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 This study aims to analyze the influence of the variables of supervisory 
support, job involvement and task ability on career satisfaction and 
promotion supported by moderating variables of job involvement and 
task ability at leader and managerial levels of Rural Bank employees. 
The research data came from 30 respondents who worked as leaders 
to managerial level employees at the Batam’s Rural Banks. The 
research data were obtained through the Non Probability Sampling 
method and the sample selection technique used was census sampling 
(saturated). The data obtained were processed using the Smart Partial 
Least Squares method. The results of the study states that career 
supervisory support variables did not significantly influence career 
satisfaction and promotion. Meanwhile, significant indirect effects were 
found on the task ability variable moderated the relationship between 
career supervisory support and career satisfaction. 

 

 Keywords: Career Satisfaction, Rural Credit Bank, Supervisory 
Support, Task Proviciency, Work Engagement. 

   

 ABSTRAK 

 
Penelitian ini bertujuan untuk menganalisis pengaruh variabel dukungan 
pengawasan, keterlibatan kerja dan kemampuan tugas terhadap 
kepuasan karir dan promosi jabatan yang didukung oleh variabel 
moderasi keterlibatan kerja dan kemampuan tugas pada tingkat 
pimpinan dan manajerial pegawai BPR. Data penelitian berasal dari 30 
responden yang bekerja sebagai pimpinan hingga pegawai tingkat 
manajerial pada BPR Batam. Data penelitian diperoleh melalui metode 
Non Probability Sampling dan teknik pemilihan sampel yang digunakan 
adalah sampling sensus (jenuh). Data yang diperoleh diolah dengan 
menggunakan metode Smart Partial Least Squares. Hasil penelitian 
menyatakan bahwa variabel dukungan supervisor karir tidak 
berpengaruh signifikan terhadap kepuasan karir dan promosi jabatan. 
Sementara itu, pengaruh tidak langsung yang signifikan ditemukan pada 
variabel kemampuan tugas memoderasi hubungan antara dukungan 
pengawas karir dan kepuasan karir. 
 

 Kata Kunci: Bank Perkreditan Rakyat, Dukungan Atasan, 
Kepuasan Karir, Kemampuan Tugas, Keterlibatan 
Kerja. 
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PRELIMINARY 

Rural Credit Bank or BPR Bank 

takes a very important role in lending 

funds for capital to build a business in 

Batam City. In fact, Batam City is one of 

the overseas cities that become a 

destination for newcomers to set up a 

business. In addition to having a strategic 

location, Batam City also gets special 

privileges in the form of an attractive tax-

free area asking entrepreneurs to open a 

number of businesses. Every BPR in 

Batam City would want to take this good 

opportunity to develop its business and 

also need the role and performance of 

human resources to support the business 

development process. In order to make 

operational activities run well, each BPR 

Bank certainly has competent human 

resource management in creating the 

stability of its organization. The process of 

BPR development in Batam is shown 

through the BPR Bank Profit and Loss 

Report in Batam City for the last three 

years where in 2017 total income was 

Rp78,383,172, in 2018 total income was 

Rp81,876,530 and in 2019 total income 

was Rp54,379,203. 

The data above shows that there was 

a decline in assets in 2019 by 34% while 

the increase in assets in 2018 was only 4%. 

Based on these data it can be concluded 

that behind the growth in the number of 

BPRs in Batam City, the development and 

results of company performance are not as 

good as they should be. The main problem 

that causes a decrease in the quality of 

company performance lies in the decline in 

the performance results of its employees. 

According to Sutanto (2002), controlling a 

company's business represents the work of 

its employees, so if the company's workers 

have good performance, then the company 

will have good performance too. 

Conversely, if employee performance is 

reduced, the company's performance will 

also be reduced. Therefore, the company 

will try to maintain the performance of its 

employees as much as possible to achieve 

better work and productivity and can 

operate in accordance with the objectives 

desired by the company to enable the 

company to maintain its existence. 

According to Thamrin (2014), the success 

and failure of a business is highly 

dependent on the HR management system. 

Bosses play a crucial role in the 

implementation and supervision of the HR 

management system. HR management 

system can be said to be successful if an 

employee makes progress in working, has 

a feeling of satisfaction in every position / 

position entrusted by the company / boss, 

as well as increased knowledge and 

experience that is realized in successful 

career outcomes. Therefore, in creating 

better human resources, a superior is 

needed as a leader figure who is reliable 

and given special training and is given 

maximum support in order to carry out the 

duties and responsibilities in guiding 

employees or team members to the 

maximum.  

Based on the background description that 

has been discussed, it is necessary to do 

research to determine the effect of support, 

skills in carrying out a job, training, 

employee involvement in work and 

promotion of positions that affect 

employee performance. Therefore, the 

authors take the title of the research 

"Analysis of the Effects of Supervision 

Support on Career and Promotion 

Results at the Rural Credit Bank in 

Batam" 
 

RESEARCH METHODS 

This research uses a survey 

method where according to Sugiyono 

(2013), the notion of survey method is 

research conducted by distributing 

questionnaires as a medium for collecting 

data in a population and using the results 

taken from that population to serve as 
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learning material and testing references, 

so that a relationship is found between 

variables in a study conducted. Based on 

its purpose, the research conducted is 

basic research (fundamental research). 

The purpose of this research is to develop 

new knowledge from research that has 

previously been done. Based on the 

characteristics of the problem, this study 

is included in a causal-comparative study 

which aims to determine the cause and 

effect relationship of two or more 

variables (Indriantoro & Supomo, 2011). 

The population of this study refers 

to local banks which specifically only 

accept money deposits or savings in the 

form of time deposits as the main 

business owned by the BPR Bank. While 

the object of research is supervisors / 

superiors who work at the company. The 

sampling technique that will be used is the 

non-probability sampling technique, 

which is a technique in the process of 

taking a sample where not all individuals 

in a population are selected to become 

research samples. Saturated sampling 

(census) is a type of non-probability 

sampling that will be used in this study. 

Sampling census is a method sampling 

that makes all members of the population 

a research sample (Sugiyono, 20013)  

The questionnaire in this study 

uses the London Likert scale (1993) from 

scale 1 which indicates strongly disagree 

(STS) to scale 5 which indicates strongly 

agree (SS) and all material is presented in 

Indonesian. To avoid unexpected errors, 

the author provides 25 sets of 

questionnaires and a Google form link 

with 33 questions. 

Data from this study were 

obtained from respondents through 

intermediaries between acquaintances. 

Data collection using the questionnaire 

method and online leaflets. The 

questionnaire was online distributed in 

the form of a google form link to 

acquaintances who worked at BPR 

through social media Whatsapp. While in 

the form of leaflets, distributed through 

intermediaries Customer Service and 

Security. Of the 25 questionnaire leaflets 

distributed, there were only 20 

questionnaires that were completely filled 

and in accordance with the criteria, as 

many as 2 questionnaires were 

incomplete, and as many as 3 

questionnaires did not fit the criteria. 

Whereas through Google Form, the 

response from the target respondents 

received was less than 20 people. 

 The author uses panel regression 

analysis method. Through this method the 

authors can make conclusions about the 

relationship between independent 

variables with the dependent variable.  

Data analysis can be done through 

several steps including starting with 

descriptive statistics, CMB (Common 

Biases Method)test, AVE (Average 

Variance Extracted)test, Composite 

Reliabilitytest, F test, t test, andtest 

Goodness of Fit. 

 

RESULT AND DISCUSSION 

In Table 1.1 shows AVE values 

above 0.5 are stated to have good validity 

values. Based on data from table 1.1, 

AVE data is declared valid because the 

values on the variable support career 

supervision, task ability, career 

satisfaction, job involvement and 

promotion each have a value of 0.541; 

0.737; 0.668; 0.512; 0.593 which overall 

the sample mean value has reached above 

0.5. 

Table 1 Validity Test 

Variable AVE Conclusion 

Career 

supervision 

support 

0.541 Valid 

Task ability 0.737 Valid 

Career 

satisfaction 

0.668 Valid 

Job 

involvement 

0.512 Valid 

promotion 0.593 Valid 
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Source: Data Processed (2020) 

 

Reliability of a research data by 

using Smart PLS as a data processing 

media. In table 1.2 it can be seen that the 

variables of career supervision support, 

task ability, career satisfaction, job 

involvement and promotion each indicate 

a value of 0.809; 0.889; 0.904; 0.827; 

0.897 which means it has shown a value 

of more than 0.7, so it can be concluded 

that all the variables in the study are 

reliable (Chin, 1998 and Hair et al., 

2011). 

 

Table 1.2 

Realibilty Test 

Source: Data Processed (2020). 

 

this study using the t-statistics on 

the path coefficients. If the value of t-

statistics is more than 1.96, then the 

research variable is declared valid and 

vice versa. From the values t-statistics it 

can be concluded that (1) the independent 

variable supports employee supervision 

there is no significant effect on career 

satisfaction with a t-statistics value of 

1.708 or below 1.96 with a probability of 

under 5%. (2) the independent variable of 

employee supervision support has no 

significant effect on promotion with a t-

statistics value of 1.333 or below 1.96 

with a probability of under 5%. (3) the job 

involvement variable has no significant 

effect on career satisfaction with a t-

statistics value of 1.702 or below 1.96 

with a probability under 5%. (4) the job 

involvement variable had no significant 

effect on promotion with a value t-

statistics of 0.210 or below 1.96 with a 

probability of under 5%. (5) task ability 

variable has a significant positive effect 

on career satisfaction with a t-statistics 

value of 2.146 or above 1.96 with a 

probability above 5%. (6) the task ability 

variable has no significant effect on 

promotion with a t-statistics value of 

0.536 or below 1.96 with a probability 

under 5%. (7) task ability variable has a 

significant positive effect on job 

involvement with a t-statistics value 

2,371 or above 1.96 with a probability 

above 5%. (8) the independent variable of 

employee supervision support has a 

significant positive effect on job 

involvement with a t-statistics value of 

4.557 or above 1.96 with a probability 

above 5%. 

Model test with mediating variables 

of work attachment and ability of tasks 

carried out simultaneously together with 

the independent variables support career 

supervision and the dependent variable of 

career satisfaction and promotion. 

Analysis in testing structural models with 

mediating variables uses the value of t-

statistics on the indirect effect. From the 

values t-statistics it can be concluded that 

(1) the independent variable supports 

employee supervision there is no 

significant effect on career satisfaction 

with a t-statistics value of 1.445 or below 

1.96 with a probability of under 5%. (2) 

the independent variable of employee 

supervision support has no significant 

effect on promotion with a value t-

statistics of 0.191 or below 1.96 with a 

probability of under 5%. (3) the task 

ability variable has no significant effect 

on career satisfaction with a t-statistics 

value of 1.319 or below 1.96 with a 

probability under 5%. (6) the task ability 

variable has no significant effect on 

Variable Composite 

Reliability 

Conclus

ion 

Career 

supervision 

support 

0.812 Reliable 

Task ability 0.891 Reliable 

Career 

satisfaction 

0.906 Reliable 

Job 

involvemen

t 

0.829 Reliable 

promotion 0.892 Reliable 
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promotion with a t-statistics value of 

0.183 or below 1.96 with a probability of 

under 5%. 

Coefficient test in this study uses R 

Square Adjusted which aims to show the 

percentage of model compatibility 

between independent, mediating and 

dependent variables. The value of R 

Square is 0.67 (strong), 0.33 (moderate) 

and 0.19 (weak). The value of R Square 

Adjusted on the mediation variable of 

work involvement 0.491 (49.1%), which 

means that career supervision support as 

an independent variable can explain job 

involvement as a mediating variable as 

much as 49.10%. Whereas for the other 

50.9% explained by other variables not 

examined in this study. 

The value of R Square on the 

dependent variable career satisfaction and 

promotion. Career satisfaction variable 

has a value of R Square 0.620 (62%) 

which means job involvement as a 

mediating variable can explain career 

satisfaction as the dependent variable as 

much as 62% and promotion as the 

dependent variable as much as 34.5%. As 

for the value of 38% remaining from the 

career satisfaction variable and the value 

of 65.5% remaining from the promotion 

variable is explained by other variables 

not examined in this study. 

 

CONCLUSION 

The conclusions from the research 

on the influence of Career Control 

Support variables that are mediated and 

moderated by the Job Engagement and 

Task Ability variables to the dependent 

Career Satisfaction and Promotion are as 

follows: 

H1 is rejected, Career Supervision 

Support as an independent variable is not 

significantly related to the Career 

Satisfaction dependent variable (a) and 

Promotion (b) forlevel employees of 

leader and managerialBank Perkreditan 

Rakyat in Batam. The results of the study 

are shown in accordance with research by 

Griffin et al., (2001) but not in accordance 

with research by Yang et al., (2018), 

Wickramasinghe and Jayaweera (2010), 

Achour et al., (2017), Chen et al., (2012), 

Yadav and Rangnekar (2015). Data 

analysis shows that the first hypothesis of 

this study was rejected. 

H2 is rejected, Job Involvement 

cannot influence a significant relationship 

between Career Supervision Support and 

Career Satisfaction (a) and Promotion (b) 

at the Rural Credit Bank in Batam. The 

results of the study are shown in 

accordance with the research of 

Diedericks and Rothmann (2013) but not 

in accordance with the research of Yang 

et al., (2018), Barnes and Collier (2013), 

Höper et al., (2012), Giallonardo et al., 

(2010), Ilkhanizadeh and Karatepe 

(2017), Eldor (2016). Data analysis 

shows that the second potential of this 

study was rejected. 

H3 (a) is accepted, Task 

Capability influences the positive 

significant relationship between Career 

Supervision Support and Career 

Satisfaction at Rural Credit Banks in 

Batam. The results of the study are shown 

in accordance with research Yang et al., 

(2018). Data analysis shows that the third 

hypothesis (a) of this study was accepted. 

H3 (b) is rejected, Job Capability does not 

affect the positive significant relationship 

between Career Supervision Support and 

Promotion at the Rural Credit Bank in 

Batam. The results of the research shown 

are not in accordance with research 

studies of Yang et al., (2018). Data 

analysis shows that the third hypothesis 

(b) of this study was rejected. 

H4 is accepted, Job Capability 

influences the significant positive 

relationship between Career Oversight 

Support to Employment Involvement in 

Rural Credit Banks in Batam. The results 

of the study are shown in accordance with 

research by Yang et al., (2018), but not in 

accordance with research Hayton et al., 

(2012). Data analysis shows that the 
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fourth hypothesis of this study was 

accepted. 

H5 is accepted, Career 

Supervision Support has a significant 

positive effect on Employment 

Involvement in Rural Credit Banks in 

Batam. The results of the study are shown 

in accordance with research by Yang et 

al., (2018), Swanberg et al., (2011), 

Calderón et al., (2013). Data analysis 

shows that the fifth hypothesis of this 

study was accepted. 

 

GRATITUDE 

Give thanks to Lord, because of His 

power and will author can keep writing. 

Thanks to Universitas Internasional 

Batam, because keep encouraging me to 

writing. Thanks to family, to father, 

mother, wife that become author 

inspiration. Thanks to colleagues that 

always remind author to write. 

BIBLIOGRAPHY 

Babin, Barry J., and James S. Boles. “The 

Effects of Perceived Co-Worker 

Involvement and Supervisor 

Support on Service Provider Role 

Stress, Performance and Job 

Satisfaction.” Journal of Retailing 

72, no. 1 (1996): 57–75. 

https://doi.org/10.1016/S0022-

4359(96)90005-6. 

Bakker, Arnold B. “An Evidence-Based 

Model of Work Engagement.” 

Current Directions in 

Psychological Science 20, no. 4 

(2011): 265–69. 

https://doi.org/10.1177/09637214

11414534. 

Barnes, Donald C., and Joel E. Collier. 

“Investigating Work Engagement 

in the Service Environment.” 

Journal of Services Marketing 27, 

no. 6 (2013): 485–99. 

https://doi.org/10.1108/JSM-01-

2012-0021. 

Chen, Ziguang, Hongwei Sun, Wing Lam, 

Qing Hu, Yuanyuan Huo, and Jian 

An Zhong. “Chinese Hotel 

Employees in the Smiling Masks: 

Roles of Job Satisfaction, Burnout, 

and Supervisory Support in 

Relationships between Emotional 

Labor and Performance.” 

International Journal of Human 

Resource Management 23, no. 4 

(2012): 826–45. 

https://doi.org/10.1080/09585192.

2011.579918. 

Diedericks, Elsabé, and Sebastiaan 

Rothmann. “Flourishing of 

Information Technology 

Professionals: The Role of Work 

Engagement and Job 

Satisfaction.” Journal of 

Psychology in Africa 23, no. 2 

(2013): 225–33. 

https://doi.org/10.1080/14330237.

2013.10820618. 

Eldor, Liat. “Work Engagement: Toward 

a General Theoretical Enriching 

Model.” Human Resource 

Development Review 15, no. 3 

(2016): 317–39. 

https://doi.org/10.1177/15344843

16655666. 

Giallonardo, Lisa M., Carol A. Wong, and 

Carroll L. Iwasiw. “Authentic 

Leadership of Preceptors: 

Predictor of New Graduate 

Nurses’ Work Engagement and 

Job Satisfaction.” Journal of 

Nursing Management 18, no. 8 

(2010): 993–1003. 

https://doi.org/10.1111/j.1365-

2834.2010.01126.x. 

Griffin, Mark A., Andrew Neal, and 

Sharon K. Parker. “A New Model 

of Work Role Performance: 

Positive Behavior in Uncertain and 

Interdependent Contexts.” 

Academy of Management Journal 

50, no. 2 (2007): 327–47. 

https://doi.org/10.5465/AMJ.2007

.24634438. 

Griffin, Mark A., Malcolm G. Patterson, 

and Michael A. West. “Job 

Satisfaction and Teamwork: The 

https://doi.org/10.1111/j.1365-2834.2010.01126.x
https://doi.org/10.1111/j.1365-2834.2010.01126.x


 

Antony Sentoso1* Volume 2 Number 2 (2020) 

 

JGBMR    20 

Role of Supervisor Support.” 

Journal of Organizational 

Behavior 22, no. 5 (2001): 537–50. 

https://doi.org/10.1002/job.101. 

Griffin, Mark A, and Sharon K Parker. 

“<Griffin_Neal_Parker_Performa

nce_Amj_2007.Pdf>” 50, no. 2 

(2007): 327–47. 

Harris, Kenneth J., K. Michele Kacmar, 

and Dawn S. Carlson. “An 

Examination of Temporal 

Variables and Relationship 

Quality on Promotability 

Ratings.” Group and Organization 

Management 31, no. 6 (2006): 

677–99. 

https://doi.org/10.1177/10596011

06286889. 

Hayton, James C, Michal Biron, and Liza 

Castro Christiansen. “Book 

Review” 51, no. 3 (2012): 457–59. 

https://doi.org/10.1002/hrm. 

Howell, Jon P. “‘Substitutes for 

Leadership: Their Meaning and 

Measurement’--An Historical 

Assessment.” Leadership 

Quarterly 8, no. 2 (1997): 113–16. 

http://citeseerx.ist.psu.edu/viewdo

c/download?doi=10.1.1.912.1864

&rep=rep1&type=pdf. 

Ilkhanizadeh, Shiva, and Osman M. 

Karatepe. “An Examination of the 

Consequences of Corporate Social 

Responsibility in the Airline 

Industry: Work Engagement, 

Career Satisfaction, and Voice 

Behavior.” Journal of Air 

Transport Management 59 (2017): 

8–17. 

https://doi.org/10.1016/j.jairtrama

n.2016.11.002. 

Insarov, V. V. “Structural and Linguistic 

Algorithm for Image Processing 

and Recognition of Patterns in 

Aerial Images in the Guidance 

System of an Aircraft.” Journal of 

Computer and Systems Sciences 

International 43, no. 1 (2004): 

136–44. 

Ito, Jack K., and Céleste M. Brotheridge. 

“Does Supporting Employees’ 

Career Adaptability Lead to 

Commitment Turnover, or Both?” 

Human Resource Management 44, 

no. 1 (2005): 5–19. 

https://doi.org/10.1002/hrm.20037

. 

Jiang, James J., and Gary Klein. 

“Supervisor Support and Career 

Anchor Impact on the Career 

Satisfaction of the Entry-Level 

Information Systems 

Professional.” Journal of 

Management Information Systems 

16, no. 3 (1999): 219–40. 

https://doi.org/10.1080/07421222.

1999.11518262. 

Johnson, David W. “Social 

Interdependence: 

Interrelationships among Theory, 

Research, and Practice.” American 

Psychologist 58, no. 11 (2003): 

934–45. 

https://doi.org/10.1037/0003-

066X.58.11.934. 

JUDGE, TIMOTHY A., DANIEL M. 

CABLE, JOHN W. BOUDREAU, 

and ROBERT D. BRETZ. “An 

Empirical Investigation of the 

Predictors of Executive Career 

Success.” Personnel Psychology 

48, no. 3 (1995): 485–519. 

https://doi.org/10.1111/j.1744-

6570.1995.tb01767.x. 

Kang, Hee Jung (Annette), Anthony 

Gatling, and Jungsun (Sunny) 

Kim. “The Impact of Supervisory 

Support on Organizational 

Commitment, Career Satisfaction, 

and Turnover Intention for 

Hospitality Frontline Employees.” 

Journal of Human Resources in 

Hospitality and Tourism 14, no. 1 

(2015): 68–89. 

https://doi.org/10.1080/15332845.

2014.904176. 

Lin, J. Barry, Christos Pantzalis, and Jung 

Chul Park. “Derivatives Use, 



 

Antony Sentoso1* Volume 2 Number 2 (2020) 

 

JGBMR    21 

Information Asymmetry, and Mnc 

Post-Acquisition Performance.” 

Financial Management 38, no. 3 

(2009): 631–61. 

https://doi.org/10.1111/j.1755-

053X.2009.01050.x. 

Loi, Raymond, Ka W. Chan, and Long W. 

Lam. “Leader-Member Exchange, 

Organizational Identification, and 

Job Satisfaction: A Social Identity 

Perspective.” Journal of 

Occupational and Organizational 

Psychology 87, no. 1 (2014): 42–

61. 

https://doi.org/10.1111/joop.1202

8. 

London, Manuel. “Relationships between 

Career Motivation, Empowerment 

and Support for Career 

Development.” Journal of 

Occupational and Organizational 

Psychology 66, no. 1 (1993): 55–

69. https://doi.org/10.1111/j.2044-

8325.1993.tb00516.x. 

Maurer, Todd J., Elizabeth M. Weiss, and 

Francisco G. Barbeite. “A Model 

of Involvement in Work-Related 

Learning and Development 

Activity: The Effects of 

Individual, Situational, 

Motivational, and Age Variables.” 

Journal of Applied Psychology 88, 

no. 4 (2003): 707–24. 

https://doi.org/10.1037/0021-

9010.88.4.707. 

Robinson, J Mack. “Structural 

Determinants of Job Satisfaction 

and Organizational Commitment 

in Turnover Models.” Human 

Resource Management Review 9, 

no. 4 (2000): 479–93. 

Schaufeli, Wilmar B., Arnold B. Bakker, 

and Marisa Salanova. “Short 

UWES.” Educational and 

Psychological Measurement, 

2006, 701–16. 

https://doi.org/10.1177/00131644

05282471. 

“Seibert, Kraimer & Crant PP 2001.Pdf,” 

2001. 

Shanock, Linda Rhoades, and Robert 

Eisenberger. “When Supervisors 

Feel Supported: Relationships 

with Subordinates’ Perceived 

Supervisor Aupport, Perceived 

Organizational Support, and 

Performance.” Journal of Applied 

Psychology 91, no. 3 (2006): 689–

95. https://doi.org/10.1037/0021-

9010.91.3.689. 

Shepardson, Daniel, Bryan Wee, Michelle 

Priddy, and Jon Harbor. “The 

Challenge of Altering Elementary 

School Teachers’ Beliefs and 

Practices Regarding Linguistic 

and Cultural Diversity in Science 

Instruction.” Journal of Research 

in Science Teaching 44, no. 2 

(2007): 1269–91. 

https://doi.org/10.1002/tea. 

Shively, John E., Vickie Spayth, Charles 

W. Todd, Fong Fu Chang, Leonard 

Klein, Cary A. Presant, and Gerald 

E. Metter. “Serum Levels of 

Carcinoembryonic Antigen and a 

Tumor-Extracted 

Carcinoembryonic Antigen-

Related Antigen in Cancer 

Patients.” Cancer Research 42, no. 

6 (1982): 2506–13. 

Skaalvik, Einar M., and Sidsel Skaalvik. 

“Does School Context Matter? 

Relations with Teacher Burnout 

and Job Satisfaction.” Teaching 

and Teacher Education 25, no. 3 

(2009): 518–24. 

https://doi.org/10.1016/j.tate.2008

.12.006. 

Sun, Li, and Chanchai 

Bunchapattanasakda. Employee 

Engagement: A Literature Review. 

International Journal of Human 

Resource Studies. Vol. 9, 2019. 

https://doi.org/10.5296/ijhrs.v9i1.

14167. 

Swanberg, Jennifer E., Sharon P. 

McKechnie, Mamta U. Ojha, and 

Jacquelyn B. James. “Schedule 

https://doi.org/10.1016/j.tate.2008.12.006
https://doi.org/10.1016/j.tate.2008.12.006


 

Antony Sentoso1* Volume 2 Number 2 (2020) 

 

JGBMR    22 

Control, Supervisor Support and 

Work Engagement: A Winning 

Combination for Workers in 

Hourly Jobs?” Journal of 

Vocational Behavior 79, no. 3 

(2011): 613–24. 

https://doi.org/10.1016/j.jvb.2011.

04.012. 

Villa, Jennifer R., Jon P. Howell, Peter W. 

Dorfman, and David L. Daniel. 

“Problems with Detecting 

Moderators in Leadership 

Research Using Moderated 

Multiple Regression.” Leadership 

Quarterly 14, no. 1 (2003): 3–23. 

https://doi.org/10.1016/S1048-

9843(02)00184-4. 

Vincent-Höper, Sylvie, Clara Muser, and 

Monique Janneck. 

“Transformational Leadership, 

Work Engagement, and 

Occupational Success.” Career 

Development International 17, no. 

7 (2012): 663–82. 

https://doi.org/10.1108/13620431

211283805. 

Welbourne, Theresa M, and Diane E 

Johnson. “The Role-Based 

Pereormance Scale: Validity 

Analysis Oe a Theory-Based 

Measure” 53, no. 2 (2007): 829–

36. 

https://doi.org/10.1016/j.electacta.

2007.07.062. 

Wickramasinghe, Vathsala, and Mayura 

Jayaweera. “Impact of Career 

Plateau and Supervisory Support 

on Career Satisfaction: A Study in 

Offshore Outsourced IT Firms in 

Sri Lanka.” Career Development 

International 15, no. 6 (2010): 

544–61. 

https://doi.org/10.1108/13620431

011084402. 

Yadav, Mohit, and Santosh Rangnekar. 

“Supervisory Support and 

Organizational Citizenship 

Behavior: Mediating Role of 

Participation in Decision Making 

and Job Satisfaction.” Evidence-

Based HRM 3, no. 3 (2015): 258–

78. 

https://doi.org/10.1108/EBHRM-

04-2014-0014. 

Yang, Fu, Jun Liu, Xiaoyu Huang, Jing 

Qian, Ting Wang, Zhen Wang, and 

Huiping Yu. “How Supervisory 

Support for Career Development 

Relates to Subordinate Work 

Engagement and Career 

Outcomes: The Moderating Role 

of Task Proficiency.” Human 

Resource Management Journal 

28, no. 3 (2018): 496–509. 

https://doi.org/10.1111/1748-

8583.12194. 

 


