects that received very good review than other aspects are training objectives.
1. Aspects of Organizing Training Material

Figure 7.
Assessment of material aspects by expert respondents
Note: 
Very poor, poor, fair, good, very good
· the training materials are relevant with the training purposes
· learning material coverage
· learning material depth
· learning material benefits

Figure 7 shows that on average, the expert gave ‘good’ review on training materials, especially on the usefulness of training material. Further, the expert assessed the training materials as ‘moderately good’ on the profoundness of training materials.
3. Aspect of Training Material Delivery

Figure 8.
Assessment on Training Materal Delivery by expert respondents

Note: 
Very poor, poor, fair, good, very good
· Duration needed per training material
· Appropriateness between the learning activities with the purposes 
· Learning method selected referring to the criteria characteristics of working presentation
· Learning media/instruments based on the selected learning methods
Based on Figure 8, on average the expert gave ‘good’ review on training material delivery especially on the aspect of learning method and media/tools. The expert also gave ‘moderate’ review on the training duration and the activity suitability with the training objectives.

4. Aspect of Evaluation on Training Execution 

Figure 9.
Assessment of evaluation aspects by expert respondents
Note: 
Very poor, poor, fair, good, very good
· the evaluation component in assessing the learning achievement based on the learning purposes to reach by the learning participants
· the evaluation composition in assessing the learning achievement based on the learning purposes to reach by the learning participants
· the evaluation form in assessing the learning achievement based on the training purposes to reach by the training participants
Figure 9 shows that on average the expert gave the aspect of training evaluation “good” review, especially on the aspect of evaluation component in assessing learning outcomes.
Overall, both curriculum expert and material expert consider that the problem solving & decision-making curriculum is reasonable to be used after a revision based on suggestions.
Conclusion
With reference to the results of the study, it is generally concluded that the process of developing the curriculum based on the problem solving & decision making blended learning to improve the soft skills of KESDM civil servants was structured based on the needs of training participants wherein the preparation was carried out in three stages, namely a preliminary study of needs analysis, curriculum development based on the needs analysis, and expert judgment. The specific conclusions are as follows: 1) based on the analysis of training needs on a preliminary study, this study finds that the current employee’s competency in problem solving and decision making was not in accordance with the current Problem Solving & Decision-Making training program. This study analysis on the training needs shows that the competency needed by the respondents refer towards cognitive taxonomy within a cognitive aspect of analyzing and creating. Further, the curriculum at the time these competencies were delivered was at the level of understanding; however the objective to be achieved was at application level. Hence, there was a mismatch between the material delivered and training objectives to be achieved; 2) The part developed in Problem Solving & Decision Making curriculum was based on a blended learning occurred in the structure of curriculum component including training objectives which was designed based on the result from training need analysis, the training objective was at level 6 as in cognitive taxonomy, the training materials were developed according to the needs and objectives analysis, the course of learning process both from the methods and media used, as well as the evaluation; and 3) The expert judgment on the training curriculum developed on the aspects of training objectives, the organization of training materials, training delivery, and evaluation of training implementation based on a technical assessment by the experts, the average assessment was "good". In addition to the technical assessment of Likert scale, this curriculum was also assessed descriptively by the experts. Several important notes from the descriptive assessment are the need to improve the aspects of training objectives, the need to mention the targeted participants, establishing training background, repetition of training courses 2 and 4, and adding training materials related to internal and external analysis.
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student should know and realistically be able to do by the end of the course. This approach will focus
on a self-assessment survey to gather in-depth understanding of leaming and the reasons that student
learning occurred as a result application of Edger Dale's Cone of Experience. The results wil be the why
and how of learning and retention, not just what. This method will produce information only on this
particular course but general conclusions about the application of student projects in any course or
discipline wil be infered.
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Figure 1. Dale’s Cone of Experience.

Our study will show that in the foundational leadership course effective learning was

achieved by applying strategies at the bottom of the pyramid using direct, purposeiul leaming

experiences that simulates “doing the real thing.” and represents reality or the closest things to
ife
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