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Abstract: The research was conducted with the new public 

management paradigm; the community as the recipient of services 

is considered a customer. The study aims to reveal the relationship 

between training and employee performance in the public sector 

with knowledge sharing indicators as a mediator for both. This 

research uses a quantitative approach to SEM-Amos analysis tools. 

The sample was selected using a purposive sampling technique to 

the Civil Servants (CS) in an online questionnaire to participate in 

this study. The results showed that as many as 149 samples 

answered the questionnaire and had attended leadership training and 

other training. The results showed that the role of leadership training 

and additional training for training assessment tools to increase 

knowledge sharing was very influential compared to functional 

training, technical training, and other training. Although leadership 

training and further training significantly impact increasing 

knowledge sharing, they have not improved work-life and CS 

Performance quality. On the other hand, knowledge sharing shows 

an indirect effect on CS performance compared to its direct impact. 

Keywords: civil servants, Indonesia, knowledge sharing, 

performance, public institution, training. 

 

 

The new public management paradigm in which public organizations organisations are 

perceived as profit organisations is the focus of this study. Public organisations have 

emphasised service to the community in the new public management concept, and bureaucratic 

leaders were perceived as company leaders. Increasing productivity and finding alternatives or 

ways of available service based on an economic perspective. 

Leaders of public organisations are encouraged to improve and realise public 

accountability, improve performance, restructuring, public bureaucratic institutions, redefine 
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organisational mission, bureaucratic procedures, and decentralise the policy return process 

(Peters & Peters, 2018). 

Public organisations that are operated with the new public management paradigm have 

implications for all Civil State Apparatus (CSA) activities when perceived as employee 

activities in private organisations. From this perspective the activities carried out by the CSA 

can be analysed from the viewpoint of human capital theory. The comprehensive approach of 

human capital theory posits that improving the welfare of society requires, everyone was to 

increase productivity. The most recent viewpoint of human capital focuses on the skills and all 

the characteristics of individual employees as assets for companies that will increase 

productivity (Gennaioli et al., 2013; Nguye, 2020). 

A variety of techniques are used by organisations to enhance the efficiency of civil 

servants. One such approach is the introduction of information exchange. That if someone has 

more expertise and can process it effectively, it would affect state employees' performance 

outcomes by introducing information sharing with the government. It is hoped that the output 

of civil servants would improve. Factors influencing the professional environment have now 

moved to the information age (Cabrera & Cabrera, 2002). It is currently a "knowledge 

digitization" so that only organizations that can process knowledge optimally can survive in the 

context of global competition (Gagné, 2009). The benefits received are the sharing of expertise, 

quality, and innovation. 

Knowledge exchange is a solution for enhancing efficiency, and it has a beneficial 

impact. However, the execution needs high-quality human capital to allow knowledge sharing 

to run based on organizational expectations (Hansen et al., 2005; Kilinc, 2014; Pena et al., 

2018). Training impacts the exchange of information, organisations must have instruction, and 

it enhances human capital by developing knowledge-sharing networks (Kamaşak & Bulutlar, 

2010). The government should be able to monitor civil servants' information so that they are 

kept up to date with innovations. Considering the findings, the government has encouraged civil 

servants to train, as shown by the introduction of information sharing for each civil servant after 

completing skills training (Sri Wahyu Lelly Hana Setyanti, 2013). 

The success of the organisational performance is measured by the increase in the 

performance of the agency. Performance improvement can be realized if the management is 

good, encouraging the agency's efforts to improve performance. Training, knowledge sharing 

is a tool that can be used to improve civil servants' performance in public sector organizations 

(Gagné, 2009). Every human being manages himself in today's digitalization era, namely with 

new strategies, new tools, methods, and new processes. Organizations are required to have 

quality human resources, innovations, and knowledge to face competition (Xue et al., 2011). 

Performance improvement is supported by training, knowledge sharing, and work quality in 

organizations. Previous research, showing that successful implementation requires integration, 

namely leadership, learning, organizational structure, and technology (Lord, 2006); this factor 

is a tool to improve the performance of both public and private organizations. 

The general principles of performance improvement implemented within the 

government are in the form of a culture of knowledge sharing and carried out in the government 

environment, specifically through the culture of one day one information. This culture is 

intended to encourage civil servants to seek flattering details and share it with other employees 

to become shared knowledge. The training that is often carried out is also a strong reason that 

performance improvements have long existed and been applied in government circles. 

Based on the description above, empirical studies related to the application of training, 

knowledge sharing, and the implications of achieving civil servants' performance in government 

circles are essential to do. This is based on the consideration that knowledge management is 

something new in public organizations in Indonesia. An organization needs to see that a new 

system or administration can be accepted and works well as expected, so it is necessary to 

answer problems that arise about implementing knowledge management on employee 
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performance. 

Therefore, this study was conducted to analyse the effect of training, knowledge sharing, 

and work quality on civil servants' performance. Knowledge management indicators used in 

this study refer to indicators developed by Alavi and Leidner (2001), Gao et al. (2008), and 

Gold et al. (2001). This indicator was chosen as the knowledge management model studied 

because it was believed that this indicator could represent the condition of the knowledge 

management system currently being implemented in the government environment. These 

indicators have been empirically applied in previous research and produce implications or 

recommendations for good research results. 

This study is different from previous studies because this study examines the indicators 

of implementing knowledge management on performance in Indonesia's government; this has 

not been found in previous studies. This study also uses ordinal to interval conversion data; the 

data conversion was not carried out in previous studies. Academically, this research is expected 

to provide empirical evidence about the impact of knowledge management in government on 

employee performance achievement. This research is also likely to add further research 

references for apparatus resource management, mainly related to knowledge management in 

public sector organizations. In practical terms, this study's results are expected to become 

material for consideration for policyholders associated with the implementation of 

organizational knowledge management policies, especially in the public sector. 

 

Literature Review 

 

Employee performance could develop better if employees try to improve their 

capabilities. A civil servant should be able to arrange his or her career planning early on. Thus, 

civil servants must try to increase their ability to engage self-development. Self-development 

of an employee can be performed in two ways through, long-term education and training. This 

study focused on developing employee skills through training (Kilinc, 2017; Houdyshell & 

Kirk, 2018). Several experts have tested various concepts related to training, which can improve 

the ability of employees. However, this study is devoted to public sector employees, namely, 

those of the civil servants. 

Various studies have discussed training and its, relationship with improving employee 

performance and knowledge sharing. Both routine and incidental training are believed to have 

a relationship with knowledge sharing. The more training conducted by civil servant, then the 

greater opportunity for civil servants to conduct knowledge sharing. Training could improve 

employee skills, which, in turn,  can improve performance (A et al., 2019; Mustafa et al., 2020; 

Rijal et al., 2019). Thus, the following hypothesis is posited. 

 

H1: Training will have a significant and positive effect on knowledge sharing. 

 

Knowledge sharing is in helping organisations expand information, new procedures, 

and new ways or methods. The classic problem in public organisations is that the budget 

allocated for civil servant’s capacity building through training is minimal. Therefore, a model 

that can maximise the benefits of limited training is required. This study created a model that 

placed knowledge sharing between training as an input (Umar, Hasbi, et al., 2019) and civil 

servant performance as output. The objective was to determine if knowledge sharing can 

maximise the benefits gained from limited training and improve civil servant performance 

(Miller, 2018; Ramseook-Munhurrun et al., 2010). 

Some research has shown that knowledge sharing could increase individual creativity 

(Cabrera & Cabrera, 2002). Based on this concept, the following hypothesis is posited. 
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H2: Knowledge sharing will have a significant and positive effect on civil servant performance 

 

Knowledge sharing is part of knowledge management, which can improve the quality 

of work-life in the public sector (Gagné, 2009). Increased knowledge sharing about work could 

improve the quality of work-life, which, in turn,  leads to an increase in employee performance 

(Darroch, 2005).  

In this context, the better the application of knowledge sharing in an organisation, then 

the better the quality of work life. This relationship could be because knowledge disseminated 

to all employees can trigger their general and specific knowledge of their work so that the 

quality of work-life will be better (Earl, 2001). Based on these relationships, the following 

hypothesis. 

 

H3: Knowledge sharing will have a significant and positive effect on the quality of work-life. 

 

Quality of work life plays a large role in the creation of employee performance, both 

in the public and private sectors. Conceptually, a person who has a good quality of work-life 

will more easily accept a good job so that the performance will improve (Rubenstein-Montano 

et al., 2001). Quality of work life can also encourage employee productivity (Gagné, 2009). In 

addition, quality of work-life can also encourage someone's willingness to change (Rowley, 

1999), which can enhance work creativity and employee performance further. Studies on 

quality of work-life also showed that the better quality of work-life of an employee will increase 

employee creativity, flexibility, which ultimately improves the performance (Inkpen & Tsang, 

2005). Based on the concepts built from the results of previous studies, the following hypothesis 

can be made. 

 

H4: Quality of work-life will have a significant and positive effect on civil servant performance. 

 

Methodology 

 

This research used a quantitative approach using a survey among conducted with 

subjects from civil servant, which, was distributed online to four months during the period from 

April to July. The minimum sampling target was 200 people returning early because SEM-

AMOS, which was the software uses, works well with 100-200 respondents (Byrne, 2013). 

SEM-AMOS offers several advantages over other analytical tools, including enabling more 

flexible assumptions, using confirmatory factor analysis to minimise measurement errors by 

having multiple indicators in one latent variable, and allowing testing of the overall model of 

the coefficients in an overall individually (Byrne, 2013). A total of 200 surveys were received, 

but only 149 completed questionnaires were included in the data analysis. 

The results showed that 149 respondents had participated in leadership training and 

other training programs, 159 respondents had participated in functional and other training 

programs, and 155 respondents had attended technical training and other training programs. 

The variables in this study were measured using a Likert-type scale ranging from 1 to -

5 in which 1 indicated strong disagreement and 5 indicated show strong agreement with the 

statement. The questionnaire statements were built from previous studies. This study examined 

the activities carried out either programmed or incidentally based on the needs of the 

organisation or individual in connection with their duties and responsibilities. The training 

activities in the framework of increasing ASN competence were divided into two activities, 

namely, pre-service activities and in-office activities. Furthermore, training in positions were 

divided into three: leadership training, functional training, and technical training. The training 

indicators used to refer to  (Alavi & Leidner, 2001; Gao et al., 2008; Gold et al., 2001)  namely, 

1) having what you need to do your job; 2) the content of a relevant course; 3) suitable facilities 
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for teaching and learning, and 4) does not duplicate what you learned previously. 

Indicator of knowledge sharing (Gao et al., 2008), included 1) sense of self-worth; 2) 

face concern; 3) general knowledge sharing; and 4) specific knowledge sharing. The work-life 

quality variable also used developed indicators from previous studies. Indicators of work-life 

quality (Denhardt & Denhardt, 2000), were 1) work environment-related aspects; 2) 

management related aspects; 3) social aspects; 4) economic aspects, and 5) job-related aspects. 

Then the civil servant’s performance variables were adopted from the results of previous 

studies (Hasbi et al., 2020; Rahawarin et al., 2020). These included, two dimensions, namely, a 

quantitative dimension, and the qualitative dimension. Indicators for measuring employee 

performance were: 1) quantity (work targets, project deadlines, limited resources); 2) new ideas, 

errors at work, time, utilization. 

 

Analysis and Interpretation of the Research Results 

 

This research examined three different conceptual models of the education and training 

variables in influencing civil servant performance through knowledge sharing and quality of 

work life. The three conceptual models were conceptual model measures training with two 

types of training, namely leadership training and other training. The second conceptual model 

use functional training and further training, while the third conceptual model used technical 

training and additional training as a marker of education and training. 

Model test results with confirmatory factor analysis on each variable indicated that all 

indicators were used. The threshold for each loading factor was greater than 0.4 and a C.R. of 

greater than 2.0 (Teece et al., 2009). The significance tests for each factor were met (see Tables 

1-3). 

 

Table 1 

Factor Loadings Model 1 

   Standardised 

Estimate 
Estimate S.E. C.R. P Label 

PSP2 <--- PSP .973 2.028 .389 5.212 *** par_13 

PSP1 <--- PSP .976 1.000     

TRN4 <--- TRN .805 1.000     

TRN1 <--- TRN .620 .766 .130 5.877 *** par_1 

KSN4 <--- KNS .798 1.000     

KSN3 <--- KNS .816 .907 .085 10.708 *** par_2 

KSN2 <--- KNS .625 .893 .125 7.168 *** par_3 

KSN1 <--- KNS .665 .667 .090 7.414 *** par_4 

QWL1 <--- QWL .752 1.000     

QWL2 <--- QWL .867 1.571 .148 10.607 *** par_5 

QWL3 <--- QWL .705 .756 .090 8.389 *** par_6 

QWL4 <--- QWL .500 .749 .129 5.813 *** par_7 

QWL5 <--- QWL .611 .972 .140 6.947 *** par_8 

PSP1.1 <--- PSP1 .529 1.000     

PSP1.2 <--- PSP1 .807 1.365 .233 5.862 *** par_9 

PSP1.3 <--- PSP1 .697 1.188 .215 5.533 *** par_10 

PSP2.1 <--- PSP2 .724 1.000     

PSP2.2 <--- PSP2 .745 .941 .113 8.294 *** par_11 

PSP2.3 <--- PSP2 .781 .878 .104 8.407 *** par_12 
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Note. PSP: public servant performance; TRN: training; KSN: knowledge sharing; QWL: 

quality of work-life. 

 

Table 1 shows that the indicators of all variables in the first model had a loading factor 

of more than 0.4 (Moenir, 2010). Thus, these indicators serve as markers of the variables in this 

study. In the first model, training is measured by indicators of leadership training and other 

training (training other than leadership, functional, and technical). 

 

Table 2 

Loading Factors Loadings Model II 

Note. PSP: public servant performance; TRN: training; KSN: knowledge sharing; QWL: 

quality of work-life. 

 

Table 2 also shows that the indicators of all variables in the first model had a loading 

factor of more (Moenir, 2010). Thus, these indicators serve as markers of the variables in this 

study. In the second model, training is measured by indicators of functional training and other 

training (training other than leadership, functional, and technical). 

In line with Tables 1 and 2, Table 3 also shows that the indicators of all variables in the 

first model had a loading factor or more than 0.4 (Moenir, 2010). Thus, these indicators serve 

as markers of the variables in this third model. In the third model, where training is measured 

by indicators of technical training and other training (training other than leadership, functional, 

and technical). 

Thus, all variables can be measured by the indicators used in the three models studied. 

However, the final model test results on the three concepts (Models 1-3) studied had differences 

in each variable that are presented in the following results. 

 

 

 

   Standardised 

Estimate 
Estimate S.E. C.R. P Label 

PSP2 <--- PSP 1.008 1.942 .348 5.574 *** par_13 

PSP1 <--- PSP .976 1.000     

TRN4 <--- TRN .785 1.000     

TRN2 <--- TRN .680 .713 .124 5.770 *** par_1 

KSN4 <--- KNS .841 1.000     

KSN3 <--- KNS .806 .811 .069 11.787 *** par_2 

KSN2 <--- KNS .604 .885 .116 7.610 *** par_3 

KSN1 <--- KNS .606 .571 .077 7.438 *** par_4 

QWL1 <--- QWL .691 1.000     

QWL2 <--- QWL .848 1.585 .167 9.494 *** par_5 

QWL3 <--- QWL .788 .943 .106 8.887 *** par_6 

QWL4 <--- QWL .424 .658 .132 4.966 *** par_7 

QWL5 <--- QWL .694 1.088 .140 7.754 *** par_8 

PSP1.1 <--- PSP1 .503 1.000     

PSP1.2 <--- PSP1 .817 1.342 .226 5.940 *** par_9 

PSP1.3 <--- PSP1 .766 1.265 .218 5.817 *** par_10 

PSP2.1 <--- PSP2 .715 1.000     

PSP2.2 <--- PSP2 .720 .936 .108 8.646 *** par_11 

PSP2.3 <--- PSP2 .774 .962 .106 9.072 *** par_12 
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Table 3 

Loading Factors Model III 

   Standardised 

Estimate 

Estim

ate 
S.E. 

C.R

. 
P 

Labe

l 

PSP2 <-- PSP .960 1.616 .260 6.208 *** par_13 

PSP1 <-- PSP 1.035 1.000     

TRN4 <-- TRN .900 1.000     

TRN3 <-- TRN .565 .672 .150 4.483 *** par_1 

KSN4 <-- KNS .812 1.000     

KSN3 <-- KNS .836 .889 .083 
10.68

2 
*** par_2 

KSN2 <-- KNS .626 .969 .124 7.786 *** par_3 

KSN1 <-- KNS .537 .555 .085 6.551 *** par_4 

QWL1 <-- QWL .746 1.000     

QWL2 <-- QWL .836 1.479 .149 9.935 *** par_5 

QWL3 <-- QWL .698 .774 .093 8.331 *** par_6 

QWL4 <-- QWL .428 .601 .119 5.032 *** par_7 

QWL5 <-- QWL .604 .887 .124 7.170 *** par_8 

PSP1.1 <-- PSP1 .567 1.000     

PSP1.2 <-- PSP1 .748 1.146 .169 6.790 *** par_9 

PSP1.3 <-- PSP1 .652 .991 .159 6.233 *** par_10 

PSP2.1 <-- PSP2 .710 1.000     

PSP2.2 <-- PSP2 .703 .940 .119 7.881 *** par_11 

PSP2.3 <-- PSP2 .718 .842 .105 8.040 *** par_12 

Note. PSP: public servant performance; TRN: training; KSN: knowledge sharing; QWL: 

quality of work-life. 

 

Figure 1 

Conceptual Model 1 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The results of hypothesis test 1 are shown in the first conceptual model (Figure 1) 

through the SEM-AMOS test. In the first model, training was measured by two types of training, 
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namely, leadership training and other training. The final model produced in this study had a 

goodness of fit as indicated by CMIN / DF = 1.90; GFI = 0.90; AGFI = 0.85; TLI = 0.92; CFI 

= 0.94; RMSEA = 0.08. Because several criteria, CMIN / DF (1.90≤2.00) and RMSEA 

(0.08≤0.80), corresponded with the view (Ruslan, Rosady, SH, 2014), the model is considered 

good. 

 

Table 4 

The Relationship Between Variables and the Estimation Results of Conceptual Model 1 

Variable Relationship Estimate C.R P Note 

Training →Knowledge sharing 0,813 5,703 *** Supported 

Knowledge sharing→ Quality of Work 

Life 
0,732 6,722 *** Supported 

Quality of Work Life→ Civil Servants 

Performance 
0,586 3,813 *** Supported 

Knowledge sharing→Civil Servants 

Performance 
0,260 1,837 0,066 Not Supported 

 

One interesting thing from this first conceptual model was that the training measured by 

the type of leadership training and other training had a greater influence through knowledge 

sharing then the quality of work-life and then to civil servants’ performance. This was better 

than if the effect was through knowledge sharing to civil servants’ performance (the effect was 

not significant). These results indicated that training (leadership training and other training) 

would be maximally beneficial with knowledge sharing. Knowledge sharing itself was not 

enough, but it was better with the quality of work-life than directly to civil servants’ 

performance (more complete results presented in Table 1). 

 

Figure 2 

Conceptual Model 2 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

For hypothesis test 1, the first conceptual model shown in Table 1 that the training 

measured by indicators of leadership training and other training had a significant effect on 

knowledge sharing (CR = 5.703; P = 0.000), then knowledge sharing had a significant effect on 

the quality of work-life (CR = 6,722; P = 0,000) while the effect on ASN Performance was not 

significant (CR = 1,837; P = 0.066). Further results found that the quality of work-life had a 

significant effect on ASN Performance (C.R = 3,813; P = 0,000). This result showed that more 

training conducted by ASN, the greater opportunity to do knowledge sharing (Dalkir, 2011). 

Furthermore, knowledge sharing, which was part of knowledge management, could improve 
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the quality of work-life in the public sector (Davenport et al., 1998). In addition, training 

improves employee skills, which can further improve performance (Phelps et al., 2012). 

Hypothesis 2 test results on the second conceptual model are shown in Figure 2 through 

the SEM-AMOS test. In this model, training was measured by two types of training, namely, 

functional training and other training. The final model produced in this study had a goodness 

of fit as indicated by CMIN / DF = 2.02; GFI = 0.91; AGFI = 0.85; TLI = 0.93; CFI = 0.95; 

RMSEA = 0.08. Therefore, several criteria that meet mainly GFI (0.91≥0.90), CFI (0.95≥0.95), 

and RMSEA (0.08≤0.08) corresponded with the view of (McInerney, 2002) and then this model 

was considered good and fulfils the requirements. 

 

Table 5 

The Relationship Between Variables and the Estimation Results of Conceptual Model 2 

Variable Relationship Estimate C.R P Note 

Training →Knowledge sharing 0,714 5,033 *** Supported 

Knowledge sharing→ Quality of Work Life 0,779 5,968 *** Supported 

Quality of Work Life → ASN Performance 0,574 3,908 *** Supported 

Knowledge sharing→ ASN Performance 0,373 2,570 0,010 Supported 

 

The interesting thing from this second conceptual model was the training measured by 

the type of functional training, and other training would have greater influence through 

knowledge sharing then the quality of work-life and then to ASN performance. This was better 

if the effect was through knowledge sharing to ASN performance even though in this conceptual 

model, the effects were all significant. These results indicated that training (functional training 

and other training) would be maximally beneficial with knowledge sharing. Knowledge sharing 

itself was not enough, but it was better if through the quality of work-life than directly to ASN 

performance (Table 2). 

 

Figure 3 

Conceptual Model 3 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

For testing hypothesis 2 in the second conceptual model as shown in Table 2, the 

training measured by functional training and other training indicators provides different 

findings compared to the first model, where knowledge sharing actually had a significant effect 
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on ASN Performance (CR = 2,570; P = 0.010). The other findings had the same implication 

that training had a significant effect on knowledge sharing (CR = 5,033; P = 0,000), then 

knowledge sharing had a significant effect on quality of work-life (CR = 5.968; P = 0,000), and 

quality of work-life had an effect significant on ASN Performance (CR = 3,908; P = 0,000). 

These results confirm previous results that knowledge sharing will improve the quality of work-

life (Ermine, 2010). Furthermore, someone who had a good quality of work-life would more 

easily accept a good job so that performance would improve (Hyland & Soosay, 2008). 

The results of hypothesis test 3 on the third conceptual model are shown in Figure 3 

through the SEM-AMOS test with training was measured by two types of training, namely 

technical training, and other training. The final model produced in this study had a goodness of 

fit as indicated by CMIN/DF = 2.04; GFI = 0.91; AGFI = 0.85; TLI = 0.91; CFI = 0.94; RMSEA 

= 0.08. Because several criteria that meet mainly GFI (0.91≥0.90) and RMSEA (0.08≤0.08) 

corresponded with the view (Van De Ven & Johnson, 2006), then this model is considered good 

and qualified. 

 

Table 6 

The Relationship Between Variables and the Estimation Results of Conceptual Model III 

Variable Relationship Estimate C.R P Note 

Training →Knowledge sharing 0,500 3,353 *** Supported 

Knowledge sharing→ Quality of Work Life 0,683 6,809 *** Supported 

Quality of Work Life → ASN Performance 0,709 5,018 *** Supported 

Knowledge sharing→ ASN Performance 0,190 1,645 0,100 
Not 

Supported 

 

In the third conceptual model, training was measured by the type of technical training 

and other training would be greater influence through knowledge sharing, then the quality of 

work-life influences the ASN performance. This was better than if the effect through knowledge 

sharing to ASN performance and, in this conceptual model, the effect was not significant (same 

as the first conceptual model). These results indicated that training (technical training and other 

training) would be maximally beneficial with knowledge sharing. Knowledge sharing alone 

was not enough, but it was better if through the quality of work-life than directly to ASN 

performance (more complete results presented in Table 3). 

The third conceptual model in testing the hypothesis is shown in Table 3. It the training 

was measured with technical training indicators and others training it would provide findings 

that were relatively like the first model, where knowledge sharing had no significant effect on 

ASN Performance (CR = 1,645; P = 0.100). Other findings provided the same implications: 

training had a significant effect on knowledge sharing (CR = 3.353; P = 0.000), then knowledge 

sharing had a significant effect on quality of work-life (CR = 6.809; P = 0,000), and quality of 

work-life had an effect significant on ASN Performance (CR = 5,018; P = 0,000). Others have 

confirmed that the more training conducted by ASN, the greater opportunity to do a lot of 

knowledge sharing (Freeze & Kulkarni, 2007). In addition, training improves employee skills, 

which can further improve performance (Cooper, 2006). 

 

Conclusion 

 

These findings revealed some interesting things for improving as performance. First, 

the role of leadership training and other training as a measuring tool for training in an effort to 

increase knowledge sharing was very influential compared to functional training and other 

training or technical training and other training. Second, even though leadership training and 

other training had a large impact on increasing knowledge sharing, this was unable to improve 
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the quality of work-life and ASN performance. In fact, if ASN wanted the quality of work-life 

to increase, then what needs to be considered is maximising the functional training program. 

Third, the three conceptual models showed that the indirect effect of knowledge sharing on 

ASN performance was better than the direct impact. So, the way to improve ASN performance, 

quality of work-life was really needed in the three conceptual models. The results of this study 

confirm that to maximise the ability of the state civil apparatus, knowledge sharing has a crucial 

role, especially when accompanied by the quality of work life. Thus, with the same training 

costs, if knowledge sharing and quality of work life are boosted, the performance of the civil 

service can be improved. These results answer concerns so far that the training conducted to 

ASNs at such a high cost can contribute to improving their performance during knowledge 

sharing and quality of work life is also optimal. 

 

1. Knowledge management gives birth to innovations that will place the government as a 

learning organization. 

2. Each civil servant can share all the knowledge they have to be disseminated to other 

employees. 

3. Attitudes that must be cultivated and cultivated information of knowledge management 

systems, including encouragement strong to create, capture, process, and disseminate 

the knowledge they have to other employees. 

4. To build a creative, innovative, and willing to share knowledge culture, it is necessary 

to be supported by adequate technology and compensation as an appreciation for the 

efforts made by civil servants. 

5. Building a knowledge sharing culture is a process that is carried out continuously and 

consistently. 

6. The formation of a knowledge-sharing culture encourages creativity in expertise and 

innovation to improve civil servants' performance. 
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