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ABSTRACT

Digital transformation has reshaped the competency development paradigm for Indonesian civil servants
(ASN) by positioning digital learning as a strategic instrument of public human resource management. This
study aimed to analyze the role of digital learning in civil servants competency transformation and its
implications for career development within Indonesia’s digital bureaucratic reform. The study employed a
descriptive qualitative approach through a systematic literature review and qualitative content analysis of
scholarly publications, regulations, policy reports, and official documents related to civil servants
competency development. The findings showed that digital learning expanded access to training,
accelerated the renewal of technical competencies and digital literacy, and supported lifelong learning
through learning management systems, webinars, online training platforms, and learning analytics. The key
qualitative finding indicated that digital learning had not been optimally integrated into career development
policies, particularly in linking digital training outcomes with performance appraisal system, talent
management, career pathways, and merit-based promotion and rotation decisions. The dominant barriers
included an organizational culture still oriented toward face-to-face formal training, intergenerational
digital literacy gaps, uneven infrastructure, and resistance to change. This study concludes that digital
learning needs to be systematically embedded in civil servant management through stronger regulation,
infrastructure, digital literacy, and a sustainable learning culture.

Keywords: Career Development, Civil Servants Competency, Digital Bureaucratic Reform,
Digital Learning, Talent Management
Introduction
Digital transformation has driven fundamental changes in the governance of civil servant
competency development. Digital learning is no longer understood merely as a technology-based
training instrument, but also as a strategy for developing civil servant human resources that
supports flexibility, personalized learning, and lifelong learning (Noe et al., 2019; Vial, 2019).
This change becomes increasingly relevant in the context of digital bureaucratic reform, when civil
servants are required to have technical competencies, digital literacy, and adaptive abilities to
respond to changes in the public sector work environment (OECD, 2021; van Laar et al., 2017).
In the context of Indonesia, the direction of civil servants competency development policies
has shown a shift toward technology-based learning. State Administration Agency Regulation

Number 8 of 2018 has regulated the implementation of civil servant competency development thru
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e-learning, while LAN Regulation Number 10 of 2018 places e-learning and distance training as
part of the civil servant competency development pathway (State Administration Agency, 2018a,
2018b). Further strengthening is evident thru State Administration Agency Regulation Number 6
of 2023 concerning the Integrated Competency Development Learning System or Corporate
University, which emphasizes the importance of an integrated learning ecosystem in the
competency development of civil servants (Regulation of the National Institute of Public
Administration Number 6 of 2023 on the Integrated Competency Development Learning System
(Corporate University), 2023).

The Covid-19 pandemic accelerated the adoption of digital learning in various forms of civil
servants training. Restrictions on face-to-face activities encouraged government training
institutions to utilize Learning Management Systems (LMS), video conferences, webinars, and
online training platforms as learning media. After the pandemic, the practice of digital learning
was not completely abandoned, but evolved into a new habit in the development of civil servant
competencies, in line with the development of blended learning that combines face-to-face
learning and technology-based learning (Hrastinski, 2019; OECD, 2023).

Although digital learning provides great opportunities for equal access to training, its
implementation still faces several challenges. The gap in digital literacy between generations
causes not all civil servants to have the same readiness in utilizing digital learning platforms. In
addition, the limited digital infrastructure in several regions and the organizational culture that still
focuses on formal face-to-face training pose significant obstacles to achieving inclusive and
effective digital learning (OECD, 2021; van Laar et al., 2017).

Another more substantive issue lies in the suboptimal integration of digital learning with the
civil servants career development system. The results of digital learning are often still treated as
mere training obligations, rather than as strategic data directly linked to performance assessments,
talent management, career patterns, and merit-based promotion and transfer decisions. In fact, Law
Number 20 of 2023 concerning civil servants emphasizes the importance of digitalizing Civil
Servants Management, while the civil servants talent management policy demands a connection
between competence, performance, potential, and career mobility of the apparatus ((Decree of the
Minister of Administrative and Bureaucratic Reform Number 3 of 2020 on the Management of
Civil Servant Talent, 2020; Law of the Republic of Indonesia Number 20 of 2023 on Civil
Servants, 2023).

Various previous studies have discussed the effectiveness of digital learning in enhancing
competencies, both in educational organizations, businesses, and the public sector. However,

studies that specifically link digital learning with the career mobility of civil servants within the
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framework of digital bureaucratic reform are still relatively limited. This limitation indicates the
need for an analysis that not only assesses the benefits of digital learning as a training medium but
also positions it as part of the civil servants career management system based on competence and
meritocracy. (Armstrong & Taylor, 2020; Garavan et al., 2012; OECD, 2023).

The novelty of this research lies in the integration of the analysis of intergenerational digital
literacy gaps with civil servants career mobility within the framework of digital bureaucratic
reform, which has not been extensively explored in the previous literature. This research not only
examines the role of digital learning in enhancing the competence of civil servants but also
analyzes how the outcomes of digital learning can be linked to talent management, performance
assessment, career patterns, as well as the promotion and transfer of civil servants. Thus, this
research offers an integrative perspective on digital learning as a strategic instrument for both
competence development and career advancement of civil servants.

Based on this background, this research aims to analyze the role of digital learning in the
competence development of civil servants and its implications for the career advancement of civil
servants. This research uses a descriptive qualitative approach thru a systematic literature review
and qualitative content analysis of scientific publications, regulations, policy reports, and related
official documents. The research results are expected to provide theoretical contributions to the
development of studies on civil servant human resource management and practical contributions
to the formulation of digital learning policies integrated with the civil servants career system.
Research Methods

This research uses a descriptive qualitative approach with a systematic literature review
design combined with qualitative content analysis. This approach was chosen because the research
aims to understand, interpret, and synthesize various scientific findings and policy documents
regarding digital learning, competency development, and the career development of civil servants.
A systematic literature review is used because it can organize, evaluate, and integrate knowledge
scattered across various scientific sources in a more directed and transparent manner (Page et al.,
2021; Snyder, 2019). Thru this approach, the research not only describes the development of digital
learning but also analyzes its relationship with the human resource management system of the
apparatus in the context of digital bureaucratic reform.

The research data sources are obtained from secondary data in the form of scientific journal
articles, academic books, policy reports, regulations, and relevant official government documents
related to the research topic. The use of documents as data sources is carried out because policy
documents and scientific publications can provide contextual, historical, and normative

information regarding policy developments and the practices of developing the competencies of
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the Civil Servant. (Bowen, 2009). The literature analyzed is limited to publications released
between 2019 and 2024 to ensure relevance to the post-Covid-19 pandemic context, digital
transformation, and the latest developments in civil servant competency development policies.
However, regulations or policy documents published before 2019 are still selectively used if they
have direct relevance to the legal basis for civil servant competency development.

Data collection techniques are carried out thru the stages of identification, selection,
classification, and synthesis of literature. These stages refer to the principles of a systematic
literature review, which emphasize the traceability of the search, selection, and screening
processes so that the study results can be academically accountable (Page et al., 2021; Snyder,
2019). The inclusion criteria used include the relevance of the topic to digital learning, the
development of civil servant competencies, digital literacy, talent management, career
development, and digital bureaucratic reform. The exclusion criteria include literature that is not
relevant to the research focus, publications that do not have clear academic or institutional sources,

and documents that do not provide substantive contributions to the analysis.
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Data analysis is conducted thru qualitative content analysis by examining themes, patterns,
relationships, and meanings that emerge from various data sources. Qualitative content analysis is
used because this method allows researchers to systematically interpret the meaning of texts thru
the processes of coding, categorization, and theme extraction (Elo & Kyngis, 2008; Hsieh &
Shannon, 2005). The stages of analysis include data reduction, theme categorization, interpretation
of findings, and drawing conclusions. The main analysis categories in this study include the role
of digital learning in competency development, the intergenerational digital literacy gap, barriers
to digital learning implementation, and its implications for the career development of civil
servants.

The foundation of this research analysis uses the perspective of competency theory,
andragogical approach, social constructivism, and the concept of talent management in the public
sector. Competency theory is used to explain the relationship between learning, capacity building
of apparatus, and career readiness. The andragogical approach is used to understand the
characteristics of civil servants as adult learners, while social constructivism is used to examine
the digital learning process that takes place thru interaction, collaboration, and knowledge
exchange in a virtual environment. The use of these multiple perspectives is intended so that the
analysis does not only highlight technological aspects but also the aspects of learning, bureaucratic
behavior, and career management systems.

To maintain the validity of the study, this research uses source triangulation by comparing
findings from scientific publications, regulations, policy reports, and official government
documents. Source triangulation is used to enhance the credibility of interpretations, especially
since this research relies on secondary data and literature synthesis. The synthesis process is
conducted critically so that the findings obtained are not only descriptive but also capable of
explaining the relationship between digital learning, competency development, and the career
mobility of civil servants. Thus, this research method is expected to produce systematic, relevant,

and academically accountable analyzes.

Result and Discussion

1. Digital Learning Transformation in the Development of Civil Servant Competence

The study results show that digital learning has transformed the paradigm of civil servant
competency development from a conventional training model to a more flexible, adaptive, and
technology-based learning system. This transformation is evident thru the utilization of Learning
Management Systems (LMS), webinars, remote training, blended learning, and online learning
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platforms in various civil servants competency development programs. Digital learning no longer
serves merely as a supplementary medium but has evolved into an integral part of the civil servant
human resource development strategy (Noe et al., 2019; Vial, 2019).

These findings support the view of Noe et al., (2019) which emphasizes that modern human
resource development should be directed toward the continuous improvement of competencies
thru a flexible learning approach that is relevant to the needs of the organization. In the context of
civil servants, digital learning expands civil servant's access to training without always relying on
the classical face-to-face model. This is in line with Hrastinski (2019), who states that blended
learning and online learning provide space for a combination of technological flexibility and
learning interaction.

The transformation of digital learning in the development of civil servant competencies is
also supported by the development of national policies. State Administration Agency Regulation
Number 10 of 2018 has opened up opportunities for competency development thru e-learning and
distance training. Furthermore, various civil servants training policies during the Covid-19
pandemic accelerated the shift in training methods from classical to e-learning, distance learning,
and blended learning. Further strengthening is evident in State Administration Agency Regulation
Number 6 of 2023 concerning the Integrated Competency Development Learning System or
Corporate University, which positions the LMS as one of the important elements in the civil
servants learning ecosystem (Regulation of the State Administration Agency Number 6 of 2023
on the Integrated Competency Development Learning System (Corporate University), 2023;
Regulation of the Minister of Administrative and Bureaucratic Reform Number 6 of 2022 on the
Management of Civil Servant Performance, 2022).

This finding reinforces the digital transformation theory proposed by Vial (2019), that digital
transformation is not merely the use of technology, but a systemic change that encompasses
processes, structures, and organizational culture. In the context of civil servants, digital learning is
not merely understood as the use of learning applications, but must be seen as a change in the way
public organizations design, implement, evaluate, and connect learning with the competency needs
of the apparatus. Thus, digital learning becomes an important part of the digital bureaucratic
reform agenda.

However, the findings of this research also indicate that the digital learning transformation
has not yet been fully implemented evenly. Some public organizations have been able to
systematically utilize LMS and online training, while others still use digital learning merely as a
transfer of face-to-face materials to the virtual space. This condition indicates a gap between

formal digital transformation and substantive digital transformation. This inconsistency can occur
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because the readiness of the organization, the capacity of human resources, and the support of

digital infrastructure are not the same in every institution. (OECD, 2020b; Vial, 2019).

2. The Effectiveness of Digital Learning on Competency Improvement

The study results show that digital learning contributes to the improvement of civil sevants
competencies, especially in terms of accessibility, flexibility, digital literacy, and continuous
learning. Digital learning allows civil servantsto participate in training without the constraints of
space and time, thereby broadening the opportunities for competency development. Civil servants
in remote areas or with limited access to classical training can obtain learning materials thru digital
platforms.

These findings support the study Means et al., (2013) which shows that online and blended
learning can enhance learning effectiveness if designed with appropriate instructional methods.
Digital learning is also in line with the view Garrison (2017), that technology-based learning can
strengthen cognitive, social, and instructional interactions in the learning process. In the context
of civil servants, the effectiveness of digital learning is evident when the learning platform not
only provides materials but also encourages discussion, reflection, evaluation, and the application
of learning outcomes in the workplace.

Digital learning also supports the andragogical approach, which is adult learning that
emphasizes independence, experience, relevance, and problem-solving orientation. Civil servants
as adult learners need materials that are contextual to their job duties, flexibility in learning time,
and the opportunity to manage their own learning process. This finding supports Knowles et al.,
(2014), which states that adult learners learn more effectively when the learning material is directly
related to their job needs and professional experiences.

Nevertheless, the effectiveness of digital learning does not happen automatically. Research
findings indicate that the success of digital learning highly depends on the quality of instructional
design, the relevance of the material, the facilitator's skills, the participants' readiness, and
organizational support. These findings support Clark & Mayer (2016), which emphasize that
effective e-learning must consider the principles of multimedia design, interactivity, and
measurability of learning outcomes. Thus, digital learning risks becoming an administrative
formality if it is only used to fulfilll training obligations without evaluating changes in the
competencies and performance of civil servants.

In the context of civil servant competency development, the effectiveness of digital learning

is also influenced by the connection between training outcomes and job requirements. If the digital
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learning materials are not linked to job competency standards, their contribution to enhancing the
capacity of the apparatus becomes limited. This shows that digital learning needs to be designed
based on a competency needs analysis, not just on the availability of technology platforms. Thus,
the effectiveness of digital learning lies in the integration of technology, learning design,

competency standards, and organizational needs (Clark & Mayer, 2016; Salas et al., 2012).

3. Digital Literacy Gap and Implementation Challenges

The study results indicate that the gap in digital literacy is one of the main obstacles in the
implementation of digital learning for civil servants. Not all officials have the same ability to
access, understand, and utilize digital learning platforms. This gap particularly arises between civil
servants who are accustomed to digital technology and those who have worked longer with
conventional administrative patterns.

This finding supports the view of Ng (2012), that digital literacy not only includes technical
skills in using devices but also cognitive, social, and critical skills in understanding digital
information. In the context of civil servants, digital literacy includes the ability to use LMS,
participate in online training, manage information, engage in virtual forums, and apply digital
learning outcomes in their work. Therefore, low digital literacy can hinder the optimal use of
digital learning.

Beside digital literacy, infrastructure limitations also pose a significant challenge. Civil
Servants in areas with limited internet access, inadequate technological devices, or low technical
support will face obstacles in participating in digital learning. This finding supports the report of
Bank (2021), which emphasizes that gaps in access and data governance can exacerbate
inequalities in the utilization of digital technology. In the context of Indonesia, infrastructure gaps
can cause digital learning to not yet be fully inclusive for all civil servants.

Another challenge found is the organizational culture that is still strongly oriented toward
formal face-to-face training. Some organizations still consider classical training to be more
legitimate, more controlled, and easier to monitor compared to digital learning. This finding
supports the organizational culture theory (Schein, 2010), which explains that the values, habits,
and basic assumptions of an organization can influence the success of change. If the organizational
culture does not support self-directed learning and digital innovation, then the implementation of
digital learning tends to proceed slowly.

This finding also supports the theory of organizational change (Kotter, 1995), which states
that resistance to change is a common symptom in organizational transformation. Resistance of
civil servants to digital learning can arise due to discomfort with using technology, concerns about
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data-based assessments, or the perception that digital learning adds to the workload. The
inconsistency between digitalization policies and the readiness of organizational culture is the
main reason why digital learning has not always produced uniform impacts across all agencies

(kotter, 1995; Schein, 2010).

4. The Implications of Digital Learning on the Career Development of Civil Servants

The study results show that digital learning has significant implications for the career
development of civil servants. Thru digital learning, civil servants can enhance technical
competencies, managerial competencies, socio-cultural competencies, and digital literacy needed
in the execution of government duties. The improvement of these competencies has the potential
to support the career mobility of civil servants, whether in the form of promotions, transfers,
rotations, or talent development.

This finding supports (Armstrong & Taylor, 2020) which asserts that career development in
modern human resource management is closely related to competencies, performance, potential,
and the readiness of individuals to meet organizational demands. In the context of civil servants,
competencies acquired thru digital learning can serve as an important foundation for talent
mapping and career development based on a merit system. Digital learning also enables
organizations to have learning data that can be used to identify the development needs of each civil
servant.

However, the study results also indicate that the integration of digital learning with the civil
servants career development system has not been optimal. The results of digital training often still
stop at certificates, the number of lesson hours, or the fulfillment of competency development
obligations. Learning outcome data has not yet been fully linked to performance appraisals, talent
management, career patterns, and merit-based promotion or transfer decisions.

These findings reveal a gap between the principles of talent management and the career
development practices of civil servants. Theoretically, Garavan et al., (2012) assert that talent
development should connect learning, competencies, performance, and the strategic needs of the
organization. However, in practice, digital learning in many public organizations has not yet fully
become part of the career decision-making chain. This inconsistency occurs because the learning
system, performance system, and talent management system have not yet been fully integrated
into a single civil servant data ecosystem.

Thus, digital learning will only have a significant impact on career development if the
learning outcomes are recognized as part of the competency data of the apparatus. This recognition
can be achieved thru the integration of LMS, personnel information systems, performance
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appraisals, talent management, and career patterns. Without this integration, digital learning has
the potential to become merely an administrative training activity, rather than a strategic
instrument to enhance the career mobility of civil servants (Armstrong & Taylor, 2020; Garavan

et al., 2012).

5. Approach to Digital Learning Integration in the Apparatus Human Resource System

Based on the synthesis of literature and policy documents, the integration of digital learning
into the civil service human resource system requires an approach that encompasses policy,
technology, human resources, and organizational culture aspects. The four aspects are
interconnected and cannot be separated. Digital learning will not be effective if it is only supported
by technology platforms without regulations, readiness of personnel, and an adequate learning
culture.

From a policy perspective, digital learning needs to be integrated as part of the competency
development and career development system for civil servants. Competency development policies
should regulate the relationship between digital learning outcomes, job competency standards,
performance assessments, talent management, and career patterns. These findings support OECD
(2020a), which emphasizes the importance of digital governance in the public sector thru data
integration, digital capabilities, and institutional strategies.

From a technological aspect, public organizations need to provide a reliable, accessible,
secure, and integrated learning platform with the civil servants management system. An LMS not
only serves as a storage place for materials but also as an instrument to monitor participation,
learning achievements, competency evaluations, and the development needs of personnel. This
integration of technology supports a data-driven human resource management approach, as
explained by Becker & Huselid (2006) that Human Resources data can serve as the basis for
strategic organizational decision-making.

From the aspect of human resources, improving the digital literacy of civil servants is a
primary prerequisite for the successful integration of digital learning. Civil servants need to be
equipped with technical skills, critical thinking abilities, and the ability to adapt to new learning
technologies. These findings are in line with van Laar et al., (2017) which states that 21st-century
digital skills encompass technical abilities, information, communication, collaboration, creativity,
and problem-solving.

From the aspect of organizational culture, the success of digital learning heavily depends on
the commitment of leadership and the support of the work environment. Organizations need to
build a culture of continuous learning that encourages civil servants to learn independently, share
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knowledge, and apply the results of their learning in their work. These findings support Senge
(1990), which emphasizes the importance of learning organizations in facing dynamic
environmental changes.

Thus, the model of integrating digital learning into the civil service HR system must be
designed systematically. Digital learning needs to be linked with competency needs analysis,
learning planning, learning outcome evaluation, performance assessment, talent management, and
career development. This model allows digital learning to function not only as a training medium
but also as a strategic instrument in digital bureaucracy reform and the strengthening of the civil

servants’s merit system. (Becker & Huselid, 2006; OECD, 2020b; van Laar et al., 2017).

6. Limitations

This research has several limitations that need to be considered when interpreting the study's
results. First, this research uses systematic literature review and qualitative content analysis
methods, so the findings produced are of a conceptual and interpretative synthesis nature.
Therefore, the results of this study cannot be directly generalized to all government agencies
without empirical testing in the field.

Second, this research has limitations in access to primary data regarding civil servants
performance, digital learning achievements, and the impact of digital learning on promotions,
transfers, and career mobility at both central and regional agency levels. Many personnel and talent
management data are internal and not entirely available in public documents. These limitations
cause the analysis of the relationship between digital learning and the career development of civil
servants to be more based on the synthesis of regulations, theories, and previous literature findings.

Third, the literature used in this research is more focused on digital learning, competency
development, digital transformation, and human resource management in general. Empirical
studies specifically discussing the relationship between digital learning, intergenerational digital
literacy gaps, and the career mobility of civil servants in Indonesia are still relatively limited. This
condition is one of the reasons why this research emphasizes the importance of further studies
based on primary data.

Fourth, the development of digital technology and civil servants development policies is
very dynamic. The findings obtained from the literature and policy documents over a certain period
can change with the emergence of new regulations, new learning platforms, and changes in the
civil servants management system. Therefore, the results of this research need to be understood as
a study relevant to the policy context and digital transformation during the period of the analyzed
literature.

DOLI: https://doi.org/10.33701/jmsda.vi4il.6222



Jurnal MSDA (Manajemen Sumber Daya Aparatur) 14, 1 (2026): 88-102 99 of 102

Based on these limitations, further research is recommended to use an empirical approach
thru interviews, surveys, or case studies in specific government agencies. Further research also
needs to examine in more depth the relationship between civil servants participation in digital
learning, competency improvement, performance achievement, and career mobility. Thus, the
relationship between digital learning and civil servants career development can be explained more

robustly, both conceptually and empirically.

Conclusion

This research concludes that digital learning plays a crucial role in the development of civil
servants competencies and has strategic implications for the career development of civil servants
in the context of digital bureaucratic reform. Digital learning has expanded access to education,
increased training flexibility, strengthened digital literacy, and supported continuous learning thru
the use of LMS, online training, webinars, and blended learning. However, its effectiveness is still
influenced by the generational digital literacy gap, limited digital infrastructure, an organizational
culture that is still oriented toward face-to-face training, and the suboptimal integration of digital
learning outcomes with performance assessments, talent management, career patterns, promotions,
and the rotation of civil servants. Theoretically, this research reinforces the integrative perspective
between digital learning, competency development, and civil servant career management.
Managerially, this research emphasizes that digital learning needs to be positioned as part of the
civil servants management system based on competence, data, and a merit system, rather than
merely an administrative instrument for fulfilling training obligations.

Policy makers and civil servants management practitioners are advised to integrate digital
learning more systematically with the performance appraisal system, talent management, job
competency standards, and civil servants career patterns so that the results of digital learning can
be used as a basis for objective and merit-based career development. Government agencies also
need to strengthen digital infrastructure, continuously improve civil servants's digital literacy, and
build an organizational culture that supports independent, collaborative, and adaptive learning. For
future researchers, it is recommended to conduct empirical research using a quantitative approach
thru surveys or a mixed approach to measure the impact of digital learning on the improvement of
competencies, performance achievements, promotions, transfers, and career mobility of civil

servants in both central and regional agencies..

References

Armstrong, M., & Taylor, S. (2020). Armstrong’s Handbook of Human Resource Management

DOLI: https://doi.org/10.33701/jmsda.vi4il.6222



Jurnal MSDA (Manajemen Sumber Daya Aparatur) 14, 1 (2026): 88-102 100 of 102

Practice (13th ed.). Kogan Page. https://e-
uczelnia.uek. krakow.pl/pluginfile.php/604792/mod_folder/content/0/Armstrongs Handbook

of Human Resource Management Practice 1.pdf

Bank, W. (2021). Data for Better Lives. In World Bank.
https://documents1.worldbank.org/curated/en/248201616598597113/pdf/World-
Development-Report-2021-Data-for-Better-Lives.pdf

Becker, B. E., & Huselid, M. A. (2006). Strategic Human Resources Management: Where Do We
Go From Here? Journal of Management, 32(6), 898-925.
https://doi.org/10.1177/0149206306293668

Bowen, G. A. (2009). Document Analysis as a Qualitative Research Method. Qualitative Research
Journal, 9(2), 27-40. https://doi.org/10.3316/QRJ0902027

Clark, R. E., & Mayer, R. E. (2016). E-Learning and the Science of Instruction: Proven Guidelines
for Consumers and Designers of Multimedia Learning (R. C. Clark & R. E. Mayer (eds.); 4th
ed.). Wiley. https://doi.org/10.1002/9781119239086

Elo, S., & Kyngis, H. (2008). The qualitative content analysis process. Journal of Advanced
Nursing, 62(1), 107-115. https://doi.org/10.1111/j.1365-2648.2007.04569.x

Garavan, T. N., Carbery, R., & Rock, A. (2012). Mapping talent development: definition, scope
and architecture. European Journal of Training and Development, 36(1), 5-24.
https://doi.org/10.1108/03090591211192601

Garrison, D. R. (2017). E-Learning in the 21st Century A Community of Inquiry Framework for
Research and Practice (3rd ed.). Routledge. https://www.routledge.com/E-Learning-in-the-
21st-Century-A-Community-of-Inquiry-Framework-for-Research-and-

Practice/Garrison/p/book/9781138953567

Hrastinski, S. (2019). What Do We Mean by Blended Learning? TechTrends, 63(5), 564—569.
https://doi.org/10.1007/s11528-019-00375-5

Hsieh, H.-F., & Shannon, S. E. (2005). Three Approaches to Qualitative Content Analysis.
Qualitative Health Research, 15(9), 1277-1288. https://doi.org/10.1177/1049732305276687

Knowles, M. S., Holton III, E. F., & Swanson, R. A. (2014). The Adult Learner (8th ed.).
Routledge. https://doi.org/10.4324/9781315816951

DOLI: https://doi.org/10.33701/jmsda.vi4il.6222



Jurnal MSDA (Manajemen Sumber Daya Aparatur) 14, 1 (2026): 88-102 101 of 102

kotter, J. P. (1995). Leading Change: Why Transformation Efforts Fail. Harvard Business Review,
1. https://hbr.org/1995/05/leading-change-why-transformation-efforts-fail-2

Means, B., Toyama, Y., Murphy, R., & Baki, M. (2013). The Effectiveness of Online and Blended
Learning: A Meta-Analysis of the Empirical Literature. Teachers College Record: The Voice
of Scholarship in Education, 115(3), 1-47. https://doi.org/10.1177/016146811311500307

Ng, W. (2012). Can we teach digital natives digital literacy? Computers & Education, 59(3), 1065—
1078. https://doi.org/10.1016/j.compedu.2012.04.016

Noe, R. A., Hollenbeck, J. R., Gerhart, B., & Wright, P. M. (2019). Human Resource Management:
Gaining a  Competitive  Advantage  (11th  ed.). McGraw-Hill  Education.

https://www.scirp.org/reference/referencespapers?referenceid=3186200

OECD. (2020a). The OECD digital government policy framework (OECD Public Governance
Policy Papers, Vol. 02). https://doi.org/10.1787/f64fed2a-en

OECD. (2020b). The OECD Digital Government Policy Framework SIX DIMENSIONS OF A
DIGITAL GOVERNMENT. https://doi.org/https://doi.org/10.1787/f64fed2a-en

OECD. (2021). The OECD Framework for digital talent and skills in the public sector (OECD
Working Papers on Public Governance, Vol. 45). https://doi.org/10.1787/4e7c3{58-en

OECD. (2023). Public Employment and Management 2023: Towards a More Flexible Public
Service. OECD Publishing. https://doi.org/10.1787/5b378e11-en

Page, M. J., McKenzie, J. E., Bossuyt, P. M., Boutron, 1., Hoffmann, T. C., Mulrow, C. D.,
Shamseer, L., Tetzlaff, J. M., Akl, E. A., Brennan, S. E., Chou, R., Glanville, J., Grimshaw,
J. M., Hrébjartsson, A., Lalu, M. M., Li, T., Loder, E. W., Mayo-Wilson, E., McDonald, S.,
... Moher, D. (2021). The PRISMA 2020 statement: an updated guideline for reporting
systematic reviews. BMJ, n71. https://doi.org/10.1136/bmj.n71

Peraturan Lembaga Administrasi Negara Nomor 6 Tahun 2023 Tentang Sistem Pembelajaran
Pengembangan Kompetensi Secara Terintegrasi (Corporate University), Pub. L. No. 6, 1

(2023). https://jdih.bmkg.go.id/dokumen/detail/4616

Peraturan Menteri Pendayagunaan Aparatur Negara Dan Reformasi Birokrasi Nomor 3 Tahun
2020 Tentang Manajemen Talenta Aparatur Sipil Negara, Pub. L. No. 3, 23 (2020).
https://peraturan.bpk.go.id/Details/143662/permen-pan-rb-no-3-tahun-2020

DOLI: https://doi.org/10.33701/jmsda.vi4il.6222



Jurnal MSDA (Manajemen Sumber Daya Aparatur) 14, 1 (2026): 88-102 102 of 102

Peraturan Menteri Pendayagunaan Aparatur Negara Dan Reformasi Birokrasi Nomor 6 Tahun
2022 Tentang Pengelolaan Kinerja Pegawai Aparatur Sipil Negara, Pub. L. No. 30, 240
(2022). https://peraturan.bpk.go.id/Details/202232/permen-pan-rb-

Salas, E., Tannenbaum, S. L., Kraiger, K., & Smith-Jentsch, K. A. (2012). The Science of Training
and Development in Organizations. Psychological Science in the Public Interest, 13(2), 74—
101. https://doi.org/10.1177/1529100612436661

Schein, E. H. (2010). Organizational Culture and Leadership (4th ed.). John Wiley & Sons.
https://books.google.co.id/books/about/Organizational Culture and Leadership.html?hl=id
&id=Mnres2PIFLMCé&redir _esc=y

Senge, P. M. (1990). The Fifth Discipline: The Art & Practice of The Learning Organization.
Doubleday/Currency.

https://books.google.co.id/books/about/The Fifth Discipline.html?hl=id&id=JE6aEMVIaO
[C&redir_esc=y

Snyder, H. (2019). Literature review as a research methodology: An overview and guidelines.

Journal of Business Research, 104, 333-339. https://doi.org/10.1016/j.jbusres.2019.07.039

Undang-Undang Republik Indonesia Nomor 20 Tahun 2023 Tentang Aparatur Sipil Negara, 1
(2023). https://peraturan.bpk.go.id/Details/269470/uu-no-20-tahun-2023

van Laar, E., van Deursen, A. J. A. M., van Dijk, J. A. G. M., & de Haan, J. (2017). The relation
between 21st-century skills and digital skills: A systematic literature review. Computers in

Human Behavior, 72, 577-588. https://doi.org/https://doi.org/10.1016/j.chb.2017.03.010

Vial, G. (2019). Understanding digital transformation: A review and a research agenda. The
Journal of Strategic Information Systems, 28(2), 118-144.
https://doi.org/10.1016/}.jsis.2019.01.003

DOLI: https://doi.org/10.33701/jmsda.vi4il.6222



