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Abstract
The background of this research were (1)the importance of Guidance and
Counseling(GC) service in schoolshave not professionally carried out; (2) the lack of
mastery of assessment competence of GC teachers; (3) the obstacles faced by GC
teachers to join in the face-to-face training; (4) the potential of providing training
using e-learning. The purpose of this research covered: (1) to uncover the training
management model that has been carried out; (2) to develop the model design of
assessment-competence-based training management using e-learning (ACBaTME) for
GC teachers; (3) to achieve the final model of ACBaTME for GC teachers. This
research and development paper follows the procedure by Borg and Gall (2003),
which was shortened into 3 major steps: the preliminary stage, development, and trial.
The trial was done in Salatiga to GC teachers. The data collection was donethrough
interviews, focus group discussion, questionnaire, and tests, analyzed using
quantitative and qualitative method. The result gained the factual model, developed
model design, hypothetic model, and the final model. The final model was called
“The Assessment Competence-based Training Management Using E-learning” for GC
Teachers. The name of the training was “The Online Training for Counselors” (OTC)
that is available on www.coatsalatiga.net.
KEYWORDS: e-learning, guidance and counseling, assessment competence,
onlinetraining management
1. Introduction
The guidance and counseling serves as an integral part of the educational activity in
every education unit that makes the GC service inseparable from other educational
elements. The GC service helps students to reveal the potential and develop it
optimally, as well as to able to adjust themselves in an environment, and to emerge
self-actualization. The target of GC service is the totality in students’ life. Through
GC service, the teachers of GC make efforts to minimalize the psychological
obstacles so students can improve themselves optimally. Considering the importance
of the role of GC teachers in helping students achieve their developmental tasks, then
the teachers should do the job professionally.
In reality, some research results showed that GC teachers have not been as
professional as expected. Murad’s research (2005) showed many unsatisfactory
feedbacks the users that pointed out to unprofessional work. Hajati (2010) described
another result of GC teachers in East Jakarta that most of the counselors are lack of
theoretical competence among all competences.
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Ekstrom, et al (2004) in his research entitled “A Survey of Assessment and Education
Activities of School Counselors” discussed the responsibility and activities of school
counselors related with assessment. The samples were 600 counselors in elementary,
middle, and high schools that were involved in American School Counselor
Association (ACSA). The research result showed that, related to the counselor’s job in
doing assessment, only 50% or 300 counselors who could administered the test
properly. Another 50% did not administerthe tests properly, and less proper.
Meanwhile, for the assessment activity, out of 39 activities, only 9 activities were
done by 80% or as much as 480 respondents. That survey gives a portrayal that not al
counselors can do their job properly, and only a few who can do the assessment.
The result of GC teachers test with educator certified held by the Ministry of
Education and Culture in 2012 displayed the score of 42 for average of professional
competence, and 48 for pedagogy competence (www.kemendiknas.go.id). The
minimum score for teachers to pass the test was 70. The result showed the low
competence of the GC teachers.
The preliminary research to reveal the mastery of competence of GC teachers in
Salatiga was done in 2012 by doing competency tests through pedagogy test and
professional test. It appeared that the professional competence was lower than the
pedagogy competence, with an average of 53,17 for pedagogy, and 48,27 for
professional competency. Next, further analysis was done to find out the mastery of
core competence in pedagogy and professional competence, which revealed that the
lowest result was in mastering the concept and practice of assessment to understand a
condition, needs, and problem of the counselee, with the average score of 38,81.
This condition needs efforts to increase the GC teachers’ competence so that they can
work professionally. One of the ways is to education and training. There have been
many activities in increasing the education quality, yet, with insignificant result. A
research by Widodo, et al. (2006) gained understanding of the conventional training
that was likely to face problems of giving service due to Indonesia’s geographical
condition.
Some problems of GC teachers in Salatiga about the existing trainings were: (1) the
lack of chance to join, with the average score of 3,37 in high category; (2) difficulties
of putting aside the school duty, with the average score of 2,40 in high category; (3)
difficulties to find convenient time, with the average score of 2,67 in high category;
and (4) boring teaching method, with the average score of 2,80 in high category
(survey result from closed questionnaire to 86 GC teachers in Salatiga in 2012). If
similar trainings are to be done with the same method, which is by face-to-face
meeting, then the increase of the teachers’ competence will be hard to achieve.
Effendi and Zhuang (2005:2) explained the practice of conventional trainings that
could not provide the necessary trainings for workers effectively.
One of the solutions to overcome the problem of conventional training is through elearning training. E-learning training is a computer-assisted online training with
internet service. Online training can provide a wider chance for teacher to join in
training. They can participate without certain time and space-bounded. Based on that
explanation, this research developed a model for assessment competence-based
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training management using e-learning to increase the assessment competence of GC
teachers.
The purpose of the research are: (1) to describe and analyze the model of the existing
trainings for GC teachers; (2) to formulate the design of assessment-competencebased training management using e-learning for GC teachers; (3) to produce a model
of feasible assessment competence-based training management using e-learning for
GC teachers.
2. Materials
Management is a system with components. According to Terry (1977:4),
“Management is a distinct process consisting of planning, organizing, actuating, and
controlling, perfomed to determine and accomplish stated objectives by the use of
human beings and other resources.” Some opinions about management by experts
were also in line with Terry. Hasley dan Blanchard (1992:17) defined management as
“working with and through individuals and groups to accomplish organizational
goals.” Whereas Stoner (1996:24) said “Management as the process of planning,
organizing, leading and controlling the efforts of organizing members and of using all
other organizational resources to achieve stated organizational goal.”
Fattah (2009:1) determined management as a process of planning, organize, lead, and
control the organization efforts together with all the aspects, to gain the purpose
effectively and efficiently. Usman (2009:5) gave a wider meaning in management,
which explained as: planning, organizing, directing, and controlling of organizational
resources to achieve the purpose effectively and efficiently. Based on the opinions
stated above, it can be concluded that management is an activity by individual with a
group using all organizational resources to achieve determined purposes. The efforts
cover planning, organizing, execution, and evaluation.
Training is one of the functions in human resource management that is necessary to be
done continuously to workmanship development in an organization. Training is
important not only for the teachers, but also for the institution and social relationship
in working groups. Training is an effort to establish well attitude, ability and
proficiency to do certain jobs (Flippo, 1984:91).
Training is an integrated process used by leaders to make sure that the workers work
to the goal. Training is a process of teaching of skillneeded by new workers to do the
job (Dessler, 2008:280). Noe (2008:351) described training as a planned effort by an
institution/ company to ease the learning of the workers about the competencies
related to the work, which included knowledge, skill, and attitude. Training has a
meaning as an effort to rise individual changes in skills, attitude and behavior
development, according to the tasks in the workplace. There have been many
researches concerning the success of training programs in increasing teachers’
competence. The research by Philips (1998), Wehrmann (2002), Osunde and Omoruyi
(2004), Moeini (2008), Githui (2011), Shah (2011), and Danso, et al. (2012) proved
that trainings could increase teachers’ ability and performance. Those results support
the theory of human resource development, which becomes the base of this research.
Trainings can be effective and efficient if it is planned well, that in consequence, there
is a need to a training program that can be used as a guidance teacher for creating a
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training. Nedler (1982:12) proposed a training model named ‘The Critical Events
Model’ (CEM) that is often called open model. This model by Nedler starts from: (1)
determining the needs of the organization, (2) determining the specification of the
task procedure, (3) determining the learners need, (4) formulating purposes, (5)
developing the curriculum, (6) choosing a learning strategy, (7) Collecting the source
of learning, (8)carry out the training, and should be back to needs analysis. This cycle
aims to see the strengths and weaknesses of the training, and whether it still needs to
be evaluated for feedbacks to improve the training planning,to fix some problems for
the perfection of the training lessons. This is picturized in Figure 1.

Generally, it uses two methods that are: On-the-Job Training and Off-the-Job
Training. One technique in Off-the-Job Training is the e-learning training. E-learning
is often understood as a form of a web-based learning that can be accessed with
intranet or internet. E-learning has several terms, i.e.: distance education, distributed
learning, online education, dan web learning (Halawi, Mc Carthy dan Pires,
2009:375).E-learning is a distance learning that occupies the technology of computer,
and internet.
Coran (2002) clarified e-learning as any teaching and learning that utilizes electronic
connection (LAN,WAN, or internet) to deliver the content of the learning, interaction,
or guidance. Eyitayo (205) in Halawi, McCarthy, and Pires (2009) defined e-learning
as a suitable blend of knowledge and technology for progressing wide, dynamic
learning-teaching development.” Whereas Naidu (2006:10)also interpreted it as
follows: “E-learning is commonly referred to the intentional use of networked
information and communications technology in teaching and learning. A number of
other terms are also used to describe this mode of teaching and learning. They include
online learning, virtual learning, distributed learning, network and webbased learning.
Fundamentally, they all refer to educational processes that utilize information and
communications technology to mediate asynchronous as well as synchronous learning
and teaching activities.”
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Based on the definitions stated above, e-learning can be taken as each learning
process that uses various information and communication-technology-based
electronic devices, especially intranet or internet in order to increase the quality of the
learning.
Dietinger (2003:23) pointed out that e-learning had some advantages, namely: the
learning process did not depend on the physical place which made it possible for the
learners to do it anywhere in different places; new information to public could be
distributed fast as it was done digitally that only took seconds; there would be an
adaptive learning where learners could participate accordingly to their own pace and
style in the their own available time. Other advantages of e-learning are that it
provides multimedia-based learning interactively which motivates learners, and that
the supervision is not only through the achievement, but also throughout the process
of learning, progress, and learners’ performance.
This research developed a training model to increase the assessment competence of
guidance and counseling teachers. The term competence for teachers, according to
Kunandar (2011:55) was a set of ability that must be possessed so as performing the
work effectively and efficiently. Richard E. Boyatzis, 1982:23; Klemp, 1980 (in
Sudarmanto, 2009:46) explained that competence was characteristics related to
excellent and effective performance in work. That definition means that competence
links to characteristics owned by individuals who determine the quality of the work.
The better characteristics a person has, the better the work will be. To Finch &
Crunkilton, 1972 (in Mulyasa, 2004:38), competence is the mastery of the task, skills,
attitude, and appreciation needed to support the success. Given those points, it is
concluded that competence is the mastery of knowledge, skills, attitude, and
characteristics of individuals such as behavior, motivation, paradigm, opinion, action,
and other characteristics needed in working out the job that can be measured with
certain standard. Competence is not a condition of nature, yet can be gained through a
process of education, training, and human resource development program.
The competence that should be mastered by a person in order to do the job well is
formulated in a standard that is used for measuring. The counselor’s competence
standard, as said by Suparlan (2005:93) was a fixed measure required in a form of
knowledge and action that enables a counselor to hold functionary position
appropriately to the field of the task, qualification, and degree.
The regulation from the Ministry of National Education of Republic of Indonesia No
27/ 2008 about the Academic and Counselor Competence Qualification Standard
(ACCQS) describes the competence is set in 4 educational competence as it was
written in the Government Regulation No 19/2005 (Depdiknas, 2008:7). Therefore,
the formulation of counselor’s competence in whole is mapped in pedagogical,
personality, social, and professional competencies. The underlying reference of the
development of guidance and counseling teachers is the formulation in the ACCQS,
so that the training must pay attention to the ACCQS’s counselor’s competencies.
The government and private institution have made numbers of efforts in increasing
the teacher’s mastery of the competence through trainings. Nevertheless, the existing
model has some weaknesses. A research by Widodo, et al. (2006) revealed that the
number of teachers that must be given the service was bigger than the trainer
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institutions, which made only few numbers of teachers had the chance to join. This
happened because the trainings were done in a conventional way y face-to-face
meeting.
The problem in conventional trainings can be resolved by the online training or with
the e-learning. A survey by American Society for Training and Development in 2004
revealed that almost 60% of the American companies have implemented e-learning
program. However, Indonesia has not employed e-learning that much.
3. Method
Based on the purpose of the desired goals, this research was designed with ‘Reseach
and Development’ approach. Borg and Gall (1983:774) suggested 10 steps to research
and development to produce certain product and to test the effectiveness of the
product, which were (1) researching and collecting data, (2) planning, (3) developing
initial product, (4) initial testing in appropriate area, (5) revising the main product, (6)
testing in the main field, (7) revising the operational product, (8) testing in operational
area, (9)revising the final product, (10) disseminating and implementing the product.
In line with the development model in this research, the procedure worked as follows:
(1) preliminary study, (2) product or design development, (3) experts validation, (4)
product testing.
The forming of the assessment-competence-based training management using elearning is based on the literature study, research results about trainings for GC
teachers, and needs analysis for trainings as expected by GC teachers. In the initial
research step, the data was collected comprehensively about the management of the
trainings for GC teachers. The subjects of the research were 2trainer/ facilitator from
Development and Reseach Center for Education and Educatorsof Guidance and
Counseling; one was from the Research Center in Central Java, and also 86 GC
teachers in Salatiga. The data was collectedthrough interviews and questionnaires.
The analysis results became the consideration to design the training management for
GC teachers as the juvenile for this model development.
Hypothetic model is a concept developed based on the theoretical analysis and
preliminary study that was validated by experts. The validation was done through
focus group discussion or FGD, which included he experts in educational
management, training, and counseling, information technology, and also practitioner
in guidance and counseling. The instrument for expert test was questionnaire,
containing statements about the model design and model devices.
The final model was a revised hypothetic model based on the test. The test underwent
two steps which were the: (1) limited trials; (2) extended trials. The first trial was
done to individuals to 6 GC teachers in Salatiga. The second trial was implemented to
10 GC teachers in high school and 10 GC teachers in vocational school on Salatiga.
The instrument for data collection was through the questionnaire and test. The data
analysis method was on quantitative descriptive and t-test.
4. Result and Discussion
The result gained the model of factual management, the model design, hypothetic
model, and the developed model. The developed model design was validated by 7
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experts, consisting of 2 experts in guidance and counseling, 2 experts in educational
management, 2 experts in information technology, 1 expert in training management,
and 5 GC teachers in Salatiga. The validation was done through FGD that gave some
suggestions for the better design. The developed hypothetic model scored 4,03 for
training management component in a very feasible category; 4,42 for the training
direction component in feasible category; 3,28 for e-learning component in feasible
category; 4,46 for facilitator’s book component in a very feasible category; 4,6 for
learner’s book in a very feasible category; and average of 3,49 for administrator’s
book in feasible category. Overall, the validation result suggested the model is very
feasible to be applied. Revision was done based on the validation result, so it resulted
the hypothetic model for the next trial.
The model trial was done twice, including limited and extended trial until they could
be processed for the final model. The limited trial scored 4,46 for training model
component in a very good category; 4,46 for e-learning component in a very good
category; 4,38 for the material practicality in a very good category; 4,40 for
facilitator’s book in a very good category; 4,22 for learner’s book component in a
very good category; 4,34 for administrator’s book component in a very good
category; and 4,09 for facilitator’s assistance in a very good category.
Next, the extended trial scored 4,48 for the training model component in a very good
category; 4,44 for e-learning in a very good category; 4,40 for the material practicality
in a very good category; 4,45 for facilitator’s book component in a very good
category; 4,34 for learner’s book in a very good category; 4,55 for administrator’s
book component in a very good category; and 4,19 for facilitator’s assistance in a
very good category. The result from limited and extended trials suggested the
assessment-competence-based training management using e-learning could be
applied.
The trial result also showed that the assessment competence-based training
management using e-learning could increase the assessment competence of GC
teachers. This was seen from the analysis result from t-test with pretest and posttest in
limited trials that scored -4,741 with the sig. 0,005<0,05 which meant there was a
difference of average of the pretest and posttest scores. The average scored 5,22, and
the average of the posttest was 7,06, that it could be inferred that there was an
increase as much as 1,84. The analysis result of the pretest and posttest on the
extended trial showed the t-test scored of -7,91 with sig. 0,00>0,05, which meant
there was a difference. The average of the pretest was 4,72, and 8,09 for posttest, with
the increase as much as 3,37. Therefore, it can be concluded that the management
training with e-learning can increase the assessment competence of GC teachers.
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Figure 2. The final model of assessment competence-based training
management using e-learning” for guidance and counseling teachers

Figure 2 about the final model of assessment competence-based training management
using e-learning for GC teachers is described as follows. The goal is to increase the
assessment competence of GC teachers. This is based on the result of the competence
test for GC teachers in Salatiga in 2012, that the lowest competence was the
assessment. Based on that, the training attempted to increase the skills and behavior
related to assessment in guidance and counseling service.
The ACBaTME model is a training management focuses on the increase of the
guidance and counseling teacher’s assessment competence. The Counselor Academic
and Competence Qualification Standard (ACQS)clarified that assessment competence
was a part of professional competence, as stated in the Government Regulation No.
19/2005 (Depdiknas, 2008:7).
The training program was developed based on the needs analysis of the trainees. The
need identification was done through analysis toward the pedagogy and professional
competence test based on the ACQS. It was found that the lowest mastery of the core
competence was in mastering the concept and practice of assessment to understand
the condition, needs, and problems of the counselee. Next, the mastery analysis was
done for each competence. The result showed that out of 9 competence in the core
competence, there were only 3 competencies placed in the average low scores, which
were on:choosing the assessment technique according to the needs of guidance and
counseling with the score of 29,5; the competence of arranging and develop
assessment instrumentthat scored 24,2; and the competence of administering
assessment to reveal counselee’s problems that scored 29,5. Those results became the
basic consideration to determine the training topics for GC teachers.
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The program is built based on the needs identification and the training targets that
consist of purpose, advantage, syllabus and planning, materials, media, assessment
tools, and training WEB development. The training WEB development started by
constructing the mapping program that included: (1) indicators, (2) discussion topic
and subtopic, (3) Learning Object Materials (LOM) that covered the text, pictures/
photos, audio, video/ animation, computer, assessment; (4) interaction, (5) L=learning
activities, (6) learning resources, (7) time allocation. Program mapping is for the
guidance to develop the e-learning application.
The ACBaTME model suggests human resources that include: (1) training facilitators,
(2) participants, (3) WEB developer, and (4)WEB administrator. The facilities
needed in the training are a set of computers with internet connection for e-learning
development using WEB hosting to make a web that can be accesses y the
participants and facilitators. The training web is named Online Training for Counselor
(OTC) that can be accessed through www.coatsalatiga.net. TO access OTC the user
needs a user name and password, which will be given by the web administrator. The
e-learning uses MOODLE (Modular Object Oriented Dynamic Learning
Environment) system to manage the e-learning.
Other training set that used as guidancewas textbooks for learners and web
administrator. Those books contain description about the training management and
operational guidelines of the e-learning. These books can be downloaded in the elearning.
The management of this training needs coordination with the school and the
government’sEducation Office. The learners’ recruitment was done with the
cooperation with the principal to get support and license. The cooperation with the
Education Office was mainly for the recognition and the certificate for the learners.
During the training, there was monitoring activity by the organizer toward the
committee, facilitators, learners, web administrator, also the facilities for the trainings.
The instrument for the monitoring had already provided in checklist. The facilitators
also did a monitoring towards learners’activity. The evaluation by the facilitator
towards the learners includes: participation, in forum discussion, and the quality of
their responses in the forum, the precision of the result of the given assignment,
participation in chatting and give comment, precision of the test results. Except the
evaluation toward the learning result, there was also the evaluation for the facilitator
to evaluate their performance. The learners did an evaluation towards the facilitators
by filling out instrument available. The next activity was the program evaluation and
follow up, which was the implementation of the training result or post-training
activity.
5. Conclusion
Based on the research and discussion, it is concluded that: (1) the training
management model for GC teachers has not been adequately met the expectation as
there were no evaluation, and follow up for it, also, the management depend greatly
on government’s program which often were not possible to be carried out.The training
was donedirectly or face-to-face that made uneven chances to all. The time of learning
could not be scheduled after the school activity, also the place of learning was too far
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away from the school; (2) the design of the competence-assessment-basedtraining
management using e-learning for GC teachers was developed based on the research
data of the factual condition in the field, the literature and research result review, and
also the needs analysis of training for GC teachers. The validation result for the model
design suggested the model was feasible to be applied; (3) the competenceassessment-based training management using e-learning for GC teachers was the final
model of the development, validated by experts through limited and extended trials.
The final product of the training management model using e-learning was named
“The Assessment Competence-based Training Management Using E-learning”
(ACBaTME). The name of the training was Online Training for Counselors (OTC)
which can be downloaded from www.coatsalatiga.net. The limited and extended trial
result showed the training management model using e-learning is already good and
effective.
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