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INTRODUCTION

Competency development is mandatory for every civil servant in accordance with Law Number
20 of 2023 concerning Civil Servants. The purpose is to ensure that civil servants possess relevant
competencies that align with organizational needs and changes in the strategic environment.
Competency development is not limited to conventional, class-based training. Instead, it can be
integrated as an important part of the assignment and interconnect with other civil servant
management functions. Moreover, learning is not limited to a single agency, but spans across
agencies, to connecting civil servants with one another. Government agencies face a notable challenge
in implementing integrated learning. Their established learning culture, built over many years, relies

on classroom-based training, especially for public policy education (Dunlop 2018). Alongside
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competency development, the civil servant performance management is also undergoing a significant
transformation due to new regulations. Civil servant performance management is implemented
through a collaborative and flexible work mechanism, oriented towards civil servants' work outcomes
and behavior, fulfilling leadership and organizational expectations to achieve organizational
objectives, and conducted through intensive performance dialogues. The Minister of State Apparatus
Empowerment and Bureaucratic Reform (PAN dan RB) Regulation Number 6 of 2022 on Civil
Servant Performance Management states that all civil servants must continuously improve their
performance, which are represented through meeting organizational expectations, as communicated
by their superiors or leaders.

Transforming civil servant competency development and performance management is an effort
to promote merit-based systems. This ensures that civil servants are not only competent and perform
well in delivering public services, but also in navigating the various challenges of digital change in
the era of Industry 4.0 and Society 5.0. Based on a 2014 global study, two out of three employees
reported not having enough time to complete all their assignments. Furthermore, the average
employee could only dedicate 1% of their week-approximately 24 minutes-to focused, formal

learning for competency development. Employees primarily learn using internet search engines or

through online learning platforms (Tauber and Wang-Audia 2014). Another research, from Bersin,
revealed that 75% of employees experience work-related stress and face barriers in meeting their
learning and competency needs to stay relevant with the latest job demands and required skills

(Skoglof 2022). Given the high workload, employee training is often viewed as important but not

urgent for staying relevant in the workplace. Instead, there is a greater focus on meeting short-term
performance targets. This frequently comes at the expense of employee competency development,
which can be significantly detrimental to the organization in the long run. On the other hand, to
achieve their performance targets, employees need new competencies that are more technical and
specific. This is crucial given the constantly evolving landscape of business and government sectors,

driven by advancements in technology and science (Bersin et al. 2023).

The public sector has also experienced changes in learner behavior, driven by the impact of

advancing information technology (Khrykov et al. 2022). In Indonesia, civil servants, as the primary

players in government administration and public service, must possess the necessary competencies
to fulfill their job duties and responsibilities. In civil servants competency development, the adopted
Corporate University concept emphasizes that all learning and development initiatives for employees

should produce a tangible contribution and positively impact to both individual and organizational
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performances (Lembaga Administrasi Negara 2023). To achieve these goals, it's essential for civil

servants to engage in continuous learning that's integrated into their work. This ensures that their
competencies remain relevant and helping to achieve optimal performance. However, the significant
potential of workplace learning -as a part of the Corporate University learning strategy- has not been

fully optimized for civil servants competency development (Firdaus 2021). Moreover, shifts in

employee learning behavior present various challenges for civil servants competency development.
These include ensuring that learning hours genuinely impact both individual employee performance

and overall organizational performance (Sudewo and Sulastri 2022a, 2022b), the effectiveness of

self-learning module for civil servants (Palupi, Meliyanti, and Aryanto 2021), developing

competency development strategies suitable for the Industrial Revoluion era (Wulandari 2021), and

providing convenient and suitable learning platforms and media for civil servants.

The changing landscape of the professional world, driven by advancements in technology and
science, has introduced new competencies that employees are required to possess. This applies not
only to the private sector, but also to the public sector. However, in practice, many implementations
are often falling short of the regulations. An evaluation conducted by the National Institute Public
Administration (LAN) in 2018 indicated that the management of functional positions in Indonesia
has not yet achieved full professionalism (LAN, 2018), One of the indications of it is that the
appointment and promotion processes for functional positions tend to be carried out with broad
approach and insufficient detail. They lack thorough evaluations based on specific competency or
specialized requirements that supported by competency certification. Consequently, the assignment
of functional officials is not consistently in line with the needs of government agencies. Moreover,
not all functional positions have systematic standards, patterns, and career paths. This situation
further exacerbates the problems faced by functional officials. The development of competencies for
functional positions is often inconsistent and poorly integrated with other civil servant management
systems. This hinders the sustained progress of competency development programs for functional

officials (Firmansyah 2023). Furthermore, not all functional positions have job competency standards

(Kementerian Pendayagunaan Aparatur Negara dan Reformasi Birokrasi 2024), let alone specific

work competency standards tailored to the detailed specialization and expertise required of a
functional official.
As of early 2024, the number of civil servants in Indonesia reached 4,465,768 (Badan

Kepegawaian Negara 2024), Given that every civil servant is required to undergo competency

development, formulating programs and activities for such a large group presents a unique challenge.
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In addition to challenges related to infrastructure and regulations, there's also the budgetary challenge,
especially if all training must occur in traditional classroom settings. Referring to Government
Regulation Number 11 of 2017 concerning Civil Servant Management, every civil servant must
participate in competency development activities for at least 20 learning hours per year. If the
mandatory 20 learning hours must be completed through classical training, it would require at least
three days of implementation and an approximate cost of Rp. 2,150,000 per employee. Based on
Government Regulation No. 60 of 2021 regarding Non-Tax State Revenue at LAN, the government
would have to prepare a minimum budget of 9.6 trillion rupiah per year to fulfill the competency
development requirements for civil servants, excluding participant accommodation costs. Meanwhile,
the correlation between the number of learning hours completed by employees and the improvement

in employee performance remains questionable (Sudewo and Sulastri 2022a, 2022b).

According to the National Institute of Public Administration Regulation No. 10 0of 2018 on Civil
Servant Development, competency development is encouraged not just through traditional classroom
settings, but also non-classical approaches using diverse learning methods. This offers civil servants
a wider opportunity to improve their competencies through various forms of learning activities. From
a global standpoint, the need to acquire new skills in the professional world is unavoidable given the
evolving industrial, technological, and scientific landscape. Research indicates that many future-
oriented organizations are beginning to develop the ability to master new competencies, adopt
scientific and evidence-based approaches, and update employees’ professional experience (mercer
2020). The evolving global landscape is also shifting the priorities of international companies in their
efforts to develop employee competencies. Ninety-eight percent of companies report significant
competency gaps due to global changes, with experiential learning becoming a top priority for
addressing these discrepancies (mercer 2023). This situation encourages every organization to
develop various innovations in technology and learning approaches.

In every year, new approaches and methods emerge. For example, the learning in the flow of
work, a concept that's been increasingly adopted since 2022 (Bersin 2022). Educational technology,
such as Learning Management Systems (LMS), have evolved into Learning Experience Platforms

(LXP) and other technologies (Wilson and Hiipakka 2019). In the development of civil servant

competencies in Indonesia, several government agencies are introducing various innovations in
employee learning. This aims to enhance the adaptive capacity of learning and address the current
competency requirements of civil servants. One way to achieve it is by optimizing technology through

the implementation of e-learning, which has become a new learning culture for civil servants. For
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instance, the Ministry of Law and Human Rights has adopted this as part of its Corporate University

learning strategy to enhance access to learning and training with positive results (Lukito and Haryono

2020). Furthermore, the innovation of blended learning, combining classical and non-classical
training, has become an alternative choice for government agencies to provide employees with a more

holistic learning experience (Samsara 2023). Innovations in civil servant competency development

also include creating a responsive curriculum that addresses real work problems through a problem-
based learning approach and dynamic learning concepts. The curriculum design, based on real work
problems and emphasizing dynamic and flexible learning, is crafted to improve the effectiveness of
civil servant training. As a result, they can address the challenges of contemporary developments and

improve civil servants' managerial, technical, and sociocultural competencies (Soantahon 2023).

Various innovations in civil servant learning approaches demonstrate that a paradigm shift in the
learning process can lead to changes in attitude and behavior, which in turn impact improved work
performance. This includes meeting the requirement for civil servants to acquire new competencies,
as evidenced by several empirical studies on civil servant competency development (Handayani
2016). The demand for acquiring new competencies, relevant to the world's dynamics, also influences
the increasing need for employee learning. A survey conducted in the Asia Pacific region revealed
that 44% of employees believe global shifts and advancements demand the mastery of new
competencies distinct from those they currently possess. However, only 48% of employees stated
they had a clear understanding of the required competency development. Furthermore, the abilities to
adapt, work flexibly, collaborate, and think critically are identified as crucial core competencies,
surpassing the need for technical skills directly related to an organization's core business (pwc 2023).

Meanwhile, the main challenge in Indonesia's Apparatus Human Resources management is the
competency and motivation, especially among functional officials. This is largely driven by a
misalignment between the necessary competency requirements and the development activities

(Lembaga Administrasi Negara 2018). According to the Asian Development Bank (2021) the skills

and competencies of Indonesian civil servants remain broadly subpar or fall short of expectations,
despite adequate educational attainment. The 10:20:70 learning model strategy, synonymous with the
Corporate University concept, has been mandated by Government Regulation No. 17 of 2020.
Furthermore, LAN Regulation No. 6 of 2023 provides guidance for its implementation. It's crucial to
ensure this strategy is effectively put into practice, not merely adopted as a buzzword to appear “up-
to-date” and modern. In the 10:20:70 learning model, direct practical experience-integrated with daily

work-forms the dominant part of employee competency development, representing about 70% of the
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learning process (Fauziah and Prasetyo 2019; Mukhtaromin 2020; Nurhayati 2022). While the

concept of learning within a Corporate University is relatively easy to grasp, the development of civil
servant competencies presents a significant challenge, especially in lower-middle-income nations.
The learning process involves a more complex approach compared to common individual or
organizational learning. Formulating a solution for this condition is difficult because it requires
overcoming a range of unique characteristics, such as cultural, economic, political, religious, and
social aspects, alongside psychological barriers and practical constraints in implementing

competency development (Blindenbacher and Nashat 2010). Nevertheless, to ensure sustainable

development, continuous efforts are essential to enhance the quality, capacity, capability, and
competency of civil servants through employee learning programs. The State, through its government
agencies, is obligated to provide and facilitate the competency development requirements of their
employees. This includes the optimal use of technology. Learning is not limited to traditional
classroom settings, but also applied directly in the workplace. The learning process is collaborative
with supervisors, field facilitators, and other employees. It is integrated with the employees duties
and responsibilities, so that it directly supports their job performance. The Corporate University
learning concept must be continuously developed and adapted to global trends. This includes
incorporating the innovative learning in the flow of work approach for staff development (Bersin
2018b), and other integrated and collaborative learning approaches in the workplace

Given above foundation, this study aims to develop a concept for integrated and collaborative
workplace learning as an alternative for fulfilling competency development obligations within ASN
management. This will involve a thorough analysis of existing research data and information. The
research was conducted at the Indonesian Food and Drug Authority (BPOM), a government agency,
with a case study on the competency development of its functional Drug and Food Supervisory
Officials (PFM). With over 3,500 functional PFM spread across its central office and 86 Technical
Implementation Units (UPT), BPOM faces distinct challenges in competency development. In
accordance with the Minister of State Apparatus Empowernment and Bureaucratic Reform
Regulation No. 13 of 2024, every PFM is required to hold a competency certificate as a prerequisite
for performing duties within the scope of Drug and Food supervision. BPOM was selected as the
research subject because there is a significant challenge in ensuring every PFM possesses the required
competency certificate for carrying out drug and food supervision—across functions like
standardization, assessment, inspection, enforcement, testing, and counceling. BPOM must develop

new approaches for both competency development and certification for its PFM functional officials.
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One of the steps is to fully implement work-integrated learning within the PFM competency
development strategy. The objective of this learning and competency development approach is to
ensure that all PFM across Indonesia are competent and possess the required competency certificates
to carry out drug and food supervision. Innovation in civil servant learning and competency
development is essential to ensure that every civil servant possesses the competencies required by the
organization.

Employee learning must also be integrated with daily work activities (Skoglof 2022). The main

challenge is that the learning needs of employees can hardly be fully met by existing education and

training institutions using traditional classroom-based methods (Saydam 2006). Furthermore,

strengthening government capacity and capability through employee competency development is a
crucial factor that needs more attention. This is because it contributes to improving government
performance in reducing poverty and achieving the Millennium Development Goals, especially in

lower-middle-income countries (Blindenbacher and Nashat 2010). Integrated and collaborative

competency development is also expected to lay the foundation for building a learning culture and
ecosystem within government institutions. This will encourage every civil servant to continuously
grow and improve their competencies, remaining relevant to the needs of the organization and its
strategic environment. Given conditions mentioned above, this study aims to analyze the
implementation of integrated and collaborative workplace learning for civil servants, using BPOM as
a case study. Subsequently, it explains how this concept can be optimized as an effective, efficient,

and sustainable alternative for competency development.

LITERATURE REVIEW
Work-Integrated Learning (WIL) is an educational approach that directly links the learning
process with real-world work contexts. This allows participants to develop competencies through

active involvement in daily professional tasks (Patrick et al. 2008). WIL integrates formal learning

or training curricula with workplace learning through experiential learning, project and problem-
based learning, mentoring, and reflective learning. In the public sector, this approach directly helps
enhance the connection between civil servant competency development and organizational needs.
Aligning with WIL, collaborative learning is an approach that emphasizes cooperation among
individual employees to achieve shared learning objectives. This learning approach involves active

interaction, the exchange of ideas, and shared responsibility among employees as they work together

to solve problems and develop solutions (Dillenbourg 1999). Workplace collaboration is not only
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creating a more dynamic learning environment, but also strengthens the development of a mutually
supportive organizational learning ecosystem and culture. Within this framework, experiential
learning is a highly relevant approach to implement, as it uses direct experience as the primary source
of learning. Experiential Learning is a learning approach that emphasizes the importance of direct
experience in the learning process. This concept was introduced by David A. Kolb in his 1984 book,
Experiential Learning: Experience as the Source of Learning and Development. It was developed
with reference to previous scholars in the field of development and learning, such as John Dewey,
Kurt Lewin, Jean Piaget, William James, Carl Jung, Paulo Freire, Carl Rogers, and others (Kolb and
Kolb 2009). Kolb argued that effective learning occurs through an experiential cycle involving four
stages. These stages are: Concrete Experience, Reflective Observation, Abstract Conceptualization,

and Active Experimentation. Together, they form the experiential learning cycle (figure 1).
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Figure 1. Experiential Learning Cycle
Sumber: Kolb and Kolb (2009)

For experiential learning to be effective, not all experiences can be automatically transformed
into meaningful learning. It requires adequate structure and support to facilitate it (Merriam and

Bierema 2013). Experiential learning is distinct from simply learning from experience. Usher and

Solomon, as cited in Moon (2013) differentiate between learning from experience and experiential
learning. They define experience in the context of learning from experience as any event occurring
in daily life. In contrast, experience within experiential learning refers to a specific, designed
experience that delivers knowledge and competencies as learning material through particular

approaches like observation and reflection. This opinion is further supported by Evans (as cited in
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Moon 2013) who stated that the experiential learning method can be interpreted as a situation where
the learning process is conducted through a formal competency development program. John Dewey

(1897) dalam Kolb & Kolb (2009) as cited in Kolb & Kolb (2009), highlighted a crucial aspect of

learning: the process must include feedback on the effectiveness of the learning activities. All of the
learning process is relearning, as the most effective way of learning is to uncover a learner's existing
beliefs and ideas about a topic. This allows those initial thoughts to be examined, tested, and
integrated with new, better ideas. This approach by John Dewey is often also called learning by doing.

In essence, experiential learning is a teaching method that aims to activate learners, enabling
them to build their own knowledge and skills, as well as values and attitudes, directly through
experience and practice. The experiential learning method uses experience as both a learning medium
and a catalyst to encourage learners to develop their capacities and abilities throughout the learning
process. Learning occurs through reflection and a meaning-making process derived from direct

experience, whether in daily tasks or in specific work assignments (Bath 2002; Cahyani 2009;

Sudjana 2005). It is important to distinguish that while experiential learning focuses on individual
experience-based learning mechanisms, work-integrated learning and collaborative learning place
greater emphasis on the systems and structures of collective learning that occur in the workplace,
involving organizational arrangements and facilitators. These three approaches will not optimal when
implemented separately. They become much more effective when integrated to support collaborative
learning that is embedded directly into the work itself.

Implementing these three approaches within an integrated learning framework has its
challenges, especially in the public sector within government agencies. This is particularly true when
compared to their application in formal educational settings. First, there are challenges related to the
structural and cultural characteristics of government organizations. These are often hierarchical and
bureaucratic, which can potentially hinder changes and innovations in employee learning.
Experiential learning needs a flexible learning environment that is open to innovation, along with
supportive backing from everyone involved in the learning process. In many government
organizations, rigid, hierarchical, and strict bureaucratic cultures often hinder the creation of space
for experimentation, which is essential for supporting the learning process at the core of experiential

learning (Edward, Adnan, and Khaidir 2024; Zulkarnain 2022). The next challenge involves

limitations in resources and infrastructure. Developing learning modules based on experiential
learning requires investment in technology and preparing workplace learning facilitators who are

skilled in interactive teaching methods. Experiential learning needs good supporting infrastructure to
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boost its effectiveness (Salsabila and Agustin 2024). This situation highlights the need for strategic

planning to integrate experiential learning into the integrated competency development system within

the public sector (Zulkarnain 2022). Another challenge involves adapting the concept of experiential

learning to the specific tasks and objectives of public sector organizations within an integrated
learning approach. This adaptation must consider the achievement of public service performance
targets and the Accountability of Government Agency Performance (AKIP). Consequently, the
development of an experiential learning-based curriculum must be directly relevant to the daily
operational work of government agencies and government policy. This must be achieved without
disregarding innovation in employee learning processes. Experiential learning and collaborative
learning approaches integrated in work, requires developing new performance indicators. These
indicators must be capable of measuring learning outcomes holistically, encompassing both

qualitative and quantitative aspects (Salsabila and Agustin 2024).

The implementation of experiential learning methods has evolved into diverse forms. Some
forms of the experiential learning model include project-based learning and problem-based learning.
More recently, the method of learning in the flow of work has also emerged, which is relevant to the
concept of work-integrated learning. Project Based Learning (PjBL) is a teaching approach that
focuses on developing a product or final outcome from a project undertaken by the learners

(Widiawati, Sarifah, and Nurjannah 2023). Menurut Thomas (2000), According to Thomas (2000),

PjBL doesn't just focus on the final outcome, but also on the learning process that occurs throughout
the project's duration. The success of PJBL heavily relies on thorough planning, support from

educators or learning facilitators, and the availability of adequate resources (Krajcik and Blumenfeld

2006). Learning facilitators need to design projects that align with learning objectives and ensure that
learners have access to the necessary tools and information to complete the project. Nowadays, PjBL
is becoming increasingly integrated with technology, allowing learners to use digital tools and
collaborative platforms in the planning, execution, and presentation of their projects (Bell 2010).
Additionally, PjBL is increasingly recognized as an effective method for developing 21st-century
competencies, such as creativity, collaboration, and problem-solving. Studies show that PjBL not
only improves conceptual understanding but also boosts learner motivation and engagement in the

learning process (Dewey 1986; Kokotsaki, Menzies, and Wiggins 2016).

Meanwhile, Problem-Based Learning (PBL), a teaching approach that emphasizes solving real-
world problems as a learning medium. This method encourages deep, active learning. In PBL, learners

face complex situations or problems and must collaborate to find solutions. This approach encourages
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the development of critical thinking, analytical, and collaborative skills (Barrows 1996). This approach

was initially introduced in the context of medical education around the 1960s (Barrows 1996),

However, it has now been adopted across various disciplines and educational levels (Hmelo-Silver and

Eberbach 2011). PBL encourages learners to actively seek solutions to problems they encounter, while

also learning various new approaches to problem-solving. According to Savin-Baden (2000), PBL

creates a dynamic learning environment where learners are actively involved in the learning process
and directly solve problems, not just passively receiving information from the learning facilitator. In
this context, learners learn to identify problems, formulate questions, search for relevant information,
and develop solutions to those problems. Additionally, PBL encourages learners to collaborate with

others, indirectly enriching their learning experience (Johnson and Johnson 1987).

With the evolving needs for workplace competencies and changes in modern learner behavior,
experiential learning has developed into the concept of learning in the flow of work. This is a

contemporary approach to employee learning and competency development (Bersin 2018b, 2022;

Deloitte 2019; Tauber and Wang-Audia 2014). Learning in the flow of work is a concept for employee
learning within an organization that is aligned and integrated with employees' work processes. It's
implemented by integrating employee learning directly with the organization's work systems. This
includes integrating various aspects of work with its execution through different learning approaches
and technologies (Bersin 2018a). Learning in the flow of work can be defined as a learning process
carried out as part of an employee's daily work (Tupper and Ellis 2023). According to the Forbes

Technology Council (Chresomales 2021), this learning model promotes a unique learning experience

for employees, while also increasing their engagement and productivity. Learning happens within the
actual work context, making it more applicable and relevant. Employees have access to learning
resources and materials as needed for their work, which helps them acquire information more
effectively. Through learning in the flow of work, employees can learn anytime and anywhere by using
multiple learning technologies, as well as by learning alongside their work teams, superiors, or
colleagues (Bersin 2022). In this approach, the learning facilitator's role shifts to become an
information curator for employees, ensuring they receive the right information and learning materials.
The information curator provides immediate feedback in the workplace, which also serves as a form
of employee performance coaching. The role of an employee's supervisor, as someone with significant
work experience, is crucial for providing feedback and facilitating learning within the employee's

workflow (Lombardozzi 2016).
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Integrated learning through collaborative learning, PjBL, PBL, or learning in the flow of work
all emphasize a focus on the learning process for each individual employee. In practice, this learning
concept requires attention to three main principles for building a learning culture and ecosystem

(Tupper and Ellis 2023). First, learning must be integrated as an important part of an employee's job.

This learning process isn't separate from daily tasks and responsibilities. Instead, it becomes a
component of the employee's performance plan. Therefore, employees can learn from every activity
and work experience, making learning and work a unified whole. Second, learning needs to be active.
Employees proactively engage in the learning process through direct work experience in the
workplace. This learning should align with job duties and employee performance plans, be conducted
consistently and continuously, and involve various relevant parties. Finally, learning needs to become
part of the routine. Competency development should not be a separate activity. Instead, it should be
a routine within daily work. This way, learning happens collectively and becomes part of the team's
and organization's learning culture.

In experiential learning, which is based on employees' real-world experiences, it’s crucial to
acknowledge or recognize the competencies gained by employees as learners. Recognition of Prior
Learning (RPL) becomes relevant in this context for acknowledging the learning outcomes achieved
by learners. RPL is the recognition of an individual's previous learning, regardless of where or when

it occurred, thereby validating diverse individual learning experiences (Guimardes and Mikulec

2020). This validation process is crucial for individuals who haven't had access to formal education
but possess essential skills and knowledge gained through work or experience. Recognizing these
competencies can boost an individual's self-esteem and confidence. It also paves a path for individuals
to achieve academic credentials that accurately reflect their skills in the professional world (Priadi et
al. 2019). Furthermore, RPL can foster an organization's social responsibility by creating

collaboration among universities, industries, and the community (Roy and Marsafawy 2021). In its

implementation, it must be ensured that RPL is carried out with strong quality assurance for both the
process and the results. This guarantees that the recognized learning outcomes of the learners truly

reflect their capabilities (Stephens 2022). The need for standardized assessment methods, consistent

with those used in formal learning contexts, is essential to ensure the quality and validity of RPL

outcomes (Tuomainen 2018). Recognizing competencies gained by learners through prior informal

learning can lead to a transformative learning experience for individuals, fostering critical thinking

and self-reflection (Moss and Brown 2014). The transformative aspect of learning is important for

employees, who often bring extensive experience into their learning activities.
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Dengan This literature review positions experiential learning, work-integrated learning, and
collaborative learning, along with recognition of prior learning, as a complementary conceptual
framework. This framework supports the adaptive, contextual, and sustainable development of civil
servant competencies. Integrating these learning approaches is crucial for developing collaborative

learning in the workplace, reducing reliance on traditional formal learning conducted in classrooms.

RESEARCH METHOD

This study employed a literature review approach combined with a Focus Group Discussion
(FGD). The research was conducted at BPOM, focusing on the competency development of
functional officials (PFM). The literature review involves gathering, reading, recording, and
processing research materials from various library sources (Zed 2008). Meanwhile, FGD is a method
of interaction between researchers and a group of participants to discuss a specific topic (Sugiyono
2018). FGDs are effective for gathering data and information that is not only descriptive but also
provides in-depth understanding of participants' perspectives, attitudes, and behaviors related to the
phenomenon being studied. As a qualitative method, FGDs allow for the exploration of participants'
views and experiences, offering richer insights compared to traditional quantitative methods

(Prabowo and Harsono 2021; Ratnawati, Susilowati, and Wati 2023).

The literature study was conducted through a systematic review focusing on articles, journals,
regulations, and books discussing experiential learning, project-based learning, problem-based
learning, learning in the flow of work, and integrated learning. Meanwhile, the FGD was conducted
with the involvement of relevant internal and external stakeholders from BPOM, especially those
responsible for civil servant learning and competency development policies in Indonesia. The FGD
included speakers and expert teams from various relevant ministries/agencies, such as the Ministry
of State Apparatus Empowerment and Bureaucratic Reform (PAN RB), the State Civil Service
Agency (BKN), the National Institute of Public Administration (LAN), and the Ministry of Finance.
The FGDs discussed functional position development programs, including the competency
development of functional officials. A literature review was chosen because the approach of work-
integrated learning in civil servant competency development is a new requirement under Law Number
20 of 2023. This necessitates further elaboration from existing literature. This was done to capture
the concept of work-integrated learning into the direct practice of civil servant management. The FGD
approach aimed to gather data and further elaborate on the practical aspects of civil servant

management, specifically concerning career development and competency enhancement for civil
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servants. Data collection through FGDs was conducted 4 (four) times, namely on July 29-30, 2024,
August 13-14, 2024, September 23-24, 2024, and November 11, 2024.

RESEARCH RESULT

From the series of Focus Group Discussions (FGDs) held with stakeholders in civil servant
competency development, it was found that integrated and collaborative learning in the workplace is
both a strategic need and a practical solution. This approach is essential to fulfill the mandate of Law
Number 20 of 2023 concerning Civil Servants, specifically the obligation for every civil servant to
undertake competency development and implement work-integrated learning. This need is becoming
increasingly pronounced, particularly in the context of competency development for functional
positions, such as Pharmaceutical and Food Supervisors (PFM) at BPOM. Currently, there are 3,569
civil servants with PFM positions at BPOM, and an additional 35 civil servants in PFM roles placed
outside of BPOM. Referring to the Minister of State Apparatus Empowerment and Bureaucratic
Reform Regulation Number 13 of 2024 concerning PFM Functional Positions, a PFM must have a
competency certificate.to carry out the duties of supervising drugs and food. There are six main drug
and food supervision functions that form the basis of a PFM's work regarding drugs and food:
standardization, assessment, inspection, enforcement, testing, and counseling. Based on these
supervision functions, the need for PFM specialists was developed through the FGDs. For each PFM
specialist, training programs and mechanisms for obtaining competency certificates are being created.
The FGD results recommended 35 PFM specialist needs, with each specialization comprising three

levels: junior, senior, and advance. The details of these specialists are outlined in Table 1 below:

Table 1. Pharmaceutical and Food Supervisor (PFM) Specializations

No Function PFM Specialist

1 Standardization a. Drug Regulation Analyst
b. Cosmetic Regulation Analyst
c. Traditional Medicine Regulation Analyst
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No Function

PFM Specialist

Health Supplement and Quasi-Drug Regulation Analyst
Food Regulation Analyst

2 Assessment

pooslon

@

Drug Evaluator

Drug Clinical Trial Evaluator

Cosmetic Evaluator

Evaluator for Traditional Medicine, Health Supplement, and Quasi-Drug Products and
Advertising

Evaluator for Traditional Medicine, Health Supplement, and Quasi-Drug Clinical
Trials

Processed Food Evaluator

3 Inspection

Food Safety Risk Analyst

Drug and Narcotics Control Evaluator

Good Clinical Practice Inspector (CUKB)

Good Distribution Practice Inspector (CDOB)

Good Manufacturing Practice Inspector (CPOB)

Pharmacovigilance Inspector

Cosmetic Inspector

Traditional Medicine, Quasi-Drug, and Health Supplement Inspector
Good Traditional Medicine Manufacturing Practice Inspector (CPOTB)
Food Safety Inspector

Regional Drug and Food Control Officer

4 Enforcement

Drug and Food Intelligence Analyst

Drug and Food Cyber Analyst

Digital Forensics Specialist

Drug and Food Crime Prevention Analyst
Drug and Food Investigator

5  Testing

Biology Laboratory Analyst
Chemistry Laboratory Analyst
Calibration Laboratory Analyst

6  Counseling

OO TR0 TRIeEe TRFTITER MO A0 TR

Drug and Food Advocacy Analyst

Public Information Disclosure Analyst

Drug and Food Complaint Analyst

Drug and Food Counseling Officer

Drug and Food MSME Empowerment Facilitator

Source: FGD

Possession of a competency certificate as a specialist is a requirement for a PFM to perform

their work and also a prerequisite for advancing to a higher functional PFM position. Each

advancement to a higher specialist level requires training to obtain a competency certificate, which is

a prerequisite for being recognized at that specialist level. Every PFM must possess at least one PFM

specialization. With 35 PFM specializations, each with 3 levels, at least 105 technical specialist

trainings for PFMs are needed to accommodate the competency development of all PFMs in

Indonesia. With such extensive training needs, it's clear that BPOM won't be able to facilitate all of

it through traditional classroom-based trainings. Moreover, according to regulations, a work-

integrated learning system must be developed. This system is crucial to ensure PFMs possess
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competency certificates aligned with their PFM specialist levels and job grades, enabling them to
carry out their duties effectively.

From the perspective of infrastructure and resource readiness for implementing work-integrated
learning, there are PFMs at the Junior Expert (Ahli Muda) or Middle Expert (Ahli Madya) levels
scattered across BPOM's Central Work Units and its 86 Technical Implementation Units (UPT)
throughout Indonesia. These individuals have the potential to be optimized as learning facilitators for
PFMs in the workplace. In line with the integrated learning approach of a Corporate University, the
largest proportion of learning that contributes to employee competency enhancement comes from
direct work practice in the field or workplace. This potential must be optimized in the development
of PFM competencies. It will not only meet the demand for competency certificate ownership but
also the obligation for every civil servant to participate in competency development activities. PFMs
with higher job levels or more advanced specialist levels can serve as field learning facilitators for
other employees. They can also evaluate the progress of PFM competency development. Based on
the evaluation results, the field learning facilitators recommend that employees take an equivalency
exam instead of being required to attend training. Meanwhile, learning technologies like Learning
Management Systems (LMS) and Knowledge Management Systems (KMS) can be optimized for
PFM learning. These systems are particularly useful for enhancing PFMs' theoretical knowledge and

understanding of regulations in drug and food supervision.

DISCUSSION
Work-Integrated and Collaborative Learning

Work-integrated and collaborative learning, based on the analysis in this research, shows a
strong connection with the concepts of Work-Integrated Learning (WIL), collaborative learning, and
Experiential Learning (EL). This research indicates that the implementation of civil servant learning
and development at BPOM originated from the need to fulfill the competency certification
requirements for PFMs. This ultimately puts learning process within the actual workflow (learning in
the flow of work) and integrates it with their daily tasks. In this context, collaborative learning is built
through interactions between senior and junior PFMs in the workplace. It also involves supervisors
and more expert PFMs in guiding learning tasks in the field, as well as real project-based team
activities related to drug and food supervision. Meanwhile, experiential learning serves as the primary

pedagogical approach used throughout every stage of this learning process. This includes everything
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from planning and executing learning tasks, to reflecting on experiences, and finally, validating
learning outcomes by field learning facilitators.

Since every civil servant is required to undergo competency development through work-
integrated learning, an experiential learning approach, collaborated with work-integrated learning

through learning in the flow of work, becomes highly relevant for implementation in civil servant

management in Indonesia (Sudewo 2023). Learning that integrates a culture of learning,
collaboration, innovation, and knowledge sharing with experiential learning fosters civil servants'
readiness to face work challenges in both government and public service. In public sector human
resource management, learning is effective when supported by an adequate ecosystem and a positive

learning culture (Giannakos, Krogstie, and Aalberg 2016). The Corporate University concept explains

that 70% of employee learning comes from direct work practice with the guidance of accompanying

facilitators in the workplace (Fauziah and Prasetyo 2019; Nurhayati 2022). This shifts learning

methods from a classical to a non-classical format, primarily through more adaptive and applicable
integrative learning. It is no longer limited to classroom training. Instead, it is increasingly conducted

in the work environment, integrated with the employees' systems and workflows (Firdaus 2021).

Integrative learning allows civil servants to learn anytime and anywhere, directly applying the
knowledge and competencies they gain to their work. This system combines assignments, self-
learning, problem-based learning, project-based learning, e-learning, mentoring, and coaching into a
work-integrated learning scheme. Implementing the concept of work-integrated learning also requires

a learning and knowledge-sharing ecosystem (Alvarez-Arregui et al. 2017). This involves the

interconnectedness of various organizational components that contribute to organizational learning

(Giannakos et al. 2016). It is also important to understand the relationships between the core

components of a learning ecosystem, such as learning communities, a supportive learning
environment, active learning methodologies, learning evaluation mechanisms, and supporting

mechanisms (Vu et al. 2023), This way, government agencies can create a holistic environment for

the continuous learning and growth of their employees. On the other hand, civil servants must possess
intrinsic motivation to learn, with management's support in creating continuous learning opportunities

(Lin and Chen 2017). Furthermore, management support as part of the learning ecosystem plays a

crucial role in creating continuous learning opportunities, which in turn helps build employee

commitment to the learning process (Huang et al. 2019).

In the context of civil servants in Indonesia, experiential learning through learning in the flow

of work is relevant. This is particularly true given the budget constraints and limited capacity of
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training institutions. Optimal support from internal and external stakeholders is important for
supporting civil servant learning. With a collaborative, work-integrated learning approach in the
workplace, problem-based learning, and project-based learning, civil servants can learn while
achieving their performance targets. Supervisors and senior employees with higher specializations
serve as field learning facilitators, coaches, and mentors for workplace learning. Considering not all
supervisors have teaching skills and tend to focus more on theoretical and knowledge aspects, then
e-learning and self-learning through digital platforms become an option and an important part of
integrating learning into the workplace. Organizations need to provide infrastructure like a Learning
Management System (LMS) and a Knowledge Management System (KMS) to convenient easy access
to learning materials and knowledge resources. A standardized quality system remains essential to
ensure the quality of collaborative and integrated learning in the workplace. Field learning facilitators
are empowered to assign tasks, evaluate learning outcomes, foster collaboration, build a learning
ecosystem, and cultivate a learning culture in the workplace. This also creates a culture of knowledge

sharing and continuous learning within the organization.

Kurikulum Work-Integrated and Collaborative Learning Curriculum

Every employee learning program requires a curriculum to ensure that the objectives are met
with materials that align with organizational and learning needs. In implementing collaborative and
integrated learning in the workplace, it's crucial to build a learning system with a structured
curriculum. This ensures that experiential learning is intentionally carried out, distinguishing it from

mere learning from experience that might occur in the workplace (Merriam and Bierema 2013; Moon

2013). A standardized curriculum with a clear, robust systematic structure remains essential. This is
to ensure that learning assignments given to employees align with the learning materials and
objectives, even when conducted directly in the workplace. Every learning material within the
curriculum is designed to connect with employees' personal experiences and be easily accessible

whenever needed (Wilson and Hiipakka 2019). A learning curriculum is also essential for developing

work-integrated learning plans for each employee. This is crucial because a work-integrated and
collaborative learning approach must be able to cater to the diverse needs of each individual
employee. Nonetheless, it must be ensured that by the end of the learning process, every participant
can achieve the learning targets and master the competencies that are the goals and objectives of the

training.
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The learning curriculum also serves as a reference for field learning facilitators when assigning
learning tasks and evaluating learning outcomes. This is to ensure that the targeted competencies are
proficiently acquired by civil servants. When implementing workplace learning, it's crucial to ensure
that employees' experiences in learning assignments are specifically designed to contain and deliver
knowledge and competencies as work-integrated learning material. Moreover, selecting the right
learning approach is important to ensure learning objectives are met. Integrating learning into the
workflow also means integrating learning outcomes. This means that the outputs of learning can

indirectly become the performance outputs of both the employee and their organization.

Recognition of Work-Integrated and Collaborative Learning Achievements

In employee learning, it's important to manage learning outcomes and also to recognize
employees' learning achievements. Similar to classical classroom learning, work-integrated learning
emphasizing collaborative and integrative approaches in the workplace also requires recognition of
learning outcomes for participating employees. In the context of civil servant learning, recognizing
learning outcomes is a critical important aspect. It's considered a key learning achievement for
employees that directly influences their career development. The Recognition of Prior Learning
(RPL) approach becomes relevant for acknowledging employee learning outcomes, ensuring fairness

in competency enhancement (Guimardes and Mikulec 2020). This recognition boosts employee

confidence and supports equality in global training (Hamer 2012). Integrating RPL into competency
development removes barriers to learning and creates a more inclusive approach. Civil servants
participating in work-integrated and collaborative learning, supported by self-learning and evaluated
by field learning facilitators, can receive recognition equivalent to traditional classroom training.

A structured system for recognizing the learning outcomes of civil servants from work-
integrated learning needs to be developed. This is essential to guarantee the quality of both the
learning process and its results. It ensures that the competencies gain through work-integrated
learning are formally recognized within civil servants management administration. These achieved
learning outcomes of civil servants can be utilized to support their career development and
advancement. This learning approach also offers a solution to the limitations in budget and the
capacity of training institutions. Recognizing learning outcomes through RPL also fosters a culture
of knowledge sharing and self-learning among civil servants. This helps build a learning culture and

a learning ecosystem in the workplace.
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The earlier explanation aligns with current trends in employee competency development, where
learning is no longer confined to formal methods with rigid structures and fixed schedules. Instead,
it has evolved to adapt to the increasing complexity and uncertainty of today's work environment.
This situation demands a high level of adaptability and agility in employee learning. Over-reliance

on formal, rigidly scheduled employee training can jeopardize an organization's sustainability, both

now and in the future (Tupper and Ellis 2023). Furthermore, scientific knowledge and technology are
expected to continue developing significantly, with the potential for even faster disruption. For
instance, the field of medicine is expected to undergo significant development and disruption in line

with advances in information technology and scientific knowledge (Betz et al. 2019). Organizations

need to adopt more flexible and responsive learning approaches that enable employees to
continuously learn and adapt to rapid changes (Baker 2005), This includes BPOM as the object of
this research. Informal learning, such as learning through experience, collaboration among
colleagues, and the use of digital technology, is becoming increasingly important to support employee

competency development (Huang et al. 2019).

CONCLUSION

Based on the discussions and analysis of the research data, the concept of integrative and
collaborative workplace learning, utilizing a work-integrated learning and experiential learning
approach, offers a more flexible alternative for civil servant training compared to traditional
classroom-based training. This model integrates various learning approaches, including assignments,
self-learning, problem-based learning, project-based learning, e-learning, mentoring, and coaching.
This is all part of an integrative and collaborative learning scheme that allows employees to learn
directly within the context of their work at the workplace. In its implementation, curriculum
development remains necessary, with standardized quality systems for self-learning modules,
workplace assignments, and civil servant competency evaluation. This ensures learning outcomes
remain relevant and aligned with the competency needs required to achieve organizational goals. The
success of this concept depends on the support of all parties, especially superiors and senior
employees. They act as facilitators, providing assignments, guidance, and evaluating learning directly
in the workplace. The learning outcomes of civil servants can be recognized through a Recognition
of Prior Learning (RPL) approach, where their competencies are equated to those gained from

classical classroom training.
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This research recommends that government agencies more actively adopt integrative and
collaborative workplace learning with adaptive and responsive systems. Management support is
crucial for fostering a learning culture, providing facilitators and learning infrastructure, and regularly
evaluating program effectiveness. Further research is needed to explore learning methods and
technologies that can be integrated into the civil servant management system. This will ensure that

employee competencies remain relevant and continue to develop.
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