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Abstract: One need in developing an organization is the ability of a leader to create models of 

creative collaboration with various partners. Through creative collaboration, there are more 

alternatives and more effective actions. In addition, creative collaboration can solve problems, 

increase access, and quality in competency development. Collaboration in building creative 

networks can be realized if each stakeholder can create ideas and excellence in collaboration 

that is beneficial for each party. This shows that the Corpu approach has been accepted as part 

of a competency development policy, and needs to be implemented by all government agencies. 

Corpu in this case is interpreted as an ASN competency development approach that acts as a 

strategic tool to support the achievement of the organization's vision and mission through an 

integrated learning process involving experts from inside/outside government agencies. ASN 

Corpu structure does not need to be formed in an organizational structure, attached to the 

existing organizational structure. The tasks, functions and activities that exist in ASN Corpu 

can be added to the tasks and functions of the applicable structure. 
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1. Introduction 

 

Jatim corporate university as a HR competency development institution has the duties, 

responsibilities, authorities, to improve the various competencies of the state civil apparatus 

which include: Managerial Leadership Competencies, Technical Competencies, Functional 

Competencies, Social Cultural Competencies and other competencies needed in order to meet 

competency gaps. In carrying out these duties by collaborating with strategic partners with 

other stakeholder institutions, especially in the era of globalization, cross-organizational 

collaboration is required in partnership in national and international scope. Collaboration is one 

of the important activity processes in carrying out a collaborative partnership pattern which 

includes networking across national and international organizations. In the end, a work network 
is also needed to accelerate the achievement of organizational goals effectively and efficiently. 

By establishing a cross-organizational network of national and international scope, it will be 

easier for each institution to carry out the mandate of the organization's main functions, 

especially in an effort to achieve common goals. In general, training institutions/institutions for 

developing HR competencies require collaboration on network capacity across national and 

international organizations to make the achievement of organizational goals more optimal. 
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Collaboration is an important part of all activities, especially in program preparation and 

implementation of activities. 

Corporate University (Corpu) was originally known as the approach taken by the private sector 

in improving HR performance to achieve company performance. In Indonesia, the initiation of 

the implementation of Corpu has been carried out by BUMN. Several BUMN that have adopted 

the Corpu concept and succeeded in creating superior human resources include Pertamina, 

PLN, PT Telkom, Bank Mandiri, and BRI. By considering the success of the BUMN 

organization in implementing Corpu, one point in common is that HR development is carried 

out in line with the goals of the organization, not standing alone for the benefit of individuals. 

From the success of these BUMN, it is time for government organizations to follow in the 

footsteps of BUMN to implement the Corpu approach in developing ASN competencies. 

Corpu's approach is in line with the paradigm shift from training to learning, a change from the 

approach of people who provide training (instructor-lead) towards focusing on participants and 

the impact of competency development on performance. Although almost every government 

agency already has a training center that functions as a training center for ASN, the Corpu 

approach has some fundamental differences with the training center. 

 
Table 1. DifferenceS between Corporate University and Training Center 

Attribute Corporate University  Training Center 

Extend Strategically responds to the need for competency 

development according to the demands of the 

organization's strategy 

Tactical implementation of 

training and development 

programs defined by policy 

Goal To improve individual and organizational performance, to 

attract and retain talent, to develop and enhance individual 

understanding of organizational culture 

To improve individual 

performance 

Focus Organization; 

A systematic and comprehensive approach related to 

organizational strategy 

Individual; 

Limited to react to specific 

problems in individual 

performance 

Trainer  Organizational managers and experts (both independent 

experts and in collaboration with universities/research 

centers, 

Internal or external experts 

Result Improve organizational performance Improve individual performance 

   Source: Meister (1998); Guerc, Bartezzaghi, and Solari (2010) in the ASN Corpu study report 

 

Problem Formulation 

How is the East Java Corporate University creative collaboration model in developing the 

competence of the state civil apparatus? 

 

 

2. Research Methods 

 

The qualitative research method (Silverman, D. 2000) with a phenomenological approach 

focuses on interviews as the main data source, with secondary data such as documents, 

observations, and other physical artifacts. This research will focus on the perspective of the 
main stakeholders of the BPSDM of East Java Province in implementing competency 

development based on a corporate university. 

 

Research Objectives and Benefits 
This study aims to determine the role of BPSDM in the transformation of competency 

development based on a corporate university in East Java and to examine the learning strategies 

applied to meet organizational needs. 
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This research is expected to provide a new repository of knowledge for Indonesia in the scope 

of knowledge enrichment about the development of human resource management science 

competencies in government circles, offering new concepts for further research in the realm of 

developing human resource competencies in the CorPU perspective. From a policy perspective, 

this research is expected to provide an overview and an academic point of view on human 

resource development policies, especially in the government sector. 

 

3. Discussion 

 

In a comprehensive study of Corporate University in Indonesia, there are not many studies that 

discuss it, especially in the government. Existing research focuses more on the concept of 

Corporate University itself. Previous studies on the impact of Corporate University on the 

government sector are still partial. Fauziah, et al (2019) conducted a study on the concept of 

ASN Corporate University with the starting point of knowledge management. 

The research method used is a literature study. This research formulates alternative models in 

ASN education and training through the ASN CorpU approach. Hussein, et al (2016) examined 

the relationship between PLN Corporate University participation and the performance of PLN 

Banjarbaru employees using the SEM analysis method and produced a positive relationship. 

The study conducted by Sidabutar (2020) still revolves around the CorpU concept which is 

essentially closer to the topic of this research, namely CorpU for ASN. Sidabutar (2020) 

highlighted the uneven ability of the State Civil Apparatus (ASN) in each region. This needs 

to be bridged by increasing the competence of ASN, especially in facing the challenges of 

change and development in the world which is increasingly rapid and fast. 

The training and human resource development unit plays an important role in producing “world 

class” bureaucrats. In this mission, there needs to be a program that can strategically 

accommodate interests for career and individual development. Meanwhile, what is considered 

to be able to answer these needs is the transformation of a training institution into a Corporate 

University (CorpU) which can be designed to encourage individuals to achieve organizational 

or institutional goals through focused, systematic learning and organizational knowledge. 

Sidabutar (2020), Yuniarto, Agung, Hubeis, and Sukmawati. (2019) specifically explores the 

five stages of CorpU development and implementation, namely initial diagnosis, development 

of educational programs, development and implementation of the Learning Management 

System, and finally strengthening knowledge of Corporate University. 

 

Competency Development Implementation Method 
Education and training are methods used to develop employee competencies. Education is the 

whole process, technique and method of teaching in order to transfer knowledge from one 

person to another with formal standards and methods. Education is intended to foster abilities, 

knowledge and skills so that they can carry out their job duties well. 

Training is a teaching and learning process using certain techniques and methods which are 

carried out formally and non-formally. Training relates to the teaching of job duties and takes 

less time to build technical abilities, knowledge and skills so that employees can carry out their 
jobs well. The implementation of employee competency development is generally more 

through training than education. 

Implementation of competency development through training can be done with various 

approaches, both on the job training, namely training while working in the workplace; and of 

the job training, namely training not at the time and place of work. First, On the job training is 

used to train someone to learn a job while doing it at work. In this approach, participants make 

practical observations, namely studying work by observing the work of other employees who 

are working, and then observing their behavior in work situations and conditions directly under 
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the guidance of experienced trainers. The senior employee gives an example of how to do the 

job and the new employee pays attention to it. This approach consists of various methods that 

can be used in accordance with the needs of employee competency development. Example: 

Coaching, Mentoring, apprenticeship training and others. 

 

Second, the off the job training approach is used to train employees to use situations outside of 

work, involves many participants and is carried out with the guidance of experts who provide 

training. In this training, job knowledge and skills are presented in accordance with the needs 

of employee competency development. This approach consists of various methods that can be 

used in accordance with the needs of employee competency development. Examples are 

lecturse, seminars, and courses. 

Another approach, in-house training or in-service training is a training program organized by 

a government agency by using a training venue, determining participants and their trainers and 

training topics according to the needs and competency development plans of the relevant 

government agencies. The above method is applied in the context of developing ASN 

competence by trainers, especially widyaiswara at the institution for implementing competency 

development. 

Meanwhile, based on the Regulation of the State Administration Agency Number 10/2018, 

competency development can be carried out through several forms of development, namely: 

(1) Education, and (2) Training. 

 

a. Education 

Competency development through education is carried out by giving study assignments or 

study permits to formal education at the higher education level in accordance with the 

provisions of applicable laws and regulations. Meanwhile, the form of competency 

development through formal education is intended for several purposes, namely: 

a. Supporting the achievement of the agency's strategic goals; 

b. Fulfilling the need for job competency standards; and 

c. Civil servant career development 

 

b. Training 

The implementation of competency development through training consists of 2 (two) training 

methods, namely (1) Classical Training or on-class training and (2) Non-classical training. 

1) Classical Training 

Classical training is a training model that emphasizes the face-to-face learning process in the 

classroom. The form of Competency Development through classical training is carried out at 

least through the following channels: 

a) structural leadership training; 

b) managerial training; 

c) technical training; 

d) functional training; 

e) socio-cultural training; 
f) seminars / conferences / workshops; 

g) workshops; 

h) courses; 

i) technical guidance; and/or 

j) socialization; and/or 

 

2) Non-Classical Training 



 

Proceeding 2nd International Conference on Business & Social Sciences (ICOBUSS) 561 
Surabaya, March 5-6th, 2022 

Non-classical training is carried out through activities that emphasize on-the-job learning 

processes and/or learning outside the classroom. The form of Competency Development 

through non-classical training is carried out at least through the following strategies: 

a) coaching; 

b) mentoring; 

c) e-learning; 

d) remote training; 

e) detachment (secondment); 

f) outdoor learning; 

g) benchmarking; 

h) exchange between civil servants and private employees/state-owned enterprises/regional-

owned enterprises; 

i) self-study (self development); 

j) learning community (community of practices); 

k) workplace guidance; and 

l) internship/work practice;  

 

The implementation of competency development as stated above is determined in accordance 

with the plans that have been formulated previously. 

 

Types of Learning Strategies 
a. Thematic Approach 

Thematic approach is to focus on the direction of strategic learning because so far the basis has 

been an approach to the needs of each employee. The aim is to support the goals of the 

organization. The quality of learning related to specific issues in each organization is also a 

concern so that ongoing problems can be answered through this learning approach. 

 

b. Top Down Approach 

The Top Down approach scheme is an approach that emphasizes the goals that have been set 

at the Upper Management Level (JPT level). All plans and systematics come from Top Level 

Management, creating a learning blueprint that focuses on meeting strategic needs 

 

c. Training Approach 10 : 20 : 70 

The training proportion in question is a training priority that is based on the needs of the 

organization in the modern era. This arrangement is in line with a change in the competency 

development paradigm, from training and development to learning and development, a change 

from the approach of people providing training (instructor-lead) to focusing on participants and 

the impact of competency development on performance. Learning and development aim to 

improve the performance of each employee, both individually and in groups. Competency 

development for all employees is part of the management strategy in aligning goals and 

objectives with the organization's vision and mission. 

 
This new paradigm provides room for the development of various models of competency 

development. The 70:20:10 model is a model developed by Michael M. Lombardo et al. It 

illustrates that an increase in a person's competence is 70% obtained from assignments and 

experiences in the field, 20% from social relationships and feedback, and 10% from courses 

and training. 

Learning strategies through training can be carried out with the . 

 10 percent of learning activities in the form of classical training in the classroom and 

independent study; 
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 20 percent of learning activities in the form of non-classical training in the form of 

guidance; and 

 70 percent of non-classical training is integrated or practical in the workplace. 

 

BPSDM Jatim Collaboration Practice 

In a book entitled Creative Conspiracy: The New Rules of Breakthrough Collaboration (2013), 

Leight Thomson reveals the results of research conducted for 15 years. Of the more than a 

thousand leaders, 41 percent indicated that the ability to create creative collaborations was very 

important. Through creative collaboration, there are more alternatives and more effective 

actions. In addition, it can do so to solve problems, improve access and quality of public 

services. Thomson (2013) describes that collaboration in building creative networks can be 

realized if each stakeholder can generate ideas and advantages in doing collaborations that are 

beneficial for each party. 

The collaboration model implemented by Jatim Corporate University with various stakeholder 

partners is as follows: 

1. Memorandum of Understanding between the Ministry of State Apparatus Empowerment 

and Bureaucratic Reform, State Administration Institutions and the East Java Provincial 

Government regarding the Development of the Competence of the State Civil Apparatus of 

the East Java Provincial Government through Corporate University. 

This mutual agreement is in the context of developing the competence of the State Civil 

Apparatus (ASN) through a learning process that is oriented towards achieving the vision 

and mission of Regional Government and competitiveness. And one of the strategies for 

achieving this is through the implementation of a Corporate University. 

The Memorandum of Understanding mentions Corpu as a method of competency 

development with an integrated learning system approach. 

Synergy and Scope Objects include the development of the competence of ASN of the East 

Java Provincial Government through Corpu, namely the formulation of Corpu policies; 

guidelines and learning standards for Corpu; implementation of CorpU; development of 

ASN competence of the East Java Provincial Government through Corpu; and fostering the 

implementation of Corpu. 

2. Joint agreement with the East Java Provincial Government with the House of Change. 

The mutual agreement was carried out in an effort to support the East Java provincial 

government program in improving the competence of human resources (HR). The scope of 

this Collective Agreement covers aspects of planning, implementation, monitoring and 

evaluation in the form of the following activities: 

a. Human Development; 

b. Mentoring and Consulting; 

c. Coaching Executives; 

d. Digital Learning; 

e. Leaderpreneurship; 

f. Self Developing; 

g. On the Job Training; 
h. Working Place Learning; and/or 

i. Agility Organizations. 

3. Mutual agreement between BPSDM East Java with Airlangga University Surabaya and 13 

other universities. 

Collective agreements are made in the context of preparing HR development programs, 

preparing personnel / resource persons and implementing HR development, both by the East 

Java BPSDM and Airlangga University in the exchange of speakers / lecturers, testing at 

seminars, sharing knowledge and group discussion forums. 
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4. Cooperation between the East Java Provincial Government and the Markplus Institute. 

The purpose of this collaboration is to improve the quality of the State Civil Apparatus 

(ASN) within the provincial government by applying the CI-EL and Marketing 5.0 concepts 

in various trainings, where this collaboration will last for up to three years. CI-EL stands for 

Creativity, Innovation, Entrepreneurship, and Leadership. All of them are developments 

from PIPM, namely Productivity, Improvement, Professional, and Management. 

Meanwhile, the Marketing 5.0 concept requires HR to use technology which on the one 

hand still has to use the human side, and is also intended for humans themselves. 

Manager leader, a leader with good managerial skills. At least in their smallest 

neighborhood first. Creativity and innovation are also expected to emerge from ASN to 

produce out of the box programs. All of which are sewn with entrepreneurial skills so that 

the performance of the provincial government is much more advanced. 

In addition, the various trainings with MarkPlus will pave the way for better communicating 

East Java Provincial Government programs to the community. So that the public can find 

out the various innovations made and provide suggestions and input for the performance of 

the government. 

 

5. Joint Agreement with the Government of East Java Province with the House of Change. 

Mutual agreement in an effort to support the program of the East Java provincial government 

in improving the competence of human resources (HR), it is necessary to cooperate with 

various parties; To carry out this collaboration, the East Java provincial government needs 

support from institutions that have competence in developing human resource 

competencies. 

The scope of this Collective Agreement covers aspects of planning, implementation, 

monitoring and evaluation in the form of activities: 

a. Human Development; 

b. Mentoring and Consulting; 

c. Coaching Executives; 

d. Digital Learning; 

e. Leaderpreneurship; 

f. Self Developing; 

g. On the Job Training; 

h. Working Place Learning; and/or 

i. Agility Organizations. 

 

6. Cooperation between East Java Provincial Government and Blitar City Government in 

Corporate University Development. 

The development of Jatim Corporate University collaborates in the development of the state 

civil apparatus at the city government level, starting with the Blitar city government for the 

first time. This collaborative step is a driving force for the revival of human resources in 

East Java, as well as economic revival which always starts from the regions, both regencies, 

cities and provinces so that it accumulates as part of the revival of the quality of human 
resources and the national economy. As Mckinsey predicts that Indonesia will become the 

number 7 country in the world. 

The collaboration agreement with the Blitar city government includes: 

a. Organizing digital learning 

b. Organizing Internships for training managers 

c. Implementation of corporate university-based competency development 

d. Organizing seminars, workshops, training and competency certification 

e.Benchmarking to best practices in realizing change leaders. 



 

Proceeding 2nd International Conference on Business & Social Sciences (ICOBUSS) 564 
Surabaya, March 5-6th, 2022 

4. Conclusion 
 

Creative collaboration with various strategic partners is very useful in filling the gaps and 

strengthening each other's programs and activities. Collaboration is based on the needs of both 

parties with mutual trust and a shared commitment to improve the quality and reputation of 

both institutions. 

The role of BPSDM is very strategic in implementing competency development based on a 

corporate university, namely as a coordinator (chief learning organization) for implementing 

corporate universities in each regional organization. The role of BPSDM is also in planning 

and developing competencies that are given to every civil servant for at least 20 (twenty) hours 

of lessons in 1 (one) year of work agreement. The development of these competencies can be 

in the form of classical and non-classical training. 

Role in the implementation of non-classical training in the form of guidance at the agency level 

is coordinating the implementation of non-classical training in the form of guidance. The 

Chairperson and Dean appoint High Leadership Officers, Administrative Officers, and/or 

Functional Officers within Government Agencies or their regional organizational units as 

mentors and/or coaches. The results of the assignment as a mentor and/or coach are an integral 

part of the work goals and performance appraisals of the officials concerned. 

The role in evaluating program implementation and impact evaluation is carried out by the 

assigned team. 
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