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Abstract

The management and leadership training innovation model used by Muhammadiyah universities according
to the principles of good instructional development is not yet available. The aims of this research are (1) to
describe the appropriate management and leadership training for university leaders at Muhammadiyah uni-
versities today; (2) to identify current approaches to management and leadership training; (3) to develop
suitable management and leadership training packages for leaders; and (4) to formulate the effectiveness of
the innovation management and leadership training package. Research and Development Borg and Gall
were used and combined with Dick & Carey's steps Instructional Design Modern. The study resulted in the
package management and leadership training for Muhammadiyah, including training design, A Handbook
for Facilitators, Handbook for Participants, and Module 3 Training Materials. Product Training Package has
been validated by and trials on aspects of effectiveness and feasibility. The study also produced some impli-
cations and recommendations relating to the training in the PTM (Muhammadiyah Higher Education).
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1. Introduction

The critical thought behind this research
is that university leaders have an essential
role in improving the quality of their institu-
tions in facing various changes and challeng-
es. Today's global changes affect the eco-
nomic field, social strength, interests and
commitments, and values, assisted by open
communication (Marquardt, 1995). Manag-
ing universities is not enough with good in-

tentions but must be supported by manage-
ment and leadership (Todowede, 2013).

In general, two kinds of higher educa-
tion providers in Indonesia include the gov-
ernment (state universities) and organized by
the community (private universities). Cur-
rently, there are 4,013 private universities in
Indonesia, consisting of 466 universities, 98
institutes, 14 polytechnics, 2,345 colleges,
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and 1,021 academies

(https://pddikti.kemdikbud.go.id/).
Muhammadiyah manages some private

universities. Until 2014, Muhammadiyah had

166 universities consisting of 20 academies,

4 polytechnics, 99 colleges, 2 institutes, and
41 universities (Muhammadiyah, 2015). The
166 universities collaborate with the Higher
Education Council as the supporting body
for the Muhammadiyah Central Executive.
Although so, its existence has diversity in the
quality and dynamics of management and
leadership.

Based on these facts, the problems faced
boil down to management and leadership.
The process of managing and leading higher
education institutions is still running on a
routine basis to avoid visible dynamics. Sev-
eral universities within the Muhammadiyah
environment, especially in the higher envi-
ronment (STKIP, STIE STIT, STT) estab-
lished for more than 15 years, are still con-
sistent with one study program, without any
additional study programs and have not been
able to meet the required number of lecturer
qualifications. The university has also not
prepared a Budget and Expenditure Plan,
which will serve as an annual operational
guideline. The essential functions of man-
agement in planning (planning), managing
(organizing), implementing (actuating), and
controlling (controlling) have not been im-
plemented  optimally  (Anastasiou &
Garametsi, 2020). The demands for change
have not been systematically addressed by
universities and have been slow in making
decisions.

Some management issues are some-
times not understood by the leadership, such
as preparing strategic plans, operational
plans, and budget and financing plans by
managing independent funds, such as seek-
ing funds, managing, reporting, and evaluat-
ing themselves (Balcita & Palaoag, 2020). In

the leadership aspect, several problems exist,
including a lack of understanding of organi-
zational cultural values. Cultural values are
believed to be the spirit of the organization
in carrying out its mission in education.
Leadership values based on Al Islam and
Kemuhammadiyahan (Sadari, Adawiyyah,
Nurhidayat, & Karimah, 2019) are substan-
tive things that higher education leaders must
understand.

Based on the background, the research-
ers formulated these formulations: (1) what
is the proper management and leadership
training for university leaders in the current
Muhammadiyah higher education; (2) how is
the current approach to management and
leadership training; (3) how to develop a
management and leadership training package
suitable for leaders; and (4) how effective is
the management and leadership training
package.

Model Development Concept

A training program design model aims
to get a productive and effective learning
experience. Good learning embraces a
seamless learning experience about how
ideas and emotions interact with the
classroom atmosphere, and both can change
according to the changing atmosphere
(Chongwony, Gardner, & Tope, 2020).
Shambaugh & Mogliarnon (2006) defined

instructional design as “An intellectual
process to help teacher systematically
analyze learner needs and construct

structured possibilities to address those needs
responsively”. The meaning of learning
design is an intellectual process to help
educators systematically analyze learners'
needs and try to help meet these needs. This
opinion is an essential step in instructional
development activities. Hence, the right
learner needs analysis can produce the
required development design.
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Instructional development is a systema-
tic, effective, and efficient process in
creating an instructional system to solve
learning problems or student
performance through a series of problem

improve

identification, development, and evaluation
activities (Suparman, 2012). In contrast, the
meaning of learning design is a process in
developing teaching  that
explicitly uses learning theories to ensure the
quality of learning. The statement implies
that learning design is the whole process,
including analysis of learning needs,

systematic

objectives, development of learning planning
systems, learning strategies to meet learning
needs. Therefore, the procedure referred to in
this sense includes developing learning
activities (teaching materials), including
methods, field tests, and evaluation of all
learning components and student activities
(Gerholz, Liszt, & Klingsieck, 2018).

According to Gustafson and Branch
(Gustafson & Branch, 2002), learning devel-
opment includes five main activities: (1) An-
alyzing the conditions and needs of learners;
(2) Designing a series of specifications that
are effective, efficient, and relevant to the
learning environment; (3) Developing mate-
rials and material management; (4) imple-
mentation of learning design; and (5) forma-
tive and summative evaluation of the results
of the development.

Based on some of the definitions above,
development activities generally have four
stages. The first is needs analysis. Second,
identification and preliminary research con-
sist of analyzing the learner's condition and
needs. The third stage of development con-
sists of developing learning materials and
materials, and the fourth is the evaluation
stage.

Muhammadiyah Universities

Training

Human resource development has three
ways: training, education, and development.
Each of these activities has its characteris-
tics. It becomes a force to develop human
resources, both in activity inputs, process
management, activity strategy development,
and the goals set. Everyone who wants to
strengthen his knowledge must undergo
management and leadership training (Kumi-
kaite, 2008; Fadhil & Rayess, 2021).

According to Gomez-Mejia, Balkin, and
Cardy (2012) training is employee training is
commonly used as a means to increase per-
formance. A gap between employee perfor-
mance levels and standards for that perfor-
mance is frequently addressed with training.
Training is usually carried out when workers
lack skills or when an organization changes a
system and needs to learn new skills. Noe,
Hollenbeck, Gerhart & Wright (2020) stated
that training facilitates learning job-related
knowledge, skills, and behavior. Training
also facilitates employees' learning about
work-related knowledge, skills, and behav-
ior.

Another opinion regarding the definition
of training is, according to Mathis and Jack-
son (2019), that training is the process
whereby people acquire capabilities to per-
form jobs. Training provides employees with
specific, identifiable knowledge and skills in
their present positions. Training is the acqui-
sition process of developing the ability to do
work and equipping employees with special-
ized knowledge and skills to perform their
current jobs.

The various quotes above explain that
training is various introduction efforts to
develop employee performance in their work
or something related to their work. It makes
specific changes in behavior, attitudes, skills,
and knowledge. The training must include
learning and sharing experiences between
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participants for the training to be practical.
Training should be an activity that is planned
and designed in response to identified needs.

Training can also be translated as a
structured learning experience to develop
specific skills, knowledge, or attitudes. In
addition, training is the acquisition of
knowledge, skills, and competencies
resulting from learning related to certain
valuable competencies. Training has the
specific purpose of improving a person's
abilities, capacities, and performance.

Based on some of the concepts discussed
above, a good training construct (design) can
be seen or assessed for its success with
several indicators: improving performance,
providing new knowledge and experience,
and improving participants' skills. Therefore,
training must be carefully prepared and
planned with professional management,
practical strategies, and methods. These will
later define success if a well-designed
training program design model is developed
with instructional design principles and
valid.

Management and Leadership

Both management and leadership can be
separated or explained, but in reality, they
can overlap. Management by experts is de-
fined as a process or framework that involves

the guidance or direction of a group of peo-
ple towards organizational goals or actual
purposes.

Barney & Griffin (1992) defined man-
agement as a series of activities including
planning, organizing, coordinating, and con-
trolling organizational resources (human,
financial, physical, and information) to
achieve goals effectively and efficiently.
Effective is making the right decisions and
implementing them successfully. Efficient
means using resources wisely and cost-
effectively. Leadership is defined as influ-
encing others to understand and agree on
what is needed to carry out the task and how
to perform the task and facilitating individual
and collective efforts to achieve common
goals (Yulk, 2015). Furthermore, Griffin
(1995) provided an understanding of leader-
ship:

Leadership as a process uses non-
coercive influence to shape the group's or
organization's goals, motivate behavior to-
ward the achievement of those goals, and
help define group or organizational culture;
as a property, the set of characteristics at-
tributed to individuals who are perceived to
be leaders.

Table 1. Differences in Management and Leadership Functions
Management produces order and Leadership produces change and
Consistency movement

Planning and Budget
¢ Making plans
e  Setting work schedule
e Allocating resources

Determining the direction
e Creating a vision
e Explaining the big picture
e Setting strategy

Organization and Staffing
e Providing structure
e  Creating job placements
e Creating rules and procedures

Bringing people together
¢ Communicating goals
¢ Looking for commitment
e Team building

Controlling and Troubleshooting
e Developing incentives
e  Creating creative solutions
e Taking corrective action

Motivating and Inspiring
e Inspiring and encouraging
¢  Empowering followers
¢ Meeting unmet needs

Source: J. P Kotter (1999) — Peter G Northouse (2016)
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Griffin's opinion explained that leader-
ship is both a process and an attribute. As a
process, leadership is a non-coercive influ-
ence to shape the goals of a group or organi-
zation, motivate behavior toward goal at-
tainment and help define the culture of the
group or organization. As an attribute, lead-
ership is a group of characteristics possessed
by individuals seen as leaders. Management
and leadership are both related but not the
same. There is a difference between the func-
tion of management and leadership.

Management and leadership are in one
organization and dynamically carry out their
respective functions. The person who carries
out the management function is called the
manager, and the person who runs the top
leadership is called the leader.

As one of the organizational institutions
in its structure, higher education also sepa-
rates tasks for managers and leaders. The
title rector, director, chairperson means the
leader and manager because they carry out
management and leadership functions in
their duties and functions. The main task of
university leaders, in general, is to promote
the 77i Dharma of higher education, which
includes education, research, and community
service. At Muhammadiyah universities, the
fourth dharma is Al Islam and Kemuham-
madiyahan (Wasono & Sutarto, 2015). So, in
general, higher education leaders are respon-
sible for improving quality in teaching, re-
search, and service. Higher education suc-
cess indicators are based on the National
Higher Education Standards: Permendikbud
No.49 of 2014, consisting of Graduate Com-
petency Standards, Learning Content Stand-
ards, Learning Process Standards, Learning
Assessment Standards, Lecturers and Educa-
tion Personnel Standards, Learning Facilities
and Infrastructure Standards, Learning Man-
agement Standards, and Learning Financing
Standards. Although not the only measure of

Muhammadiyah Universities

the success of higher education leaders, ob-
taining the title of Institutional Accreditation
and accreditation of study programs is still
one way to assess the quality of management
and leadership.

2. Method

The research objectives of developing a
management and leadership training program
design are (1) Developing a management and
leadership training program design consist-
ing of conceptual, procedural, and physical
models. The conceptual model is the embod-

iment of the conceptualization of theories
and principles related to the training design
model. The procedural model is the stage of
developing a training program design model.
The physical model consists of management
and leadership training program modules
consisting of facilitator guidelines, partici-
pant guidelines, and training material mod-
ules (2) Obtaining empirical data on the im-
plementation of training conducted by Mu-
hammadiyah universities. (3) Producing
management and leadership training program
design (4) Obtaining empirical data on man-
agement and effectiveness of leadership
training program design.

This research used Research and Devel-
opment from Borg and Gall (2006) and
adopted the Dick and Carey design model
(Ed Forest, 2015) and Modern Instructional
Design (Khalil & Elkhider, 2016). Borg and
Gall's model covers all complete develop-
ment stages, especially in repeatedly testing
and revision sections. Thus, it is possible to
obtain a final learning product that fits the
needs. The purpose of research and devel-
opment is “to develop and validate educa-
tional products”. The product is a training
program design model.

The data in this study were through 1)
Observation, 2) Questionnaire, 3) Interview
4) Pre-test and Post-test 5) Documents. Data
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analysis used the triangulation technique,
verifying information obtained from the
same event but different people. For exam-
ple, three experts with diverse expertise
could examine aspects of the design module
of a training program, then confirm their
assessment of one problem.

The research on the development of the
training program design model included four
essential stages: the preliminary research
stage, the identification stage, the develop-
ment stage, and the evaluation-revision vali-
dation stage. Preliminary research stages
included: 1) initial identification and deter-
mining training objectives 2) instructional
analysis 3) identification of initial behavior
and characteristics of trainees 4) training
needs analysis. For data exploration, the re-
search took place at Muhammadiyah univer-
sities involving 35 university leaders cover-
ing Sumatra, West Java, Central Java, East
Java, South Sulawesi, South Kalimantan,
West Nusa Tenggara, and East Nusa Tengga-
ra. Research data was through observation,
questionnaires, and interviews.

The identification stage included: 1)
identification of training participants and 2)
determining the general objectives of the
training. Information about the condition of
the characteristics of the trainees is needed in
designing instructional strategies. The selec-
tion, method materials, media, learning re-
sources, and completeness of the training
consider the trainees' initial abilities. Instru-
ments to determine the initial capacity of the
trainees can be done using a questionnaire.

The development stage includes: 1) de-
termining specific learning objectives, 2)
determining benchmark reference tests, 3)
selecting strategies, methods, and media, 3)
designing training materials, and 4) compil-
ing guidelines and training material modules.

The last stage of development is evalua-
tion validation and revision. The validation,

evaluation, and revision stages were as fol-
lows: 1) discussion with colleagues, 2) first
revision of training materials, and 3) forma-
tive evaluation. The formative evaluation of
learning materials carried out in this research
and development was the validation of sev-
eral experts and testing of the training mate-
rial modules. Validation of the training mate-
rial module included 1) expert validation; 2)
second revision of the training material
modules; 3) individual trial; 4) the third revi-
sion of the training material modules; 5)
small group trial; 6) revision of the four
training material modules; 7) field trials
(empirical validation).

3. Result and Discussion

Leadership and management are differ-
ent definitions. They have separated the
practical program in it. Leadership is a part
of management. Someone can lead others to

achieve the organization's goals (Rdducan &
Réducan, 2014). Leadership talks about the
changing of the giving motivation and inspir-
ing.

There are many definitions of manage-
ment that are interpreted by experts. Kaehler
and Grundei (2019) explains, almost none of
the definitions display a specific view of
man-agement. Meanwhile, an expert write
the management is the system of all plans
and administration to create some direction
in leadership implementation (Algahtani,
2014). In this case, the leadership program
will lead the number of participants in look-
ing for the best model of this training. The
training has a specific program for upscaling
and rescaling the numbers of leaders in every
Muhammadiyah Higher Education. Finally,
the evaluation is needed to know more and
follow up on the various essential potential
of participants (Nicholas Clarke, 2012).

Based on the data obtained in the pre-
liminary research conducted, an overview of
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the need to develop a design model for man-
agement and leadership training programs is
as follows: 1) Higher education leaders need
an explanation and how to apply the man-
agement and  leadership  values
Muhammadiyah universities through train-
ing. 2) There is no training model designed
by the Higher Education Council or by Mu-
hammadiyah universities specifically for the
benefit of management and leadership train-
ing based on the principles of instructional
development. 3) The training held so far is
more technical training followed by human
resources in low management. Meanwhile,
there are no Top Leaders or policymakers.
4). The training method is still dominated by
lectures and gives the trainer more space.
Space for exchanging experiences (experien-
tial learning), the interaction between partic-
ipants is minimal. 5). Management and lead-
ership are based on habits and routines, more
minor than essential management and leader-
ship knowledge.

Based on the results of the preliminary
research above, the development of a design
model for management and leadership train-
ing programs is necessary for leaders of uni-
versities, foundations (Daily Trustees), and
the Higher Education Council.

Muhammadiyah Universities

a. Product Development
Based on the development model's steps,

this development product is a design model
for management and leadership training pro-
grams in 3 models: conceptual, procedural,
and physical. Product development is the
collective activities or system and ideas into
a stream of products that meet the needs and
the strategic goals through a several stages
carried out (Ringen and Welo, 2018).

1) Conceptual Model

The conceptual model is a manifestation
of the conceptualization of various theories
and principles, which conceptually can be
integrated to answer the problems faced and
used in solving problems through a training
program design model. Behavioristic and
constructivist learning and learning theories
are used in this model. Conceptually, the
development of this model also uses the
principles of adult learning and uses an ac-
tive training approach. One of the construc-
tive principles in this model is experiential
learning. The following is a conceptual mod-
el for developing a management and leader-
ship training program design.
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Figure 1. Conceptual Figure

2) Procedural Model

The procedural model in the manage-
ment and leadership training package con-
sists of 3 stages: the identification stage, the
development stage, and the evaluation stage.
The following procedural models are Dick

and Carey and Atwi Suparman models
adapted to development needs.

The procedural model is carried out with
the aim of minimizing the damage that oc-
curs to the products developed, from the
identification, development, and evaluation
stages.
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Figure 2. Procedural Model
Management and Leadership Training Program Design Model Development

3) Physical Model

The physical models produced in the
management and leadership training pro-
grams for Muhammadiyah higher education
leaders are (1) training modules for three
training courses, Module 1 on university
management, module 2 on change manage-
ment, and module 3 on Muhammadiyah
leadership. (2) Guidelines consist of 2 guide-
lines, 1 for facilitator and 1 for training par-
ticipants.

b. Product Eligibility
The product feasibility test from a train-

ing material module is carried out through an

expert test consisting of educational technol-
ogy experts, material experts, linguists, and
media experts. The expert product assess-
ment gives a value range of 1-5 by providing
an opinion or comment column. Interpreta-
tion of the range is 5 = Very Good, 4 =
Good, 3 = Fair 2 = Poor, 1 = Poor

According to the instructional design
expert, the feasibility of the product is as-
sessed based on the components of learning
objectives, learning strategies, preparation of
learning materials (materials), and assess-
ment tools.
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Table 2. Instructional Design Expert Assessment

Table 4. Media Experts Rating

Valued aspects Mean  Value
Learning objectives 4.88 Good
Learning strategies 4.38 Good
Preparation of Teaching Materials 4.78 Good
Assessment Tool 4.38 Good

Based on the expert's assessment of in-
structional design, the module product and
management and leadership training guide-
lines are feasible. According to linguists, the
feasibility of the product is assessed based on
the use of words and sentences in modules
and manuals. The assessment covers seven
aspects: module titles and guidelines, word
choice, sentence structure, use of terms,
word count, language style, and illustrations.

Table 3. Linguist Assessment

Valued Aspects Mean Value
Book cover 4.66 Good
Graphics 4.4 Good
Setting and 4.54 Good
Layout

Mean 4.53

According to the media expert, the as-
sessment can conclude that the product is
good and feasible for training.

The fourth expert assessment is the fea-
sibility of the product according to the mate-
rial expert. Eligibility by material experts
includes (1) preparation of learning materials
(materials), (2) presentation of materials, and
(3) assessment tools. The material expert's
assessment results on three aspects can be
seen in Table 5. The average score in Table 4
shows that the developed model is good and

Valued aspects Mean Value

Module Title 4.83 Good feasible.

Word Choice 4.75 Good

Sentence Arran- 4.38 Good Table 5. Material Expert Assessment
gement Valued Aspects Mean Value
Use of Terms 4.13 Good Material Prepara-  4.83 Good
Word Count 4.88 Good tion

Language style 4.75 Good Presentation 4.73 Good
lustration 3.75 Fair Assessment Tool 4.66 Good
Mean 4.49 Average 4.74

Table 3 shows that although the average
is good, which is 4.49, the illustrations need
expert comments and should be adapted to
the material. Based on this assessment, the
module in general from the linguistic aspect
is reasonable, appropriate, and feasible.

According to media experts, product
feasibility is an assessment of the feasibility
associated with the physical appearance
specifications of the book and the layout or
layout of the product. Aspects assessed in-
clude book cover, visual or graphic illustra-
tions, and design. The results of the media
expert's assessment are as follows:

Based on experts' assessments consisting
of Instructional Design Experts, Linguists,
Material Experts, and Media Experts, the
management and leadership training material
product's feasibility is on average 4.49 or in
the good, feasible and usable category (Table
3).
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m design expert
m Linguist
material expert

m expert media

o

W rata rataavrage

Figure 3. Four Experts Assessment

c. Product Effectivity
The effectiveness of the product has

three stages guided by the steps of the Dick
and Cary development model (Ed Forest,
2015): (1) one-to-one trials, (2) small group
trials, and (3) field trials.

M uji one to one

m small group test
field tes

M average

o

Figure 4. Results of 3 Tested Products

Figure 4 shows that the tested products
have a high average acceptance rate of
88.7%. Then, the product development has
been effective, acceptable, and used in the
training program.

An important concept in training is in-
creased performance (Silberman, Biech, &
Auerbach, 2015). The organization provides
education and training to improve perfor-
mance starting from the manager and the
highest to the implementer or operator level.
Performance decreases if there is a decrease
in achievement, weakened work productivi-
ty, and a discrepancy between the planned
targets and the results obtained in a work
unit or an organizational institution. There-
fore, efforts are needed to return the situation
to a normal and better state. One way is
through training programs.

The model design is to create practical
training. It means that the movement partici-

Muhammadiyah Universities

pants should have leadership behavior in
various situations they will face (Helming et
al., 2019). The model conducted is to create
the training participants to overcome the
monotonous problem. At least, we find three
characteristics of instructional explanations
in the class. They are about the interaction
between explainer and listener, the different
knowledge between speaker and recipients,
and the clarification of speakers when they
have explained something to the audience
(Findeisen et al., 2021). All theories the
practitioners apply have to relate to the fun-
damental ideas of Instructional objectives.
There are two cross-relationship between the
cognitive process dimension (remember,
understand, apply, analyze, evaluate, create)
and knowledge dimension (factual, concep-
tual, procedural, metacognitive) (Kilbane &
Milman, 2014). So, good training is when
participants have many opportunities to ex-
plore their competence and skill using a dis-
tinguished training model.

Preliminary findings on the training in-
dicated that the impression of the movement
was pedagogical, lecture parade, and boring.
The trainees were primarily listeners and
were not actively involved in the training
process. In addition, the preliminary research
also found no training material modules pre-
pared for the benefit of the training program.

A good training program is developed
according to the principles of instructional
design. The design model for the manage-
ment and leadership training program was
developed by adopting the Dick and Carey
system approach model and Atwi Super-
man's modern instructional design. With the
initial findings of preliminary research, the
training program design model uses an active
training approach with an adult learning ap-
proach. The method developed in training is
andragogical. The andragogical method was
chosen due to the characteristics of the train-
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ees. Case studies, independent assignments,
discussions, simulation games, and presenta-
tions are real andragogic and active training
forms. The andragogic training process al-
lows learning and experiential learning to
share knowledge between training partici-
pants. The gap between training participants
from the upper and lower groups can be an-
ticipated with each participant learning from
each other. Miarso (2007) revealed that
learning or instructional is an attempt to
manage the environment intentionally so that
a person forms himself positively under cer-
tain conditions.

As one of the physical products of re-
search and development, the training materi-
al module has been designed according to the
experiential learning principle, which gives
the trainees more time than the trainer. The
trainer's function is to become a facilitator or
partner in the training process. Of the 18
hours of training, 6 hours are used by the
facilitator, and 12 hours are used by training
participants' activities in discussions, case
studies, presentations, independent assign-
ments, and simulation games.

4. Conclusion
Based on the results of research and dis-
cussion, some conclusions can be drawn.

First, management and leadership training
that follows the leadership condition is based
on an analysis of training needs and uses
consistent instructional development steps.
Second, the training approach applied so far
tends to be trainer-centered or pedagogical.
The approach used in the management and
leadership training because of the develop-
ment is Andragogic, adapted to the charac-
teristics of the trainees. The implementation
uses an experiential learning cycle and pro-
vides opportunities for trainees to share ex-
periences. Third, developing a management
and leadership training package following

PTM conditions sets the Dick and Carey
system and Modern Instructional Design.
Fourth, based on the assessments of Instruc-
tional Design Experts, Material Experts, Me-
dia Experts, Language Experts, and the re-
sults of the one-to-one trial, small group test,
and field test, the design model for the man-
agement and leadership training program for
Muhammadiyah higher education leaders, is
feasible, effective, and can be used in train-
ing.
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