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Abstract

This study aims to test the influence of employee competency and career management on career commitment in Indonesia. The study 
uses the cross-sectional data of regional government employees collected from February to April 2020. Regression and structural equation 
modeling are employed. The results base on the effect of employee competency and career management on career commitment in Indonesia 
are in line with the existing theory (i.e., Bandura’s Career Theory). Employee competency has a significant positive influence on career 
management and career commitment, which shows that regional government employees with high competency generate effective career 
management, and in turn career commitment increased. Regional governments with their career management program should formulate 
human resources management practice policy (e.g., career support, training, career development program, and orientation programs) in 
order to increase their competency. The positive effect of employee competency on career management is because of the effective training 
and career development program. The positive influence of career management on career commitment is due to the regional government 
providing an attractive career program, thus, employees’ career commitment improved. The positive influence of employee competency on 
career commitment via career management is implemented by regional government support to improve the career management program. 
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are committed to his/her career by developing skills (Blau, 
1989), competency (Zhang, Zhang, & Li, 2018), and career 
management (Vinkenburg & Weber, 2012). Furthermore, 
Mcketin, Livingston, Chalmers, & Bright (2014) report 
evidence of competency as an important dimension in career 
commitment.

The present study examines the influence of employee 
competency on career management and career commitment 
from employee perception of regional government in 
Indonesia. This study focuses on Indonesia, which has 
the most regional governments in Southeast Asia since 
relatively few studies have investigated the influence of 
employee competency on career management and career 
commitment. Moreover, the results are inconsistent. Zhang 
et al. (2018) found that employee competency has no 
effect on career commitment. Kong, Cheung, and Song 
(2012) suggested that employee competency affects career 
management and career commitment. Fu (2011) found that 
career management is affected by career commitment in 
Taiwan companies. Others (Lent & Brown, 2013; Conway, 
MichaelL, Sturges, & Budjanovcanin, 2015) also show the 
role of career management as a mediator in the effect of 
employee competency on career commitment.
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1. Introduction

This study on career management and career 
commitment is aimed to confirm the human resources 
management practice and organizational behavior theory. 
Career commitment refers to a person’s professional attitude 
at work (Blau, 1985). Blau (1985) reports that a person can 
identify his profession (job position, job tenure, job title, 
training, and education) to obtain relevant competency with 
his/her job. Prior studies have confirmed that individuals 
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Career management for regional government employees 
is different from the private firm. A noticeable difference 
is that regional government employees follow self-careers 
and they usually apply mobility of career strategies to 
carry on their careers (Brown, Bimrose, Barnes, & Hughes, 
2012; Nguyen, Ha, & Dang, 2020); consequently, career 
development for regional government employees tend to be 
better than the private firm. Ng and Feldman, (2014) argued 
that the employee competency improvement and managing 
self-career development determine the career management 
program in Indonesia.

From the above description, examining the influence of 
employee competency on career management and career 
commitment at the regional government in Indonesia 
is essential. The present study contributes to the extant 
literature by focusing on the human resources practice of 
regional government in Indonesia, the country with the 
largest number of regional governments in Southeast Asia.

2. Literature Riview

2.1. Bandura’ Career Theory

Social cognitive career theory (SCCT) is a network-
based social cognitive theory that focuses primarily on 
cognitive and contextual factors (Bandura, 1997). It aims 
to track relations between individuals and their careers 
(Liguori, Bendickson, & McDowell, 2018). Bandura (1997) 
believes that SCCT can affect their own developments 
and environments (e.g., society is filled with constructive, 
independent, self-reflective citizens with the ability to 
influence their own decisions for certain outcomes). 
Furthermore, Bandura (1999) states that an individual has the 
ability to regulate one’s own perception, motivation, power, 
and action based on personal mechanisms. How individuals 
perceive the consequences of their actions inform and change 
both their perception of their environment and the cognitive 
factors (e.g., domain-specific, self-efficacy, etc.); they can, 
thus, alter their actions (Luc, 2020).

2.2.  Relationship Between Employee Competency 
and Career Commitment

Career commitment is generally described as extrinsic 
and intrinsic motivation of career choice measured with 
using objective and subjective indicators (Blau, 1985; Guan, 
Arthur, Khapova, Hall, & Lord, 2019). Objective indicators 
show an external perspective that describes an individual’s 
career situation, salary, promotion, and job level (Sidani & Al 
Hakim, 2012). Meanwhile, subjective indicators are defined 
as feelings of achievement and individual commitment to 
their careers (Thomas, Lillian, Kelly, & Daniel, 2005). The 
influence of employee competency on career commitment is 

well established in the current literature (Guan et al., 2019; 
Park, 2020).

Fu (2011) describes that employee competency can 
influence career commitment through employee perception 
of competencies. Such employees increase the competency 
of their job and enhance career commitment through 
career identify, career involvement, and career investment. 
Individual perception of employee competency positively 
influences career commitment (Wilson, Liddell, Hirschy, & 
Pasquesi, 2016; Bagdadli and Gianecchini, 2019). Below is 
the following hypothesis:

H1: Employee competency has a positive influence on 
career management in Indonesia.

2.3.  Relationship Between Career Management 
and Career Commitment

Career management is important for developing 
individual career among employees (Campion, Cheraskin, & 
Stevens, 1994). The role of career management in enhancing 
career commitment is manifested by employees’ perceived 
job engagements and, thus, their increased career (Burke & 
McKeen, 1995). For example, when employees are given 
training, career support, and challenging jobs of the career 
intensify. Career management develops an employee’s 
trust in the organization and becomes more creative and 
innovative. Such career management positively shapes 
employees’ perceptions of their career support, training, 
career development program, and eventually leads to 
improving career commitment.

Career management can be viewed as an organizational 
initiative to give a chance to employees for developing 
self-career and resolving formal barriers in organizations 
(Armstrong-Stassen & Ursel, 2009). It is believed that 
employees must often upgrade their knowledge and abilities 
through networking, thus, the resolving formal barriers are 
important. Organizations that develop employee careers by 
improving knowledge and abilities with their employees will 
increase their career (Vinkenburg & Weber, 2012; Hirschi, 
2012). In the present study, we formulated the following 
hypothesis:

H2: Career management has a positive influence on 
career commitment in Indonesia.

2.4.  Relationship Between Employee Competency 
and Career Management

Organizations play a major role in career management 
activities in the modern market climate, as advocates and 
creators of human assets (Baruch, 2006). Past studies suggest 
that Hirschi’s (2012) three characteristics of employee 
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competency – “knowing how” as career skill and job 
knowledge; “knowing why” as identification, motivation, 
and individual meaning; “knowing whom” as job-related 
and networking – serve as predictors to career management 
in organizations. In other words, these characteristics are 
valued universal elements of employee competency to career 
in the workplace. A similar argument can be established 
both theorical and empirical. Past studies have indicated 
that employee competency has a positive influence on 
career management (Ng & Feldman, 2014; Kong, Cheung, 
& Zhang, 2010; Sumaryati, Novitasari, & Machmuddah, 
2020). Thus, we can state the hypothesis as a following:

H3: Employee competency has a positive influence on 
career management in Indonesia.

2.5. Mediating Variable: Career Management

In addition to its direct effect on career commitment, the 
influence of employee competence on career commitment 
can be mediated by career management. The function 
of the mediator is a generative mechanism by which the 
independent variable may influence the dependent variable. 
(Hayes, 2018). Career management is an essential job 
resource that helps staff to efficiently control their jobs. 
(Cerdin & Pargneux, 2010; Hirschi, Niles, & Akos, 2011). 
Thus, employees with adequate career management at work 
tend to have high career commitment (Ito & Brotheridge, 
2005; Katz, Rudolph, & Zacher, 2019). Moreover, 
organizations that manage employees career effectively can 
improve employee competence (Kang, Gatling, & Kim, 
2015) and increase career commitment to remain in the 
current organization (Ng & Sorensen, 2008). In the present 
study, we formulated the following hypothesis:

H4: Employee competency has a positive influence 
on career management through career management in 
Indonesia.

Furthermore, we constructed the research model based on 
the hypotheses presented regarding employee competency, 
career management, and career commitment (Figure 1). 
The model shows that career management is a mediator that 
strengthens the effect of employee competency on career 
commitment.

3. Methodology

3.1. Sample and Survey

This study focuses on the regional government in 
Banten Province, Indonesia. This sample is drawn from all 
regional governments in Banten, both city and regency. This 
study employs primary data collected through an online 
survey utilizing Google Form, which allows researchers to 
design surveys and questionnaires, distributed directly to 
respondents at regional government in Banten, Indonesia 
from February to April, 2020. The population in the study 
is all employees (echelon IV) at the regional government in 
Banten, such as the supervisor and other section heads. This 
study employs a purposive sample to choose respondents 
subjectively.

3.2. Data Analysis

We did an analysis to assess the contributions of an 
independent variable (employee competency) to dependent 
variables (career management and career commitment). 
The analysis process includes three main steps (Jöreskog, 
Olsson, & Wallentin, 2016). First, Construct reliability 
and Confirmatory Factor Analysis (CFA) is implemented 
to assess the reliability of variables. Second, measurement 
models to evaluate scales. finally, the structural model to test 
hypotheses and assess the level of significance. Furthermore, 
the statistical analysis is employing SPSS 25.0 and Lisrel 8.7

3.3. Measurements

All of the scales in our study were adapted from prior 
studies. Scales were scored on a five-point format of Linkert, 
from (1) “strongly disagree” to (5) “strongly agree”.

Employee competency (construct realibility = 0.78); 
the instrument arranged by De Vos, De Hauw, and Van der 
Heijden (2011) uses five items: “My boss regularly gives me 
feedback about my performance” (0.87); “My organization 
provides new and creative training opportunities” (0.77); 
“My boss makes sure that I can learn on the job by giving me 
challenging assignments” (0.81); “My colleagues regularly 
give me feedback about my performance” (0.78); and “My 
boss makes sure that I develop the competencies that I need 
for my career” (0.83).

Career management (construct reliability= 0.83); 
the scale developed by De Oliveira, Cavazotte, and Alan 
Dunzer (2019) uses five items: “I have opportunities to 
formally discuss career decisions with my leader” (0.82); 
“I informally talk about my career issues with my leader” 
(0.77); “I receive regular feedback about my development 
from my leader” (0.92); “My leader makes efforts to enrich 
my work with activities relevant for my career” (0.71); and 
“My leader helps me planning my career” (0.82).

H1 H2

H4

H3

Employee
Competency

Employee
Competency

Employee
Competency

Figure 1: Research Model
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Career commitment (construct reliability = 0.89); the 
scale developed by Fu (2011) uses five items: “I am satisfied 
with the success I have achieve in my career” (0.83); “ It will 
be difficult for me to change to another career” (0.75); “I 
invested a lot in my professional career” (0.91); “I invested 
job tenure in my professional career” (0.68); and “I invested 
length of service in my professional career” (0.85). 

4. Results

4.1. Descriptive statistics

The 267 respondents survey indicates that the sample of 
employee competency, the influence of career management, 
and career commitment in Indonesia is mainly female 
(67.2%), nearly twice as as male (32.8%); most of them 
are between the age of 31 and 40 (72.5%); respondents are 
college/university educated (78.5%); the job tenure is mostly 
5-10 years (71.5%), followed by job tenure of more than 10 
years (28.5%); finally, the education division accounts for 
45.5% of respondents, one-stop service division (42.0%), 
and others (15.5%). 

4.2. Measurement Model

The measurement model results from the sample with 
χ2 = 315.70; df = 123; RMSEA = 0.007 ≤ 0.08; CFI = 0.932 
≥  0.90;  NFI  =  0.976  ≥  0.90.  Hence,  the  estimated  results 
show that the model of indicators is suitable for the data. 
The results of testing scales by measurement model indicated 
that the loading factor of indicators for the concepts describe 
in Table  1,  all  loading  factors  have  significance  level  (ρ < 
0.000); the values of the standardized weights are > 0.5, thus, 
the scales achieve the convergence value (Hair et al., 2018; 
Fornell & Larcker, 1994). However, the subjective norm has 
the composite reliability of 0.75 (employee competency), 
0.78 (career management), and 0.86 (career commitment) 
more than 0.70. Total variance extracted is 0.64 (employee 
competency), 0.61 (career management), and 0.68 (career 
commitment) more than 0.5, showing that the survey data 
account for 64% of the relationship between employee 
competency indicators; 61% of the relationship between 
career management indicators; and 68% of the relationship 
between career commitment indicators. Means, standard 
deviations, and correlations of variables are shown in Table 2.

Table 1: Measurement Model Results

Variable Mean factor 
loadings

Composite 
reliability

Average 
variance 
extracted

Career Commitment
•  “I am satisfied with the success I have achieve in my career”
•  “ It will be difficult for me to change to another career”
•  “I invested a lot in my professional career” 
•  “I invested job tenure in my professional career”
•  “I invested length of service in my professional career”

4.23
4.17
4.34
4.40
4.10

0.86
0.83
0.76
0.78
0.85

0.83 0.68

Employee Competency
•  “My boss regularly gives me feedback about my performance”
•  “My organization provides new and creative training opportunities”
•   “My boss makes sure that I can learn on the job by giving me 

challenging assignments”
•  “My colleagues regularly give me feedback about my performance”
•   “My boss makes sure that I develop the competencies that I need for 

my career”

3.72
4.16
3.86

3.62
4.47

0.78
0.85
0.82

0.72
0.79

0.86 0.72

Career Management
•   “I have opportunities to formally discuss career decisions with my 

leader”
•  “I informally talk about my career issues with my leader”
•  “I receive regular feedback about my development from my leader”
•   “My leader makes efforts to enrich my work with activities relevant 

for my career”
•  “My leader helps me planning my career”

4.20

4.32
4.45
4.37

4.32

0.73

0.78
0.74
0.84

0.77

0.79 0.65

Notes: Five measurement items of employee competency, career management, and career commitment.



Juliansyah NOOR, Agus SUHERLI, Ade Jaya SUTISNA / Journal of Asian Finance, Economics and Business Vol 7 No 12 (2020) 1045–1052 1049

4.3. Structural Model

Structure  model  results  from  the  sample  with  χ2  = 
156.28;  df  =  38; RMSEA =  0.017  ≤  0.08; CFI  =  0.921  ≥ 
0.90; NFI = 0.956 ≥ 0.90; GFI =0.912 > 0.90. Thus, structure 
model analysis (Table 3) indicates that:

•  Employee competency with a beta (β) of 0.18 has the 
weakest positive significant (t-value = 2.14 > 1.96) 
influence on career commitment.

•  Career management with a beta (β) of 0.40 has a moderate 
influence positive significant (t-value = 8.71 > 1.96) on 
career commitment.

•  Employee competency with a beta (β) of 0.48 has the 
strongest positive significant (t-value = 9.72 > 1.96) 
influence on career management.

•  Employee competency with a beta (β) of 0.19 has 
influenced positively on career commitment through 
career management. Thus, career management as a 
mediating variable was full mediation due to the indirect 
effect of employee competency on career commitment 
through career management (β = 0.19) more than 
the direct effect of employee competency on career 
commitment (β = 0.18).

Thus, H1, H2, H3, and H4 are supported.

Table 2: Means, Standard Deviations, and Correlations

Variables Mean SD Career Commitment Employee Competency Career Management
Career Commitment 4.15 0.36 - - -
Employee Competency 3.62 0.49 0.293*** - -
Career management 3.67 0.41 0.436*** 0.385*** -

Note: N= 267, one tail test
***ρ < 0.001.

Table 3: Straucture Model Results

Hypothesis Path Model Beta t-value Results
H1 Employee competency→Career commitment 0.18 2.14 Supported
H2 Career management→Career commitment 0.40 8.71 Supported
H3 Employee competency→Career management 0.48 9.72 Supported

H4 Employee competency→Career 
management→Career commitment 0.19 3.73 Suppported

Figure 2: Structural Model Result

Employee
Competency

Career
management

Career
commitment

.18

.48
.40

.19
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6.1. Limitation

This study has several limitations. Firstly, the scope of 
the study is regional government employees in Indonesia. 
However, the respondents mainly surveyed were between 
the ages of 24 and 45 and did not include respondents in 
other age groups. Therefore, the sample does not represent 
all regional government employees in Indonesia. Secondly, 
we conducted a survey of regional government employees 
with a purposive sampling method, thus, it was hard to get a 
high level of representation. Thirdly, the career commitment 
variable is also affected by many other variables besides 
employee competency and career management. Therefore, 
future research needs to investigate other organizational 
behavior variables such as trust, good governance, and 
leadership performance.
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