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ABSTRACT

Web-based training through internet media makes it easy for various institutions and organizations to present material and
provides facilities for downloading and uploading assignments. Training that uses internet media is called E-learning. The type of
research used is research and development (RnD). This study aims to determine how to develop and use website-based E-learning
in the Schematic Training Methodology for Designing Training Programs and to find out the extent of the feasibility of website-
based E-learning on the Scheme Training Methodology for Designing Training Programs at the Merdeka Training Center, Blitar
Regency. This development model uses Robert Maribe Branch's research and development model which consists of 5 stages of
Analysis, Design, Development, Implementation, and Evaluation or often called ADDIE. Based on the results of the validation of
the media expert test, it was declared fit for use, the results of data analysis from the material expert questionnaire obtained a
percentage of 100%, which means that this product is very suitable for use, the material expert obtained a percentage of 100%,
which means that this product is very suitable for use. , The training eligibility expert obtained a percentage of 96.4%, which
means that this product is very suitable for use. Based on field trials conducted on 8 training participants, they received a very
good response with a percentage of 91.8%, which means that this product is very suitable for use.
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INTRODUCTION

The influence of information and communication technology in the world of work, especially in the development of human
resources (HR), is increasingly felt in line with the shift in employee development patterns through face-to-face training towards
more open and media training. Along with the development of internet technology, E-learning began to be developed. The essence
of E-learning is a conventional form of training that is expressed in digital format through internet technology. E-learning can be
used in distance training or conventional training depending on its importance. Developing an E-learning model is not just
presenting training material on the internet but needs to be considered logically and holds training principles. as well as a simple,
personal, fast development design, and there is an online evaluation. Online evaluation helps employees not to be overwhelmed
with work.

Training is a strategy as well as a solution for an organization or company or individual to create excellence and improve the
quality of human resources both in terms of quantity and quality. The very rapid development of information technology is one of
the reasons for organizations or companies to continue learning, by utilizing existing technological sophistication, the company's
knowledge management system can be used efficiently and effectively.

Currently, in the world of training, electronic media, especially the internet, are very beneficial to find information and gain insight.
The benefits of internet technology are also felt by all parties. Internet is a window to the world that can provide information and
can be accessed by every level of society. Web-based training through internet media makes it easy for various institutions and
organizations to present material and provides facilities for downloading and uploading assignments. Training that uses internet
media is called E-learning. As developments occur, E-learning can be understood as a training process that utilizes information
technology in the form of computers equipped with telecommunications facilities (internet, intranet, extranet) and multimedia
(graphics, audio, video) as the main media in delivering material and interaction. between teacher and learner. E-learning is
essentially a form of conventional training that is written in digital format and presented through information technology. There
are several levels of E-learning including Computer Based Training (CBT), Learning Management Systems (LMS), and web-based
e-learning applications.

Using E-learning can reduce training costs, enable learning at any time and in any place and provide a timely and more effective
way of learning. E-learning is developed by companies to achieve certain goals. One of the goals is to develop employee quality
to improve employee performance. Employee performance greatly determines company performance, so human resource
development is very important for the progress of the company. The benchmarks that can be used to measure the results of human
resource development include changes in performance, changes in personality and behavior, exams, assessments by development
participants, and examinations by experts. For this reason, E-learning was built to provide benefits for both employees and the
company.

For this reason, the Blitar Regency Job Training Center MERDEKA (BLK MERDEKA) realizes that human resource management
is a very important factor in company activities, and companies are well aware that they need qualified employees, namely by
conducting training.
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LITERATURE REVIEW

The influence of information and communication technology in the world of work, especially in the development of human
resources (HR), is increasingly felt in line with the shift in employee development patterns through face-to-face training towards
more open and media training. Along with the development of internet technology, E-learning began to be developed. The essence
of E-learning is a conventional form of training that is expressed in digital format through internet technology. E-learning can be
used in distance training or conventional training depending on its importance. Developing an E-learning model is not just
presenting training material on the internet but needs to be considered logically and holds training principles. as well as a simple,
personal, fast development design, and there is an online evaluation. Online evaluation helps employees not to be overwhelmed
with work.

A. E-Learning

E-learning is relatively new information technology in Indonesia. E-learning consists of two parts, namely "e" which stands for
"electronic"” and "learning". E-learning is a learning method that uses electronic media to support teaching and learning processes
that combine all learning activities, both individually and in groups, synchronously or not. In simple terms, e-learning can be
understood as a learning process that utilizes information technology in the form of computers equipped with telecommunications
facilities (internet, intranet, extranet) and multimedia (graphics, audio, video) as the main media in delivering material and
interactions between teachers and learners. In essence, e-learning is a learning process that utilizes electronic media, especially the
internet.

E-learning methods are as follows according to Erma Susanti (Susanti, 2008): (a). Instructional Method Instructional method is a
way of presenting material (describing, giving examples, giving exercises, and giving assignments); (b). Collaborative Learning
Methods is a learning strategy in which learners with stratified variations work together in small groups towards one goal; (c).
Synchronous Training is a training method where the training or learning process occurs at the same time when the teacher or tutor
is providing material and the learner is learning. Synchronous e-learning training is mostly used at seminars or conferences; (d).
Asynchronous Training means not at the same time. So a person can take training at a different time than the teacher or tutor
providing the training; (e). Develop and expand new products and services.

The benefits obtained in learning through e-learning are: (a). Changes in the learning culture and improving the quality of learning
for learners and teachers; (b). Changes in learning meetings that are not focused on meetings (face to face) and meetings are not
limited by space and time through e-learning facilities; (c). The availability of learning materials in electronic media through an e-
learning website that is easily accessible and developed by learners and possibly the community; (d). Questioning learning
materials following the progress and development of science and technological advances; (e). Creating competitive positioning
and enhancing brand image; (f). Improve the quality of learning and learner satisfaction and service quality; (g). Reduce operating
costs and increase revenue; (h). Learners' interactivity increases, because there is no time limit for learning; (i). Learners become
more responsible for their success (learner-oriented). teach him. The content is more varied and interactive, the display is more
attractive.

B. Website

Is a collection of web pages associated with files that are related. On a website, there is a page known as the home page. The home
page is a page that is first seen when someone visits a website. From the home page, visitors can click the hyperlink to move to
other pages on the website (Umar & Yudhana, 2018). A website or site can be interpreted as a collection of pages that display
information on text data, still or motion image data, animation data, sound, video, or a combination of all of them, both static and
dynamic which form a series of interrelated buildings were each linked by network pages (hyperlinks). It is static if the content of
website information is constant, rarely changes, and the information content is in the same direction as that of the website owner.
It is dynamic if the content of website information changes and changes, and the information content is two-way interactive from
the owner and website users.

C. Human Resource Development

Training and development are activities that aim to improve and develop employees' attitudes, behaviors, skills, and knowledge
following the wishes of the company. The training and development process is carried out both for new employees so that they
can carry out new assignments as well as for old employees to improve the quality of their current and future duties implementation.
Carrying out training and development requires no small sacrifice, but the results are much greater. Work will be done faster and
better, the damage will be minimized, waste will be reduced, equipment will be better used. These are all company / organizational
benefits that can be obtained by carrying out training and development. Theoretically, the term training differs from the notion of
development. Training is a short-term educational process for operational employees to systematically acquire technical
operational skills. Meanwhile, development is an effort to improve the technical, theoretical, conceptual, and moral abilities of
employees following the needs of the job/position through education and training. It can also be concluded that human resource
development is an effort to provide education and training for employees to increase the ability in their field of work to achieve
the goals set by the company/organization.
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Benefits of Human Resource Quality Development It is said that the development of human resources is necessary, this
absoluteness is reflected in the various benefits that can be drawn from all the results of this development. Both for
companies/organizations, for employees, and the growth and maintenance of harmonious relationships between various
workgroups in an organization. The benefits for the organization that can be obtained through the development program include:
(2). Increased productivity of the organization's work as a whole, among others, is due to the absence of waste, accuracy in carrying
out tasks, increased determination to achieve predetermined targets, and smooth coordination so that the organization operates as
a unified and whole unit; (2). The realization of a harmonious working relationship between superiors and subordinates due to the
delegation of authority, interaction based on mature attitudes, mutual respect, and opportunities for subordinates to think and act
innovatively; (3). There is a decision-making process that is faster and more precise because it involves employees who are
responsible for carrying out operational activities and are not just ordered by the managers; (4). Increase morale of all workforce
in organizations with higher organizational commitment; (5). Encouraging openness in management through the application of a
participatory managerial style; (6). Streamlining the running of effective communication which in turn expedites the process of
formulating organizational and operational policies; (7). Functional conflict resolution whose impact is the flourishing of a sense
of unity and a kinship atmosphere among members of the organization.

Apart from the benefits for the organization, the implementation of good human resource development is also beneficial for the
members of the organization. Experience and research show there are several benefits for employees. Namely as follows: (1).
Helping employees make better decisions; (2). Increase the ability of workers to solve various problems at hand; (3). The
emergence of encouragement in workers to continue to improve their work abilities; (4). Increasing the ability of employees to
deal with stress, frustration, and conflict, which in turn increases self-confidence; (5). Increased job satisfaction; (6). The greater
the recognition of one's abilities. (7). The greater determination of workers to be more independent; (8). Reduces fear of facing
new tasks in the future.

Another great benefit that can be obtained from implementing human resource development properly is in the context of growing
and maintaining a harmonious relationship between members of the organization. This happens because: (1). The occurrence of
an effective communication process; (2). There is a common perception of the tasks that must be completed; (3). The obedience
of all parties to various normative provisions; (4). There is a good climate for the growth of all employees; (5) Making the
organization a more enjoyable place to work.

D. LPK Instructors

Job Training Institute (LPK) A job training institute is a government agency, legal entity, or individual that meets the requirements
to conduct job training. The purpose of a job training institute in carrying out training is to create better and more competitive
human resources. Also to develop discipline and work productivity. It is also hoped that training will later improve and equip
competencies to improve the abilities and welfare of workers. If the worker already has good skills, he will be able to compete
healthily so that the results of his efforts will be rewarded according to the skills he has.

An instructor is a person who is in charge of teaching something and at the same time providing training and guidance; instructor;
trainer; caregivers: a teacher is needed at the VVocational Training Center (BLK), both government and private, or what is commonly
referred to as the Job Training Institute (LPK) and Community Work Training Center (BLKK) affiliated with the government,
non-government, and other community religious organizations. To become an instructor who will train or teach on Competency-
Based Training (CBT) must meet several requirements, including Have methodological competence and technical competence and
Receive an assignment from the Head of the Training Institute through an assignment letter. Instructors who train on competency-
based training can consist of instructors, PSM, experts, or other equivalent terms. Training institutions can bring in or utilize
trainers or instructors from outside such as industry or companies following the required criteria and requirements as mentioned
above.

The duties of trainers or instructors in the implementation of Competency-Based Training (CBT): (a). Helping trainees in planning
the training process; (b). Guide participants through the training tasks described in the training; (c). Help to understand concepts
and answer the questions of the trainees; (d). Help find additional sources of information needed by training participants; (e).
Organize group learning activities if necessary; (f). Bring in an expert from work if needed; (g). Test / observe and collect evidence
and make training progress records for each training participant; (h). Evaluating the achievement of individual competence of
participants.

An Instructor / Trainer must have two competencies, namely Technical Competence and Training Methodology Competence.
Technical Competence refers to specializations or skills that will be transformed into trainees. Meanwhile, methodological
competence is related to Instructor's competence in delivering training. Both competencies must be applied comprehensively when
conducting training so that the material presented will be easily absorbed and applied by the training participants.

Training methodologies are strategies and methods used and implemented to achieve the objectives of the training curriculum.
Integrity in this case is an individual level cohesiveness, namely about the interaction between the trainer and training participants,
which in turn is expected to change behavior in the participants concerned after the training process is carried out. Three essential
things need to be considered to training methodologies, namely training planning, training methods, and training media. The
training plan is prepared based on a training curriculum that refers to the development of the participants' abilities (competencies).
Training methods are methods and communication techniques used by trainers in presenting and implementing the learning
process. Training media are various communication tools and techniques as a means of implementing the learning process, both
by the trainer and by the participants.
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The selection and use of learning communication methods and media need to consider the following: (a). Training objectives, both
general goals and specific objectives that focus on changes in participant behavior; (b). The material to be delivered is in the form
of subject matter arranged in Outlines of the learning program; (c). The time available is following a predetermined time allocation;
(d). The ability of the trainer to use communication methods and media in the learning process; (€). The level of ability of the
participants, especially the initial behavior.

The training method must be based on the concepts and principles of teaching and learning because basic training is to make it
easy for trainees to carry out active learning activities. In this way of learning, participants try to formulate problems, find data and
solve problems on their own.

RESEARCH METHOD

The method used in this is a research and development method. Research and development methods are research methods used to
produce certain products and test the effectiveness of these products (Sugiono, 2016). To be able to produce certain products,
research is used that is needs analysis and to test the effectiveness of these products, so that they can function in the wider
community, research is needed to test the effectiveness of these products. So, research and development are longitudinal/gradual.
With the progress of the times and the passage of time, the development of Human Resources leads to the use of technology by
companies, in addition to being cheap and workers can continue to work effectively as usual. Therefore, researchers are trying to
develop a human resource development media in the form of website-based E-Learning training media which hopefully can be
accessed by anyone and whenever they want it is not limited by place and time.

The research method is a scientific method used by researchers to collect data obtained in their research. This study uses the ADDIE
research method developed by Robert Maribe Branch. The function of the ADDIE model is to become a guide in building
equipment and infrastructure for training media programs that are effective, dynamic, and support the performance of the training
media itself. This model consists of five stages, namely Analysis, Design, Development, Implementation, and Evaluation which
are presented in the figure below (Muruganantham, 2015).

This research was conducted in the research conducted at the Merdeka Training Center, which is located at Jalan Raya No. 150
Kesamben, Blitar Regency, East Java Province. The test consisting of 8 training participants according to the maximum capacity
of Competency-Based Training (Kemnaker, 2014). Training participants who register are Private Job Training Institute (ILPS)
Instructors spread across Java Island Province, with details: 4 people from LPK in East Java Province, 1 person from LPK in
Central Java Province, 3 people from LPK in West Java Province.

Data collection techniques in this study consisted of interviews and questionnaires (questionnaires). A questionnaire in the form
of a questionnaire is several written questions that are used to obtain information in the respondent on the meaning of reports about
their personal or known matters. Questionnaires are used during the evaluation and testing of E-Learning training media.

The data analysis technique used in this research is Percentage Quantitative Analysis as the basis for the preparation of the product
being developed. Quantitative data were analyzed using simple quantitative techniques by calculating the percentage of answers
to each question item given to the respondent. For data processing using the percentage formula:

Y score
Percentage = ———— x 100%
% total score

The results of the data were analyzed using interpretation criteria. Interpretation is an interpretation of the results of the analysis
of the respondent's data. As a guideline for interpretation, the criteria set out in the following table:

Table 1.1 Criteria for interpretation of Sugiono (2011)

Category Percentage Qualification
4 86% - 100% Very Eligible
3 76% - 85% Eligible
2 56% - 75% Fairly Eligible
1 1% - 55% Inadequate

Information: (a). If the media that is tested for due diligence reaches a percentage level of 86% - 100%, the media is classified as
very qualified; (b). If the media that has been tested for due diligence reaches a percentage level of 76% - 85%, the media is
classified as eligible; (c). If the media that is tested for due diligence reaches a percentage level of 56% - 75%, the media is
classified as quite qualified; (d). If the media that is tested for due diligence reaches a percentage level of 1% - 55%, the media is
classified as less qualified.
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RESULTS AND DISCUSSION
a. Media Expert Trial Data

A media expert in training media development is a person who is competent in his field. The selection of media experts is based
on the consideration that the person concerned has competence in his field. Media experts provide ratings, comments, and
suggestions on this training media. The media expert appointed by the researcher to assess the design of this training media was
Mr. Andi Basuki, S.Pd., M.Pd, the following will be presented a descriptive description of the results of research by media experts
on the development of training media products, which are submitted using a questionnaire method.

The results of the media expert's validation on product development

NO ASSESSMENT CRITERIA SCORE
A. | Screen Design Effectiveness

1. Font size accuracy (can be read clearly) 4
2. Correct font selection (can be read clearly) 4
3. The composition of the writing color against the background color (background) 4
4. | The narrative is easy to understand 4
B. | Ease of Program Operation

5. | Website-based training media is easy to operate 4
6. The material in the website-based training media is presented systematically 4
C. | Consistency

7. Use consistent words, terms, and sentences 4
8. Use a consistent layout 4
D. Format

9. The page format is easy for users to use 4
10. | Column widths are easy for users to read 4
11. | The layout of the buttons and writing is easy to understand 4
E. | Navigation

12. | Navigation to access the page presented is effectively used 4
13. | Effective entry and exit function 4
14. | Navigation function to material selection is effective 4

TOTALY 56

Looking at the questionnaire that is included in the form of 14 aspects that are assessed with a score between 1 to 4 assessment
categories, then if 14 aspects are associated with 4 the ideal score obtained is 56.

56
Percentage = g ¥ 100% = 100%

If we match it with the feasibility table previously described, this development product is in the “Very Fair” qualification with a
value between 86% - 100%, which means that this development product is considered very suitable for use in the field.

b. Material Expert Trial Data

Material experts in the development of training media are people who are competent in their fields. The selection of material
experts is based on the consideration that the person concerned has competence in his field. Material experts provide ratings,
comments, and suggestions on this training medium. The media expert appointed by the researcher to assess the design of this
training media was Mrs. Siti Fatimah RAP Putri, S.Kom, the following will be presented a descriptive description of the results of
the material expert's research on the development of this training media product, which is submitted using a questionnaire method.

The results of material expert validation on product development that have been revised

NO ASSESSMENT CRITERIA SCORE

1. The content of the material in the website-based training media is following the syllabus in the 4
curriculum

2. The material in website-based training media is relevant to the training objectives 4

3. The suitability of the material in the website based training media with the expected competencies 4

4. The accuracy of the material in the website-based training media with Knowledge, Skill, Attitude 4

5. | The correctness of the material contained in the website-based training media based on 4
Knowledge, Skill, Attitude
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6. The completeness of the material in the website-based training media about Instructor 4
Methodology material
7. | Website-based training media contains knowledge following the competency unit 4
8. | Website-based training media contains motivation following the competency unit 4
9. | Completeness of material in website-based training 4
10. | The material on the website-based training media is described coherently 4
11. | The material in the website-based training media is easy to understand 4
12. | The website-based training media for the Instructor Methodology material is contextual to the 4
training
13. | The material displayed in the website-based training media is easily applied by the training 3
participants in solving problems
14. | The suitability of the applications displayed in the website-based training media with the material 3
15. | The appropriateness of the evaluation in the website-based training media with the material 3
16. | The use of website-based training media is following the learning abilities of the training 4
participants
TOTALY 64

Seeing the questionnaire that is included in the form of 14 aspects that are assessed with a score between 1 to 4 assessment
categories, then if 14 aspects are associated with 4 the ideal score obtained is 64.

64
Percentage = 7R 100% = 100%

If we match it with the feasibility table that was previously described, this development product is in the “Very Appropriate”
qualification with a value between 86% - 100%, which means that this development product is considered very suitable for use in
the field.

¢. Training Feasibility Expert Trial Data

A training eligibility expert in the development of training media is a person who is competent in his field. The selection of a
training eligibility expert is based on the consideration that the person concerned has competence in his field. The training eligibility
expert provides ratings, comments, and suggestions on this training medium. The training feasibility expert appointed by the
researcher to assess the feasibility of this training is Mr. Indra Mustika, the following will be presented a descriptive description
of the results of research on the feasibility of training on the development products of this training media which are proposed using
a questionnaire method.

The results of expert validation on the feasibility of training on product development

NO ASSESSMENT CRITERIA SCORE
A Training Media
1. This training media is effective and efficient to use in the Instructor Methodology material 4
2. This training media can provide an understanding of the concept of the Instructor Methodology 3
material
3. The size and font used in the training media are easy to read 4
4. Clarity of training objectives 4
5. The level of conformity between the image and the material in the training media 4
6. Clarity of assignments and exercises 4
7. The use of training media is motivated by the training participants to attend the Instructor 4
Methodology training
8. The material in this training media is described in full 3
9. The description of the material in this training media is easy to understand 4
10. Systematic component of this training media 4
11. This training media meets creative and dynamic criteria 4
B. Benefit
12. The use of website-based training media helps the instructor methodology training process 4
13. The use of website-based training media makes it easier for training participants to understand 4
the material presented
14. The use of website-based training media focuses attention on training participants to learn 4
TOTALY, 54

Looking at the questionnaire that is included in the form of 14 aspects that are assessed with a score between 1 to 4 assessment
categories, then if 14 aspects are associated with 4 the ideal score obtained is 56.
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54
Percentage = Tg * 100% = 96,4 %

If we match it with the feasibility table previously described, this development product is in the “Very Appropriate”
qualification with a value between 86% - 100%, which means that this development product is considered very suitable for use.

d. Implementation

Flow diagram of the trial implementation of the training participants:

Implementation

S Register for of PBB:
Registration .
vig google an account at Materials and Filling the
form Els BLK Assignments Questionnaire
Merdeka using E-
Learning

The following will be presented a descriptive description of the results of the field test research on the product development of this
training media which is proposed by the questionnaire method.

Field trial results

Training Participants
1 2 3 4 5 6 7 8 3 T Xi

No | Assessment Criteria Percentage (%)

1. The font size used in
the  website-based
training media is 4 3 4 3 4 4 3 4 29 32 90,6%
appropriate (easy to
read).

2. The typeface used in
the  website-based
training media is
easy to read.

3. The color
composition used in
the  website-based 4 4 3 3 3 3 4 4 28 32 87,5%
training media is
appropriate.

4. I can easily operate
website-based 4 3 4 4 4 4 3 3 29 32 90,6%
training media.

5. The button
instructions
presented are easy to
use.

6. Easy-to-use  login
and logout button 4 4 4 4 4 4 4 4 32 32 100%
instructions.

7. The function of the
button to  the
material selection is
easy to use.

8. I can easily access
the material using
the buttons
provided.

9. The use of website-
based training media

4 4 3 3 3 3 4 4 28 32 87,5%

4 4 4 4 4 4 4 4 32 32 100%

4 3 4 4 3 4 4 3 29 32 90,6%

3 4 4 3 4 4 3 4 29 32 90,6%

4 4 3 4 4 3 4 4 30 32 93,7%
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makes it easier for
me to learn.

10. | Efficient data usage
and can be accessed 4 4 3 3 3 3 3 3 28 32 87,5%
from a smartphone.

TOTAL}Y, 39 37 36 35 36 36 36 36 | 294 | 320 91,8%

Based on the assessment data in the table above which was carried out to 8 Instructor Methodology Training Participants at the
Merdeka Training Center, the website-based E-Learning training media used in Competency-Based Training has a very good
response value. This can be seen from the average percentage given by the training participants, which is 91.8%. This number is
between 86% -100%. so that the use of this training media is declared very suitable for use in the Instructor Methodology training
and in general, this website-based E-Learning training media does not need to be revised again.

e. Evaluation

Appropriate or inappropriate use of website-based E-Learning training media is also determined by the training process that takes
place when using this website-based E-Learning training media. During the training process, the participants seemed very
enthusiastic about participating in the training. Starting from the features of web-based E-Learning training media for competency-
based training, it has gone well. It can be accessed properly using a browser, google chrome, Mozilla Firefox, and the results of
database testing show that all functional E-Learning training media have gone according to design. This E-Learning Training
Media is designed to be well used by using a Personal Computer, Laptop, or Smartphone that is connected to the Internet. So with
the results of the response of the training participants who are very enthusiastic and happy in training using website-based E-
Learning training media, this media is said to be very suitable to be used in the training process every day and can be used for
training with other vocations without the need to be revised again.

CONCLUSION

Based on the development process and the results of trials on E-Learning training media based on the Vocational website, the
Instructor Methodology at the Merdeka Training Center, Blitar Regency, it can be concluded as follows:

1. This development model uses a research and development model owned by Robert Maribe Branch which consists of 5 stages
of Analysis, Design, Development, Implementation, and Evaluation or often called ADDIE.

2. This Web-based E-Learning can be operated using a laptop, personal computer, or smartphone that is connected to the internet
or online. Once connected, you can start using website-based E-Learning. Firstly, write it in the address bar or Google search
engine, then type the link els.blkmerdeka.com and after opening it, you can access website-based E-Learning as needed.

3. Based on the results of the media expert's test validation it was declared fit for use, the results of data analysis from the
material expert questionnaire obtained a percentage of 85.7%, which means this product is suitable for use with several notes
that must be corrected. The material expert obtained a percentage of 95.3%, which means that this product is very suitable for
use with several notes. The training eligibility expert obtained a percentage of 96.4%, which means that this product is very
suitable for use without notes. Because there are still records for these products, the researchers made revisions and tested
them again with the experts. Based on the Revised Test from material experts, the results are 100% and the Material Experts
are 100%, which means that the product can be used and tested in the field. Based on field trials conducted on 8 training
participants, they received a very good response with a percentage of 91.8%, which means that this product is very suitable
for use.
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