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Abstract: This study aims to analyze the effectiveness of
classical competency development methods in closing the gap
between managerial and sociocultural competencies in the State
Civil Apparatus (ASN) at the Semarang POM Center. This study
uses a sequential explanatory design mix-method with a
quantitative approach through a questionnaire to 108 ASNs and
qualitative through in-depth interviews with 8 ASNs to analyze the
effectiveness of classical competency development. The sampling
technique uses stratified random sampling for quantitative and
purposive sampling for qualitative, with quantitative data analysis
in descriptive statistical tests, paired sample t-tests, and correlation
tests. The results of the paired sample t-test showed a significant
increase between pre-training and post-training scores (p <
0.001), with the communication and integrity aspects experiencing
the greatest improvement. Pearson's correlation test also found a
strong positive association between training quality and improving
sociocultural managerial skills (r = 0.582). Qualitative results
from semi-structured interviews supported the quantitative
findings, in which participants reported improved collaboration,
decision-making, and change management abilities after training.
Triangulation between quantitative and qualitative results shows
strong consistency, thus strengthening the validity of the findings.
In conclusion, classical training is effective in improving the
technical and sociocultural skills of civil servants, which are
crucial in public service and change management in a dynamic
work environment.
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I. INTRODUCTION

Managerial and sociocultural competencies are two very

important aspects of the State Civil Apparatus (ASN) in
carrying out their duties and responsibilities in the
government environment [1]. In addition to technical
competencies related to the specialization of their respective
fields, managerial abilities and an understanding of
sociocultural values are the keys to improving the
effectiveness of ASN performance in facing various existing
challenges [2]. In the digital era 4.0, competency
development methods have evolved, with increasing interest
in online non-classical approaches that are more flexible and
in accordance with the preferences of millennials and
Generation Z [3]. However, the offline classical method still
has relevance, especially in the context of developing
managerial and sociocultural competencies [4]. Managerial
and sociocultural competencies are the two main pillars that
support the effectiveness of the performance of the State
Civil Apparatus (ASN) in carrying out their duties and
responsibilities [5]. In the context of government, civil
servants are required not only to have good technical skills
but also to be able to adapt to social and cultural changes and
manage human resources effectively [6]. Modern
management theory emphasizes the importance of
developing these competencies as a basis for creating a
responsive and public service-oriented organization [7].
Improving managerial and sociocultural competence can lead
to better decisions and facilitate better relationships with
society [8].

Sociocultural competence is related to the understanding
and ability of civil servants to interact with diverse
communities and social environments [9]. ASN needs to have
sensitivity to the values, norms, and culture that apply in
society to be able to carry out their duties well [10]. This
ability is important for building a harmonious relationship
between the government and the community, as well as to
respond appropriately to the needs and aspirations of the
public [11]. Civil servants who understand the social and
cultural context around them can create more inclusive and
effective programs and policies, thereby increasing public
trust in the government [12]. In the context of an increasingly
complex and dynamic government, these two competencies
complement each other and cannot be separated. For
example, in dealing with crisis or disaster situations, civil
servants need to apply managerial
skills to organize a quick and
efficient response, as well as
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understand and respect local cultural values so that the
actions taken can be accepted by the community. Therefore,
the development of managerial and sociocultural
competencies must be the main focus in the training program
for civil servants.

Although ASN competency development has been the
focus of attention in various studies, there is a significant gap
related to the application of training methods. Most recent
studies  highlight online non-classical competency
development methods that are increasingly in demand by
millennials and Generation Z, without paying sufficient
attention to the effectiveness of offline classical methods
[13]. In fact, classical methods still have relevance and can
have a significant impact in the context of direct learning
[14]. This gap indicates the need for further research to
understand how classical methods can be optimally utilized
in the development of ASN competencies [15]. The real
problem faced by ASNs at the Semarang POM Center is the
gap in managerial and sociocultural competence that can
affect their performance [16]. Many civil servants feel less
confident in carrying out tasks that require managerial skills,
such as effective communication, leadership, and
understanding of organizational culture [17]. In addition,
shifts in values and social dynamics in society also require
civil servants to have a better understanding of the existing
sociocultural context. In this situation, it is important to find
the right competency development method to answer the
challenge.

Along with technological developments and rapid social
changes, competency development methods also need to
adapt [18]. Although online non-classical approaches are
growing in popularity, offline classical methods that involve
direct interaction still have relevance [19]. Through
face-to-face training, ASNs can discuss and share
experiences with fellow participants, thereby enriching the
learning process [20]. In addition, this method also allows for
the formation of stronger interpersonal relationships, which
are important in the development of managerial and
sociocultural competencies [21]. Thus, strengthening the
sociocultural managerial competence of civil servants will
not only increase the effectiveness of individual performance
but also contribute to improving the overall quality of public
services [22]. Therefore, it is important for government
agencies to design a comprehensive competency
development program, integrate these two aspects, and
evaluate the effectiveness of the methods used to ensure that
ASN is ready to face the challenges of the digital era and
ongoing social change [23].

As a solution to this problem, this article offers an analysis
of the effectiveness of classical competency development
methods in closing the gap in sociocultural managerial
competence of ASN. Through a mix-method approach with
an explanatory sequential design, this study is able to explore
both quantitative and qualitative data to get a comprehensive
picture of ASN's experience in participating in classical
training [24]. The solutions proposed in this study can
provide practical recommendations for the development of
training programs in the government environment. The main
purpose of this study is to analyze the effectiveness of
classical competency development methods in improving the
sociocultural managerial competence of civil servants at the
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Semarang POM Center. By conducting this research, new
insights have been found regarding the application of
classical methods in the context of ASN training and
contributing to the development of more relevant and
effective training policies. In addition, this research is also
expected to provide guidance for government agencies in
formulating competency development strategies that are in
accordance with the needs and challenges faced in carrying
out public service duties.

II. METHOD

A. Research Design

This study uses a mix-method method with an explanatory
sequential design which starts with a quantitative approach to
collect numerical data related to the effectiveness of classical
competency development methods in ASN, followed by a
qualitative approach to deepen the understanding of
quantitative results. In this design, the quantitative approach
is used as the basis for finding patterns or tendencies, while
the qualitative approach is used to further explain the findings
from the quantitative data This design was chosen so that the
results of the study can provide a more comprehensive
picture of the role of classical methods in closing the gap in
sociocultural managerial competence of ASN at the
Semarang POM Center [25].

B. Research Instruments and Samples

The quantitative sample was taken by stratified random
sampling technique as many as 100 ASNSs, while the
qualitative sample was selected through purposive sampling
involving 8 ASNs with significant experience related to
classical training. The characteristics of the participants in the
study are presented in Table I.

Table-1: The Distribution of Teachers by Gender and
Generation Information

Frequency | Percent Valid Cumulative
Percent Percent

Gender

Female 56 60.34 60.34 60.34

Male 52 39.66 39.66 100.00

Generation Information

Baby Boomers 27 29.16 29.16 29.16

X- Generation 33 35.64 35.64 64.80

Milenial 20 21.60 21.60 86.40

Generation

Z- Generation 28 30.24 30.24 100.00

Total 108 100.00

The research instrument for the quantitative approach is in
the form of a closed questionnaire with a Likert scale of 1-5
which is designed to measure the perception of ASN related
to offline classical training. The questions in the
questionnaire cover aspects of sociocultural managerial
competencies before and after the training. The Sociocultural
Managerial Competency GAP consists of nine competencies
obtained from comparing the results of competency mapping
with predetermined competency standards. Sociocultural
managerial competence is measured using nine aspects,
namely integrity, cooperation,

communication, result
orientation,  public  service,
self-development and others,
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change management, decision-making, and national glue
which is developed into 27 statement items. All items have
been tested for validity with the help of JASP software
obtaining a Cronbach's Alpha score of 0.82. With a
Cronbach's Alpha value of 0.82, it can be concluded that the
managerial and sociocultural competency assessment
instruments have good reliability. This value indicates a high
degree of internal consistency between items, which means
that they correlate positively with each other and measure the
same aspects consistently. While for a qualitative approach,
semi-structured interview guides are used to explore the
experiences, views, and in-depth reflections of ASNs on the
effectiveness of classical training.

C. Research Procedure

This research was carried out in two main stages. The first
stage is the collection of quantitative data through the
distribution of questionnaires to 50 civil servants who have
participated in classical training at the Semarang POM
Center. Respondents were asked to fill out a questionnaire
that measured their perception of improving sociocultural
managerial competence. After the quantitative data was
analyzed, the second stage was carried out with in-depth
interviews with 8 civil servants who were selected
purposively. Interviews were conducted face-to-face or
online, focusing on respondents’ first-hand experiences
regarding the impact of classical training on their
competencies.

D. Data Analysis Techniques

This study uses a mix-method method with an explanatory
sequential design. The first stage uses a quantitative approach
to collect numerical data related to the effectiveness of
classical training in ASN, followed by a qualitative approach
to deepen understanding related to quantitative findings.
Quantitative data were analyzed using descriptive statistics to
describe the characteristics of respondents and their
perception of improving sociocultural  managerial
competence. A normality test was carried out to ensure data
distribution, followed by a paired sample t-test to identify
differences in competencies before and after training. The
Pearson correlation test is used to see the relationship
between the aspects of the competencies measured. The
results of the instrument's reliability, which showed a
Cronbach's Alpha value of 0.82, confirmed that the
instrument had good internal consistency. At the qualitative
stage, data from semi-structured interviews with 8 ASNs
were analyzed using thematic analysis. The interviews were
transcribed and coded to identify key themes that emerged,
such as training experiences and their impact on ASN
competencies. The triangulation process is carried out by
comparing the results of qualitative and quantitative analysis,
ensuring consistency between the two approaches. The
validity of qualitative data is maintained through member
checking, while audit trails are used to document the entire
analysis process. With this design, the research provides a
deeper and more comprehensive understanding of the
effectiveness of classical training in closing the gap in
managerial and sociocultural competencies of ASN at the
Semarang POM Center.
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I, RESULTS

The results of this study describe the effectiveness of the
classical competency development method in improving the
sociocultural managerial competence of the State Civil
Apparatus (ASN) at the Semarang POM Center. The results
of the quantitative analysis showed a significant increase in
the managerial competence of ASNSs after participating in the
classical training program. Quantitative Results In the first
stage, quantitative data was obtained from 108 civil servants
who participated in classical training. Descriptive statistics
showed that the majority of respondents experienced an
increase in their perception of managerial and sociocultural
abilities after training.
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[Fig.1: Analysis of Sociocultural Managerial SKills]

Quantitative results in the first stage, quantitative data were
obtained from 108 ASNs who participated in classical
training. Descriptive statistics show that the majority of
respondents experience an increase in sociocultural
managerial skills after training. The results of the quantitative
analysis of 108 civil servants who participated in the classical
training program showed a significant improvement in their
sociocultural managerial competence after the training.
Based on descriptive statistical data, the majority of
respondents experienced an increase in perception of
managerial and sociocultural abilities. One of the aspects that
experienced the biggest improvement was communication
competence, which rose from 85.12 before training to 94.05
after training. This shows that the training program is very
effective in improving ASN's communication skills, which is
an important element in creating productive and effective
working relationships. In addition, integrity competence also
increased from 82.53 to 87.17, showing a strengthening in the
ethical commitment and responsibility of ASN after
participating in the training. Cooperation, results-oriented,
and change management also experienced significant
improvements, increasing to 90.37, 86.76, and 84.86,
respectively, which showed that the training successfully
improved the ability of ASNs to work together, focus on
results, and adapt to change.

Other improvements were seen in public service
capabilities, which rose from 77.16 to 80.81, as well as
decision-making capabilities, which increased significantly
from 72.84 to 86.76. This shows that training has a positive
impact in increasing the confidence and skills of civil
servants in providing better services
to the public and in making more
effective decisions. In addition,
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the increase in the "national glue" indicator from 81.36 to
85.83 reflects that the training also increases the sense of
togetherness and the spirit of nationalism in the ASN work
environment. Overall, the results of this analysis show that
the classical training program is very effective in improving
the sociocultural managerial competence of ASN. The
increase in competence in various aspects reflects the success
of the training in preparing ASNs to face challenges in an
increasingly complex and dynamic work environment.

Table-11: Descriptive Statistics

Std. . - P-value of

Aspect Mean Deviation Shapiro-Wilk Shapiro-Wilk
Integrity 12.380 1.533 0.905 <.001
Cooperation 12.639 1.384 0.911 <.001
Communication | 12.769 1.667 0.896 <.001
Results 11361 | 1.882 0.931 <.001
Orientation
Public Service 11.574 2.392 0.917 <.001
Development of
Self and Others 10.769 2.899 0.881 <.001
Change 11401 | 2282 0.931 < 001
Management
Decision 10926 | 2527 0.931 <001
Making
The Glue of the
Nation 12.204 1.990 0.851 <.001

From the data in Table I, it can be seen that all aspects of
the sociocultural managerial competence of ASN show an
increase with different averages and relatively small standard
deviations, which shows that the variation between trainees is
not too large. The Integrity aspect had the highest average
(12,380), showing uniformity in improving the integrity of
participants.  In  addition, the Cooperation and
Communication aspect also showed a high average score,
indicating that the training succeeded in strengthening the
collaboration and communication skills of ASN in managing
the team and achieving organizational goals. However, the
Outcome Orientation (11,361) and Self and Others
Development (10,769) aspects had lower mean values, with a
high standard deviation in Self-Development, indicating
significant variation between participants. This shows that
further efforts are still needed to increase the focus on the
work results and self-development of ASN. Based on the
Shapiro-Wilk test, the data is not normally distributed, so
further analysis should use non-parametric methods. Overall,
classical training has a positive impact on improving ASN
competence, especially in public service, decision-making,
and a sense of togetherness, although there are aspects that
need improvement. Based on the Shapiro-Wilk normality
test, all aspects showed a p-value below 0.001, which means
that the data on each aspect was not normally distributed.
Thus, non-parametric statistical methods may be more
suitable for further analysis, especially if you want to
compare results between groups or examine the relationship
between aspects.

The analysis of the data distribution was then tested using a
normality test. This normality test is important because many
parametric statistical tests, such as the paired sample t-test,
assume that the data is normally distributed. A commonly
used normality test is the Shapiro-Wilk test, where the
p-value is used to determine whether the data deviates
significantly from the normal distribution. If the p-value is
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greater than 0.05, then the data is considered normally
distributed, which allows the use of the next parametric
statistical test, namely the paired sample t-test. Overall, the
results of this analysis show that the classical training
program has a significant positive impact on improving the
sociocultural managerial competence of ASN, especially in
terms of public service, decision-making, and strengthening
the sense of togetherness among ASN. However, there are
some aspects, such as outcome orientation and
self-development, that require further attention to ensure
more equitable competency improvement in all aspects. The
results of the data normality analysis are presented in Table 2.

The analysis of the data distribution was then tested using a
normality test. This normality test is important because many
parametric statistical tests, such as the paired sample t-test,
assume that the data is normally distributed. A commonly
used normality test is the Shapiro-Wilk test, where the
p-value is used to determine whether the data deviates
significantly from the normal distribution. If the p-value is
greater than 0.05, then the data is considered normally
distributed, which allows the use of the next parametric
statistical test, namely the paired sample t-test. The results of
the data normality analysis are presented in Table I11.

Table-111: Test of Normality (Shapiro-Wilk)
w p

Pre-Training | - Post-Training 0.853 0.301
Note. Significant results suggest a deviation from normality.

The normality test results shown in Table 2. using the
Shapiro-Wilk test show that the W value for Post Training
data is 0.853 with a p-value = 0.301. Since the p-value is
greater than 0.05, it indicates that there is no significant
deviation from the normal distribution. Thus, the
post-training data follows the normal distribution, so that the
parametric statistical test paired sample t-test can be used for
further analysis. The results of the paired sample t-test are
presented in Table IV.

Table-1V: Paired Samples T-Test

Measure 1 Measure 2 t df p
Pre-Training | -Post-Training | -11.505 | 107 <.001
Note. Student's t-test.

The results of the paired sample t-test shown in Table IV.
show a value of t = -11,505 with a degree of freedom (df) of
107 and a p-< value of 0.001. This very small p-value
indicates that the difference between pre-training and
Post-Training is statistically significant. A negative t-value
indicates that the average Post-Training score is higher
compared to Pre-Training, meaning that there is an
improvement in performance or results measured after
training. This difference does not occur by chance but can be
attributed to the intervention or training carried out. These
results support the hypothesis that the training provided has a
significant impact in improving the measured outcomes.
With the normal distribution of data and significant statistical
test results, it can be concluded that the training is effective
and successfully achieves the desired goals. Significant
improvement  after  training
showed that the material
delivered was relevant and the
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training methods used were effective in influencing changes
in the target variables. This analysis provides strong
empirical evidence that training interventions have a positive
impact on improved outcomes. Based on the paired sample
t-test conducted, there was a significant difference (p < 0.05)
between the average value of managerial knowledge before
and after the training. ASNs report improvements in skills
such as planning, organizing, and decision-making, which
contribute to increased effectiveness of their performance.

In addition, Pearson's correlation test showed a significant
positive relationship between training and sociocultural
managerial skills. In addition, the Pearson correlation test
showed a significant positive relationship between exercise
and sociocultural managerial skills, with values of r = 0.582
and p < 0.001, which showed that the increase in exercise
intensity or quality was closely related to the improvement of
sociocultural managerial skills. The results of the Pearson
correlation test analysis are presented in Table V.

Table V. Pearson's Correlations

Variable Training SMS
1. Training Pearson's r —
p-value —
Effect size
(Fisher's z) -
SE Effect size —
2. Sosio-cultural
Managerial Pearson's r 0.582 —
Skills (SMS)
p-value <.001 —
Effect size
(Fisher's 7) 0.665 7
SE Effect size 0.098 —

Based on the results of the Pearson correlation test shown in
Table 3, there is a significant positive relationship between
the variables of Training and Sociocultural Managerial Skills
(SMS) with Pearson's value of r = 0.582 and p value < 0.001.
This shows that there is a strong correlation between the
training provided and sociocultural managerial skills. In
other words, the higher the quality or intensity of the training,
the better the sociocultural managerial skills that the
participants have. The effect size value uses Fisher's z =
0.665, which indicates that this relationship has a significant
effect strength, and the SE Effect size of 0.098 indicates a
stable estimate for this effect size. This positive relationship
shows that the improvement in training is closely related to
the improvement of participants' sociocultural managerial
skills. With a fairly high correlation, it can be concluded that
training has an important role in strengthening sociocultural
competencies, such as communication, cooperation, and
change management.

In addition, the correlation value between different aspects
of competence, such as communication and change
management (r = 0.72), as well as decision-making and
public service (r = 0.68), indicates a synergy between
competency aspects. Improvements in one aspect, e.g.
communication, tend to be followed by improvements in
change management, suggesting that these competencies are
interrelated and supportive of each other. Overall, these
results confirm the importance of training in developing
comprehensive managerial skills, where improvement in one
aspect of competence does not stand alone but tends to affect
the improvement of other aspects. This reinforces the
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argument that holistic training that includes various aspects
of competence is essential for improving managerial
sociocultural performance in a professional context.

At the qualitative stage, the results of semi-structured
interviews with 8 civil servants were analyzed using the
thematic analysis method, which resulted in several main
themes. The first theme was the training experience, where
participants described the training as a very useful
experience, especially in improving managerial and
sociocultural competence. The participants felt that the
training helped them become more confident in handling
more complex and collaborative tasks in the workplace. The
second theme that emerged was the impact of training on
competencies, where the majority of participants reported
significant improvements in aspects such as communication,
change management, and decision-making. This training is
considered to strengthen their ability to manage teams, make
strategic decisions, and face challenges in a dynamic work
environment.

In addition, the training also had a positive impact on
cooperation and collaboration, with participants feeling an
increase in their ability to work together to achieve common
goals, especially in the context of public services that require
synergy. Another emerging theme was self-development and
increased professionalism, where participants felt more
motivated to continue to develop themselves and improve
their professional performance after training. The
triangulation process between qualitative and quantitative
outcomes showed consistency, with interview results
supporting quantitative findings regarding competency
improvement. This qualitatively reported improvement is in
line with quantitative results that show a positive correlation
between training and improvement of sociocultural
managerial skills. The validity of qualitative data is
maintained through member checking, ensuring that the
interpretation of the interview results is in accordance with
the participant's understanding. Additionally, trail audits are
used to document the entire analysis process, thus ensuring
transparency and traceability of each step of the analysis.
This result confirms that training has a significant impact on
the development of ASN competencies in various important
aspects.

IVV. DISCUSSION

The results of this study show that training has a significant
impact on improving the managerial and sociocultural
competence of ASNs, as evidenced by quantitative and
qualitative findings [26]. Significant improvements in
communication, change management, and decision-making
skills, as demonstrated by the results of the paired sample
t-test and Pearson correlation analysis, are in line with
previous research that emphasized the importance of training
in improving managerial capabilities [27]. Structured training
programs effectively improve leaders' ability to manage
change and work with teams more efficiently, Competency
improvement through training is also supported by the theory
of Human Capital, which states that investment in training
contributes to improving individual
performance and productivity in
the workplace [28].
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Qualitatively, the findings from the interviews also
supported this conclusion, where the trainees reported an
increase in confidence and ability to handle more complex
tasks after attending the training. These findings are
consistent with the results of research from Narenji Thani et
al., (2022),[29] which stated that continuous training has a
positive  impact on employee  motivation and
self-development, especially in a dynamic and demanding
work environment. In addition, the study also found that
competencies such as communication and change
management have a synergistic relationship, where an
improvement in one competency is often followed by an
improvement in another [30]. These findings support
previous research that underscores the relationship between
interdisciplinary competencies in public organizations [31].

Furthermore, the triangulation process carried out between
quantitative and qualitative data strengthens the validity of
the findings [32]. The positive correlation between training
and managerial competencies found through quantitative
tests, as well as the improvement of competencies identified
through interviews, provides consistent evidence regarding
the effectiveness of training [33]. Data validity is also
strengthened through the member-checking process and trail
audit, which ensures accuracy and transparency in qualitative
data analysis. Thus, this study enriches the literature on the
influence of training on ASN competencies, as well as makes
a significant empirical contribution to human resource
development efforts in the public sector, in accordance with
previous research which underlines the importance of
training for ASN capacity building in carrying out
increasingly complex public service tasks [34].

V. CONCLUSION

The conclusion of this study is that the classical
competency development method is proven to be effective in
improving the sociocultural managerial competence of the
State Civil Apparatus (ASN) at the Semarang POM Center.
Based on the results of quantitative and qualitative analysis,
classical training provides significant improvements in
various aspects of competence, including communication,
integrity, cooperation, results-oriented, change management,
public service, decision-making, and the glue of the nation.
Quantitatively, the results of the paired sample t-test showed
a significant increase between the pre- and post-training
scores (p < 0.001), with the most significant improvement in
communication and integrity aspects. Pearson's correlation
test also showed a strong positive association between
training quality and improvement of sociocultural managerial
skills (r = 0.582).

Qualitative analysis through semi-structured interviews
supported quantitative outcomes, where participants reported
improvements in competency aspects after training,
including in terms of collaboration, decision-making, and
change management. The overall results show that this
training is relevant and successful in preparing ASNs to face
challenges in a dynamic work environment. The triangulation
process between quantitative and qualitative results shows
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strong consistency, reinforcing the validity of the findings of
this study. Thus, classical training programs are not only
effective in improving technical and managerial skills but
also in building essential sociocultural competencies for civil
servants, especially in public service and change
management.

DECLARATION STATEMENT

After aggregating input from all authors, | must verify the
accuracy of the following information as the article's author.
= Conflicts of Interest/ Competing Interests: Based on

my understanding, this article has no conflicts of interest.
» Funding Support: This article has not been funded by
any organizations or agencies. This independence ensures
that the research is conducted with objectivity and
without any external influence.
= Ethical Approval and Consent to Participate: The
content of this article does not necessitate ethical approval
or consent to participate with supporting documentation.
= Data Access Statement and Material Availability: The
adequate resources of this article are publicly accessible.
= Authors Contributions: The authorship of this article is
contributed equally to all participating individuals.

REFERENCES

1. A.N. Saputra, A. N. F. Utami, and C. N. Fariaty, “Competence Analysis
Of State Civil Apparatus (ASN) Social Services In Polewali Mandar
District,” J. Sci. Res. Educ. Technol., vol. 1, no. 2, p. 6, 2015, DOI:
https://doi.org/10.58526/jsret.v1i2.109.

2. R. Rifdan, M. Sailan, and H. Haerul, “Strategy for Competency
Development of Civil State Apparatus in the New Normal Era in Wajo
District,” J. Ad’ministrare, vol. 9, no. 2, p. 295, 2022, DOI:
http://doi.org/10.26858/ja.v9i2.36737

3. E. Jerzak, “Non-Classical Knowledge,” Philos. Phenomenol. Res., vol.
98, no. 1, pp. 190-220, 2019, DOI: http://doi.org/10.1111/phpr.12448

4. D. Aerts, S. Sozzo, and T. Veloz, “New fundamental evidence of
non-classical structure in the combination of natural concepts,” Philos.
Trans. R. Soc. A Math. Phys. Eng. Sci., vol. 374, no. 2058, 2016, DOI:
http://doi.org/10.1098/rsta.2015.0095

5. R. Kurniawan, A. Djaenuri, H. Prabowo, and S. Lukman, “Analysis of
Policy Evaluation and Model of ASN Management Improvement in
terms of Planning, Recruitment, and Competency Development
Aspects,” Int. J. Sci. Soc., vol. 2, no. 4, pp. 404-418, 2020, DOI:
http://doi.org/10.54783/ijsoc.v2i4.226

6. A. Ahmed and K. Sayed, “Development of competency-based training
system in Assiut-ITEC: A case study,” J. Competency-Based Educ., vol.
5, no. 3, pp. 1-12, 2020, DOI: http://doi.org/10.1002/cbe2.1217

7. S. P. Osborne, Z. Radnor, and G. Nasi, “A New Theory for Public
Service Management? Toward a (Public) Service-Dominant Approach,”
Am. Rev. Public Adm., vol. 43, no. 2, pp. 135-158, 2013, DOI:
http://doi.org/10.1177/0275074012466935

8. T. Diefenbach, “New public management in public sector organizations:
The dark sides of managerialistic ‘enlightenment,”” Public Adm., vol.
87, no. 4, pp. 892-909, 2009, DOl:
http://doi.org/10.1111/j.1467-9299.2009.01766.x

9. C. Garza et al., “Best practices in nutrition science to earn and keep the
public’s trust,” Am. J. Clin. Nutr., vol. 109, no. 1, pp. 225-243, 2019,
DOI: https://doi.org/10.1093/ajcn/ngqy337

10. M. U. Gani, A. Ghani, and S. Nujum, “Leadership and Local Culture
Influence on State Civil Apparatus’(ASN) Job Satisfaction and
Performance at Soppeng Regional Organization,” Soc. Sci. Humanit. J.,
no. 1326, pp. 1326-1345, 2019, [Online]. Available:
http://www.sshj.in/index.php/sshj/article/view/406

11. V. H. H. Nurani, S. Sugiyanto, and I. Hermawati, “Internalization of
Yogyakarta Cultural Local Wisdom Values in the Duties of Social
Workers as State Civil Apparatus,” Asian Soc. Work J., vol. 7, no. 5, pp.
28-35, 2022, DOI:
http://doi.org/10.47405/aswj.v7i5.22
7

Published By:

Blue Eyes Intelligence Engineering
& Sciences Publication (BEIESP)
© Copyright: All rights reserved.

Exploring Innovation


https://doi.org/10.35940/ijmh.F1786.11080425
http://www.ijmh.org/
https://doi.org/10.58526/jsret.v1i2.109
http://doi.org/10.26858/ja.v9i2.36737
http://doi.org/10.1111/phpr.12448
http://doi.org/10.1098/rsta.2015.0095
http://doi.org/10.54783/ijsoc.v2i4.226
http://doi.org/10.1002/cbe2.1217
http://doi.org/10.1177/0275074012466935
http://doi.org/10.1111/j.1467-9299.2009.01766.x
https://doi.org/10.1093/ajcn/nqy337
http://www.sshj.in/index.php/sshj/article/view/406
http://doi.org/10.47405/aswj.v7i5.227
http://doi.org/10.47405/aswj.v7i5.227

OPENaACCESS

12.

13.
14.
15.
16.
17.
18.

19.

20.
21.
22.
23.
24.
25.
26.

27.

28.

29.

30.

31

K. A. Tappenden and A. Steiber, “A Unifying Vision for Scientific
Decision Making: The Academy of Nutrition and Dietetics” Scientific
Integrity Principles,” J. Acad. Nutr. Diet.,, vol. 115, no. 9, pp.
1486-1490, 2015,
https://www.andeal.org/vault/2440/web/files/EAL/Tappenden_et_%20
al_%202016_SIP.pdf

B. R. Cahyarini and L. Samsara, “The Challenges of Digital
Competency Implementation Towards World-Class Bureaucracy,” J.
Borneo Adm., vol. 17, no. 2, pp. 259-274, 2021, DOIl:
http://doi.org/10.24258/jba.v17i2.825

H. J. Hejase, H. Fayyad-Kazan, A. J. Hejase, . Moukadem, and K.
Danach, “Needed MIS Competencies to the Job Market: Students’
Perspective,” Br. J. Multidiscip. Adv. Stud., vol. 4, no. 5, pp. 120-162,
2023, DOI: http://doi.org/10.37745/bjmas.2022.0324

D. M. Abdelzaher and M. Onumonu, “Building synergistic mindsets in
international business education: the unmet demands of a VUCA
marketplace,” Crit. Perspect. Int. Bus., no. October 2021, 2024, DOI:
http://doi.org/10.1108/cpoib-05-2022-0050

M. S. A. Mahalinga Shiva and D. Suar, “Transformational Leadership,
Organizational Culture, Organizational Effectiveness, and Programme
Outcomes in Non-Governmental Organizations,” Voluntas, vol. 23, no.
3, pp. 684-710, 2012, DOI: http://doi.org/10.1007/s11266-011-9230-4
N. K. Giroth, M. Mandagi, and W. Bogar, “Public Service Performance
of Civil Servants (PNS) at South Tondano District Office in Minahasa
Regency,” J. Soc. Sci., vol. 3, no. 1, pp. 157-170, 2022,
https://www.researchgate.net/publication/358445357

S. V. Shet and V. Pereira, “Proposed managerial competencies for
Industry 4.0 — Implications for social sustainability,” Technol. Forecast.
Soc. Change, wvol. 173, no. March, 2021, DOI:
http://doi.org/10.1016/].techfore.2021.121080

S.-C. Wong, “Competency Definitions, Development and Assessment:
A Brief Review,” Int. J. Acad. Res. Progress. Educ. Dev., vol. 9, no. 3,
2020, DOI: http://doi.org/10.6007/ijarped/v9-i3/8223

D. Lustri, I. Miura, and S. Takahashi, “Knowledge management model:
Practical application for competency development,” Learn. Organ., vol.
14, no. 2, pp. 186-202, 2007, DOI:
http://doi.org/10.1108/09696470710727023

S. Dzemidzic Kristiansen, T. Burner, and B. H. Johnsen, “Face-to-face
promotive interaction leading to successful cooperative learning: A
review study,” Cogent Educ., vol. 6, no. 1, 2019, DOL:
http://doi.org/10.1080/2331186X.2019.1674067

H. Bathelt and P. Turi, “Local, global and virtual buzz: The importance
of face-to-face contact in economic interaction and possibilities to go
beyond,” Geoforum, vol. 42, no. 5, pp. 520-529, 2011, DOI:
http://doi.org/10.1016/j.geoforum.2011.04.007

B. Asheim, L. Coenen, and J. Vang, “Face-to-face, buzz, and knowledge
bases: Sociospatial implications for learning, innovation, and innovation
policy,” Environ. Plan. C Gov. Policy, vol. 25, no. 5, pp. 655-670, 2007,
DOI: http://doi.org/10.1068/c0648

S. O. Migiro and B. A Magangi, “Mixed methods : A review of literature
and the future of the new research paradigm,” African J. Bus. Manag.,
vol. 5, no. 10, pp- 3757-3764, 2011,
https://academicjournals.org/journal/AJBM/article-full-text-pdf/37699
9E39803

O. Celo, D. Braakmann, and G. Benetka, “Quantitative and qualitative
research: Beyond the debate,” Integr. Psychol. Behav. Sci., vol. 42, no.
3, pp. 266290, 2008, DOI: http://doi.org/10.1007/s12124-008-9078-3
D. V. Day, P. Gronn, and E. Salas, “Leadership capacity in teams,”
Leadersh. Q., vol. 15, no. 6, pp. 857-880, 2004, DOI:
http://doi.org/10.1016/j.leaqua.2004.09.001

S. W. J. Kozlowski, “Enhancing the Effectiveness of Work Groups and
Teams: A Reflection,” Perspect. Psychol. Sci., vol. 13, no. 2, pp.
205-212, 2018, DOI: http://doi.org/10.1177/1745691617697078

B. Mustafa and S. Lleshi, “The impact of lifelong learning and
investments in employee development on employee productivity and
performance,” Multidiscip. Rev., vol. 7, no. 8, 2024, DOI:
http://doi.org/10.31893/multirev.2024175

F. Narenji Thani, E. Mazari, S. Asadi, and M. Mashayekhikhi, “The
impact of self-development on the tendency toward organizational
innovation in higher education institutions with the mediating role of
human resource agility,” J. Appl. Res. High. Educ., vol. 14, no. 2, pp.
852-873, 2022, DOI: http://doi.org/10.1108/JARHE-05-2020-0151
M. Q. Zia, M. Naveed, M. A. Bashir, and A. F. Shamsi, “The interaction
of situational factors on individual factors and self-development,” Eur.
J. Train. Dev., vol. 44, no. 4-5, pp. 509-530, 2020, DOI:
http://doi.org/10.1108/EJTD-10-2019-0172

A. S. Ibidunni et al, “Exploring the Role of Human Capital
Management on Organizational Success: Evidence from Public
Universities,” Manag. Dyn. Knowl. Econ., vol. 4, no. 4, pp. 493-513,
2016, [Online]. Auvailable:

Retrieval Number: 100.1/ijmh.F178611060225
DOI: 10.35940/ijmh.F1786.11080425
Journal Website: www.ijmh.org

International Journal of Management and Humanities (1JMH)

ISSN: 2394-0913 (Online), Volume-11 Issue-8, April 2025

32.

33.

34.

https://www.zbw.eu/econis-archiv/bitstream/11159/1512/1/100961451
7.pdf

Paul, Dr. P., Giri, Dr. A., Chatterjee, S., & Biswas, S. (2019).
Determining the Effectiveness of ‘Cloud Computing” on Human
Resource Management by Structural Equation Modeling (SEM) in
Manufacturing Sector of West Bengal, India. In International Journal of
Innovative Technology and Exploring Engineering (Vol. 8, Issue 10, pp.
1937-1942). DOI: https://doi.org/10.35940/ijitee.j9276.0881019
Jalloh, A. A. A., & Ming, P. F. (2020). Managing Human Capital as a
Strategic Source of Sustainable Enterprise Development and
Competitive Advantage. In International Journal of Management and

Humanities  (Vol. 5, Issue 1, pp. 20-29). DOl
https://doi.org/10.35940/ijmh.a1124.095120

Laily, N., Rahmawati, F., Sukaris, & Triyonowati. (2019).
Organizational ~Effectiveness with the Holistic Organizational

Effectiveness Method. In International Journal of Recent Technology
and Engineering (JRTE) (Vol. 8, Issue 4, pp. 9281-9286). DOI:
https://doi.org/10.35940/ijrte.d9446.118419

AUTHOR’S PROFILE

Sahat Nicolus Wicaksono Panggabean, is a student of the
Master of Management Study Program, Faculty of
Economics and Business, Diponegoro University, Semarang,
Indonesia. Currently | am actively pursuing a career at the
Food and Drug Monitoring Agency, Semarang. | completed

my undergraduate studies at the College of Economics (STIE Dharmaputra
Semarang) majoring in accounting. | have research interests in the fields of
Leadership, Management Systems and Decision Making, and Drug and Food
Monitoring.

Yosafat Anditya Wiryawan, Postgraduate Student of the
Master of Management Study Program, Faculty of
Economics and Business, Diponegoro University, Semarang.
Currently actively working as a Civil Servant at the
Semarang City Education Office in the Finance and Regional

Property (BMD) subdivision. Completed his S1 studies at Diponegoro
University Semarang with a major in management with a concentration in
finance. Interested in research areas related to financial management and
human resource management.

Dr. Edy Raharja, S.E., M.Si., is a researcher from the
Faculty of Economics and Business, Diponegoro University,
Semarang. Obtained a Doctoral degree from the Doctoral
Program in Economics at Diponegoro University. Has a
research interest in the field of financial management and

capital markets.

Disclaimer/Publisher’s Note: The statements, opinions and
data contained in all publications are solely those of the
individual author(s) and contributor(s) and not of the Blue
Eyes Intelligence Engineering and Sciences Publication
(BEIESP)/ journal and/or the editor(s). The Blue Eyes
Intelligence Engineering and Sciences Publication (BEIESP)
and/or the editor(s) disclaim responsibility for any injury to
people or property resulting from any ideas, methods,
instructions or products referred to in the content.

Published By:

Blue Eyes Intelligence Engineering
& Sciences Publication (BEIESP)
© Copyright: All rights reserved.

Exploring Innovation


https://doi.org/10.35940/ijmh.F1786.11080425
http://www.ijmh.org/
https://www.andeal.org/vault/2440/web/files/EAL/Tappenden_et_%20al_%202016_SIP.pdf
https://www.andeal.org/vault/2440/web/files/EAL/Tappenden_et_%20al_%202016_SIP.pdf
http://doi.org/10.24258/jba.v17i2.825
http://doi.org/10.37745/bjmas.2022.0324
http://doi.org/10.1108/cpoib-05-2022-0050
http://doi.org/10.1007/s11266-011-9230-4
https://www.researchgate.net/publication/358445357
http://doi.org/10.1016/j.techfore.2021.121080
http://doi.org/10.6007/ijarped/v9-i3/8223
http://doi.org/10.1108/09696470710727023
http://doi.org/10.1080/2331186X.2019.1674067
http://doi.org/10.1016/j.geoforum.2011.04.007
http://doi.org/10.1068/c0648
https://academicjournals.org/journal/AJBM/article-full-text-pdf/376999E39803
https://academicjournals.org/journal/AJBM/article-full-text-pdf/376999E39803
http://doi.org/10.1007/s12124-008-9078-3
http://doi.org/10.1016/j.leaqua.2004.09.001
http://doi.org/10.1177/1745691617697078
http://doi.org/10.31893/multirev.2024175
http://doi.org/10.1108/JARHE-05-2020-0151
http://doi.org/10.1108/EJTD-10-2019-0172
https://www.zbw.eu/econis-archiv/bitstream/11159/1512/1/1009614517.pdf
https://www.zbw.eu/econis-archiv/bitstream/11159/1512/1/1009614517.pdf
https://doi.org/10.35940/ijitee.j9276.0881019
https://doi.org/10.35940/ijmh.a1124.095120
https://doi.org/10.35940/ijrte.d9446.118419

