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Abstract 

This article discusses the importance of career development of human resources required by 

universities especially distance education. An Indonesia Open University or Universitas Terbuka {UT) 

requires career development with special characteristics, in accordance with the characteristics of 

distance education. The high numbers and variations of student and the assets of the UT spread over 

the archipelago demand that UT has to retain its competent employees in order to remain competitive 

in the implementation of higher education in Indonesia. Career development for employees is needed 

to support the achievement of the vision and mission of UT. This paper is the result of qualitative 

research. Data sources retrieval technique use purposive sampling with key informants selected, 

documents, observations, and other supporting data. The results of the study show that the aspects of 

closing gap in strategic positions, training, advanced study, recruiting the right people, and retaining 

the right people are the important aspects of the human capital in UT. The implication of these findings 

is the importance of developing the organizational and informational capital of the UT as a leveraged 

element for continuous and sustainable organizational growth. 
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INTRODUCTION 

The problems in developing human resources at the Open University are first, the fulfillment of the 

proportion of human resources in the UT business process. Secondly, there is a competency gap that 

supports the provision of distance learning. Third, UT's management efforts in maintaining employees 

who have superior competence with appropriate reward and punishment system. 

Theory of the Balanced Scorecard for Government and Nonprofits Organization {Niven, 2008) helps in 

providing aspects in the development of employee learning and growth, which is supported by 

Wormation technology and strong organizational capital to support various innovations which in the 

n goal is the sustainable improvement. Aspects in the perspective of Employee Learning and 

Growth are also referred to The Human Resource Scorecard {The HR Scorecard). Accocding to 

Kaplan and Norton (2006), the inventors of the Balanced Scorecard model, human resources are the 

important asset the organization must develop. In reality, organizations often shrink the 

s, low creativity, and there is no thinking of decision makers to develop human resources. 
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