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ABSTRACT

The research aims:1) analyzed the effect of knowledge management, job innovation and
prestation have positive and significant toward progress of organization; 2) analyzed the effect of
knowledge management and job innovation have positive and significant toward prestation; and 3)
analyzed the effect of knowledge management have postive and significant toward job innovation.
The location ofresearch in Gorontale Province, in Government of Goroentalo Province. Population of
research all of civil servant in Government of Goroentalo Province as amount 3.086 persons. And
sample in Slovin formulation 10% obtained 97 respondents. Data from questioner to analyzed with
path analysis. The result of research to found: 1) the knowledge management have positive and
significant toward progress of organization. The applied of knowledge management to actualize and
get significant contribution toward the progress of organization; 2) job innovation possitive and
significant toward progress of organization. The innocvation have suitable with the need of job to
incerased the progress of organization; 3) prestation have positive and significant toward progress of
organization. The prestation which achieve to support in progress of organization; 4) knowledge
management positive and significant toward prestation. The knowledge management able to result
of em ployee which have prestation in job field; 5) job innowvation positive and significant toward
prestation. Innovation in continueing to oriented on achieve of prestation; 68) the knowledge
management have positive and significant toward innovation. The knowlegde management suitable

with job innovation.

Keywords: Knowledge Management, Job Innevation, Prestation and Progress of Organizatioen

I.LINTRODUCTION

Realizing good governance is the m ain reason for the G orontalo provincial government to realize the
progress of governm ent organizations. It is realized that to realize organizational progress, itis not
easy. The government must be required to provide the best service to the public. Denhardt and
Denhardt (2000) good governance always sided with the public to provide the best service. The

essence of good governance is the realization of organizationalprogress.

Stuggart {(2013) states that organizational progress is an im portant instrument for realizing good
governance. Norman (2011) erganizational progress is an importantrequirement for the organization
to realize the vision, mission, strategy and goals of the organization. On this basis, it is considered
that in order to realize good governance, organizational progress is needed in line with the
organization's vision that is easily actualized in the organization's mission in accordance with the

government's strategy to realize its objectives.

The reality faced by the current Gorontalo Provincial G overnment is to realize good governance of all
Gorontale Regional Work Units (SKPD). This is seen as not yet entirely SKPD is able to actualize a
vision thatis in line with the mission carried out, so thatthe government strategy has notbeen oriented

to the goals of the organization. As a result, the activities of service to the public have notall taken
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sides. This is the problem because it inhibits the progress of the organization. O wens (2008) states

that good governance is a government that prioritizes organizational progress in serving the public.

The gap in the progress of Gorontalo Province organizations has not been well actualized due to
employee work performance that has not been optimal and has not been well implemented
knowledge management and employee innovation. Schermerhorn (2007) states that hum an
resources who excel are based on knowledge management and work innovation that can achieve
organizational progress. This is a significant gap because not all Gorontalo Provincial Government
employees have good knowledge management, productive work innovations and work performance

oriented to organizational progress.

The fact is that there are still many employees who have not been able to develop knowledge
management based on insight, imagination, intuition, education, skills and experience in working to
face organizational dynamics. Aleson (2005) states thatthe success ofoutstanding human resources
is determ ined by knowledge m anagement. On this basis itis necessary to consider the imaginative
aspects of work insight based on intuition in accordance with the level of education, skills and work

experience thatemployees have in order to influence the organization's achievements and progress.

Another fact thatis seen in G orontalo Province employees who as a whole in carrying out their work
do not have innovative constructive work with work achievement to realize organizational progress.
This can be seen from the still low level of innovation of employee work in personnel, structure, task
development and application of technology thathe mastered to excel at work. Dimock (2010) stated
that work innovation requires someone's creativity in person, structure, task development and
technology application in carrying out activities in accordance with competitive work dynamics
dem anding to excel and advance the organization. Both of these facts directly or indirectly have
implications for em ployee performance. Highlighting the work performance of Gorontalo Provincial
Governm ent employees atthis time the achievement gqualifications achieved were notyet in line with
the expected over 90% categorized as very good. This fact can be seen from the achievem ent of
employee work results in quantity, quality, efficiency and effectiveness, but stillneed to be improved
because there are stillachievements in the category that are quite good (<60% ) and good (70%

80% ). Stevant (2006) states that a person's work performance is judged by the achievement of the
expected target in gquantity, quality, efficiency and effectiveness. The im portance of employee work
performance of the Provincial Government of Gorontalo to continue to be improved along with the
management support of knowledge and innovation of employee work to realize organizational
progress. Organizational progress is needed as a reflection that the government is running in
accordance with the vision, mission, strategy and expected goals. Dunga (2008) states that

organizational progress is a good orientation of government goals.

Knowledge Management

Knowledge management studies refer to the basic theory of the theory of tofu, introduced by Max
W eber. Stuggart (2013) states Max Weber understands that every human being has curiosity. This
curiosity must be managed to become a brilliantidea orinsightto solve organizational problem s. The
view of knowledge managem ent is inseparable from the theory of progress from W alton (2005) that

refarence to progress comes from knowledge managed constructively and objectively.

It means that knowledge management in its contribution to the organization becomes important
Alenso (2005) states that increasing knowledge of organizational members greatly determines
organizational progress. Knowledge is an asset foran intangible crganization. through knowledge of
organizational capabilities, externalconditions and changes thathave been, are being and willoccur
can be anticipated with knowledge. Sturgart (2013) science is a solution for organizations. Liebowitz

(1999) states that knowledge used in organizations is an interaction between two components,
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nam ely hum an capital and information. Haaritz (2012) Human capital is thought and character

consisting of human competencies determ ined by insight, imagination, essence, education, skill and

experience are importantparts of knowledge that must be managed.

Knowledge management is an effort to generate value from an organization's intellectual property
through the creation, storage, dissem ination and application of knowledge to achieve organizational
goals. Groffand Jones (2003) states thatknowledge managem ent is tools, technigues and strategies
to retain, analize, organize, improve and share business expertise. Sambot (2013) knowledge
management is a tool, technigue, strategy for storing, analyzing, organizing, increasing and sharing

experiences according to one's levelof knowledge.

Liebowitz (1999) states that knowledge management is the system atic, explicit, and reneawable and
application of enterprise knowledge of effectiveness and return of knowledge assets. Knowledge
management is a systematic insight, renewal and application of knowledge to maximize the

effectiveness and benefits of knowledge assets.

Beekman (1987) explains that knowledge management is the formalization of and access to
experience, knowledge and expertise thatcreate new capabilities, enable super-prestige, encourage
innovation and enhance value. In this view, knowledge management is the form alization of access to
experience, knowledge thatcan create new capabilities, superior achievements, increase innovation

and work value.

Tiwana (2000) states that knowledge management enables the creation, com munication and
application of knowledge to achieve organizational goals. There are four important things in
knowledge management, namely:

1. Knowledge management is a system, a tool for organizing intangible resources to achieve
organizational goals.

2. Inputofknowledge management is an intangible organization such as insight

3. The knowledge management process consists of efforts to create, share orcommunicate and apply
insight.

4. OQutput of knowledge management is new capability, superior achievement, innovation and

increasing the value of knowledge.

Work Innovation

The study of work innovation is supported by the theory of change and added value. Dunga (2008)
states that the occurrence of innovation is always proven by change. The change in question is the
occurrence of differences based on the size, assumptions, qualitative and gquantitative of the
application of work innovations. Changes based on the size of an innovation are a measure of
progress, with the assum ption that the more innovative the more advanced. Qualitative assessment
of an innovation is seen from the quality of work obtained and gquantitatively the achievement of the

amount of work achieved.

Lem mond and Jones (2014) introduced the theory of value added from an innovation with postula
that builtm ore innovation in a work result, the greater the added value achieved. This added value is
important for every organization to implement new innovations in facing organizational dynam ics.
W illiam (2008) innovation is im portantin providing added value to the dynamics of the oarganization.
Herstond (2010) states that the core of work innovation is the creation of added wvalue for the

organization.

Understanding an innovation, according to Aliance (2004) is to create the motives and opportunities

to get success according to organizational goals. Therefore, organizations always view work
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innovation as important. The m ore use of innovation in an organization, the more creative in realizing

work performance. Stuggart (2013) understands innovation as an important part of organizational

dynamics.

Jurgenson (2015) Globalization and government transform ation always require the development of
work innovations in every organization is a demand that cannot be avoided. The point is that the
development of work innowvation should be a natural, natural process and truly part of an
organizational development program . Hasfitz (2015) work innovation is the actualization of the
dynamics that continue to progress and develop to make changes and self-adjustments while being

able to develop work ideas that are oriented to excellence.

Owens and Steinhoff (2008) suggest that work innovation can include organizational change efforts
in the following four dim ensions:

1. Dimensions of personnel, developing ideas can be directed at changes in attitudes and
perceptions, mastery and integration of knowledge, expansion of insight and refinement of
knowledge, meaningfuluse of knowledge, and habits of productive thinking and expectations.
2.8tructure dimensions, changes can be m ade by reorganizing the organizational system thatapplies
internally, such as the pattern of organizing work, working mechanisms, com munication networks,
management hierarchies and supervision.

3. The dimensions of the task, changes to this component lead to realignment of the fields and
workload, authority, and responsibility; both for professional tasks or technical tasks.

4. Dimensions of technology, in the form of utilization of facilities, tools and media or other forms of

engineering that enable the nature of service work and organizational productivity to increase.

An innovation according to Santoso (2010) contains the meaning: (1) new subjective, nam ely
something thatis considered new to the local environment, maybe in other places is something that
is not new; (2) quality in obtaining results; and (3) relating to local problem -solving efforts, namely

problem s that really occur in an independent environm ent.

Achievement

The basic reference to the notion of achievement can be seen based on the theory of resulis.
Furtwengler (2008) suggested the theory of results that every person who achieves always gets
maximum results. This work is considered as success or commonly referred to as achievement. The
strength of an achievement depends greatly on the theory of success. Helen and W alker (2006) state
the real actualization of achievement is success. Dolly (2010) success is always achieved by
achievement. Achievement is important for the organization. Because organizations that are

advancing in itthere are many people who excel.

Job performance is one of the totalcollections of work that exists in the worker. W ork performance is
influenced by goals. W ork performance is a manifestation of the results achieved (Mondy and
Premeaux, 2006). To complete a task or work, one must have a degree of willingness to achieve
work results. Someone does not have work performance without a clear understanding of what will

be done and how to do it to produce som ething that can be assessed (Hersey and Blanchard, 2007).

According to Donnelly, Gibson and Ivancevich (2004) work performance refersto the levelof success
in carrying out tasks and the ability to achieve set goals. Work performance is stated as good and
successful ifthe desired goals can be achieved properly according to the results assessed. Achieving
set goals is one measure of individual work performance. There are three criteria in evaluating
individual work performance, namely individual tasks, individual behavier and individual

characteristics (Robbins, 2006). Nelson's view (2007) states that there are four indicators assessing
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the work performance of individual activities in the organization, namely quantity, quality, efficiency

and effectiveness.

Work performance as quality and gquantity is always related to efficiency and effectiveness in working
for the achievement of tasks, both those carried out by individuals, groups and organizations
(Schem erhorn, Hunt and Osborn, 2007). Job performance as an integral part of the relationship
between organizations, human resources and work ocoutcomes. The better organizational support in
the development of human resources, the more it produces maximum work as a reflection of work
performance activities. The aspect of work perform ance applied in an organization is inseparable
from the results theory introduced by Hunt {(2007) stating work actualization is the result of reflecting
individual work performance. This result theory has a strong implementation that individual work
performance assessors have the same context by assessing work performance activities. The results

achieved from individualwork performance is an assessment of the activities produced.

Assess work performance based on measurable gquantity through the number of jobs or activities
carried out in producing or completing work according to target size capacity, maximization or
optimization. Means work performance is the result of work achieved as much as possible in the unit
of activity or work. This is relevant to the theory of increase according to Keith (2007) thatthe ability

to produce increased work results is the optimization of work.

Cleveland (2008) states that work performance assessment by assessing the quality of work
achieved. The assessment of the gquality of work is assum ed based on satisfaction frem work carried
out based on unit of action or changes that occur from work appraisal. This view has relevance to
quality theory according to Ohara (2004) that quality is evidence of work performance results that are

maintained.

According to Donnelly, Gibson and Ivancevich (2004) work performance is assessed based on the
results achieved according to the unit of time which results in work efficiency. Activities carried out
e fficiently are an assessment of work performance in accordance with the gquantity and quality that
uses work time.

Stevant and Golt (2006) state that work performance is an assessment of the benefits of work
achieved. The form of benefits from work performance activities is assessed based on effective
activities. Means thatwork effectiveness is the resultofwork performance assessment. Benefittheory
proposed by Gunds and Loury (2006) that work performance is a useful work result. The greaterthe

benefits of the activities carried out, the more itshows the achievement of work perform ance.

The description above is an understanding of work performance and work performance assessmaent
based on the relevance of tha theory, so that work performance in an organization is the result of
prospective assessment of the im portance of work performance in advancing the organization .
Individual, activity and organizationalwork performance is a unitthatis assessed based on the results

achieved.

Organizational Progress

Morman (2011)states that an organization is a vehicle for activities ratherthan people who collaborate
in their efforts to achieve goals. In the container of activity each person must be clear of his duties,
authority and responsibilities, relationships and work. Organizations are static, because they only look
at the structure. Onneil (2015) provides an understanding of organizations that are dynam ic rather
than dynamic, activities or actions rather than the relationships that occur within the organization,
both formal and informal For example, the arrangement of relations between superiors and
subordinates. The success or failure of the goals to be achieved in the organization depends entirely

on human factors.
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According to Mc. Farland (2008) reveals the notion of organizations as a group of people who can be

known to contribute their efforts towards achieving a goal. Understanding the organization according
te Dimock (2010), namely an organization is a systematic combination of parts that are
interdependent or related to form a round of unity through authority, coordination and supervision in

an effortto achieve goals that have been found.

Hasibuan (2013) states the progress of an organization is determined by the realization of the vision,
mission, strategy and ,g'(q"qclas“g:{flrtqpnﬁlorganization. Jhurgen (2012) states that organizational progress
can be seen from the actualization of the organization's vision, mission, strategy and goals.
Organizational progress is ‘certainly an important consideration in the implementation of
organizational activities from members of the organization to realize organizationad sgoadsic bmkas

ra s s

(2008) states thatorganizational progress is the ulti 4te*do%9"'afa developing organizst'if:-ﬁ.

(%2 L

Sambousse (2007) organizational dynamics, the bureaucracy always considers the Auth form thatis
accounted for. The ,aythority, refars to the operational design and design of strategies for the
organization's progress to'*®' socialized and accounted for according to the vision and mission.
Harnezt (2006) states that aerganizational progress is achieving results according to organizational
goals.

Mext, the researcher sets out the research framework:

Figure 1. Mind mapping

Based on the mindset and description above, the hypothesis in this study are: 1) knowledge
management and work innovation and achievement have a positive and (significant effect on
organizational progress; 2) knowledge management and work innovation have a positive and
significant effecton achievem ent; and 3) knowledge managementhas a positive and significant effect

on work innovation.

2. RESEARCH METHODS

This research is designed to answer the problems that have been formulated and the objectives to
be achieved and test the hypothesis. The research approach used is exploratory, ex post facte and
causal studies. The type of data in this study consists of primary and secondary data. Primary data

is data obtained from the results of observations, gquestionnaires, interviews and documentation.
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Secondary data is data obtained from the Gorontale provincial governm ent. The population in this

study was 3,086 provincial government employees. Determ ination of 10% Slovin research sample
obtained 97 respondents. The data analysis technigue used is descriptive analysis and path analysis
{path analysis) whose purpose is to look atthe knowledge management pathway, work innovation on

the achievements and progress of the erganization ofthe Gorontale provincial governm ent.

3.RESULTS AND DISCUSSION

The results ofthe analysis show that testing the validity and reliability of the questionnaire instrum ent
is done to ensure that the research instruments used are accurate and reliable, and can be ralied

upon when used as a tool in data collection.

Testing the validity of a questionnaire instrumentcan be used SPSS statistical method. The results
ofdata processing, then obtained results thatin general the average instrum ent questionnaire is very
valid. This is indicated by the Product Momentr value r table greater than 0.170 (valid). Provisions
for the validity of an instrumenthave metthe minimum requirement of0.170 as an instrumentdeem ed

valid.

To testreliability is done by using the Reliability Coefficient (Cronbach Alpha). The alpha value ofthe
research instrumentin each variable is greaterthan the hinted value, which is equal to0.60 orgreater
than 0.60. Thus, the whole instrument of the questionnaire in this study was reliable because it met

the minimum regquirem ents.

After the data is obtained, processed and reviewed through various required tests, the next step in
testing the causality model is to conduct path analysis of knowledge management, work innovation
on the achievements and progress ofthe organization of the Gorontalo provincialgovernment. Based
on a theoretically form ed causal model, path analysis diagrams willbe obtained and the coefficient

value counts for each path.

Model of Relationship between Variables in Sub Structures
The relationship model between substructure 1 wvariables consists of one endogencus variable
nam ely organizational progress (Y)and three exogenous variables namely knowledge management

(X1), work innovation (X2) and achievement {(X3). Based on this relationship, the path model in
substructure 1 is as follows:

Y o= Bylxl + fy2x2 + [Fy3xd + &y

Calculation results through SPSS 19 obtained path coefficients in sub-structure 1 are presented in

the following table:
Table 1

Path coefficient valu@ in sub-structure 1

Unstandardized Standardize
Model Coefficients d Coefficiets t Sig
B Std. Error Beta
(Constant) 1,450 . 361 4,013 000
Knowledge Management
0,7 99 215 200 3,716 000
(X1)
Work Innovation (X2) 0,584 252 151 2,317 o2z
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Achievemaent (X3)

0,621

218

2,848 015

Variable Dependent: Organizational Progress(Y)

Table 1 above can be shown

causal relationship between variables X1, X2, X3 towards ¥
+ 0,151X2 + 0,1898X3

¥ o=0,200X1

W hile R2Y X321 =
towards ¥ is gy =

X 1

0.786. The magnitude of the

Table 2

Em pirical Results Summary, in

Sub Structure 1

in substructure 1

influence of other variables outside of X1,

the path model in substructure 1, then the framework of the em pirical

is as follows:

Xz, X3

0.237. The results of the em pirical mpde=l gr}eugresented in table 2:

Pal L)
Adjusted R
Model R R Sqguare Std. Error of the Estim ate
Square
1 0,887° 0,786 2= 19N B23 0,27368

a.Predictoers: (Constant), Achievement (X3), Work Innovation (X2), Knowledge Management (X1)

Dependent Variables: Organizational Progress (Y)

The Line 1 Structure Chartis presented in the following figure 1:

h 4

Figure 1

The Empirical Causal Relationship Model between X1, X2, X3 towards Y

Model of Relationship between Variables

The relationship model

nam ely achievem ent (X3) and

between

substructure 2

two exogenous variables

variables

in Sub Structure 2

consists

of one endogenous

variable

namely knowledge management (X1) and

work innovation (X2). Based on this relationship, the path modelin substructure 2 is as follows:

X3 = paixd

+ p32x2 4+ £y
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Calculation results through SPSS 19 obtained path coefficients in substructure 2 are presented in the

following table:

Table 3

P ath coefficient valu@ in sub-structure 2

Unstandardized Standardize
Model Coefficients d Coefficiets 1 Sig
B Std. Error Beta
(Constant) 1,067 ,230 4,641 000
Knowledge Management (X1) 652 221 541 2,950 016
Work Innovation (X2) 531 194 487 2,737 021

Variable Dependent: Achievement(X3)

Table 3 above can be shown in the path modelin substructure 2, then the framework ofthe em pirical
causal relationship variap]es X1, X2 tow a\rdsﬁ%ﬂﬁ Ln, substructure 2 are as follows:
X3 = 0,541X1 + 0, 487X2 -0 zan

W hile R2X321 = 0.719. The magnitude of the influence of othervariables outside X1, X2 towards X3

x 3
is ey = 0.281. The results of the empirical model are presented in table 4:

b= 0.edAble 4
x 2 o
Em pirical Results Summary in Sub Structure 2
Adjusted R .
Model R R Sqguare Std. Error of the Estim ate
Square
1 0,848° 0,719 0,654 0,18566

a. Predictors: (Constant), Knowledge Management (X1) W ork Innovation (X2)

Variable Dependent: Achievement(X3)

Line Chart Structure 2 is presented in the following figure 2:

Figure 2
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Em pirical Causal Relationship Modelbetween X1, X2 towards X3

Model of Relationship between Variables in Sub Structure 3

The relationship model between substructure 3 wvariables consists of one endogencus variable
namely work innovation (X2) and one exogenous variable namely knowledge management (X1).
Based on this relationship,the path model in substructure 3 is as follows:

X2 = p21x1 + &,

The calculation results through SPSS5 19 obtained path coefficients in substructure 3 are presented
in the following table:
Table &

P ath coefficient valu@ in sub-structure 3

Unstandardized Standardized
Coefficients Coefficiets .
Maodel t Sig
B Std. Error Beta
(Constant) 1,266 167 7,589 000
Knowledge Management
610 140 583 4,357 000
(X1)

Variable Dependent: W ork Innovation (X2)

Table 5 above can be shown in the path model in subsfrygiure 3, so the framework of the em pirical

N N N 1 N N x 2
causal relationship eofvariables )((1 to X2 in substructure 3 isas follows:

X2 =0,583X1

Whereas R2X21 = 0.693. The m agnitude of the influence of other variables outside X1 against X2 is

£y = 0.307. The results of the empirical model are presented in table 6:

Tablel &

Empirical Results Summary on Sub Structure 3

Adjusted R .
Model R R Sqguare Std. Error of the Estim ate
Square

1 0,833° 0,693 0,597 0,16736

a. Predictors: (Constant), Knowledge Management (X1)

Variable Dependent: W ork Innovation (X2)

Line Chart Structure 3 is presented in the following figure 3:

Figure 3

10
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Konowiledyae

M anagemant . . = 200
Emplrll_qca_IICausaI Relationship Modelbalween X1 to X2

In accordance with- whatis written in table 1 through tahlp 6, and presented in figurg 2 tq figuse 3
show that of the 6 (six) coefficients studied, it turns gyt that all path coefficients W é%d "fddntliied

P = 0,487
significantly atw = 0.05. The em pirical path diagram of the research can be seen in Figure 4:

Woerk Innovation Povs

%oz

Figure 4

Path Analysis Coefficient for Knowledge Management, W ork Innovation towards

Organizational Achievement and Progress

The following is shown the recapitulation ofthe results of testing the hypothesis in table 7:

Table 7

Recapitulation of Hypothesis Testing Results

Variable Path coefficient L fasie
(e = 0,05)

X1 towards ¥ p.= 0,200 3.718 1,65
X2 towards ¥ poa= 10,151 2.317 1,65
X3 towards Y py:=0.193 2 848 1,65
X1 towards X3 p.,= 0,541 2,950 1,65
X2 towards X3 Pan= 0,487 2,737 1,65
X1 towards X2 pa,= 0,583 4,357 1,65

Research Implications

Based on the results ofthe research, the implications are:
1. X1 against ¥ indicates HO is rejected, H1 is accepted. There is a direct and positive influence of

knowledge management (X1) on organizational progress (Y),so thatthe develocpment of knowledge

management needs to be maintained;

11
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2.X2 to Y indicates that HO is rejected, H1 is accepted. There is a directinfluence of work innovation

(X2)thatis positive and significanttowards organizational progress (¥Y), so thatwork innovation needs
to be improved;

3. X3 against¥ indicates that HO is rejected, H1 is accepted. There is a direct and significant effect
ofachievement (X3)on organizational progress (¥), so thatachievements need tobe maintained and
further enhanced;

4. X1 against X3 shows that HO is rejected, H1 is accepted. There is a direct and positive influence
of knowledge management (X1) on achievement (X3), so that existing knowledge managem ent
continues to be improved;

§5.X2 against X3 shows that HO is rejected, H1 is accepted. There is a diract and positive affect of
work innovation (X2) on achievement (X3), so employees must continue to perform and work
innovations.

6. X1 against X2 indicates HO is rejected, H1 is accepted. There is a direct and positive influence of
knowledge management (X1) on work innovation (X2), so that knowledge management becomes

important to be m aintained in accordance with employee work innovations.

4. CONCLUSION

Based on the problem s and hypotheses proposed, the conclusions of this study are: 1) knowledge
management has a positive and significant effect on organizational progress. The application of

knowledge management has been actualized, and it contributes significantly te improving
organizational progress; 2) work innovation has a positive and significant effect on organizational
progress. Work innovation that is applied is in accordance with the dem ands of work routine needs
in improving organizational progress; 3) achievement has a positive and significant effect on
organizational progress. Achievements achieved support in improving organizational progress; 4)
knowledge management has a positive and significant effect on achievement. Knowledge
management must be able to produce employees who excelin theirfields of work:5) work innovation
has a positive and significanteffecton achievement. W ork innovation iscontinuously oriented towards
achievement; 6) knowledge m anagement has a positive and significant effect on work innovation.

Knowledge management applied must be in accordance with work innovation.

REFERENCES

Aleson, M. S, 6 2005. Knowledge in Competence HRM .  Edisi Kedua, Mc Graw -Hill, New York.

Aliance, Micheele, 2004. Innovation System in Organization Management. Strathclyde Business

School, UK.

Beekman,K N, 61887, The Strategic Managem ent ofintellectualCapital and OrganizationalKnowlaedge .

O xford University Press,

Cleveland, Musk, 2008. Prestation. Published by Harper T & Row, New York.

Dimock, P.F. 2010. Innovation and Progress of Organization. HES Press.

Dolly, G, 2010. Learning to Fly — Practical Management from Leading and Learning Organizations,

Capstone Publishing.

Donnelly, James H., Gibson, James L., and Ivancevich, John, 2004. Fundamental of Management.

Business Publication, Texas.

12




Asia pacific journal
of management and education LNEmE]

Dunga, M, 2008. The Innovation of Organization. Prentice Hall, Ohio University.

Furtwengler, Dale, 2008. Organization Performance. Published by Prentice Hall, New York.

Groff, Anderson and Jones, Gordon, 2003. Managing Frestation Appraisal System . Strathclyde

Business School, UK.

Gunds, MC and Loury, Synt, 2006. Human Resource Managemaent: Prestation Perspektif. Published
by Harper T & Row, New York.

Haaritz, J, 2012. inside Intranets and Extranets: Knowledge Management and the Strunggle for

Power. Palgrave Macmillan.
Harnezt, M errer, 2006. O rganization Managem ent: Theory and Application. Prentice Hall, New Y ork.
Hasfitz, Bereck, 2015. Human Resource in Job Innovation, Allyn & Bacon Published New York.
Hasibuan, SP. Malaju, 2013. Manajemen Organisasi SDM . Penerbit Rineka Cipta, Jakarta.

Helen, John and Walker, C.A. 2006. Organization Management: An Experim ental Approach, Mc.

Graw Hilllnc., Singapura.

Hersey, Paul and Blanchard, Kenneth H, 2007. Management Organizational Behavior, Utilizing

Human Resources. 4. Ed. Englewocod Cliffs, New Jersey, Prentice-Hall, Inc.

Herstond, Farz, 2010. Human Resources Managem ent: An Innovation Approach, Mc. Graw Hill Inc .,

Singapura.

Hunt, Briant, 2007. The Concept Theory of M otivation Factors. Irwin Inc. New York.

Jhurgen, N. M, 2012 Common Organization: How Companies Thrive by Sharing What They Know ,
Harvard Business School Press, Boston, M A .

Jurgenson, Robby, 2015. Human Resources Management: An Experimental Approach, Mc. Graw
Hill Inc., Singapura.

Keith, Michelle, 2007. Motivation - Prestation. Irwin Corp. USA .

Lem mond, Rafael dan Jones, Siclair, 2014. Diffusion of Innovations, third Edition, New York:

Macmillan Publishing Co., Inc.

Liebowitz. Sabherwal, 1888, Knowledge Management: Challengers, Solutions and Technologies.
ISBN 0-13-101606-7.

Lukas, R, 2008. Framework for Enterprise Management: A Common KM Framework for the

Government of Canada. Universe Publishing.
Mc Farland, Storey, 2008. M anaging Resource and Prestation. Buckingham : O pen University Press.
Mondy, R. Wayne and Premeaux, RobertM . 2006. Human Resource Management, Allyn & Bacon.

MNelson, Scient., 2007. Incentive and Satisfied and Spiritdob. hitp://www .incentivebyem ployee.com .

13




Asia pacific journal
of management and education LNEmE]

Morman, D,2011. Sucessful Management Projects. The Management Yearbook.

Ohara, Banham , J, 2004. Development of Prestation by Human Resource Management. Published

by Prentice Hall, New York.

Owens, Phill dan Steinhoff, Laura, 2008. Organization Managemaeant: An Empirical Approach, Mc.

Graw Hilllnc., Singapura.
Robbins, Stephen, P. 2006. TeoriOrganisasi Struktur, Desain dan Aplikasi. PanerbitArcan, Jakarta.

Sambousse, ¥, 6 2007. Managem ent and Business Modellnnovation. |ldea Group Publishing, Hershey,

PA ISBN 1-878289-98-5.

Santoso, Budi, 2010. Inovasi Pengembangan SDM Aparatur Pemerintahan. Penerbit Cipta Persada

Ilmu, Malang.

Schemerhorn, French, Hunt, Briant, and Osborn, 2007. Human AResource in Performance

Managemaent. 2" Editien, Mas Hougton M ifflin Com pany, Boston.

Stevant, W endell and Golt,JR, 2006. Prestation Managemaent in O rganization. Revision Edition, Mas

Hougtoen M ifflin Com pany, Boston.

Stuggart, W. Clay, 2013. Reinforcement Organization Management by Hum an Resource. Wiley, New

York.

Tiwana, A, 2000. The Knowledge Management Toolkit: Orchestrating IT, Strategy and Knowledge
Platforms. 2™ edition, Upper Saddle River, NJ: Prentice Hall, 2002, ISBN 0-13-009224-X.

W alton, Ferry, 2005. Knowledge Management in Organization. Prentice Hall, Ohio University.

W illiam , Gery, 2008. Reinforcement Theory Contingence Management in Job Innovation by Human

Resource. Wiley, New York.

14




Analysis of Knowledge Management, Work innovation on

achievement and Progress of Gorontalo Province's
Government Organizations

ORIGINALITY REPORT

13, 8. 3 3

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS STUDENT PAPERS

PRIMARY SOURCES

.

"How to Manage Project Opportunity and
Risk", Wiley, 2012

Publication

2%

o

jsrm.in

Internet Source

2%

e

www.hrpub.org

Internet Source

2%

-~

repository.unpak.ac.id

Internet Source

T

c

Submitted to LL DIKTI IX Turnitin Consortium
Part IV

Student Paper

T

www.researchgate.net

Internet Source

T

B B

Submitted to Sheffield Hallam University

Student Paper

T

"Knowledge Management", Wiley, 2012

Publication

T



repo.uum.edu.my

Internet Source

T

urehost.bath.ac.uk
IFr?ternetSource <1 %
rke.abertay.ac.uk
Internet Source y <1 %
Maulida Simamora, Marlina Siregar, Nurintan <1 y
Asyiah Siregar. "Effect of Education Level and ’
Work Experience on Performance of
Rantauprapat Hospital Employees”,
Quantitative Economics and Management
Studies, 2022
Publication
repository.uhamka.ac.id
Intelr:r)wetSourcey <1 %
Submitted to College of Banking and Financial <1 o
Studies
Student Paper
Yusyanah Yusyanah. "The Factors that Affect <1 o
on Employee Performance of Cimanggis ’
Bojonggede Bogor Urban Village Office
Employees", Majalah llmiah Bijak, 2021
Publication
Submitted to University of Moratuwa
Student Paper y <1 %




Xu Hua Cao, Fu Zhong Wang. "Research on E- <1 y
Commerce Platform and Modern Logistics ’
Management System Based on Knowledge
Management Platform", Applied Mechanics
and Materials, 2011
Publication
Submitted to Middle East Technical Universit

Student Paper y <1 %
digitalcommons.library.umaine.edu

IntegrnetSource y <1 %

"An overview of generic process frameworks", <1 o
How to Manage Project Opportunity and Risk, ’
2015.

Publication

Dimas Anggara, Bgyu 'Eko Broto, Aulia .Ir?dra. <1 o
"The Effect of Motivation and Work Spirit on
Employee Performance in PT Sapadia Wisata
Rantauprapat”, Quantitative Economics and
Management Studies, 2022
Publication
Hanoi Universit

Publication y <1 %

Riyanti ., Darto .. "The Effect of Liquidity, <1 o

Profitability and Size Ratios on Capital
Structure and Implications for the Value of
Manufacturing Industry Companies Listed on
the IDX", KnE Social Sciences, 2019



Publication

nonangenet <1w
Sokcom <1w
ounaynacie <1
oo St <1
i::etrwngtligx\éorks.gvsu.edu < o

Exclude quotes Off

Exclude bibliography On

Exclude matches

Off



Analysis of Knowledge Management, Work innovation on
achievement and Progress of Gorontalo Province's
Government Organizations

GRADEMARK REPORT

FINAL GRADE GENERAL COMMENTS

/O Instructor

PAGE 1

PAGE 2

PAGE 3

PAGE 4

PAGE 5

PAGE 6

PAGE 7

PAGE 8

PAGE 9

PAGE 10

PAGE 11

PAGE 12

PAGE 13

PAGE 14




