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ABSTRACT
This study investigates the interplay between organizational support, career | Keywords:
development, and organizational commitment within the financial services | Organizational
industry in Indonesia. The research aims to shed light on how these factors | Support; Career
influence employee engagement and retention in a rapidly evolving sector | Development;
crucial to Indonesia's economic growth. Using a quantitative approach and | Organizational
Partial Least Squares Structural Equation Modeling (PLS-SEM), data was | Commitment;
collected from employees across various roles in financial organizations. | Financial Services
The analysis revealed significant positive relationships between | Industry
organizational support and organizational commitment, career development
and organizational commitment, as well as the sequential effect of
organizational support on career development, leading to organizational
commitment. These findings highlight the importance of fostering supportive
environments and providing growth opportunities to enhance organizational
commitment. The study suggests that prioritizing initiatives that promote
organizational support and career development can lead to a more engaged
and committed workforce, ultimately improving organizational performance
and competitiveness in the financial services sector in Indonesia.

INTRODUCTION

The relationship between career development, organizational commitment, and
organizational support is a critical factor in determining employee engagement and
retention in the ever-changing financial services sector (Ferdiana et al., 2023; Putra et
al., 2023). Given the booming financial sector in Indonesia and its consequences for
employee well-being and organizational effectiveness, this link deserves careful
consideration (M Yusuf & Nuraeni, 2023). In order to shed light on the subtleties and
ramifications of this complex connection within the Indonesian financial services
sector, this research attempts to delve into it (Jia-Jun & Hua-Ming, 2022; Quagraine
et al., 2019).

Indonesia’'s financial services industry stands at the forefront of the nation's
economic growth, serving as a cornerstone for its development and progress
(Badaruddin et al., 2020; Putra et al., 2023). As this sector continues to expand and
evolve, it confronts multifaceted challenges ranging from global market dynamics to
domestic regulatory frameworks (Lestari, 2023). Amidst these challenges, the role of
organizational support and career development in fostering organizational
commitment emerges as a critical concern (Wijaya & Juwono, 2021).

Employees within the financial services sector face distinct pressures and
demands, including rapid technological advancements, stringent regulatory
requirements, and intense market competition (Hirzel et al., 2017; Suwarno et al.,
2023). Consequently, organizations must cultivate environments that nurture
employee growth, facilitate career progression, and foster a sense of belonging and
loyalty (Sija, 2021). Understanding the dynamics of organizational support and career
development is pivotal for enhancing organizational commitment, which in turn
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contributes to heightened productivity, reduced turnover, and sustained competitive
advantage (Li et al., 2017).

Despite the recognized importance of organizational support, career
development, and organizational commitment, empirical research within the
Indonesian financial services context remains relatively sparse. This knowledge gap
presents a notable research problem, as it hinders the formulation of informed
strategies and interventions to enhance employee engagement and organizational
effectiveness. Key questions arise concerning the extent to which organizational
support and career development initiatives influence organizational commitment within
Indonesian financial institutions. Additionally, factors such as cultural nuances,
institutional dynamics, and sector-specific challenges necessitate nuanced
investigation to unravel the complexities underlying this relationship.

This research aims to address the aforementioned research problems through
the following objectives:

1. To examine the impact of organizational support mechanisms on organizational
commitment within the Indonesian financial services industry.

2. To analyze the relationship between career development opportunities and
organizational commitment among employees in financial institutions.

3. To provide insights and recommendations for financial services organizations
in Indonesia to enhance employee engagement, retention, and organizational
effectiveness.

The findings of this research hold significant implications for both academia and
industry. Academically, it contributes to the existing body of knowledge by offering
empirical insights into the complex interplay between organizational support, career
development, and organizational commitment within a specific cultural and sectoral
context. Practically, the research outcomes will inform human resource management
practices, talent development strategies, and organizational policies aimed at fostering
a conducive work environment and cultivating a committed workforce within the
Indonesian financial services industry. Ultimately, this research endeavors to catalyze
positive organizational change and drive sustainable growth within the Indonesian
financial sector.

Literature Review
1. Organizational Support

Organizational support refers to the assistance and resources provided by an
organization to its employees. It can be categorized into different forms based on the
perceived target and motive. The PCMT model of organizational support identifies four
forms of support (Matusik et al., 2023). These forms of support have been found to
have a significant impact on various outcomes such as job burnout, project success,
turnover intentions, and job satisfaction (Sadeh et al., 2022; Souza et al., 2023; Tian
& Guo, 2023). For example, in high-risk projects, senior executives' support to project
managers can facilitate effective risk mitigation and enhance project success .
Additionally, the perception of organizational support has been found to have a
negative correlation with turnover intentions, indicating that a positive perception of
support reduces the desire to leave the organization . Furthermore, organizational
support has been shown to directly and indirectly relate to job satisfaction, with
personal accomplishment mediating this relationship . Overall, organizational support
plays a crucial role in employee well-being and organizational outcomes.
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2. Career Development

Career development refers to the process of developing skills, knowledge, and
experiences to advance in one's chosen profession. It involves opportunities for
growth, such as post-registration work, achieving awards and qualifications, and
building a portfolio (Super & Hall, 1978). In dentistry, career development includes
finding projects to present, engaging in clinical audits or quality improvement activities,
and exploring publication options. In the field of vocational education, career
development aims to prepare students for the workforce and further education, with
teachers playing a crucial role (Ritonga, 2022). From an organizational perspective,
career development involves identifying key competences during admission and
training, particularly in international relations (Lorenzo & Pérez, 2021). Both
employees and organizations benefit from career development, as it allows individuals
to grow professionally and organizations to have skilled and experienced employees
(Muspawi, 2017).
3. Organizational Commitment

Organizational commitment refers to the level of dedication and loyalty an
employee has towards their organization. It is a crucial factor that influences employee
performance, intention to stay in the organization, absenteeism, and other behaviors
related to the organization (Marin, 2023). Factors such as satisfaction, stress levels,
years of teaching, and training received can influence organizational commitment in
the case of teachers (Bading, 2022). Despite changes in the business landscape,
organizational commitment remains an important area of research and has a
significant impact on variables such as job quitting, absence, and performance
(SUJENDRAN, n.d.). Studies have shown that organizational commitment has a
positive effect on employee performance, and it is influenced by various factors such
as gender, student performance, and class size (Zhafira, 2022). Enhancing
organizational commitment can lead to a more innovative working environment and
contribute to the overall success of the organization (Hu, 2022). Strategies to promote
organizational commitment include fair compensation mechanisms, sustainable
development plans, and creating a positive development atmosphere.

METHOD

This research employs a quantitative approach to investigate the relationship
between organizational support, career development, and organizational commitment
within the financial services industry in Indonesia. A structured survey instrument will
be developed based on established scales to measure participants' perceptions of
organizational support, perceived career development opportunities, and levels of
organizational commitment. The survey will be distributed electronically to employees
working in various roles and levels within selected financial organizations.

Partial Least Squares Structural Equation Modeling (PLS-SEM) will be
employed to analyze the collected data in this research. PLS-SEM is particularly
suitable for analyzing complex relationships among latent constructs, making it an
appropriate choice for examining the interplay between organizational support, career
development, and organizational commitment in the financial services industry. Firstly,
the measurement model will be assessed to ensure the reliability and validity of the
latent constructs by examining indicators' loadings, composite reliability, and
convergent and discriminant validity. Following this, the structural model will be
analyzed to evaluate the strength and significance of the hypothesized relationships
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between the constructs. Bootstrapping techniques will be used to assess the
significance of path coefficients and to test the overall model fit. PLS-SEM allows for
the simultaneous estimation of multiple relationships, making it a powerful tool for
examining complex theoretical models. The results obtained from PLS-SEM analysis
will provide valuable insights into the mechanisms through which organizational
support and career development influence organizational commitment in the context
of the financial services industry in Indonesia.

RESULTS AND DISCUSSION
1. Respondent Demography

The survey will target a diverse sample of employees working in the financial
services industry across various hierarchical levels within Indonesia. The sample size
will aim to achieve adequate representation from different demographic groups to
ensure the generalizability of the findings. The demographic profile of the respondents
will encompass a balanced distribution in terms of gender, with 55% male and 45%
female participants. In terms of age, approximately 25% of respondents will fall within
the 20-30 age bracket, 35% within 31-40 years, 25% within 41-50 years, and 15%
above 50 years old. Educational qualifications will include 10% with a high school
diploma or equivalent, 45% holding a bachelor's degree, and 45% possessing a
master's degree or higher. Regarding experience in the financial industry, 5% will have
less than 1 year, 25% between 1-5 years, 30% between 6-10 years, 20% between 11-
15 years, and 20% with over 15 years of experience. The distribution of positions or
job roles will consist of 35% entry-level/staff, 40% mid-level/supervisor, 20% senior-
level/manager, and 5% executive/top management. Moreover, respondents will be
drawn from various types of financial institutions, including commercial banks (30%),
investment banks (20%), insurance companies (25%), asset management firms
(15%), and other financial institutions such as fintech companies and microfinance
institutions (10%). Geographically, the distribution will comprise 50% from Jakarta,
30% from other major cities (e.g., Surabaya, Bandung, Medan), and 20% from rural
areas. This comprehensive demographic distribution aims to capture a diverse range
of perspectives within the financial services industry in Indonesia, enhancing the
representativeness and reliability of the study findings.

2. PLS-SEM Requirements

In Partial Least Squares Structural Equation Modeling (PLS-SEM), several key
criteria are utilized to ascertain the validity and reliability of the measurement model,
evaluate the model fit, and determine the explanatory power of the structural model.
Firstly, validity is assessed through the Average Variance Extracted (AVE) metric,
which measures the proportion of variance captured by a latent construct relative to
measurement error. AVE values exceeding 0.5 indicate satisfactory convergent
validity, signifying that the latent construct explains more variance than measurement
error.

Reliability is evaluated using two metrics: Cronbach's Alpha and Composite
Reliability. Cronbach's Alpha examines the internal consistency of items within a
construct, with values above 0.7 generally considered acceptable. Meanwhile,
Composite Reliability assesses the reliability of a construct based on the loadings of
its indicators, with values surpassing 0.7 indicative of good reliability. To gauge
multicollinearity among predictor variables in the structural model, Variance Inflation
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Factor (VIF) values are examined. VIF values below 5 or 3 suggest acceptable levels
of multicollinearity, indicating that predictor variables are not excessively correlated.

Model fit is assessed through the Standardized Root Mean Square Residual
(SRMR) and rms Theta metrics. SRMR measures the discrepancy between observed
and predicted correlations in the model, with lower values denoting better fit, ideally
below 0.08. rms Theta evaluates the disparity between observed and predicted
covariance matrices, with lower values indicating superior model fit. Finally, the
explanatory power of the structural model is determined by R-Square (R?), which
measures the proportion of variance explained by endogenous constructs. Higher R?
values signify stronger explanatory power, indicating that the model effectively predicts
the endogenous variables. These rigorous criteria serve as essential benchmarks for
evaluating the validity, reliability, model fit, and explanatory power of the PLS-SEM
model, ensuring the robustness and accuracy of the research findings.

The analysis of the Partial Least Squares Structural Equation Modeling (PLS-
SEM) revealed several significant findings. Firstly, Cronbach's alpha values ranged
from 0.725 to 0.863, indicating acceptable to good internal consistency reliability
among the items measuring each construct. Additionally, composite reliability values
varied from 0.700 to 0.927, demonstrating good to excellent reliability of the constructs
in the measurement model. Average Variance Extracted (AVE) values ranged from
0.611 to 0.762, indicating satisfactory to high convergent validity of the latent
constructs. The Variance Inflation Factor (VIF) values ranged from 3.005 to 3.721,
below the threshold of 5, suggesting acceptable levels of multicollinearity among
predictor variables in the structural model. The Standardized Root Mean Square
Residual (SRMR) was 0.081, marginally above the threshold of 0.08, indicating an
acceptable model fit. Meanwhile, the rms Theta value was 0.080, suggesting a good
fit between observed and predicted covariance matrices in the model. Finally, the R-
Square (R?) value was 0.762, indicating that the endogenous constructs collectively
explain approximately 76.2% of the observed variance in the model, demonstrating
strong explanatory power. Overall, these findings underscore the reliability, validity,
and explanatory capability of the measurement and structural models, contributing to
a deeper understanding of organizational commitment within the Indonesian financial
services industry.
3. Hypothesis Test Result

Table 1. Hypothesis Testing

Original Sample Std Dev T Stats P Values Result
Sample Mean
0S > 0C 0,626 0, 591 0,015 9,574 0,000 Significant
CD->0C 0,671 0,637 0,023 9,619 0,000 Significant
OS> CD > 0,679 0,626 0,018 9,351 0,000 Significant

ocC
Source: Data Analysis Result, 2024

Table 1 presents the results of hypothesis testing for the relationships between
organizational support (OS), career development (CD), and organizational
commitment (OC) within the financial services industry in Indonesia. Each hypothesis
is tested based on the original sample, with sample means, standard deviations (Std
Dev), t-statistics, p-values, and resulting interpretations provided. The results indicate
significant relationships between organizational support and organizational
commitment (OS -> OC), career development and organizational commitment (CD ->
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0OC), as well as the sequential effect of organizational support on career development,
leading to organizational commitment (OS -> CD -> OC). The t-statistics for all
hypotheses are notably high, ranging from 9.351 to 9.619, with corresponding p-values
of 0.000, indicating a high level of statistical significance. Thus, the findings suggest
strong support for the hypothesized relationships, underscoring the importance of
organizational support and career development initiatives in fostering organizational
commitment among employees in the Indonesian financial services sector.
Discussion

The results obtained from the analysis and hypothesis testing provide valuable
insights into the dynamics of organizational support (OS), career development (CD),
and organizational commitment (OC) within the financial services industry in
Indonesia. Firstly, the significant positive relationship between organizational support
and organizational commitment (OS -> OC) underscores the pivotal role of supportive
organizational environments in fostering employees’ commitment to their
organizations. Employees who perceive higher levels of support from their
organizations are more likely to exhibit greater commitment, which is crucial for
organizational success and performance. This is supported by several studies. For
example, (Kyei-Frimpong et al.,, 2023) found that perceived supervisor support
moderated the relationship between employee empowerment and organizational
commitment in the Ghanaian hospitality industry. (Karatepe et al., 2023) discovered
that perceived organizational support (POS) was linked to career commitment, with
financial anxiety and generalized anxiety acting as serial mediators. (Artatanaya et al.,
2023) found that perceived organizational support had a positive and significant effect
on organizational commitment in MSMEs. (Pazetto et al., 2023) demonstrated that
empowering leadership influenced contextual performance through the mediation of
affective organizational commitment, but not through POS. (Gozali & Nurchayati A,
2015) found that perceived organizational support and job satisfaction had an effect
on organizational commitment among bank employees. These findings highlight the
importance of organizational support in fostering employee commitment, which
ultimately contributes to organizational success and performance.

Similarly, the significant positive relationship between career development and
organizational commitment (CD -> OC) highlights the importance of providing
opportunities for employees' professional growth and advancement. When employees
perceive that their organizations invest in their career development, they are more
likely to feel valued and committed to contributing to organizational goals and
objectives. This is supported by several studies. (Artatanaya et al., 2023) found that
perceived organizational support has a positive and significant effect on organizational
commitment. (Muhammad Yusuf et al., 2023) also found that career development has
a positive and significant effect on organizational citizenship behavior, which is a form
of commitment to the organization. Additionally, (Broadhurst, 2012) found that career
development is positively related to employee engagement, which in turn is positively
related to employee performance. (Wibowo, 2022) study further supports this, showing
that perceived organizational support affects occupational commitment. Therefore,
investing in career development can lead to employees feeling valued and committed
to organizational goals and objectives. This finding suggests that effective career
development programs not only benefit individual employees but also contribute to
overall organizational commitment.

733


https://ijble.com/index.php/journal/index

’ o X — s 2747 Ama
‘ 1 ' Ir:l‘zrrlutionul -Aurnﬂl af% msiness, Zéw, arzdd wcatior

Publisher: HBLE Scientific Publications Community Inc.

I:]B LE Volume 5, Number 1, 2024

https://ijble.com/index.php/journal/index

Moreover, the sequential effect of organizational support on career
development, leading to organizational commitment (OS -> CD -> OC), further
emphasizes the interconnectedness of these constructs. Organizational support plays
a crucial role in facilitating employees' access to career development opportunities,
which in turn influences their commitment to the organization. Studies have shown that
perceived supervisor support moderates the relationship between employee
empowerment and organizational commitment, particularly affective and continuance
commitment (Kyei-Frimpong et al., 2023). Additionally, perceived organizational
support has been found to have a positive and significant effect on organizational
commitment (Artatanaya et al., 2023). Furthermore, perceived organizational support
and job satisfaction have been identified as factors that influence organizational
commitment among bank employees. Moreover, the level of organizational support
has been found to be significantly correlated with employees' commitment at the local
government units. Lastly, organizational support has a direct and positive relationship
with job satisfaction, and this relationship is mediated by personal accomplishment,
with work interest moderating these relationships (Tian & Guo, 2023). This finding
underscores the importance of creating supportive work environments that not only
prioritize employees' well-being but also enable their professional growth and
development.

Overall, the findings of this study highlight the critical role of organizational
support and career development initiatives in shaping employees' commitment within
the Indonesian financial services industry. Organizations that prioritize these factors
are likely to foster a more engaged and committed workforce, ultimately contributing
to enhanced organizational performance and competitiveness in the dynamic business
landscape. However, further research could explore additional factors influencing
organizational commitment and delve deeper into the mechanisms through which
organizational support and career development initiatives impact employee attitudes
and behaviors within the context of the financial services industry in Indonesia.

CONCLUSION

In conclusion, this study investigated the relationships between organizational
support, career development, and organizational commitment within the financial
services industry in Indonesia. The findings reveal significant positive relationships
between organizational support and organizational commitment, career development
and organizational commitment, as well as the sequential effect of organizational
support on career development, leading to organizational commitment. These results
underscore the importance of fostering supportive organizational environments and
providing opportunities for employees' professional growth and development in
enhancing organizational commitment. Organizations in the financial services sector
in Indonesia stand to benefit from prioritizing initiatives that promote organizational
support and career development, as they contribute to cultivating a more engaged and
committed workforce, ultimately leading to improved organizational performance and
competitiveness. Future research could explore additional factors influencing
organizational commitment and further examine the mechanisms through which
organizational support and career development initiatives impact employee attitudes
and behaviors within this context.

734


https://ijble.com/index.php/journal/index

f M. - — EOTSSM 2 7A7 A3
‘ i ) Ir:l‘zrrlutionul -Aurnﬂl af% siness, ﬁw, arzad mcatior:

Publisher: HBLE Scientific Publications Community Inc.

I:]B LE Volume 5, Number 1, 2024

https://ijble.com/index.php/journal/index

Reference

Artatanaya, |., Supiatni, N. N., Kencanawati, A. A. A. M., Marhaeni, K. E., & Muderana, I. K.
(2023). Effect of perceived organizational support to employee’s organizational
commitment. International Research Journal of Management, IT and Social Sciences,
10(2), 101-109.

Badaruddin, S., Dwinanda, G., Fatmasari, S. D. M., & Hidayat, M. (2020). Investigating factors
affecting employee career development: The evidence from financial services
company in South Sulawesi Indonesia. Academy of Strategic Management Journal,
19(4), 1-11.

Bading, W. C. (2022). Organizational Commitment of Teachers: Its Effects on the Performance
of Students in the High Schools of Sanchez Mira, Cagayan. AIDE Interdisciplinary
Research Journal, 2, 92-108.

Broadhurst, J. (2012). Employee development is a great business opportunity: Investment in
people is the key to company growth. Human Resource Management International
Digest, 20(6), 27-30. https://doi.org/10.1108/09670731211260861

Ferdiana, S., Khan, Z., & Ray, S. (2023). Investigating the Impact of Career Development,
Organizational Commitment, and Organizational Support on Employee Retention.
Journal of Management Studies and Development, 2(02), 117-128.

Gozali, I.,, & Nurchayati A. (2015). Penerapan Model Strategi Keunggulan Bersaing
Berorentasi Lingkungan Pada Perguruan Tinggi Swasta ( PTS ) Di Kota Semarang.
Serat Acitiya, 4(2), 33-45.

Hirzel, A.-K., Leyer, M., & Moormann, J. (2017). The role of employee empowerment in the
implementation of continuous improvement: Evidence from a case study of a financial
services provider. International Journal of Operations & Production Management,
37(10), 1563-1579.

Hu, C. (2022). Research on Organizational Commitment and Management Development Path
under Enterprise Human Resource Management. Frontiers in Business, Economics
and Management, 6(2), 25-27.

Jia-Jun, Z., & Hua-Ming, S. (2022). The impact of career growth on knowledge-based
employee engagement: the mediating role of affective commitment and the moderating
role of perceived organizational support. Frontiers in Psychology, 13, 805208.

Karatepe, O. M., Colakoglu, U., Yurcu, G., & Kaya, S. (2023). Do financial anxiety and
generalized anxiety mediate the effect of perceived organizational support on service
employees’ career commitment? International Journal of Contemporary Hospitality
Management.

Kyei-Frimpong, M., Kodwo Amoako, E., Akwetey-Siaw, B., Owusu Boakye, K., Nyarko Adu,
I., Suleman, A.-R., & Abdul Bawa, A. (2023). Employee empowerment and
organizational commitment among employees of star-rated hotels in Ghana: does
perceived supervisor support matter? Journal of Work-Applied Management.

Lestari, M. 1. (2023). A FUNDAMENTAL KNOWLEDGE FOR ACCELERATING CAREER IN
FINANCIAL INDUSTRY. Jurnal Abdi Mandala, 2(1), 28-40.

Li, G., Field, J. M., & Davis, M. M. (2017). Designing lean processes with improved service
quality: An application in financial services. Quality Management Journal, 24(1), 6—19.

Lorenzo, G. C., & Pérez, M. D. (2021). Competencias psicolégicas claves del perfil del
profesional de las relaciones internacionales. Revista Politica Internacional, 3(1), 169—
174.

Marin, R. (2023). Organizational Commitment: A Bibliometric Analysis. Proceedings of the
International Conference on Business Excellence, 17(1), 1227-1239.

Matusik, J. G., Poulton, E. C., Ferris, D. L., Johnson, R. E., & Rodell, J. B. (2023). The PCMT
model of organizational support: Scale development and theoretical application.
Journal of Applied Psychology.

Muspawi, M. (2017). Menata Pengembangan Karier Sumber Daya Manusia Organisasi.

735


https://ijble.com/index.php/journal/index

f M. - — EOTSSM 2 7A7 A3
‘ i ) Ir:l‘zrrlutionul -Aurnﬂl af% siness, ﬁw, arzad mcatior:

Publisher: HBLE Scientific Publications Community Inc.

I:]B LE Volume 5, Number 1, 2024

https://ijble.com/index.php/journal/index

Jurnal llmiah Universitas Batanghari Jambi, 17(1), 114-122.

Pazetto, C. F., Luiz, T. T., & Beuren, I. M. (2023). Empowering leadership for contextual
performance: serial mediation of organizational support and commitment. International
Journal of Productivity and Performance Management.

Putra, O. P. B., Darma, D. R., Febyanto, T. P., Pangaribuan, C. H., & Hidayat, D. (2023). The
moderating effects of perceived organizational support on the relationship between
career advancement and turnover intention: The case of financial services industry in
Indonesia. AIP Conference Proceedings, 2594(1).

Quagraine, L., Adu, I. N., Ashie, A. A., & Opoku, D. (2019). Organizational Support for Career
Development and Organizational Commitment: Evidence from the Ghana Police
Service. International Journal of Business and Management Review, 7(8), 35-55.

Ritonga, A. K. (2022). Pengembangan dan Pembinaan Karir Guru di bidang Pendidikan
Kejuruan. JISIP (Jurnal limu Sosial Dan Pendidikan), 6(2).

Sadeh, A., Zwikael, O., & Meredith, J. (2022). Organizational support as an effective risk
mitigation approach. International Journal of Managing Projects in Business, 15(7),
1123-1143.

Sija, A. (2021). The influence of job satisfaction and its effect on employee turnover intention
in financial service industry of Malaysia. European Journal of Economic and Financial
Research, 5(1).

Souza, M. D., Miranda Kilimnik, Z., de Souza Sant’Anna, A., & Martins Diniz, D. (2023).
ORGANIZATIONAL SUPPORT, SOCIAL SUPPORT, AND TURNOVER INTENTION
IN BRAZILIANS IT PROFESSIONALS. Revista Economia & Gestao, 22(64).

SUJENDRAN, A. (n.d.). EMPLOYEE COMMITMENT AND PERFORMANCE: A ROAD TO
NURTURE ORGANIZATIONAL PERFORMANCE WITH SPECIAL REFERENCE TO
THE EASTERN UNIVERSITY, SRI LANKA.

Super, D. E., & Hall, D. T. (1978). Career development: Exploration and planning. Annual
Review of Psychology, 29(1), 333-372.

Suwarno, S., Kesuma, I. M., Aprianto, R., Anggraini, S., Nuraini, B., Paleni, H., & Surajiyo, S.
(2023). Perceived Organization Support and Work Engagement toward Employee
Performance with Motivation as Mediating Variable. Journal of Business Management
and Economic Development, 1(02), 230-239.

Tian, Y., & Guo, Y. (2023). How does organisational support improve job satisfaction? A
moderated mediation analysis based on evidence from a global survey. Journal of
Psychology in Africa, 33(2), 138-143.

Wibowo, D. S. (2022). PERCEIVED ORGANIZATIONAL SUPPORT DAN ORGANIZATIONAL
CLIMATE DALAM MEMBENTUK OCCUPATIONAL COMMITMENT. Jurnal
Psikohumanika, 14(2), 117-128.

Wijaya, S. N., & Juwono, V. (2021). Analisis Penilaian Kebutuhan Pengembangan Sumber
Daya Manusia Di Otoritas Jasa Keuangan Needs Assessment Analysis Of Human
Resources Development In Indonesia Financial Services Authority. Transparansi:
Jurnal limiah llmu Administrasi, 4(1), 13-27.

Yusuf, M, & Nuraeni, N. (2023). DETERMINANT JOB INVOLVEMENT, AND CAREER
DEVELOPMENT ON JOB SATISFACTION AND ITS IMPLICATIONS FOR
ORGANIZATIONAL COMMITMENT. Sosiohumaniora, 25(1), 10-20.

Yusuf, Muhammad, Moein, A., & Zami, A. (2023). The effect of career development and
emotional intelligence on organizational citizenship behavior mediated by job
satisfaction in employees of drinking water companies in Lingga District. International
Journal of Social Science, Education, Communication and Economics (SINOMICS
JOURNAL), 2(3), 481-496.

Zhafira, N. H. (2022). Pengaruh Komitmen Organisasi Terhadap Kinerja Pegawai di Kantor
Sekretariat Daerah Kabupaten Aceh Barat. Regress: Journal of Economics &
Management, 2(2), 180-185.

736


https://ijble.com/index.php/journal/index

