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PERCEIVED ORGANIZATIONAL SUPPORT AND AFFECTIVE OCCUPATIONAL COMMITMENT AS MEDIATING
VARIABLES ON THE RELATIONSHIP BETWEEN ORGANIZATIONAL CAREER GROWTH AND EMPLOYEES

PERFORMANCE
(EMPIRICAL STUDY ON EMPLOYEES AND CHIEF STAFF IN 15 KPPN AT CENTRAL JAVA PROVINCE REGIONAL OFFICE OF
DIRECTORATE GENERAL OF TREASURY, THE MINISTRY OF FINANCE)

SAUD NAPITUPULU
STUDENT
FACULTY OF ECONOMICS & BUSINESS
UNIVERSITAS SEBELAS MARET
INDONESIA

TULUS HARYONO
PROFESSOR
FACULTY OF ECONOMICS & BUSINESS
UNIVERSITAS SEBELAS MARET
INDONESIA

HUNIK SRI RUNNING SARWITRI
STUDENT
FACULTY OF ECONOMICS & BUSINESS
UNIVERSITAS SEBELAS MARET
INDONESIA

MUGI HARSONO
STUDENT
FACULTY OF ECONOMICS & BUSINESS
UNIVERSITAS SEBELAS MARET
INDONESIA

This study aims to test and analyze the effect of organizational career growth on perceived organizational support, affective occupational commitment, and em-
ployees’ performance. This study also aims to test the mediating effect of perceived organizational support on the relationship between organizational career
growth and affective occupational commitment, as well as the mediating role occupational commitment on the relationship between organizational career growth
and employees’ performance. This study is conducted by survey method on vertical institute on the Directorate General of Treasury of the Republic of Indonesia in
15 KPPN (Kantor Pelayanan Perbendaharaan Negara-State Treasury Service Office) in Central Java province, which totaled to 550 employees. The sampling tech-
nique used in this study is multistage cluster sampling. There are 260 questionnaires that were distributed; from these number 250 questionnaires were returned.
The number of questionnaires that were returned is the minimum number of samples that were usable for further analysis. The questionnaire consists of 33 question
items that include items for performance, organizational career growth, affective occupational commitment, and perceived organizational support. This result of
this research show that perceived organizational support positively and significantly proved to be a mediator (partial mediation) in the relationship between or-
ganizational career growth and affective occupational commitment. Affective occupational commitment has also proved as mediator (partial mediator) on the
relationship between organizational career growth and employees’ performance.

KEYWORDS

organizational carrier growth, perceived organizational support, affective occupational commitment, and employees’ performance.

INTRODUCTION
n organization views employees’ commitment as something desirable. This is reflected in the vast number of literatures that develop and discuss about
how to improve employees’ commitment (Shore, Barksdale, and Shore, 1995). Pinder (1998) states that method to develop employees’ commitment is
interesting for practitioners and academicians because high commitment is people believe that this variable has good effect for businessmen and employ-
ees.
Employment relationship is an exchange relationship. Blau in Konovsky and Pugh (1994) differentiate two types of exchange, social exchange which refers to long
term relationship, based on the belief that other members will perform their responsibility fairly in the long term; and economic exchange, which nased on
transaction and expectation of fairness in the short term relationship.
This paper aims to examine the importance of organizational career growth, perceived organizational support, and affective occupational commitment in improv-
ing employees’ performance. As well as examining the role of affective occupational commitment and perceived organizational support in mediating the relation-
ship between organizational career growth and employees’ performance. In organizational perspective, as stated by several studies, organizational commitment
will increase job satisfaction, motivation, attendance, and decrese absence and turnover (Becker, Billings, Eveleth, and Gilbert, 1995). On the other hand, employee
who has high commitment will increase organizational effectiveness through high involvement in the organization and work hard to achieve organizational goals
(Danish and Usman, 2010; Rehman, Khan, Ziauddin, and Lashari, 2010). Furthermore, Weng et al., (2010), conclude that: organizational career growth can be
divided into four factors, firstly career goal progress or how far employee’s work aspect fulfil the relevant aspect which raises awareness in the goal of their career.
Secondly, professional ability development or how far one’s job will enable them to acquire new skill and knowledge. Thirdly, promotion speed or employee’s
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perception on the probability for them to be promoted. Fourthly, remuneration growth which is the employee’s perception on the probability in compensation
improvement.

The result of Weng et al. (2010) study on the effect of organizational career growth which consist of career goal progress, professional ability development,
promotion speed, and remuneration growth on organizational commitment that consist of affective, normative, and sustained commitment. Their study shows
that these four organizational career growth have positive effect on affective commitment. However, the effect of this variable on sustained and normative
commitment only affected by three factors of organizational career growth that is career goal progress, promotion speed, and remuneration growth. Then, Weng
and McElroy, (2012) test the relationship among the four factors in organizational career growth (career goal progress, professional ability development, promo-
tion speed, and remuneration growth), on affective occupational commitment and turnover intention. Their study shows that all the fourth factors in organizational
career growth (career goal progress, professional ability development, promotion speed, and remuneration growth) has positive effect on affective occupational
commitment and has negative effect on turnover intention. Their study also shows that affective occupational commitment mediates the effect of the other four
factors of organizational career growth (career goal progress, professional ability development, promotion speed, and remuneration growth) on turnover inten-
tion.

Adopting the finding from Weng et al. (2010), this study proposes a multidimensional concept of organizational career growth. The proposed model shows that
organizational career growth consists of four factors: meet the career goal, develop professional ability of employees, accept promotion, and provide a compen-
sation according to their abilities. Basically, organizational career growth is a measurement of how far an individual feels that their current company attempt to
shape an environment in which employees are able to fulfil their needs that related with employees’ career through promotion and compensation (Weng et al.,
2010). Then, the problem is that organization has to understand what factors that affect organizational career growth in its relation with achieving the goals of a
job. Then, what is interesting to be tested is how every aspects of career growth in an organization affect the result of occupational commitment. According to
Weng et al. (2010) organizational career growth has positive effect on organizational behavior, but there is no study on the relationship between organizational
career growth and affective occupational commitment. Thus, the researcher will try to understand the concept of organizational career growth in its relation with
performance achievement, whether it is attainable because of its dependence on employees’ affective occupational commitment.

In relation with this study model, the mediation may appear in the relationship between organizational career growth and affective occupational commitment, as
well as on the relationship between organizational career growth and employees’ performance. In its relation with the relationship between organizational career
growth and affective occupational commitment, the presence of organizational career growth as a mediating variable encourage the researcher to study the
correlational mechanism between organizational career growth and affective occupational commitment. How organizational career growth affects perceived
organizational support which in turn affects affective occupational commitment? In this case, a mediation testing is needed. As Weng dan McElroy (2012) sug-
gested in their study, this study add other alternative variable as a hypothesis in the concept that correlate the four factors of organizational career growth and
affective occupational commitment, this study add perceived organizational support as a mediating factor.

The similar condition applies to the relationship between organizational career growth and employees’ performance, the affective occupational commitment and
perceived organizational support become the mediating variable. This model encourages the researcher to understand the mechanism that correlate the relation-
ship between organizational career growth and employees’ performance. Based on the description above, by referring to other Weng and McElroy (2012) studies
that showing empirical evidence of mediating effect of affective occupational commitment on the relationship between organizational career growth and turnover
intention, thus the center issues in this dissertation are: 1) This study will study the same topic as Weng (2012) suggestion. He suggested that perceived organiza-
tional support is necessary to be added as mediating variable in the relationship between organizational career development and affective occupational commit-
ment. 2) This study tries to employ the construct of employees’ performance as a consequence of affective occupational commitment (a dimension of organiza-
tional commitment) because performance or job achievement plays more important role rather than their turnover intention (Meyer et al., 1989). 3) The research-
ers want to prove empirically whether perceived organizational support as a mediating variable will mediated the effect of organizational career growth. (4) The
researchers want to prove empirically whether affective occupational commitment can mediate the effect of organizational career growth on employees’ perfor-
mance. (5) The researchers want to prove empirically whether organizational career growth, perceived organizational support, and affective occupational com-
mitment will have direct effect on employees’ performance.

This study is conducted to resolve the phenomenon of the non-optimum performance of 15 KKPN in the Regional Office XV of the Directorate General of State
Treasury in Semarang for the last five years period. This phenomenon appears on the result of inspection from Inspectorate General of the Ministry of Finance on
Regional Office of the Directorate General of State Treasury in Semarang performance. Thus, the improvement in the government worker performance is very
important to be conducted as soon as possible.

The improvement in bureaucrat public service performance is expected to repair government image in public mind. With better public services, public satisfaction
and trust can be rebuilt again. Duet to these reasons, study on public bureaucrat performance become the central issue and has a strategic value, especially in
relatin with perception and career growth as well as the commitment in performing public service.

REVIEW OF PRIOR STUDIES AND HYPOTHESES DEVELOPMENT

DEFINITION OF PERFORMANCE

Rotundo, M (2002) states that the definition of performance focused on individual’s behavior or action, and not the output or result of their action and behavior.
Smith in Rotundo (2002) stresses that the accurate measurement of performance covers the direct observation on behavior. Murphy in Rotundo (2002) states
that performance has to be defined in the behavioral term rather than result. Murphy also defines performance as behavior that related with organizational goal.
Campbell in Rotundo (2002) defines performance as action or behavior under individual control that contributes on organizational goal and can be masured using
individual’s skill. Gomes (2003) defines employees’ performance as output, while efficiency and effectiveness usually are related with productivity.

Based on the description, we can conclude that performance is the result of work, both in term of quality and quantity, that achieved by an employee in performing
his/her duty according to the responsibility that he/she hold. Individual performance refers to individual working achievement which is regulated based on the
standard or criteria determined by an organization. The high individual performance will increase overall organizational performance. The operationalization of
performance in this study is adopted from the indicators of performance developed by Neal Jr. (2003) that consist of: (1) job knowledge; (2) job quality; (3)
productivity; (4) adaptativeness and flexibility; (5) cooperative and cooperation; (6) reliability and responsibility; and (7) communication and interaction capability.
DEFINITION OF ORGANIZATIONAL CAREER GROWTH (OCG)

Hall in Orpen (1994) defines career as the sequence of job experience that is directed for personal and organizational purposes that someone has to pass in his/her
life, either under their own control or under someone else control. The concept of ‘career’ has experience significant changes in the last three decades and these
changes has caused radical changes in the career managed (Cohen and El-Sawad in Sarah Lewis and John Arnold, 2012). Weer in Okurame (2012) defines caeer
growth as the probability for an employee to be promoted and get an experience of career growth as well as the improvement in their responsibility and challenging
duties. Jans in Weng and McElroy (2012) stated that perception on career growth is the probability perceived by employee related with the development and
improvement of their career in an organization. Furthermore, Weng et al. (2010) widened the concept of career development and improvement by proposing that
organizational career growth can be assessed through four factors: (1) achieving the purpose of career growth or how far employee’s work aspect is relevant in
providing the chances to achieve career goal; (2) professional ability development or how far one’s job will enable them to acquire new skill and knowledge; (3)
promotion speed or employee’s perception on the probability for them to be promoted; and (4) remuneration growth, or employee perception on the speed,
quantity, and probability of remuneration growth (Weng and McElroy, 2012). Organizational career growth can be assessed from two indicators, the career growth
or the improvement in structural or hierarchical term through promotion and the improve in career growth experience (Milliman, Brutus. et al, in Okurame, 2012).
While the propect of organizational career growth is defined as the probability of an employee to be promoted or will achieve career growth experience from the
increase in responsibility and challenging duties (Weer in Okurame, 2012).
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Based on the description, the organizational career growth in this study is the improvement in career in the form of promotion, responsibility, authority, and
compensation, experienced by employee during their working period. This study adapts the four factors of organizational career growth developed by Weng et al.
(2010) as the operationalization of organizational career growth variable. These factors include (1) achieving the purpose of career growth or how far employee’s
work aspect is relevant in providing the chances to achieve career goal; (2) professional ability development or how far one’s job will enable them to acquire new
skill and knowledge; (3) promotion speed or employee’s perception on the probability for them to be promoted; and (4) remuneration growth, or employee
perception on the speed, quantity, and probability of compensation (Weng dan McElroy, 2012).

THE DEFINITION OF AFFECTIVE OCCUPATIONAL COMMITMENT (AOC)

The affective occupational commitment is conceptualized as psychological condition or paradigm that tied an individu to perform a relevant action with one or
more targets, and their willingness to withstand in an action (Cooper-Hakim and Viswesvaran, 2005). Porter, Steers, Mowday, and Boulian (1974) define commit-
ment as a strong faith and acceptance of organizational goals, willingness to keep a membership in an organization. Robbins and Judge (2007) define commitment
as a condition in which an individu take a side on their organization together with its objectives and is willing to maintain their membership in the organization.
Mathis and Jackson in Sopiah (2008) define organizational commitment as a position in which employee believe and willing to accept the organizational objectives,
as well as having intention to stay or do not left their organization. Mowday in Sopiah (2008) stated that there are three aspects of commitment: (a) affective
commitment, related with the willingness to be tied to the organization. Individu maintain their membership because of their own willingness. The key of this
commitment is ‘want-to’; (b) continuance commitment is a commitment that is based on rational needs. In other words, this commitment is developed based on
profitability consideration; the individu considers what they should sacrifice if they need to stay in an organization. The key of this commitment is the need to stay
(need to); and (c) normative Commitment is a commitment that based on the norms that exist in employee’s value system, which includes individu belief on their
responsibility for the organization. He/she feels the need to stay due to loyalty. The key of this commitment is the responsibility to stay in the organization (ought
to). Allen and Meyer (1996) define affective organizational commitment as “psychological relationship between employees and the organization which reduces
the probability of employees leaving the organization voluntarily is so small”. It is expected that employees with strong affective commitment will stay in the
organization because of the emotional ties with the organization.

Thus, affective commitment shows the psychological attachment between individual and their organization which can be described with individual’s involvement
in organizational activities, thus they enjoy the activities. In other words, somebody may stay in an organization because they want to. The affective occupational
commitment is measured using six items developed by Meyer, Allen, and Smith (1993). One of the items is “I have a strong feeling with the organization”. This
model has been used broadly by Lee and Corbett (2006); Lee and Kulviwat (2008); Wickramasinghe and Wickramasinghe (2012).

THE DEFINITION OF PERCEIVED ORGANIZATIONAL SUPPORT (POS)

Rhoades and Eisenberger (2002) state that in order to fulfil socio-emotional needs and to assess the benefit of performance growth, employees develop a percep-
tion on how far their organization’s value their contribution and concern on employees’ welfare. Perceived organizational support is an integration of employees’
feeling of justice, self-worth, and self-development (Sluss et al., 2008). Perceived organizational support is considered to represent employees’ trust that their
organization is willing to respect their employees for what their employees have done for the organization (Rhoades and Eisenberger, 2002; Panaccio and Van-
denberghe, 2009; Fu and Lihua, 2012:146). Perceived organizational support can be defined as employees’ comprehensive trust on organization in respecting
employees’ contribution and the concern on employees’ welfare (Perryer, Jordan, Firns, and Travaglione, 2010).

Based on meta-analysis of studies on perceived organizational support by Rhoades and Eisenberger (2002), there are three general categories of treatment that
can be considered as benefit for employees, equal treatment, supervisor supports, recognition and workplace condition, that positively related with perceived
organizational support. Organizational Support Theory finds the appropriate mechanism for this model of relationship.

SIGNIFICANCE OF THE STUDY

The result of this study is expected to provide benefits for: firstly, adding understanding on the relationship among organizational career growth, perceived organ-
izational support, affective occupational commitment, and performance, thus this study can be used as a reference both by academics and other researchers who
conduct further study on this topic. Secondly, it is expected that this study will provide benefits for the interested parties by providing contribution in the form of
information transfer from this study findings, which can be used as a reference in arranging policies to improve employees’ performance.

STATEMENT OF THE PROBLEM

Does organizational career growth have positive effect on perceived organizational support?

Does organizational career growth have positive effect on affective occupational commitment?

Does organizational career growth have positive effect on employees’ performance?

Does perceived organizational support have positive effect on affective occupational commitment?

Does perceived organizational support have positive effect on employees’ performance?

Does affective occupational commitment have positive effect on employees’ performance?

Does perceived organizational support mediates the effect of organizational career growth on affective ossupational commitment?
Does affective occupational commitment mediate the effect of organizational career growth on employees’ performance?

O NN AEWNE

STUDY OBJECTIVES

Testing and analyzing the effect of organizational career growth on perceived organizational support.

Testing and analyzing the effect of organizational career growth on affective occupational commitment.

Testing and analyzing the effect of organizational career growth on employees’ performance.

Testing and analyzing the effect of perceived organizational support on affective occupational commitment.

Testing and analyzing the effect of perceived organizational support on employees’ performance.

Testing and analyzing the effect of affective occupational commitment on employees’ performance.

Testing and analyzing the mediating role of perceived organizational support on the effect of organizational career growth on affective occupational com-
mitment.

8.  Testing and analyzing the mediating role of affective occupational commitment on the effect of organizational career growth on employees’ performance.

NoubkwnNe

HYPOTHESIS

ORGANIZATIONAL CAREER GROWTH AND PERCEIVED ORGANIZATIONAL SUPPORT

Researchers have found the positive relationship between organizational career growth and perceived organizational support. Rhoades and Eisenberger (2002),
Levinson (1965), Karatepe (2012), and Waseem (2010) find positive effect of supervisor support, pay satisfaction, and career growth opportunity in improving
employees’ perceived organizational support. Based on these empirical evidences, thus employees’ trust on the possibility of career growth in an organization will
increase the perceived organizational support.sis is proposed as follow:

H.1: organizational career growth has positive effect on perceived organizational support

ORGANIZATIONAL CAREER GROWTH AND AFFECTIVE OCCUPATIONAL COMMITMENT

Affective occupational commitment refers to employees’ psychological condition caused by employee’s identification with organizational objectives and values,
or can be viewed as employees’ loyalty in maintaining their membership in the organization (Meyer, Allen, and Smith, 1993). In the commitment model proposed
by Meyer and Allen (1997) mentioned that affective and normative commitment are developed as a result of organization’s Human Resource Management (HRM)
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practice. For example, employee willingness to stay (affective commitment) and responsibility to return the favor (normative commitment) may appear because
of career management provided by the organization.

In line with the explanation, Mathieu and Zajac (1990) mention that the difference in the commitment level may be caused by individual difference. Sturges et al.
(2005); Bambacas M (2010); and Chew and Chan (2008) conclude that when company provides career management assistance for their employees it will affect
the affective commitment. Based on the explanation, the hypothesis is proposed as follow:

H.2: Organizational career growth has positive effect on affective occupational commitment

ORGANIZATIONAL CAREER GROWTH AND EMPLOYEES’ PERFORMANCE

Employee behavior is highly affected by HRM practices, thus career growth policy wil creates strong feeling in the psychological contract between employees and
organization, especially if career growth policy is a valuable initiative for employees in interpreting employees’ career improvement and growth (Bedeian et al., in
Okurame, 2012). A study that focused on the theme of career and performance is conducted by Karatepe (2012) by using career satisfaction and employees’
performance concept. Based on the explanation (Huselid, 1995; Rhoades and Eisenberger, 2002; Applebaum et al., 2001; Karatepe, 2012; Okurame, 2012; Na-
chbagauer and Riedl, 2002) then the higher the expectation on career, the higher the efforts to achieve the performance. Thus the hypothesis is proposed as
follows:

H.3: Organizational career growth has positive effect on employees’ performance

PERCEIVED ORGANIZATIONAL SUPPORT AND AFFECTIVE OCCUPATIONAL COMMITMENT

Eisenberger, Huntington, Hutchison, and Sowa (1986) propose that the high perceived organizational support will increase employees’ expectation and create
commitment to return the favor to the organization in the form of support. Thus, the high perceived organizational support has high correlation with organizational
commitment. In line with social exchange theory, perceived organizational support has positive effect on effective occupational commitment (Rhoades and Eisen-
berger, 2002). Researchers have conduct research on the effect of perceived organizational support on employees’ organizational commitment in the different
contexts. Employees who get higher organizational support tend to who's higher commitment for organization (Liu, 2009; Meyer et al., 2002; Armeli, Eisenberger,
Fasolo, and Lynch, 1998).

Everal studies that support the relationship between perceived organizational support with affective occupational commitment among others are: Liu (2009) find
that perceived organizational support significantly related with affective occupational commitment and Organizational Citizenship Behavior (OCB); Farh, Hacket,
and Liang (2007) find strong relationship between perceived organizational support and other organizational behaviors including affective occupational commit-
ment and work achievements. According to Dawley, Andrews, and Bucklew (2008) and Curry and Dollery (2006), the organization that has employees with affective
occupational commitment usually showed their commitment first by providing conducive working environment. Based on this result, the hypothesis is formulated
as follows:

H.4: Perceived organizational support has positive effect on affective occupational commitment

PERCEIVED ORGANIZATIONAL SUPPORT AND EMPLOYEES’ PERFORMANCE

Several empirical studies that have showed the significant relationship between perceived organizational support and output such as performance, job satisfaction,
organizational commitment, turnover intention, and performance (Rhoades and Eisenberger, 2002; Susskind, Kacmar, and Brymer, 2000). Eisenberger et al. (2001)
find that responsibility mediates the relationship between perceived organizational support and affective occupational commitment, performance. Armeli et al.
(1998) find that there is relationship between perceived organizational support and police performance; Pazy (2011) finds that various types of perceived support
provided by organization and supervisor will improve performance. Arshadi (2012) supports the relationship between perceived organizational support and or-
ganizational commitment, performance, and turnover intention. Thus the hypothesis is as follows:

H.5: Perceived organizational support has positive effect on performance

AFFECTIVE OCCUPATIONAL COMMITMENT AND PERFORMANCE

According to Porter et al. (1974) employees’ commitment is known as a behavioral approach on organization. Employees’ commitment has two components,
attitude and willingness to behave. Attitude covers the identification with organization that is the acceptance on organizational objectives in which this acceptance
becomes the base of employee’s commitment. The empirical support shows the positive effect of commitment on performance (Suliman and Al Kathairi, 2013);
however, Cichy et al. (2011) find that affective commitment is the strongest predictor of performance compared to normative and continuance commitment.
Similarly, Chen and Francesco (2003) mention that there is positive relationship between affective commitment and performance. Thus the hypothesis is formu-
lated as follows:

H.6: Affective occupational commitment has positive effect on performance

PERCEIVED ORGANIZATIONAL SUPPORT AS MEDIATING VARIABLE ON THE RELATIONSHIP BETWEEN ORGANIZATIONAL CAREER GROWTH AND AFFECTIVE
OCCUPATIONAL COMMITMENT

Career opportunity has positive relationship with perceived organizational support (Eisenberger et al., 1997; Meyer and Smith.2000; Karatepe, 2012; Waseem,
2010), while the relationship between perceived organizational support and commitment is supported by several studies among others Meyer et al. (2002);
Rhoades and Eisenberger, (2002); Liu, (2009); Farh et al. (2007); Dawley et al. (2008). Weng and McElroy (2012) suggest the mediating role of perceived organiza-
tional support on the relationship between organizational career growth and affective occupational commitment. Based on the understanding on the mediating
model, the third variable (mediating variable) or in this case perceived organizational support, will clear up the relationship between organizational career support
and affective ccupational commitment. This means that a clearer understanding can be achieved by explaining the relationship among these three variables, or
known as mediational hypothesis.

Based on the relationship between organization career growth and perceived organizational support, thus we may assume that perceived organizational support
can be placed as mediating variable on the relationship between organizational career growth and affective occupational commitment, even though empirically
there is no study that have proven this relationship model. Based on this description, the hypothesis is proposed as follows:

H.7: Perceived organizational suppor mediates the relationship between organizational career growth and affective occupational commitment

AFFECTIVE OCCUPATIONAL COMMITMENT AS MEDIATING VARIABLE ON THE RELATIONSHIP BETWEEN ORGANIZATIONAL CAREER GROWTH AND EMPLOYEES’
PERFORMANCE

The relationship between organizational career growth and perceived organizational support has been proved through Sturges et al., (2005); Bambacas, (2010);
and Chew and Chan (2008) studies. Empirical support on the relationship between commitment and performance proved the positive relationship between or-
ganizational commitment and performance (Suliman and Al Kathairi, 2013; Lee et al., 2010; Cichy et al., 2009). This study refers to Weng and McElroy (2012) that
affective occupational commitment mediates the effect of organizational career growth on turnover intention. However, we propose that affective occupational
commitment has mediating role on the relationship between organizational career growth and performance, with an assumption that there is a relationship
between organizational career growth with performance, which can be explained indirectly through the mediating variable of affective occupational commitment.
With the main consideration that there is direct relationship between organizational career growth and affective occupational commitment, and direct relationship
between affective occupational commitment with performance, the model proposed is interesting to be tested. Based on the explanation the hypothesis is pro-
posed as follows:

H.8: Affective occupational commitment mediates the relationship between organizational career growth and performance

RESEARCH METHOD

POPULATION AND SAMPLE

This study is a survey that conducted on 250 employees, 45 staffs and 205 heads in the Regional Office of Directorate General of State Treasury in 15 KPPN in
Central Java province, who were invited to participate in this study. The average age of respondent is 48 years old with 50 years old as median and modes. The
standard deviation shows the deviation from average value is 5.74 and is lower than the average age (48.71) thus, we may conclude that there is low variability of

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/

19




VoLUME No. 6 (2016), | ssue No. 05 (M AY) | SSN 2231-5756
respondent age. The oldest respondent is 56 years old and the youngest respondent is 29 years old which result in 27 years age range (oldest-youngest). The
majority of respondents are female (52%), with 21 — 30 years of tenure (64.8%). Most of the respondents are high school (or equivalent education degree) graduate
57% (141 people), 36% (91 people) has undergraduate and graduate degree, and 7% (18 people) has diploma degree.

MEASUREMENT

In this study the operationalization of variable performance is adapted from performance indicators developed by Neal Jr, (2003). This scale consists of seven
items to measure seven dimensions. The organizational career growth is measured using the measurement developed by Weng et al. (2010), this scale consists of
12 items to measure four dimensions. The affective occupational commitment is measured using the indicators developed by Meyer et al. (1993), this scale consists
of six items to measure six dimensions. The perceived organizational support is measured using the indicators developed by Rhoades and Eisenberger (2002), this
scale consists of eight items to measure eight dimensions. Respondents are asked to provide their answer on five Likert scale from 1 = very disagree up to 5 = very
agree.

DATA ANALYSIS

The data is analyzed with descriptive statistical analysis which covers the minimum value, maximum value, mean value, standard deviation, and ANOVA. The
hypothesis 1 up to hypothesis 6 is tested using structural equational modeling (SEM) with PLS (partial least square) method through SmartPLS 2.0 program. How-
ever, the hypothesis 7 and 8 are tested using two different strategies, causal step based on the method developed by Baron and Kenny (1986) and product of
coefficient strategy that is based on the significance test on indirect effects with Sobel test (Preacher dan Hayes, 2004).

RESULT AND DISCUSSION

CONVERGENT VALIDITY TESTING

The result of convergent validity testing shows factor loading of all indicators with the minimum value of 0.491, however it is still significant which makes the
indicators are acceptable for further analysis. There are two indicators that need to be eliminated, the OCG 01 indicator that has factor loading of 0.350 and OCG
02 that has factor loading of 0.323. These indicators are eliminated because it has factor loading below 0.5. Thus all the remaining indicators can be used in further
analysis.

Discriminant Validity

Discriminant validity is assessed by comparing square root of average variance extracted (AVE) among each construct in the model. The test result shows that all
constructs have similar root AVE. Thus, we can conclude that all constructs fulfill the criteria of discriminant validity that is the measurement in the block is better
than the measurement in other construct blocks.

To assure whether the latent construct can predict the indicator in their block better than the indicator in other block, the data will be analyzed by assessing the
result of cross loading. The loading value of each factor is presented in the bold and italicized numbers. Thus, we can understand that the latent construct is able
to predict the indicator in its block better than the indicator in the other block. This makes the discrimant validity requirements are fulfilled.

Composite reliability

Composite reliability is a measure of reliability of a block of indicator in measuring its construct. All constructs have high composite reliability; above 0.70 as
required. Thus, we can conclude that all constructs are reliable to measure the variable in its block.

STRUCTURAL TESTING (INNER MODEL)

Structural model or inner model is a relationship between a latent variable with other latent variable. This test is performed into a research model by assessing its
R-square value and the significance level of each relationship. Based on the R square (R?) value, we can assured that around 31.7% of changes in perceived organ-
izational support can be explained by organizational career growth; around 24.5% of changes in affective occupational commitment can be explained by both
organizational career growth and perceived organizational support; and around 35.1% of changes in performance can be explained by organizational career
growth, perceived organizational support, and affective occupational commitment.

Thus, the Q2 predictive relevance value, computed using Stone-Geisser Q square test formula for structural model can be computed as follows:
Q?=1-(1-0.317) (1-0.245) (1-0.352)

Q?=1-(0.683) (0.755) (0.649)

Q2=0.665

Based on the Stone-Geiser Q?predictive relevance value, we may conclude that the model has predictive relevance because the result is above 0 or 0.665, or the
value of relevant prediction model is 66.50%.

FIGURE 1: RESEARCH MODEL

Notes
a. Independent variables

0 0CG : organizational career growth

0 POS : perceived organizational support

0 AOC : affective occupational commitment
b.  Dependent Variable

0 PERF : performance

c.  Mediating Variable:
0 POS is the mediating variable on the relationship between OCG and AOC
0 AOC is the mediating variable on the relationship between OCG and PERF
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ANALYSIS OF VARIANCE (ANOVA)

The descriptive analysis of variance is performed to confirm the effect of respondents’ characteristics. This test is performed to understand the effect of respond-
ents’ characteristics such as gender, education, age, and tenure on organizational career growth, affective occupational commitment, perceived organizational
support, and performance. The technique used in this analysis is analysis of variance (ANOVA).

From the result of variance test, there is no significant difference in organizational career growth, perceived organizational support, affective occupational com-
mitment, and performance based on respondents’ characteristic such as gender, education, age, and tenure. This is shown in the probability value (Sig.) or p-value
that is higher than 0.05 (p > 0.05). In other words, there is no direct effect of gender, education, age, and tenure on organizational career growth, perceived
organizational support, affective occupational commitment, and performance.

HYPOTHESIS TESTING

The data analysis technique used to test the hypothesis 1 (H1) up to 6 (H6) is Partial Least Square (PLS) path modeling, using SmartPLS 2.0 program. The benefit of
PLS method compared to covariance structure analysis like LISREL, EQS, Mplus, or AMOS, is that PLS does not require large number of samples and normality
assumption test (Fornell, and Bookstein, 1982; Bacon, 1999).

Hypothesis 1 (H1): The effect of Organizational Career Growth (OCG) on Perceived Organizational Support (POS)

The estimation result on the effect of organizational career growth on perceived organizational support on Table | show the path coefficient of 0.563 (positive).
The coefficient significance test shows the t-value of 12.123. Because of t-value > 1.96 means significant at the significance level of 5%, thus organizational career
growth has positive and significant effect on perceived organizational support. If organizational career growth increased, then the perceived organizational support
will increase as well. Contrary, the decrease in organizational career growth will decrease the perceived organizational support as well.

Hypothesis 2 (H2): The effect of Organizational Career Growth (OCG) on Affective Occupational Commitment (AOC)

The estimation result of the effect of organizational career growth on affective occupational commitment on Table | shows path coefficient of 0.387 (positive).
The significance test of this coefficient shows the t-value of 5.246 which means the effect is significant at 5% significance level. Thus, organizational career growth
has significant and positive effect on affective occupational commitment. This means that the increase in organizational career growth will increase affective
occupational commitment. Contrary, the decrease in organizational career growth will decrease the affective occupational commitment.

Hypothesis 3 (H3): The effect of Perceived Organizational Support (POS) on Affective Occupational Commitment (AOC)

The estimation result on the effect of perceived organizational support on affective occupational commitment on Table | show the path coefficient of 0.160
(positive). The significance test on the coefficient shows t-value of 1.992 which means it is significant at 5% significance level. Thus, perceived organizational
support has positive and significant effect on affective occupational commitment. If perceived organizational support increased, then affective occupational com-
mitment will increased as well. Contrariwise, the decrease in perceived organizational support will lead to the decrease in affective occupational commitment.
Hypothesis 4 (H4): The effect of Organizational Career Growth (OCG) on Performance

The estimation result on the effect of organizational career growth on performance in Table | show path coefficient of 0.202 (positive). The significance test on
the coefficient shows t-value of 2.105 which means the effect is significant at 5% significance level. Thus organizational career growth has positive significant effect
on performance. The increase in organizational career growth will increase performance. Contrary, the decrease in organizational career growth will leads to the
decrease in performance.

Hypothesis 5 (H5): The effect of Perceived Organizational Support (POS) on Performance

The estimation result on the effect of perceived organizational support on performance in Table | show path coefficient of 0.146 (positive). The significance test
on the coefficient shows t-value of 2.047, which means that the effect is significant at 5% significance level. Thus, perceived organizational support has positive
and significant effect on performance. This means that the increase in perceived organizational support will increase performance and vice versa.

Hypothesis 6 (H6): The effect of Affective Occupational Commitment (AOC) on Performance

The estimation result on the effect of affective occupational commitment on performance in Table | show path coefficient of 0.377 (positive). The significance test
on the coefficient shows t-value of 5.786 which means the coefficient is significant at 5% significance level. Thus the affective occupational commitment has
positive and significant effect on performance. The increase in affective occupational commitment will increase the performance and vice versa.

The estimation result of path coefficient on the effect of a construct on other construct using SmartPLS 2.0 program is presented in the following table:

TABLE I: THE ESTIMATION RESULT OF PATH COEFFICIENT ON THE STRUCTURAL RELATIONSHIP BETWEEN THE CONSTRUCTS

Hypothesis | Relationship Path | Path Coefficient (B) | t-value | Conclusion
H1 OCG #»POS 0.563 12.123 | Significant
H2 OCG ®»A0C 0.387 5.246 Significant
H3 POS®AOC 0.160 1.992 Significant
H4 OCG ®PERF 0.202 2.195 Significant
H5 POS ®PERF 0.146 2.047 Significant
H6 AOC ®PERF 0.377 5.786 Significant

Notes: AOC = affective occupational commitment; OCG = organizational career growth; POS = perceived organizational support; PERF = Performance

FIGURE 2: ESTIMATION RESULT OF PATH COEFFICIENT STRUCTURAL RELATIONSHIP BETWEEN CONSTRUCT
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ESTIMATION AND MEDIATION EFFECT EVALUATION

Hypothesis 7 (H7): The effect of Organizational Career Growth (OCG) on Affective Occupational Commitment (AOC) mediated by Perceived Organizational

Support (POS)

Causal Step Strategy (Baron & Kenny)

For hypothesis 7 testing with perceived organizational support as the mediator of the relationship between organizational career growth and affective occupa-

tional commitment (OCG ® POS ® AOC) thus the mathematical equation is as follows:

1.  Simple regression formula for the effect of perceived organizational support variable on organizational career growth.

POS =a+ b1 OCG +ei1(1)

2. Simple regression formula for the effect of affective occupational commitment on organizational career growth.

AOC=2a+b30CG +e; (2)

3. Multiple regression on the affective occupational commitment on the perceived organizational support as mediator and organizational career growth as
independent variable.

AOC =a+bPOS +b30CG +e5 (3)

The estimation result on the total effect and direct effect from formula 1, 2, and 3 to test the hypothesis 7 (H7) based on the criteria set by Baron and Kenny, is

presented in the following table.

TABLE I1: ESTIMATION OF TOTAL COEFFICIENT AND DIRECT EFFECT (Formula 1, 2, and 3)

Coefficient | Relationship path Estimated | p-value | Conclusion
b1 OCG #POS (direct effect) | 0.563 0.000 Significant
b, POS®AOQC (direct effect) 0.160 0.009 Significant
b's OCG ®AOQC (direct effect) | 0.387 0.000 Significant
b3 OCG=AOC (total effect) 0.477 0.000 Significant

Notes: AOC = affective occupational commitment; OCG = organizational career growth; POS = perceived organizational support

The result of the first regression testing in Table Il, shows that organizational career growth has significant effect on perceived organizational support (p-value<
0.05) with coefficient regression of (b1) = 0.563; the second regression testing on Table I, shows that organizational career growth has significant effect on affective
occupational commitment (p-value< 0.05) with coefficient regression (bs) = 0.477; and the third regression test on Table II, shows that perceived organizational
support has significant effect on affective occupational commitment, after controlled with organizational career growth (p-value< 0.05) with coefficient regression
(b2) = 0.160. Then, there is direct effect b’s of 0.387 that is smaller than total effect bs = 0.477. The effect of independent variable organizational career growth on
dependent variable affective occupational commitment decreased but still significant (p-value< 0.05), after controlled with mediating variable of perceived organ-
izational support. Based on the criteria developed by Baron and Kenny (1986), we can conclude that the meditational hypothesis is supported. Thus perceived
organizational support is the mediator for the relationship between organizational career growth and affective occupational commitment. In this case, the medi-
ation is partial mediation because the coefficient of direct effect for the effect of organizational career growth on affective occupational commitment is significant.
STRATEGY PRODUCT OF COEFFICIENT (INDIRECT EFFECT)

The estimation result of indirect effect using macro PROCESS is presented on the following table:

TABLE lll: INDIRECT EFFECT ESTIMATION AND 95% CONFIDENCE INTERVAL (CI)

Hip. | Mediation path Koef. 95%Cl Conclusion
Lower Upper

H7 OCG = POS ® AOC | 0.0901 | 0.0024 | 0.2027 | Significant

Notes: AOC = affective occupational commitment; OCG = organizational career growth; POS = perceived organizational support

The result of indirect effect estimation for the effect of organizational career growth on affective occupational commitment through the mediator perceived

organizational support on Table Ill, shows the value of 0.0901. True indirect effect located between 0.0024 and 0.2027 on 95% confidence interval. Because of

zero does not included in the 95% confidence intervals, thus we can conclude that the indirect effect is significant in the 0.05 significance level. Thus, in line with

the finding based on the criteria developed by Baron and Kenny, perceived organizational support is a mediator on the relationship between organizational career

growth and affective occupational commitment. The increase in organizational career growth will also increase the perceived organizational support, and with the

increase in perceived organizational support in its turn will increase affective occupational commitment. With the finding on the significant direct effect coefficient

of organizational career growth on affective occupational commitment, it means that there is a partial mediation effect. Perceived organizational support partially

mediates the effect of organizational career growth on affective occupational commitment. Organizational career growth has positive and significant effect, di-

rectly and indirectly through perceived organizational support, on affective occupational commitment.

Hypothesis 8 (H8): The effect of Organizational Career Growth (OCG) on Performance mediates by Affective Occupational Commitment (AOC)

Strategy Causal Step (Baron & Kenny)

To test the hypothesis 8 in which affective occupational commitment plays the mediating role in the relationship between organizational career growth perfor-

mance (OCG ®AOC® Performance), the mathematical equation is as follows:

1.  Simple regression formula of affective occupational commitment on organizational career growth.

AOC=a+b1, OCG +e1 (4)

2. Simple regression formula of the relationship between performance and organizational career growth.

Performance=a+bs; OCG +e, (5)

3. Multiple regression of performance as dependent variable on the mediating variables affective occupational commitment and perceived organizational sup-

port, and the independent variable of organizational career growth.

Performance = a + b2:POS + b22A0C + b3 OCG + e3 (6)

The result of estimation on total effect and direct effect from formula 4, 5, and 6 in testing hypothesis 8 (H8) based on the criteria developed by Baron & Kenny,

is presented in the following table:

TABLE IV: THE TOTAL COEFFICIENT AND DIRECT EFFECT ESTIMATION RESULT (Formula 4, 5, and 6)

Koefisien Relationship path Estimated | p-value | Conclusion
b1z OCG #®AOQC (direct effect) 0.387 0.000 | Significant
b2, AOCW PERF (direct effect) 0.377 0.000 | Significant
b's OCG ®PERF (direct effect) 0.202 0.006 | Significant
b3 OCG ™ PERF (total effect) 0.464 0.000 | Significant

Notes: OCG = organizational career growth; AOC = affective occupational commitment; PERF = Performance

The result of regression analysis in Table IV shows that organizational career growth has significant effect on affective occupational commitment (p-value< 0.05)
with regression coefficient (b12) = 0.387; the fifth regression result in Table IV, shows that organizational career growth has significant effect on performance (p-
value< 0.05) with regression coefficient (bs) = 0.464; and the result of the sixth regression analysis in Table IV shows that affective occupational commitment has
significant effect on performance, after controlled with organizational career growth (p-value< 0.05) with regression coefficient (b22) = 0.377. Further, we found
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direct effect b’s of 0.202 which is smaller than total effect bs = 0.464. The effect of independent variable organizational career growth on dependent variable
performance is decreased but stil significant (p-value< 0.05), after controlled with mediating variable of affective occupational commitment. Based on the criteria
developed by Baron and Kenny, thus we can conclude that the meditational hypothesis (H8) is supported. This means that affective occupational commitment is
a mediator on the relationship between organizational career growth and performance. In this case a partial mediation because the direct effect coefficient of
organizational career growth on performance is significant.

STRATEGY PRODUCT OF COEFFICIENT (INDIRECT EFFECT)

The estimation result on indirect effect using macro PROCESS is presented on the following table.

TABLE V: ESTIMATION ON INDIRECT EFFECT AND 95% CONFIDENCE INTERVAL (ClI)
Hip. | Mediation path Koef. 95%Cl Conclusion
Lower Upper
H8 OCG = AOC = PERF | 0,1458 | 0,0803 | 0,2316 | Significant
Notes: AOC = affective occupational commitment; OCG = organizational career growth; PERF = Performance.
The estimation result on indirect effect of organizational career growth on performance through the mediator affective occupational commitment on Table V is
0.1458. True indirect effect located between 0.0803 and 0.2316 on 95% confidence interval. Because zero is not embodied in the 95% confidence intervals, then
we can conclude that indirect effect is significant at 0.05 significance level. Thus, in line with the finding based on the criteria developed by Baron & Kenny, affective
occupational commitment is a mediator on the relationship between organizational career growth and performance. If the organizational career growth is in-
creased, then affective occupational commitment will also increase, which in turn will increase affective occupational commitment and performance. By under-
standing the significant direct effect coefficient on the effect of organizational career growth on performance, we know that the partial mediation exists in the
relationship. The variable affective occupational commitment partially mediates the effect of organizational career growth on performance. Organizational career
growth has positive and significant effect, directly or indirectly through affective occupational commitment, on performance.

FINDINGS AND DISCUSSION

H1: Organizational career development has positive and significant effect on perceived organizational support.

There is a significant and positive effect of organizational career growth on perceived organizational support. The path coefficient is 0.563 with t-count of 12.123
significant at 5% significance level. This means that organizational career growth has positive and significant effect on perceived organizational support. The 0.563
parameter coefficient value indicates that the better the career growth then the higher the organizational support perceived by employees. With the coefficient
of determination of 0.317 (31,70%) or the variation in perceived organizational support can be explained by organizational career growth up to 31.70% and the
rest 68.30% is affected by other factors outside the model. Through the analysis result of Factor Loading Estimation Results (Step Il) we can also understand that
from four indicators of career growth, the third indicator, promotion speed (OCG7) is the strongest indicator as the measurement of career growth with the factor
weight coefficient of 0.728. Thus, the indicator opens and widely accessible promotion for all employees is an important component that needs attention in
improving perceived organizational support.

This study places perceived organizational support as a factor that affect career satisfaction, and career satisfaction is placed as mediator or intermediary on the
relationship between perceived organizational support and performance. Both research conducted by Karatepe, (2012) and Duffy et al. (2011), do not place
perceived organizational support as a variable that will be affected by organizational career growth.

H2: Organizational career growth has positive and significant effect on affective occupational commitment.

Based on the analysis result, this study finds that organizational career growth has positive and significant effect on affective occupational commitment. The path
coefficient value on Table I is 0.387 with t-count of 5.246 and alpha 5%. Thus, we can conclude that the higher the employees’ perception on the organizational
career growth in an organization, the higher is their affective occupation commitment. This study confirms the finding from previous studies for example the one
conducted by Sturges et al. (2005) and Bambacas (2010) who find the relationship between career and commitment. Contrary, Chew & Chan (2008) do not find
empirical support on the effect of career management on commitment.

By considering these findings, ANOVA test is employed to ensure that gender, education, age, and tenure has a relationship with affective occupational commit-
ment. The analysis shows no direct effect of gender, education, age, and tenure on career, perceived organizational support, affective occupational commitment,
and performance.

The implication of this finding is on the effort to improve affective occupational commitment. Improving this variable can be performed by career development
through remuneration growth, promotion speed, professional ability development, and the suitability of career purpose.

H3: Perceived organizational support has positive and significant effect on affective occupational commitment.

The analysis result in this study shows that perceived organizational support has positive and significant effect on affective occupational commitment. The param-
eter coefficient value in Table I is 0.160 and t-count of 1.992 which means that perceive organizational support affects affective occupational commitment at 5%
significance level. This finding supports the result from previous study conducted by Tella et al. (2007); Lee and Kulviwat, (2008); and Bang et al. (2013).

Similarly, the analysis result on Factor Loading estimation (Step Il) reveals that from eight indicators of perceived organizational support, the second indicator
(POS2) is the strongest indicator to test the perceived organizational support with weighted coefficient value of 0.790. Thus, the indicator of employees’ job
satisfaction is an important factor in improving perceived organizational support. Researchers have studied the effect of perceived organizational support on
employee’s organizational commitment in different context. Employee with higher perceived organisation support shows higher commitment for the organization
(Cropanzano et al., 1997; Liden et al., 2003; Masterson and Stamper in Liu, 2009).

The implication of this finding is the effort to improve affective occupational commitment through perceived organizational support can be focused on the strong-
est indicator of perceived organizational support, the organization attention on employee job satisfaction, organization recognition on employee’s contribution,
and organization attention on employee’s welfare. The other three indicators that need attention are the attention on employee extra time, employee complaint,
and organization attention on individual level.

H4: Organizational career growth has positive and significant effect on performance.

This study finds that organizational career growth has positive and significant effect on performance. The parameter path coefficient in Table | show a value of
0.202 with t-count of 2.195. This means that organizational career growth has a positive and significant effect on performance at 5% significance level. This study
confirms the finding from Karatepe (2012) who use career satisfaction and performance concept in the study. The study finds the positive and significant relation-
ship between career satisfaction and employee performance. David Okurame (2012) used the concept of career growth prospects, ekstra role performance, and
organizational citizenship behavior/OCB. His study proves the relationship between career growth prospects and OCB. Previously, the study conducted by Na-
chbagauer & Ried| (2002) who test the effect of career plateaus on performance find the negative relationship between career plateaus on performance. Thus,
employee behavior is highly affected by human resource management practices (such as career growth policies as studied here) through psychological contract-
employee perception on what they expect from the organization as an exchange for what they have done. This is why career growth policy must have a strong
impact on psychological contract between the employee and the organization, especially if career growth policy is an important initiative from employees (Bedeian
et al. in Okurame, 2012).

The implication of this finding is the improvement of performance can be performed through career growth.

H5: Perceived organizational support has positive and significant effect on performance

Based on the analysis result this study finds that perceived organizational support has positive and significant effect on performance at 5% significance level. On
Table |, the parameter path coefficient is 0.146 with t-count of 2.047. This finding support the result of study conducted by Pazy (2011) which finds that perceived
organizational support by supervisor’s increase performance, while the result of study conducted by Chiang and Hsien (2012) shows that perceived organizational
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support and positive psychological empowerment is positively affected by behavior. Perceived organizational support has no positive effect on performance.
Arshadi and Hayavi (2012) prove the relationship of perceived organizational support and organizational commitment with performance.

The implication of this finding is that the effort to improve performance through organizational support should be performed through providing attention on
employee satisfaction, organization recognition on employee contribution, and organizational attention of welfare.

H6: affective occupational commitment has positive and significant effect on performance.

Based on the analysis result, this study finds that affective occupational commitment has positive and significant effect on performance. The parameter path
coefficient is 0.377 with t-count of 5.786. thus, affective occupational commitment has positive and significant effect on performance at 5% significance level.
Through the analysis of Factor Loading estimation (Step 1) we find that from six indicators of affective occupational commitment, the second indicator (AOC2) is
the strongest indicator to measure affective occupational commitment with weighted factor coefficient of 0.853. Thus the emotional closeness with organization
is an important factor in improving employee affective occupational commitment.

Based on this finding we may conclude that improve employee performance through affective occupational commitment, organization should have focused on
the improvement of strong feeling toward organization, organizational closeness, and make employees feel as the part of the organization.

H7: Mediating effect of perceived organizational support on the effect of organizational career growth on affective occupational commitment

The mediating role of perceived organizational support on the relationship between organizational career growth and affective occupational support is found
through the mediation testing steps developed by Baron and Kenny (1986). The test shows that organizational career growth has positive and significant effect on
perceived organizational support; fulfill the first requirement for the testing. In the second step, we find that organizational career growth has positive and signif-
icant effect on affective occupational commitment; fulfilling the second requirement for the test. The last step is reviewing the effect and significance of perceived
organizational support on affective occupational support, after controlling the organizational career growth variable (p-value< 0.05). In this step we find that
perceived organizational support mediates the relationship between organizational career growth and affective occupational commitment with positive and partial
affect (partial mediation), because B decreased (direct effect b's of 0.387 lower than total effect bs = 0.477). To test the significance level of indirect relationship
between organizational career growth with affective occupational commitment mediated by perceived organizational support, we use Sobel test. The mediation
relationship is determined from coefficient and standard error of related variables.

The result of mediation testing (with sobel test and bootsrapping estimation) shows that the indirect effect of organizational career growth on performance
through the mediator of perceived organizational support is significant at 0.0901. This finding is in line with the finding from Baron and Kenny (1986) that perceived
organizational support is a mediator in the relationship between organizational career growth and affective occupational commitment with positive partial medi-
ation.

This shows that employees who feel organizational support and experience the promising career growth will have high affective occupation commitment. This
happen due to the organizational support perceived by the employees in the 15 KPPN studied is high, thus the result for perceived organizational support is
significant.

H8: Mediating role of affective occupational commitment on the effect of organizational career growth on performance.

The mediating role of affective occupational commitment on the relationship between organizational career growth and performance is tested using the method
developed by Baron and Kenny (1986). On the first step we find that organizational career growth has significant and positive effect on affective occupational
commitment; fulfilling the first requirement. On the second step we find that organizational career growth has positive and significant effect on performance;
fulfilling the second requirement. The last step is aimed to see the effect and significance level of affective occupational commitment on performance, after
controlling the organizational career growth variable (p-value< 0.05). In this step we find that affective occupational commitment mediates the relationship be-
tween organizational career growth and performance with positive partial mediation, due to the decrease in B (direct effect b’s of 0.202 lower than total effect bs
=0.464). To test the significance of the indirect relationship between organizational career growth and performance mediated by affective occupational commit-
ment we see the coefficient and standard error of related variables. The estimation result from sobel test and bootsrapping shows that the indirect effect of
organizational career growth o performance through the mediator of affective occupational commitment is significant with the coefficient of 0.1458. Baron and
Kenny (1986) also find similar result that affective occupational commitment is a mediator in the relationship between organizational career growth and perfor-
mance with positive partial mediation.

The mediating role of affective occupational commitment on this study is significant because in affective occupational commitment has received attention from
the 15 KPPN studied in improving their employee performance.

The implication of this finding is that employee performance in the 15 KPPN studied is directly affected by organizational career growth that they experience, and
partially and positively mediated by affective occupational commitment.

CONCLUSIONS

1. The result of all analysis of variance shows that there is no significant difference on the organizational career growth, perceived organizational support,

affective occupational commitment, and performance, based on respondents’ characteristics such as gender, education, age, and tenure.

The result of testing on H1 shows that organizational career growth has positive and significant effect on perceived organizational support.

The result of testing on H2 shows that organizational career growth has positive and significant effect on affective occupational commitment.

The result of testing on H3 shows that perceived organizational support has positive and significant effect on affective occupational commitment.

The result of testing on H4 shows that organizational career growth has positive and significant effect on performance.

The result of testing on H5 shows that perceived organizational support has positive and significant effect on performance.

The result of testing on H6 shows that affective occupational commitment has positive and significant effect on performance.

The result of testing on H7 shows that perceived organizational support mediates the relationship between organizational career growth and affective occu-

pational commitment partially and positively. This fiding answer the suggestion from Weng and McElory (2012), who suggest next study hypothesis to place

perceived organizational support as mediating variable on the relationship between organizational career growth and affective occupational commitment.

9.  Theresult of testing on H8 shows that affective occupational commitment mediates the relationship between organizational career growth and performance
with partial and positive mediation.

O N A WN

LIMITATIONS

First, the design of this study uses cross-sectional approach. In this approach the data is gathered in a time, thus implying the limitation in its interpretation and
causal relationship among the variables. Thus, the use of longitudinal design is needed in the future to re-confirm the causal relationship among the variables in
this study.

Second, the measurement for affective occupational commitment is performed using self-reported method, thus open a probability of subjective view in filling
the questionnaire. This study does not involve other parties such as co-workers and customers in assessing employee’s commitment.

Third, the sampling is limited. This makes generalization of this finding into other sector needs to be conducted carefully. Thus, future study is suggested to take
samples from various sectors to increase the generalization level.

IMPLICATIONS

THEORETICAL IMPLICATION

1. The result of statistical testing shows that the instrument used in this study has fulfilled the validity and reliability requirement. There are only two items
that need to be eliminated. This means that the instrument used to measure organizational career development, perceived organizational support, affective
occupational commitment, and performance can be re-used in future studies.
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2.

Affective occupational commitment measured using one organizational component approach or the affective commitment, only partially mediates the rela-
tionship between organizational career growth and performance. Further studies are needed to understand the role of affective occupational commitment
as a mediating variable. Even though there is a significant effect of affective occupational commitment on performance, this finding is not in line with previous
studies finding. Previous studies mostly find that one of the consequences of affective organizational commitment is performance. However, Astuti (2002)
and Somers and Birnbaum (1998) study show similar result with this study.

The empirical result of this study shows that organizational career growth has significant effect on performance. This strengthens the argument that employ-
ees who are happy on the promotion opportunity and growth in remuneration will have better performance than they who don’t. However, further studies
are needed on the relationship between these two constructs, especially related with performance. This significant effect, according to laffaldano and
Muchinsky (1985) is caused by subjective measurement of performance. Thus, further studies to test the relationship between these two constructs using
an objective measure for performance.

PRACTICAL IMPLICATION

1.

Managers of an organization are expected to issue policies that will be able to improve performance by putting more attention on employees’ career growth.
The policies may relate with the growth in remuneration, promotion speed, professional ability development, and capability of career objective.

Perceived organizational support can affect employee perception on the organizational support provided by their organization, among other the policy on
career opportunity or employee career management.

Employee career growth policy may create pride for the organization that understand their employee behavior and attitude.

SUGGESTIONS FOR FUTURE STUDIES

First, the samples should be selected from several different places so that the result can be generalized.

Second, the measurement of performance should not only come from subjective measures but also objective measures. Besides that, performance assessment
can be performed not only by supervisor but also by co-workers, family, or customers. Similarly, with commitment assessment can be performed not only using
one model but with three organizational commitment approaches at once. To generate more objective result, the involvement of aforementioned parties can be
considered in the future studies.

REFERENCES

1.  Allen N J and Meyer J P (1990). The Measurement and Antecedents of Affective, Continuance and Normative Commitment to the Organization, Journal of
Occupational Psychology, Vol. 63, pp. 1-18.

2. Allen, D. G., Shore, L. M. & Griffeth, R. W. (2003). The role of perceived organizational support and supportive human resource practices in the turnover
process, Journal of Management, 29: 99-118.

3. Allen, N.J., & Meyer, J.P. (1996). Affective, continuance, and normative commitment to the organization: An examination of construct validity, Journal of
Vocational Behavior, 49, 252-276.

4.  Applebaum, H Steven, Heather Ayre and Barbara T Shapiro, (2001). Career Management in Information Technology: A Case Study, Career Development
International 7/3, 142-158

5. Armeli, S., Eisenberger, R., Fasolo, P., & Lynch, P. (1998). Perceived organizational support and police performance: The moderating influence of socioemo-
tional needs, Journal of Applied Psychology, 83, 288-297.

6.  Arshadi, N., Hayavi, G. (2012). The Effect of Perceived Organizational Support on Affective Commitment and Job Performance: Mediating role of OBSE,
Procedia - Social and Behavioral Sciences 84: 739-743

7. Arshadi, N. (2011) Procedia - Social and Behavioral Sciences, Volume 30, 2011, Pages 1103-1108

8.  Arthur, M. B. (2008). Examining contemporary careers: a call for interdisciplinary inquiry. Human Relations, 61: 163-186

9.  Astuty, Isthofaina. 2002. Anteseden dan Konsekuensi Komitmen Organisasional: A3 Component Model. Tesis Magister Sains FE UGM Yogyakarta.

10. Bacon, L D., (1999). Using LISREL and PLS to Measure Customer Satisfaction. Seventh Annual Sawtooth Software Conference

11. Bambacas, M. (2010). Organizational handling of careers influences managers' organizational commitment, Journal of Management Development, Vol. 29
Iss: 9, pp.807 — 827

12. Bang, H., Ross, S., Reio, T.G Jr, (2013) From motivation to organizational commitment of volunteers in non-profit sport organizations: The role of job satis-
faction, Journal of Management Development, Vol. 32

13. Baron, R. M and Kenny, D. A., (1986). The Moderator-Mediator Variable Distinction in Social Psychological Research: Conceptual, Strategic, and Statistical
Considerations. Journal of Personality and Social Psychology. Vol. 51, No. 6, 1173-1182. American Psychological Association, Inc.

14. Becker, T.E., Billings, R.S., Eveleth, D.M., Gilbert, N.L. 1995. Profiles of Commitment: An Empirical Test, Journal of Organizational Behavior. 14, 177-190.

15. Campbell, J. P. (1990). Modeling the performance prediction problem in industrial and organizational psychology, In M. D. Dunnette & L. M. Hough (Eds.),
Handbook of Industrial and Organizational Psychology (pp. 687-732). Palo Alto, CA: Consulting Psychologists Press, Inc.

16. Chew, J., Chan, C.A., (2008). Human resource practices, organizational commitment and intention to stay, International Journal of Manpower, Vol. 29 Iss: 6,
pp.503 — 522 (career development not significant)

17. Chiang, C.F., Hsieh, T.S. (2012). The impacts of perceived organizational support and psychological empowerment on job performance: The mediating effects
of organizational citizenship behavior. International Journal of Hospitality Management, Volume 31, Issue 1, March 2012, Pages 180-190

18. Cichy, R.F.,Cha, J.,Kim, S. (2011) The relationship between organizational commitment and contextual performance among private club leaders. International
Journal of Hospitality Management 28: 53—62

19. Cohen, J., Cohen, P., West, S. G., & Aiken, L. S. (2003). Applied multiple regression/correlation analysis for the behavioral sciences (3rd ed.). Mahwah, NJ:
Lawrence Erlbaum.

20. Cooper Donald R. dan Pamela S. Schindler. (2003). Business Research Method. Eight. Edition. New York: McGraw Hill

21. Cooper-Hakim, C. Viswesvaran (2005): The construct of work commitment: Testing an integrative framework. In: Psychological Bulletin, 131/2005, S. 241—
259

22. Currie, P., Dollery, B (2006)"Organizational commitment and perceived organizational support in the NSW police, An International Journal of Police Strategies
& Management, Vol. 29 Iss: 4, pp.741 — 756

23. Danish, R & Usman, A. (2010). Impact of Reward and Recognition on Job Satisfaction and Motivation: An Empirical Study from Pakistan. International Journal
of Business and Management. (5) 2, pp. 195-167.

24. Dawley, D.D., Andrews, M.C., Bucklew, N.S (2008). Mentoring, supervisor support, and perceived organizational support: what matters most?, Leadership &
Organization Development Journal, Vol. 29 Iss: 3, pp.235 — 247

25. Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001). Reciprocation of perceived organizational support. Journal of Applied Psychology,
86, 42-51.

26. Eisenberger, R., Huntington, R., Hutchison, S. and Sowa, D. (1986), Perceived organizational support, Journal of Applied Psychology, Vol. 71, pp. 500-7.

27. Eisenberger, R., Rhoades, L., & Cameron, J. (1999). Does pay for performance increase or decrease perceived self-determination and intrinsic motivation,
Journal of Personality and Social Psychology, 77, 1026-1040.

28. Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I.L. and Rhoades, L. (2002). Perceived supervisor support: contributions to perceived organi-

zational support and employee retention, Journal of Applied Psychology, Vol. 87 No. 3, pp. 565-73.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

25

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 6 (2016), | ssue No. 05 (M AY) | SSN 2231-5756

29.

30.

31.

32.

33.
34.

35.
36.
37.
38.

39.
40.

41.

42.
43.

a4,

45.

46.

47.

48.
49.

50.

51.

52.

53.

54.

55.
56.

57.

58.

59.

60.

61.

62.

63.

64.

65.
66.

67.
68.

69.

70.

Eisenberger, R.; Cummings, J.; Armeli, S. & Lynch, P. D. 1997. Perceived Organizational Support, Discretionary Treatment, and Job Satisfaction. Journal of
Applied Psychology, 82, 812-820.

Farh, J.L., Hackett, R.D., Liang, J. (2007). Individual-level cultural values as moderators of perceived organizational support-employee outcome relationships
in China: comparing the effects of power distance and traditionality, Academy of Management Journal, Vol. 50 pp.715-29

Fornell, C and Bookstein, F L., 1982. Two Structural Equation Models: LISREL and PLS Applied to Consumer Exit-Voice Theory. Journal of Marketing Research.
Vol XIX, 440 — 452

Fu, Y & Lihua, Z. (2012). Organizational justice and perceived organizational support: The moderating role of conscientiousness in China, Nankai Business
Review International, Vol. 3 Iss: 2, pp.145 — 166

Gomes, F.C. (2003). Manajemen Sumber Daya Manusia, Yogyakarta : Andi Offset.

Henseler, J., Ringle, C. M., and Sinkovics, R.R. (2009). The Use of Partial Least Squares Path Modeling in International Marketing, Advances in International
Marketing (20), pp. 277-320.

Huselid, M.A. (1995). The impact of human resource management practices on turnover, productivity and corporate financial performance. Academy of
Management Journal, 38, 635-672.

laffaldano, M. T., & Muchinsky, A. M. 1985. Job satisfaction and job performance: A meta-analysis. Psychological Bulletin, 97: 251-273.

James E. Neal Jr 2003. Panduan Evaluasi Kinerja Karyawan. Alih bhs.: Wawan; Setiawan. Jakarta: Prestasi Pustaka Publisher

Karatepe, O.M, (2012). Perceived organizational support, career satisfaction, and performance outcomes: A study of hotel employees in Cameroon, Interna-
tional Journal of Contemporary Hospitality Management, Vol. 24 Iss: 5, pp.735 — 752

Lee, J., Corbett, M. (2006). The impact of downsizing on employees' affective commitment, Journal of Managerial Psychology, Vol. 21 Iss: 3, pp.176 — 199
Lee, K.S., Kulviwat, S. (2008). Korean Workers’ Motivation Tools: Commitment and Incentive-Based Motivation and Their Relative Impact on Behavioral Work
Outcome, Multinational Business Review, Vol. 16 Iss: 4, pp.87 - 110

Lee, O.F., Tan, J.A., Javalgi, R. (2010). Goal orientation and organizational commitment: Individual difference predictors of job performance, International
Journal of Organizational Analysis, Vol. 18 Iss: 1, pp.129 — 150

Levinson, H. (1965). Reciprocation: the relationship between man and organization, Administrative Science Quarterly, Vol. 9 pp.370-90.

Lewis, S & Arnold, J. (2012). Organisational career management in the UK retail buying and merchandising community, International Journal of Retail &
Distribution Management, Vol. 40 Iss: 6, pp.451 —470

Liu, Y. (2009). Perceived organizational support and expatriate organizational citizenship behavior: The mediating role of affective commitment towards the
parent company, Personnel Review, Vol. 38 Iss: 3, pp.307 - 319

Masterson, S. S., Lewis, K., Goldman, B. M., and Taylor, M. S. (2000) Integrating justice and social exchange: the differing effects of fair procedures and
treatment on work relationships. Academy of Management Journal, 43(4): 738-748

Mathieu, J. E. and Zajac, D. M. (1990) A review and meta-analysis of antecedents, correlates and consequences of organizational commitment. Psychological
Bulletin, 108(2): 171-194

Meyer, J. P. and Smith, C. A. (2000). ‘HRM practices and organizational commitment: test of a mediation model’. Canadian Journal of Administrative Sciences,
17,319-331

Meyer, J. P., & Herscovitch, L. (2001). Commitment in the workplace: Toward a general model. Human Resource Management Review, 11, 299-326.

Meyer, J. P., Allen, N. J., & Smith, C., (1993). Commitment to organizations and occupations: Extension and test of a three-component conceptualization.
Journal of Applied Psychology, 78, 538-551.

Meyer, J. P., Becker, T. E., & Vandenberghe, C. (2004). Employee Commitment and Motivation: A Conceptual Analysis and Integrative Model. Journal of
Applied Psychology, 89(6), 991-1007

Meyer, J. P., Irving, G. P., & Allen, N. J. (1998). Examination of the combined effects of work values and early work experiences on organizational commitment.
Journal of Organizational Behavior (1986-1998), 19 (1), 29-53.

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, continuance and normative commitment to the organization: A meta-analysis
of antecedents, correlates, and consequences. Journal of Vocational Behavior, 61, 20-52.

Meyer, JP and Allen, NJ (2007). A three-component conceptualization of organizational commitment: Some methodological considerations, Human Resource
Management Review, 1, pp. 61-98.

Nachbagauer, A.GM., Riedl, G., (2002) "Effects of concepts of career plateaus on performance, work satisfaction and commitment", International Journal of
Manpower, Vol. 23 Iss: 8, pp.716 — 733

Neal Jr James E (2003). Panduan Evaluasi Kinerja Karyawan. Alih bhs.: Wawan; Setiawan. Jakarta: Prestasi Pustaka Publisher

Okurame, David. (2012) "Impact of career growth prospects and formal mentoring on organisational citizenship behaviour", Leadership & Organization De-
velopment Journal, Vol. 33 Iss: 1, pp.66 - 85

Orpen, C. (1994). The effects of organizational and individual career management on career success, International Journal of Manpower, Vol. 15 No.1, pp.27-
37.

Panaccio, A. & Vandenberghe, C. (2009). Perceived organizational support, organizational commitment and psychological well-being: a longitudinal study,
Journal of Vocational Behavior, Vol. 75 No. 2, pp. 224-36

Pazy, A. (2011). The relationship between pay contingency and types of perceived support: Effects on performance and commitment, EuroMed Journal of
Business, Vol. 6 Iss: 3, pp.342 — 358

Perryer, C., Jordan, C., Firns, I., & Travaglione, A. (2010). Predicting turnover intentions: The interactive effects of organizational commitment and perceived
organizational support, Management Research Review, Vol. 33 Iss: 9, pp.911 — 923

Porter, Steers, Mowday, and Boulian, (1974). Organizational Commitment, Job Satisfaction, and Turnover among Psychiatric Technicians, Journal of Applied
Psychology, Vol: 59, pp: 603 — 60

Preacher, K. J., & Hayes, A. F. (2004) SPSS and SAS procedures for estimating indirect effects in simple mediation models. Behavior Research Methods,
Instruments, & Computers, 36(4), 717-731. Psychonomic Society, Inc.

Preacher, K. J., Rucker, D. D and Hayes, A. F., (2007). Addressing Moderated Mediation Hypotheses: Theory, Methods, and Prescriptions. Multivariate Behav-
ioral Research, 42(1), 185-227.

Rehman, M.Z., M.R. Khan, Ziauddin and J.A. Lashari, (2010). Effect of job rewards on job satisfaction, moderating role of age differences: An empirical evi-
dence from Pakistan. African Journal of Business Management, 4(6): 1131-1139.

Rhoades, L., Eisenberger, R. (2002). Perceived organizational support: A review of the literature, Journal of Applied Psychology, Vol 87(4), Aug 2002, 698-714.
Rhoades, L., Eisenberger, R., & Armeli, S. (2001). Affective Commitment to The Organization: The Contribution of Perceived Organizational Support. Journal
of Applied Psychology, 86, 825-836.

Robbins SP, dan Judge. (2007). Perilaku Organisasi. Jilid 1-2. Edisi 12. Edisi Bahasa Indonesia, Pearson Asia Education, Pte., Ltd. Jakarta: Salemba Empat.
Rutondo, M. 2002. Defining and Measuring Individual Level Job Performance: A Review and Integration. Tersedia di citeseerx.ist.psu.edu/viewdoc/download,
diakses 25 Mei 2013.

Sarah Lewis, John Arnold, (2012). Organisational career management in the UK retail buying and merchandising community, International Journal of Retail
& Distribution Management, Vol. 40 Iss: 6, pp.451 - 470

Sluss, D.M., Klimchak, M. and Holmes, J.J. (2008). Perceived organizational support as a mediator between relational exchange and organizational identifica-
tion, Journal of Vocational Behavior, Vol. 73, pp. 457-64.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

26

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 6 (2016), | ssue No. 05 (M AY) | SSN 2231-5756

71.

72.
73.

74.

75.

76.

77.

78.

79.

80.

81.

82.

Somers, M.J., & Birnbaum, Dee. 1998. Work-related commitment and job performance: it’s also the nature of the performance that counts. Journal of Or-
ganizational Behavior, 19: 621-634.

Sopiah. (2008). Perilaku Organisasional, Yogyakarta: Andi

Sriharioto., Ratna Wardhani, FEUI, (2012) "Good Governance, Kompetensi KPPN dan Persepsi Keberhasilan Pelaksanaan Penganggaran Berbasis Kinerja
Satuan Kerja Kementerian/Lembaga“ Jakarta: Lembaga Penerbit FEUI, 2012

Sturges, J., Conway, N., Guest, D., and Andreas Liefooghe. Managing the Career Deal (2005). The Psychological Contract as a Framework for Understanding
Career Management, Organizational Commitment and Work Behavior. Journal of Organizational Behavior, Vol. 26, No. 7 (Nov., 2005), pp. 821-838
Suliman, A., Al Kathairi, M., (2013). Organizational justice, commitment and performance in developing countries: The case of the UAE, Employee Relations,
Vol. 35 Iss: 1, pp.98 — 115

Susskind, A.M., Borchgrevink, C.P., Kacmar, K.M., Brymer, R.A. (2000). Customer service employees' behavioral intentions and attitudes: an examination of
construct validity and a path model, International Journal of Hospitality Management, Vol. 19 No.1, pp.53-77.

Tella, A., Ayeni, Poopola (2007). Work Motivation, Job Satisfaction, and Organisational Commitment of Library Personnel in Academic and Research Libraries
in Oyo State, Nigeria. Library Philosophy and Practice 2007 (April)

Waseem, M. (2010) Relative Importance of Pay Level Satisfaction, Career Development Opportunities, and Supervisor Support in Perceived Organizational
Support. Journal of Yasar University, July 2010, Vol. 5 Issue 19, p3264

Weer, C.H. (2006), "The impact of non-work role commitment on employees' career growth prospect”, available at : http://idea.library.drexel.edu/bit-
stream/1860/1165/1/weer_christy.pdf (accessed 4 April 2013).

Weng, Q. X., McElroy, J. C., Morrow, P. C., & Liu, R. (2010). The relationship between career growth and organizational commitment. Journal of Vocational
Behavior, 77(3), 391-400.

Weng, Q., McElroy, M.J. (2012). Organizational career growth, affective occupational commitment and turnover intentions. Journal of Vocational Behavior
80 (2012) 256-265

Wickramasinghe, D., Wickramasinghe, V. (2012). Effects of perceived organisational support on participation in decision making, affective commitment and
job satisfaction in lean production in Sri Lanka, Journal of Manufacturing Technology Management, Vol. 23 Iss: 2, pp.157 — 177

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT .

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




VoLUME No. 6 (2016), | ssue No. 05 (M AY) | SSN 2231-5756

REQUEST FOR FEEDBACK

Dear Readers

At the very outset, International Journal of Research in Commerce, IT & Management (IJRCM) acknowledges
& appreciates your efforts in showing interest in our present issue under your kind perusal.

I would like to request you to supply your critical comments and suggestions about the material published
in this issue, as well as on the journal as a whole, on our e-mail infoijrcm@gmail.com for further improve-
ments in the interest of research.

If you have any queries, please feel free to contact us on our e-mail infoijrcm@gmail.com.

I am sure that your feedback and deliberations would make future issues better —a result of our joint effort.
Looking forward to an appropriate consideration.

With sincere regards

Thanking you profoundly

Academically yours

Sd/-
Co-ordinator

DISCLAIMER

The information and opinions presented in the Journal reflect the views of the authors and not of the Journal
or its Editorial Board or the Publishers/Editors. Publication does not constitute endorsement by the journal.
Neither the Journal nor its publishers/Editors/Editorial Board nor anyone else involved in creating, producing
or delivering the journal or the materials contained therein, assumes any liability or responsibility for the
accuracy, completeness, or usefulness of any information provided in the journal, nor shall they be liable for
any direct, indirect, incidental, special, consequential or punitive damages arising out of the use of infor-
mation/material contained in the journal. The journal, neither its publishers/Editors/ Editorial Board, nor any
other party involved in the preparation of material contained in the journal represents or warrants that the
information contained herein is in every respect accurate or complete, and they are not responsible for any
errors or omissions or for the results obtained from the use of such material. Readers are encouraged to
confirm the information contained herein with other sources. The responsibility of the contents and the
opinions expressed in this journal are exclusively of the author (s) concerned.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/

28




VoLUME No. 6 (2016), I ssue No. 05 (MAY | SSN 2231—5756

ABOUT THE JOURNAL

In this age of Commerce, Economics, Computer, |.T. & Management and cut throat
competition, a group of intellectuals felt the need to have some platform, where young
and budding managers and academicians could express their views and discuss the
problems among their peers. This journal was conceived with this noble intention in view.
This journal has been introduced to give an opportunity for expressing refined and
innovative ideas in this field. It is our humble endeavour to provide a springboard to the
upcoming specialists and give a chance to know about the latest in the sphere of research
and knowledge. We have taken a small step and we hope that with the active co-
operation of like-minded scholars, we shall be able to serve the society with our humble

efforts.

5 onTe T3

INTERNATIONAL JOURNAL OF RESEARCH IN
COMPUTER APPLICATION & MANAGEMENT

S
WRCA

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT |,

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

http://ijrcm.org.in/




PERCEIVED
ORGANIZATIONAL SUPPORT

AND AFFECTIVE
OCCUPATIONAL
by Leon Akbar

Submission date: 24-Jul-2019 04:54PM (UTC+0700 )

Submission ID: 1154592952

File nam df (71 )

Wor 5

Cha 8917



VOLUME NO. 6 (2016), IsSUE NO. 05 (MAY)

ISSN 2231-5756

INTERNATIONAL JOURNAL OF RESEARCH IN
COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories

Indexed & Listed at:

Ulrich's Periadicals Directory ©, ProQuest, U.S A. EBSCO Publishiing, U:S'A!, Cabell's Diréctories of Publishing Opportunities, U'SIAL, Gaogle Scholar,
Open J-Gage, India [link of the same is duly available at Inflibnet of University Grants Commission (U.G.C ]I

Index Copernicus Publishers Panel, Poland [iTINISREISEIENE 2 number of libraries all around the world.
Circulated all over the world & Google has verified that scholars of more than 4767 Cities in 180 countries/territories are visiting our journal on regular basis.

Ground Floor, Building No. 1041-C-1, Devi Bhawan Bazar, JAGADHRI — 135 003, Yamunanagar, Haryana, INDIA
http://iircm.org.in




VOLUME NO. 6 (2016), ISSUE NO. 05 (MAY) ISSN 2231-5756

CONTENTS

;(‘; TITLE & NAME OF THE AUTHOR (S) P;T‘f"
1. |mHEALTH EFFECTIVENESS AND POTENTIAL IN INDIA 1

SURENDRA NATH SHUKLA, 1 K SHARMA & DR. BALVINDER SHUKLA
2. |AN EFFICACY OF IMPACT OF TURNOVER RATIOS ON PROFITABILITY WITH SPECIAL REFERENCE TO| 7
INDIAN PHARMACEUTICAL INDUSTRY
DR. N. PASUPATHI

3. |55 TECHNIQUE: THE EMERGING CONCEPT OF SERVICE QUALITY 11
SIMERJEET SINGH BAWA, DR. HARPREET SINGH & DR. NITYA

4. |PERCEIVED ORGANIZATIONAL SUPPORT AND AFFECTIVE OCCUPATIONAL COMMITMENT AS| 16
MEDIATING VARIABLES ON THE RELATIONSHIP BETWEEN ORGANIZATIONAL CAREER GROWTH AND
EMPLOYEES PERFORMANCE

SAUD NAPITUPULU, TULUS HARYONO, HUNIK SRI RUNNING SARWITRI & MUGI HARSONO

5. |PUBLIC SERVICE INNOVATION: STUDY OF MASS TRANSPORT SERVICE THROUGH THE MASS RAPID| 28
TRANSIT (MRT) IN JAKARTA

ERIE SYAHRIAL, DR. SRl SUWITRI, DR. BAMBANG RIYANTO & DR. SUNDARSO

6. |ROLE OF ISO IN IMPROVING QUALITY OF MANAGEMENT EDUCATION IN INDIA 34
DR. KOMAL CHOPRA & DR. PRADNYA CHITRAO

7. |REPORTING QUALITY OF SOCIAL SUSTAINABILITY INDICATORS OF INDIAN MANUFACTURING FIRMS:| 38
AN ANALYSIS
DIGANTA MUNSHI & DR. SRABONI DUTTA

8. |SERVICE QUALITY IN HIGHER EDUCATIONAL INSTITUTIONS: AN EMPIRICAL ASSESSMENT 42
DR. MUSHTAQ AHMAD BHAT & MUDASIR QUADIR SOF!

9. |AN EMPIRICAL STUDY ON PMIDY SCHEME IMPLEMENTATION AT KANEKAL MANDAL OF ANANTAPUR| 49
DISTRICT

G DIVAKARA REDDY
10. | HRM PRACTICES AND ITS CONTRIBUTION TO LEARNING ORGANIZATION: A LITERATURE REVIEW 53
ESHA SINGH

11. | KISSAN CREDIT CARD SCHEMES AND FARMERS AWARENESS - INITIATIVES OF KERALA GRAMIN BANK| 56
DR. PRAKASH. C, NEBU CHERIAN. P & JOBY JOSEPH THOOMKUZHY

12. |A CASE STUDY ON CASH MANAGEMENT PRACTICES IN COOPERATIVE BANKS 75
DR. MOHD. IQBAL DARZI
13. |FINANCIAL INCLUSION IN VILLAGES OF INDIA: A CASE STUDY OF VILLAGES OF SHYAMSUNDAR GRAM| 77

PANCHAYAT
DR. BANESWAR KAPASI

14. | MARKETING STRATEGIES OF RETAIL SECTOR IN INDIA 80
PRIYA MALIK

15. | YOUTH ENTREPRENEURSHIP DEVELOPMENT 85
DR. B. KANNAN. & R. DHANABAL

16. |ASTUDY ON AGRICULTURAL COMMODITY IN TRICHY 88
K. DHINESHNI & DR. 5. P. DHANDAYUTHAPANI

17. | PORTRAYAL OF NATURE IN ENGLISH LITERATURE AND CONSERVATION OF NATURE 91
SANGEETHA .J

18. | A STUDY ON SUPPLY CHAIN MANAGEMENT IN FMCG IN MYSURU CITY 93

JAGATH PONNANNA & SANDHYA P

19. |ASSESSMENT OF FACTORS AFFECTING PERFORMANCE OF WOMEN ENTREPRENEURS IN MSEs: THE| 96
CASE OF EAST SHOA ZONE OF OROMIA REGIONAL STATE-ETHIOPIA

SILESHI LETA NEMERA

20. | FACTORS AFFECTING ECONOMIC DEVELOPMENT AND GROWTH OF INDUSTRY IN INDIA 99
SHRUTI SHARMA
REQUEST FOR FEEDBACK & DISCLAIMER 100

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/luried) Open Access International e-Journal - Included in the International Serial Directories
http://iircm.org.in




VOLUME NO. 6 (2016), ISSUE No. 05 (MAY) ISSN 2231-5756

CHIEF PATRON

PROF. K. K. AGGARWAL
Chairman, Malaviya National Institute of Technology, Jaipur
(An institute of National Importance & fully funded by Ministry of Human Resource Development, Government of India)
Chancellor, K. R. Mangalam University, Gurgaon
Chancellor, Lingaya’s University, Faridabad
Founder Vice-Chancellor (1998-2008), Guru Gobind Singh Indraprastha University, Delhi
Ex. Pro Vice-Chancellor, Guru Jambheshwar University, Hisar

FOUNDER PATRON
LATE SH. RAM BHAJAN AGGARWAL

Former State Minister for Home & Tourism, Government of Haryana
Former Vice-President, Dadri Education Society, Charkhi Dadri
Former President, Chinar Syntex Ltd. (Textile Mills), Bhiwani

FORMER CO-ORDINATOR,
DR. S. GARG
Faculty, Shree Ram Institute of Business & Management, Urjani

ADVISORS
PROF. M. S. SENAM RAJU
Director A. C. D., School of Management Studies, .G.N.O.U., New Delhi
PROF. M. N. SHARMA
Chairman, M.B.A., Haryana College of Technology & Management, Kaithal
PROF. S. L. MAHANDRU
Principal (Retd.), Maharaja Agrasen College, Jagadhri

EDITOR
PROF. R. K. SHARMA
Professor, Bharti Vidyapeeth University Institute of Management & Research, New Delhi

CO-EDITOR.
DR. BHAVET
Faculty, Shree Ram Institute of Engineering & Technology, Urjani

EDITORIAL ADVISORY BOARD
DR. RAJESH MODI
Faculty, Yanbu Industrial College, Kingdom of Saudi Arabia
PROF. SANJIV MITTAL
University School of Management Studies, Guru Gobind Singh 1. P. University, Delhi
PROF. ANIL K. SAINI
Chairperson (CRC), Guru Gobind Singh I. P. University, Delhi
DR. SAMBHAVNA
Faculty, I.LT.M., Delhi

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/luried) Open Access International e-Journal - Included in the International Serial Directories
http://iircm.org.in




VOLUME NO. 6 (2016), ISSUE No. 05 (MAY) ISSN 2231-5756

DR. MOHENDER KUMAR GUPTA
Associate Professor, P. J. L. N. Government College, Faridabad
DR. SHIVAKUMAR DEENE
Asst. Professor, Dept. of Commerce, School of Business Studies, Central University of Karnataka, Gulbarga

ASSOCIATE EDITORS

PROF. NAWAB ALI KHAN
Department of Commerce, Aligarh Muslim University, Aligarh, U.P.
PROF. ABHAY BANSAL
Head, Department of I.T., Amity School of Engineering & Technology, Amity University, Noida
PROF. A. SURYANARAYANA
Department of Business Management, Osmania University, Hyderabad
PROF. V. SELVAM
SSL, VIT University, Vellore
DR. PARDEEP AHLAWAT
Associate Professor, Institute of Management Studies & Research, Maharshi Dayanand University, Rohtak
DR. S. TABASSUM SULTANA
Associate Professor, Department of Business Management, Matrusri Institute of P.G. Studies, Hyderabad
SURJEET SINGH
Asst. Professor, Department of Computer Science, G. M. N. (P.G.) College, Ambala Cantt.

FORMER TECHNICAL ADVISOR,
AMITA
Faculty, Government M. S., Mohali

FINANCIAL ADVISORS
DICKIN GOYAL
Advocate & Tax Adviser, Panchkula
NEENA
Investment Consultant, Chambaghat, Solan, Himachal Pradesh

LEGAL ADVISORS
JITENDER S. CHAHAL
Advocate, Punjab & Haryana High Court, Chandigarh U.T.
CHANDER BHUSHAN SHARMA
Advocate & Consultant, District Courts, Yamunanagar at Jagadhri

SUPERINTENDENT

SURENDER KUMAR POONIA

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/luried) Open Access International e-Journal - Included in the International Serial Directories
http://iircm.org.in




VOLUME NO. 6 (2016), IsSUE NO. 05 (MAY) ISSN 2231-5756

CALL FOR MANUSCRIPTS

We invite unpublished novel, original, empirical and high quality research work pertaining to the recent developments & practices in the areas of Com-
puter Science & Applications; Commerce; Business; Finance; Marketing; Human Resource Management; General Management; Banking; Economics;
Tourism Administration & Management; Education; Law; Library & Information Science; Defence & Strategic Studies; Electronic Science; Corporate Gov-
ernance; Industrial Relations; and emerging paradigms in allied subjects like Accounting; Accounting Information Systems; Accounting Theory & Practice;

Auditing; Behavioral Accounting; Behavioral Economics; Corporate Finance; Cost Accounting; Econometrics; Economic Development; Economic History;
Financial Institutions & Markets; Financial Services; Fiscal Policy; Government & Non Profit Accounting; Industrial Organization; International Economics
& Trade; International Finance; Macro Economics; Micro Economics; Rural Economics; Co-operation; Demography: Development Planning; Development
Studies; Applied Economics; Development Economics; Business Economics; Monetary Policy; Public Policy Economics; Real Estate; Regional Economics;
Political Science; Continuing Education; Labour Welfare; Philosophy; Psychology; Sociology; Tax Accounting; Advertising & Promotion Management;
Management Information Systems (MIS); Business Law; Public Responsibility & Ethics; Communication; Direct Marketing; E-Commerce; Global Business;
Health Care Administration; Labour Relations & Human Resource Management; Marketing Research; Marketing Theory & Applications; Non-Profit Or-
ganizations; Office Administration/Management; Operations Research/Statistics; Organizational Behavior & Theory; Organizational Development; Pro-
duction/Operations; International Relations; Human Rights & Duties; Public Administration; Population Studies; Purchasing/Materials Management; Re-
tailing; Sales/Selling; Services; Small Business Entrepreneurship; Strategic Management Policy; Technology/Innovation; Tourism & Hospitality; Transpor-
tation Distribution; Algorithms; Artificial Intelligence; Compilers & Translation; Computer Aided Design (CAD); Computer Aided Manufacturing; Computer
Graphics; Computer Organization & Architecture; Database Structures & Systems; Discrete Structures; Internet; Management Information Systems; Mod-
eling & Simulation; Neural Systems/Neural Networks; Numerical Analysis/Scientific Computing; Object Oriented Programming; Operating Systems; Pro-
gramming Languages; Robotics; Symbolic & Formal Logic; Web Design and emerging paradigms in allied subjects.

Anybody can submit the soft copy of unpublished novel; original; empirical and high guality research work/manuscript - in M.S. Word format
after preparing the same as per our GUIDELINES FOR SUBMISSION; at our email address i.e. infoijrcm@gmail.com or online by clicking the link online
submission as given on our website (FOR ONLINE SUBMISSION, CLICK HERE).

GUIDELINES FOR SUBMISSION OF MANUSCRIPT

L COVERING LETTER FOR SUBMISSION:

DATED:

THE EDITOR
IJRCM

Subject: SUBMISSION OF MANUSCRIPT IN THE AREA OF .

(e.g. Finance/Mkt./HRM/General Mgt./Engineering/Economics/Computer/IT/ Education/Psychology/Law/Math/other, please

specify)

DEAR SIR/MADAM

Please find my submission of manuscript titled * ' for likely publication in one of
your journals.

| hereby affirm that the contents of this manuscript are original. Furthermore, it has neither been published anywhere in any language
fully or partly, nor it is under review for publication elsewhere.

| affirm that all the co-authors of this manuscript have seen the submitted version of the manuscript and have agreed to inclusion of
their names as co-authors.

Also, if my/our manuscript is accepted, | agree to comply with the formalities as given on the website of the journal. The Journal has
discretion to publish our contribution in any of its journals.

NAME OF CORRESPONDING AUTHOR

Designation,/Post*

Institution/College/University with full address & Pin Code

Residential address with Pin Code

Mobile Number (s) with country I1SD code

Is WhatsApp or Viber active on your above noted Mobile Number (Yes/No)

Landline Number (s) with country 1SD code

E-mail Address

Alternate E-mail Address

Nationality .

* i.e. Alumnus (Male Alumni), Alumna (Female Alumni), Student, Research Scholar (M. Phil), Research Scholar (Ph. D.), JRF, Research Assistant, Assistant
Lecturer, Lecturer, Senior Lecturer, Junior Assistant Professor, Assistant Professor, Senior Assistant Professor, Co-ordinator, Reader, Associate Profes-
sor, Professor, Head, Vice-Principal, Dy. Director, Principal, Director, Dean, President, Vice Chancellor, Industry Designation etc. The gualification of
author is not acceptable for the purpose.

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT |

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://iircm.org.in




VOLUME NO. 6 (2016), IsSUE NO. 05 (MAY) ISSN 2231-5756

10.
11.

NOTES:

a) The whole manuscript has to be in ONE MS WORD FILE only, which will start from the covering letter, inside the manuscript. pdf.
version is liable to be refected without any consideration.

b) The sender is required to mention the following in the SUBJECT COLUMN of the mail:
New Manuscript for Review in the area of (e.g. Finance/Marketing/HRM/General Mgt./Engineering/Economics/Computer/IT/
Education/Psychology/Law/Math/other, please specify)

c) There is no need to give any text in the body of the mail, except the cases where the author wishes to give any specific message
w.r.t. to the manuscript.

d) The total size of the file containing the manuscript is expected to be below 1000 KB.

e) Only the Abstract will not be considered for review and the author is required to submit the complete manuscript in the first
instance.

f)  The journal gives acknowledgement w.r.t. the receipt of every email within twenty-four hours and in case of non-receipt of
acknowledgment from the journal, w.r.t. the submission of the manuscript, within two days of its submission, the corresponding
author is required to demand for the same by sending a separate mail to the journal.

g) The author (s) name or details should not appear anywhere on the body of the manuscript, except on the covering letter and the
cover page of the manuscript, in the manner as mentioned in the guidelines.

MANUSCERIPTTITLE: The title of the paper should be typed in bold letters, centered and fully capitalised.
_: Author (s) name, designation, affiliation (s), address, mobile/landline number (s), and email/al-
ternate email address should be given underneath the title.

ACKNOGWLEDGMENTS: Acknowledgements can be given to reviewers, guides, funding institutions, etc., if any.

-: Abstract should be in fully Italic printing, ranging between 150 to 300 words. The abstract must be informative and eluci-
dating the background, aims, methods, results & conclusion in a SINGLE PARA. Abbreviations must be mentioned in full.
_: Abstract must be followed by a list of keywords, subject to the maximum of five. These should be arranged in alphabetic
order separated by commas and full stop at the end. All words of the keywords, including the first one should be in small letters, except
special words e.g. name of the Countries, abbreviations etc.

-: Provide the appropriate Journal of Economic Literature Classification System code (s). JEL codes are available at www.aea-
web.org/econlit/jelCodes.php. However, mentioning of JEL Code is not mandatory.

MANUSCRIPT: Manuscript must be in BRITISH ENGLISH prepared on a standard A4 size PORTRAIT SETTING PAPER. It should be free
from any errors i.e. grammatical, spelling or punctuation. It must be thoroughly edited at your end.

_: All the headings must be bold-faced, aligned left and fully capitalised. Leave a blank line before each heading.
_: All the sub-headings must be bold-faced, aligned left and fully capitalised.

MAIN TEXT:

THE MAIN TEXT SHOULD FOLLOW THE FOLLOWING SEQUENCE:

INTRODUCTION
REVIEW OF LITERATURE
NEED/IMPORTANCE OF THE STUDY
STATEMENT OF THE PROBLEM
OBIJECTIVES

HYPOTHESIS (ES)

RESEARCH METHODOLOGY

RESULTS & DISCUSSION

FINDINGS
RECOMMENDATIONS/SUGGESTIONS
CONCLUSIONS

LIMITATIONS

SCOPE FOR FURTHER RESEARCH
REFERENCES

APPENDIX/ANNEXURE

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/luried) Open Access International e-Journal - Included in the International Serial Directories
http://iircm.org.in




VOLUME NO. 6 (2016), IsSUE NO. 05 (MAY) ISSN 2231-5756

12, _: These should be simple, crystal CLEAR, centered, separately numbered & self-explained, and the titles must be
above the table/figure. Sources of data should be mentioned below the table/figure. It should be ensured that the tables/figures are
referred to from the main text.

13. —: These should be consecutively numbered in parenthesis, left aligned with equation/formulae number placed
at the right. The equation editor provided with standard versions of Microsoft Word may be utilised. If any other equation editor is
utilised, author must confirm that these equations may be viewed and edited in versions of Microsoft Office that does not have the
editor.

14. _: These should not be used in the abstract. The use of acronyms is elsewhere is acceptable. Acronyms should be defined
on its first use in each section e.g. Reserve Bank of India (RBI). Acronyms should be redefined on first use in subsequent sections.

15. _: The list of all references should be alphabetically arranged. The author (s) should mention only the actually utilised
references in the preparation of manuscript and they may follow Harvard Style of Referencing. Also check to ensure that everything
that you are including in the reference section is duly cited in the paper. The author (s) are supposed to follow the references as per
the following:

All works cited in the text (including sources for tables and figures) should be listed alphabetically.
Use (ed.) for one editor, and (ed.s) for multiple editors.

When listing two or more works by one author, use --- (20xx), such as after Kohl (1997), use --- (2001), etc., in chronologically ascending
order.

Indicate (opening and closing) page numbers for articles in journals and for chapters in books.

The title of books and journals should be in italic printing. Double quotation marks are used for titles of journal articles, book chapters,
dissertations, reports, working papers, unpublished material, etc.

For titles in a language other than English, provide an English translation in parenthesis.

Headers, footers, endnotes and footnotes should not be used in the document. However, you can mention short notes to elucidate
some specific point, which may be placed in number orders before the references.

PLEASE USE THE FOLLOWING FOR STYLE AND PUNCTUATION IN REFERENCES:
BOOKS
Bowersox, Donald J., Closs, David J., (1996), "Logistical Management." Tata McGraw, Hill, New Delhi.
Hunker, H.L. and A.J. Wright (1963), "Factors of Industrial Location in Ohio"™ Ohio State University, Nigeria.
CONTRIBUTIONS TO BOOKS

Sharma T., Kwatra, G. (2008) Effectiveness of Social Adwvertising: A Study of Selected Campaigns, Corporate Social Responsibility, Edited
by David Crowther & Nicholas Capaldi, Ashgate Research Companion to Corporate Social Responsibility, Chapter 15, pp 287-303.
JOURNAL AND OTHER ARTICLES
Schemenner, R.W., Huber, J.C. and Cook, R.L. (1987), "Geographic Differences and the Location of New Manufacturing Facilities," Jour-
nal of Urban Economics, Vol. 21, No. 1, pp. 83-104.
CONFERENCE PAPERS
Garg, Sambhav (2011): "Business Ethics" Paper presented at the Annual International Conference for the All India Management Asso-
ciation, New Delhi, India, 19-23
UNPUBLISHED DISSERTATIONS

Kumar S. (2011): "Customer Value: A Comparative Study of Rural and Urban Customers," Thesis, Kurukshetra University, Kurukshetra.
ONLINE RESOURCES

Always indicate the date that the source was accessed, as online resources are frequently updated or removed.
WEBSITES

Garg, Bhavet (2011): Towards a New Gas Policy, Political Weekly, Viewed on January 01, 2012 http://epw.inf/user/viewabstract.jsp

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT .

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://iircm.org.in




VOLUME NO. 6 (2016), IsSUE NO. 05 (MAY) ISSN 2231-5756
PERCEIVED ORGANIZATIONAL SUPPORT AND AFFECTIVE OCCUPATIONAL COMMITMENT AS MEDIATING
VARIABLES ON THE RELATIONSHIP BETWEEN ORGANIZATIONAL CAREER GROWTH AND EMPLOYEES
PERFORMANCE

(EMPIRICALSTUDY ON EMPLOYEES AND CHIEF STAFF IN 15 KPPN AT CENTRAL JAVA PROVINCE REGIONAL OFFICE OF
DIRECTORATE GENERAL OF TREASURY, THE MINISTRY OF FINANCE)

SAUD NAPITUPULU
STUDENT
FACULTY OF ECONOMICS & BUSINESS
UNIVERSITAS SEBELAS MARET
INDONESIA

TULUS HARYONO
PROFESSOR
FACULTY OF ECONOMICS & BUSINESS
UNIVERSITAS SEBELAS MARET
INDONESIA

HUNIK SRI RUNNING SARWITRI
STUDENT
FACULTY OF ECONOMICS & BUSINESS
UNIVERSITAS SEBELAS MARET
INDONESIA

MUGI HARSONO
STUDENT
FACULTY OF ECONOMICS & BUSINESS
UNIVERSITAS SEBELAS MARET
INDONESIA

This study aims to test and analyze the effect of organizational career growth on perceived organizational support, affective occupational commitment, and em-
ployees” performance. This study also aims to test the mediating effect of perceived organizational suppert on the relationship between organizational career
growth and affective occupational commitment, as well as the mediating role occupational commitment on the relationship between organizational career growth
and employees” performance. This study is conducted by survey method on vertical institute on the Directorate General of Treasury of the Republic of Indonesia in
15 KPPN (Kantor Pelayanan Perbendaharaan Negara-State Treasury Service Office) in Central Java province, which totaled to 550 employees. The sampling tech-
nigue used in this study is multistage cluster sompling. There are 260 questionnaires that were distributed; from these number 250 questionnaires were returned.
The number of questionnaires that were returned is the minimum number of samples that were usable for further analysis. The questionnaire consists of 33 question
items that include items for performance, organizational career growth, affective occupational commitment, and perceived organizational support. This result of
this research show that perceived organizational support positively and significantly proved to be a mediator (partial mediation) in the relationship between or-
ganizational career growth and affective occupational commitment. Affective occupational commitment has also proved as mediator (partial mediator) on the
relationship between organizational career growth and employees’ performance.

KEYWORDS

organizational carrier growth, perceived organizational support, affective accupational commitment, and employees’ performance.

INTRODUCTION
n organization views employees’ commitment as something desirable. This is reflected in the vast number of literatures that develop and discuss about
‘ghow to improve employees’ commitment (Shore, Barksdale, and Shore, 1995). Pinder (1998) states that method to develop employees’ commitment is
interesting for practitioners and academicians because high commitment is people believe that this variable has good effect for businessmen and employ-
ees.
Employment relationship is an exchange relationship. Blau in Konovsky and Pugh (1994) differentiate two types of exchange, social exchange which refers to long
term relationship, based on the belief that other members will perform their responsibility fairly in the long term; and economic exchange, which nased on
transaction and expectation of fairness in the short term relationship.
This paper aims to examine the importance of organizational career growth, perceived organizational support, and affective occupational commitment in improv-
ing employees’ performance. As well as examining the role of affective occupational commitment and perceived organizational support in mediating the relation-
ship between organizational career growth and employees’ performance. In organizational perspective, as stated by several studies, organizational commitment
will increase job satisfaction, motivation, attendance, and decrese absence and turnover (Becker, Billings, Eveleth, and Gilbert, 1995). On the other hand, employee
who has high commitment will increase organizational effectiveness through high involvement in the organization and work hard to achieve organizational goals
(Danish and Usman, 2010; Rehman, Khan, Ziauddin, and Lashari, 2010). Furthermore, Weng et al., (2010), conclude that: organizational career growth can be
divided into four factors, firstly career goal progress or how far employee’s work aspect fulfil the relevant aspect which raises awareness in the goal of their career.
Secondly, professional ability development or how far one's job will enable them to acquire new skill and knowledge. Thirdly, promotion speed or employee’s
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perception on the probability for them to be promoted. Fourthly, remuneration growth which is the employee’s perception on the probability in compensation
improvement.

The result of Weng et al. (2010) study on the effect of organizational career growth which consist of career goal progress, professional ability development,
promotion speed, and remuneration growth on organizational commitment that consist of affective, normative, and sustained commitment. Their study shows
that these four organizational career growth have positive effect on affective commitment. However, the effect of this variable on sustained and normative
commitment only affected by three factors of organizational career growth that is career goal progress, promotion speed, and remuneration growth. Then, Weng
and McElroy, (2012) test the relationship among the four factors in organizational career growth (career goal progress, professional ability development, promo-
tion speed, and remuneration growth), on affective occupational commitment and turnover intention. Their study shows that all the fourth factors in organizational
career growth (career goal progress, professional ability development, promotion speed, and remuneration growth) has positive effect on affective occupational
commitment and has negative effect on turnover intention. Their study also shows that affective eccupational commitment mediates the effect of the other four
factors of organizational career growth (career goal progress, professional ability development, promotion speed, and remuneration growth) on turnover inten-
tion.

Adopting the finding from Weng et al. (2010}, this study proposes a multidimensional concept of organizational career growth. The proposed model shows that
organizational career growth consists of four factors: meet the career goal, develop professional ability of employees, accept promotion, and provide a compen-
sation according to their abilities. Basically, organizational career growth is a measurement of how far an individual feels that their current company attempt to
shape an environment in which employees are able to fulfil their needs that related with employees’ career through promotion and compensation (Weng et al.,
2010). Then, the problem is that organization has to understand what factors that affect organizational career growth in its relation with achieving the goals of a
job. Then, what is interesting to be tested is how every aspects of career growth in an organization affect the result of occupational commitment. According to
‘Weng et al. (2010) organizational career growth has positive effect on organizational behavior, but there is no study on the relationship between organizational
career growth and affective occupational commitment. Thus, the researcher will try to understand the concept of organizational career growth in its relation with
performance achievement, whether it is attainable because of its dependence on employees’ affective occupational commitment.

In relation with this study model, the mediation may appear in the relationship between organizational career growth and affective occupational commitment, as
well as on the relationship between organizational career growth and employees’ performance. In its relation with the relationship between organizational career
growth and affective occupational commitment, the presence of organizational career growth as a mediating variable encourage the researcher to study the
correlational mechanism between organizational career growth and affective occupational commitment. How organizational career growth affects perceived
organizational support which in turn affects affective occupational commitment? In this case, a mediation testing is needed. As Weng dan McElroy (2012) sug-
gested in their study, this study add other alternative variable as a hypothesis in the concept that correlate the four factors of organizational career growth and
affective occupational commitment, this study add perceived organizational support as a mediating factor.

The similar condition applies to the relationship between organizational career growth and employees’ performance, the affective accupational commitment and
perceived organizational support become the mediating variable. This model encourages the researcher to understand the mechanism that correlate the relation-
ship between organizational career growth and employees’ performance. Based on the description above, by referring to other Weng and McElroy (2012) studies
that showing empirical evidence of mediating effect of affective occupational commitment on the relationship between organizational career growth and turnover
intention, thus the center issues in this dissertation are: 1) This study will study the same topic as Weng (2012) suggestion. He suggested that perceived organiza-
tional support is necessary to be added as mediating variable in the relationship between arganizational career development and affective occupational commit-
ment. 2) This study tries to employ the construct of employees’ performance as a consequence of affective occupational commitment (a dimension of organiza-
tional commitment) because performance or job achievement plays more important role rather than their turnover intention (Meyer et al., 1989). 3) The research-
ers want to prove empirically whether perceived organizational support as a mediating variable will mediated the effect of organizational career growth. (4) The
researchers want to prove empirically whether affective occupational commitment can mediate the effect of organizational career growth on employees’ perfor-
mance. (5) The researchers want to prove empirically whether organizational career growth, perceived organizational support, and affective occupational com-
mitment will have direct effect on employees’ performance.

This study is conducted to resolve the phenomenon of the non-optimum performance of 15 KKPN in the Regional Office XV of the Directorate General of State
Treasury in Semarang for the last five years period. This phenomenon appears on the result of inspection from Inspectorate General of the Ministry of Finance on
Regional Office of the Directorate General of State Treasury in Semarang performance. Thus, the improvement in the government worker performance is very
important to be conducted as soon as possible.

The improvement in bureaucrat public service performance is expected to repair government image in public mind. With better public services, public satisfaction
and trust can be rebuilt again. Duet to these reasons, study on public bureaucrat performance become the central issue and has a strategic value, especially in
relatin with perception and career growth as well as the commitment in performing public service.

REVIEW OF PRIOR STUDIES AND HYPOTHESES DEVELOPMENT

DEFINITION OF PERFORMANCE

Rotundo, M (2002) states that the definition of performance focused on individual’'s behavior or action, and not the output or result of their action and behavior.
Smith in Rotundo (2002) stresses that the accurate measurement of performance covers the direct observation on behavior. Murphy in Rotundo (2002) states
that performance has to be defined in the behavioral term rather than result. Murphy also defines performance as behavior that related with organizational goal.
Campbell in Rotundo (2002) defines performance as action or behavior under individual contral that contributes on arganizational goal and can be masured using
individual’s skill. Gomes (2003) defines employees’ performance as output, while efficiency and effectiveness usually are related with productivity.

Based on the description, we can conclude that performance is the result of work, both in term of quality and quantity, that achieved by an employee in performing
his/her duty according to the responsibility that he/she hold. Individual performance refers to individual working achievement which is regulated based on the
standard or criteria determined by an organization. The high individual performance will increase overall organizational performance. The operationalization of
performance in this study is adopted from the indicators of performance developed by Neal Jr. (2003) that consist of: (1) job knowledge; (2) job quality; (3)
productivity; (4) adaptativeness and flexibility; (5) cooperative and cooperation; (6) reliability and responsibility; and (7) communication and interaction capability.
DEFINITION OF ORGANIZATIONAL CAREER GROWTH (0OCG)

Hallin Orpen (1994) defines career as the sequence of job experience that is directed for personal and organizational purposes that someone has to pass in his/her
life, either under their own control or under someone else control. The concept of ‘career’ has experience significant changes in the last three decades and these
changes has caused radical changes in the career managed (Cohen and El-Sawad in Sarah Lewis and John Arnold, 2012). Weer in Okurame (2012) defines caeer
growth as the probability for an employee to be promoted and get an experience of career growth as well as the improvement in their responsibility and challenging
duties. Jans in Weng and McElroy (2012) stated that perception on career growth is the probability perceived by employee related with the development and
improvement of their career in an organization. Furthermore, Weng et al. (2010) widened the concept of career development and improvement by proposing that
organizational career growth can be assessed through four factors: (1) achieving the purpose of career growth or how far employee’s work aspect is relevant in
providing the chances to achieve career goal; (2) professional ability development or how far one’s job will enable them to acquire new skill and knowledge; (3)
promotion speed or employee’s perception on the probability for them to be promoted; and (4) remuneration growth, or employee perception on the speed,
quantity, and probability of remuneration growth (Weng and McElroy, 2012). Organizational career growth can be assessed from two indicators, the career growth
or the improvement in structural or hierarchical term through promotion and the improve in career growth experience (Milliman, Brutus. et al, in Okurame, 2012).
While the propect of organizational career growth is defined as the probability of an employee to be promoted or will achieve career growth experience from the
increase in responsibility and challenging duties (Weer in Okurame, 2012).
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Based on the description, the organizational career growth in this study is the improvement in career in the form of promotion, responsibility, authority, and
compensation, experienced by employee during their working period. This study adapts the four factors of organizational career growth developed by Weng et al.
(2010) as the operationalization of organizational career growth variable. These factors include (1) achieving the purpose of career growth or how far employee’s
work aspect is relevant in providing the chances to achieve career goal; (2) professional ability development or how far one’s job will enable them to acquire new
skill and knowledge; (3) promotion speed or employee’s perception on the probability for them to be promoted; and (4) remuneration growth, or employee
perception on the speed, quantity, and probability of compensation (Weng dan McElroy, 2012).

THE DEFINITION OF AFFECTIVE OCCUPATIONAL COMMITMENT (AOC)

The affective occupational commitment is conceptualized as psychological condition or paradigm that tied an individu to perform a relevant action with one or
more targets, and their willingness to withstand in an action (Cooper-Hakim and Viswesvaran, 2005). Porter, Steers, Mowday, and Boulian (1974) define commit-
ment as a strong faith and acceptance of organizational goals, willingness to keep a membership in an organization. Robbins and Judge (2007) define commitment
as a condition in which an individu take a side on their organization together with its objectives and is willing to maintain their membership in the organization.
Mathis and Jackson in Sopiah (2008) define organizational commitment as a position in which employee believe and willing to accept the organizational objectives,
as well as having intention to stay or do not left their organization. Mowday in Sopiah (2008) stated that there are three aspects of commitment: (a) affective
commitment, related with the willingness to be tied to the organization. Individu maintain their membership because of their own willingness. The key of this
commitment is ‘want-to’; (b) continuance commitment is a commitment that is based on rational needs. In other words, this commitment is developed based on
profitability consideration; the individu considers what they should sacrifice if they need to stay in an organization. The key of this commitment is the need to stay
(need to); and (c) normative Commitment is a commitment that based on the norms that exist in employee’s value system, which includes individu belief on their
responsibility for the organization. He/she feels the need to stay due to loyalty. The key of this commitment is the responsibility to stay in the organization (ought
to). Allen and Meyer (1996) define affective organizational commitment as “psychological relationship between employees and the organization which reduces
the probability of employees leaving the organization voluntarily is so small”. It is expected that employees with strong affective commitment will stay in the
organization because of the emotional ties with the organization.

Thus, affective commitment shows the psychological attachment between individual and their organization which can be described with individual’s involvement
in organizational activities, thus they enjoy the activities. In other words, somebody may stay in an organization because they want to. The affective occupational
commitment is measured using six items developed by Meyer, Allen, and Smith {1993). One of the items is “| have a strong feeling with the organization”. This
model has been used broadly by Lee and Corbett (2006); Lee and Kulviwat (2008); Wickramasinghe and Wickramasinghe (2012).

THE DEFINITION OF PERCEIVED ORGANIZATIONAL SUPPORT (POS)

Rhoades and Eisenberger (2002) state that in order to fulfil socio-emotional needs and to assess the benefit of performance growth, employees develop a percep-
tion on how far their organization’s value their contribution and concern on employees’ welfare. Perceived organizational support is an integration of employees’
feeling of justice, self-worth, and self-development (Sluss et al., 2008). Perceived organizational support is considered to represent employees’ trust that their
organization is willing to respect their employees for what their employees have done for the organization (Rhoades and Eisenberger, 2002; Panaccio and Van-
denberghe, 2009; Fu and Lihua, 2012:146). Perceived organizational support can be defined as employees’ comprehensive trust on organization in respecting
employees’ contribution and the concern on employees’ welfare (Perryer, Jordan, Firns, and Travaglione, 2010).

Based on meta-analysis of studies on perceived organizational support by Rhoades and Eisenberger (2002), there are three general categories of treatment that
can be considered as benefit for employees, equal treatment, supervisor supports, recognition and workplace condition, that positively related with perceived
organizational support. Organizational Support Theory finds the appropriate mechanism for this model of relationship.

SIGNIFICANCE OF THE STUDY

The result of this study is expected to provide benefits for: firstly, adding understanding on the relationship among organizational career growth, perceived organ-
izational support, affective occupational commitment, and performance, thus this study can be used as a reference both by academics and other researchers who
conduct further study on this topic. Secondly, it is expected that this study will provide benefits for the interested parties by providing contribution in the form of
information transfer from this study findings, which can be used as a reference in arranging policies to improve employees’ performance.

STATEMENT OF THE PROBLEM

Does organizational career growth have positive effect on perceived organizational support?

Does organizational career growth have positive effect on affective occupational commitment?

Does organizational career growth have positive effect on employees’ performance?

Does perceived organizational support have positive effect on affective occupational commitment?

Does perceived organizational support have positive effect on employees’ performance?

Does affective occupational commitment have positive effect on employees’ performance?

Does perceived organizational support mediates the effect of organizational career growth on affective ossupational commitment?
Does affective occupational commitment mediate the effect of organizational career growth on employees’ performance?

PNO MR WN e

STUDY OBJECTIVES

. Testing and analyzing the effect of organizational career growth on perceived organizational support.

Testing and analyzing the effect of organizational career growth on affective occupational commitment.

Testing and analyzing the effect of organizational career growth on employees’ performance.

Testing and analyzing the effect of perceived organizational suppaort on affective occupational commitment.

Testing and analyzing the effect of perceived organizational support on employees’ performance.

Testing and analyzing the effect of affective occupational commitment on employees’ performance.

Testing and analyzing the mediating role of perceived organizational support on the effect of organizational career growth on affective occupational com-
mitment.

8. Testing and analyzing the mediating role of affective occupational commitment on the effect of organizational career growth on employees’ performance.

HonhkwmpE

HYPOTHESIS

ORGANIZATIONAL CAREER GROWTH AND PERCEIVED ORGANIZATIONAL SUPPORT

Researchers have found the positive relationship between organizational career growth and perceived organizational support. Rhoades and Eisenberger (2002),
Levinson (1965), Karatepe (2012), and Waseem (2010) find positive effect of supervisor support, pay satisfaction, and career growth opportunity in improving
employees’ perceived organizational support. Based on these empirical evidences, thus employees’ trust on the possibility of career growth in an organization will
increase the perceived organizational support.sis is proposed as follow:

H.1: organizational career growth has positive effect on perceived organizational support

ORGANIZATIONAL CAREER GROWTH AND AFFECTIVE OCCUPATIONAL COMMITMENT

Affective occupational commitment refers to employees’ psychological condition caused by employee’s identification with organizational objectives and values,
or can be viewed as employees’ loyalty in maintaining their membership in the organization (Meyer, Allen, and Smith, 1993). In the commitment model proposed
by Meyer and Allen (1997) mentioned that affective and normative commitment are developed as a result of organization’s Human Resource Management (HRM)

INTERNATIONAL JOURNAL OF RESEARCH IN COMMERCE, IT & MANAGEMENT

A Monthly Double-Blind Peer Reviewed (Refereed/Juried) Open Access International e-Journal - Included in the International Serial Directories
http://iircm.org.in




VOLUME NoO. 6 (2016), ISSUE No. 05 (MAY) ISSN 2231-5756
practice. For example, employee willingness to stay (affective commitment) and responsibility to return the favor (normative commitment) may appear because
of career management provided by the organization.

In line with the explanation, Mathieu and Zajac (1990) mention that the difference in the commitment level may be caused by individual difference. Sturges et al.
(2005); Bambacas M (2010); and Chew and Chan (2008) conclude that when company provides career management assistance for their employees it will affect
the affective commitment. Based on the explanation, the hypothesis is proposed as follow:
H.2: Organizational career growth has positive effect on affective occup | itment

ORGANIZATIONAL CAREER GROWTH AND EMPLOYEES’ PERFORMANCE

Employee behavior is highly affected by HRM practices, thus career growth policy wil creates strong feeling in the psychelogical contract between employees and
organization, especially if career growth policy is a valuable initiative for employees in interpreting employees’ career improvement and growth (Bedeian et al., in
Okurame, 2012). A study that focused on the theme of career and performance is conducted by Karatepe (2012) by using career satisfaction and employees’
performance concept. Based on the explanation (Huselid, 1995; Rhoades and Eisenberger, 2002; Applebaum et al,, 2001; Karatepe, 2012; Okurame, 2012; Na-
chbagauer and Riedl, 2002) then the higher the expectation on career, the higher the efforts to achieve the performance. Thus the hypothesis is proposed as
follows:

H.3: Organizational career growth has positive effect on employees’ performance

PERCEIVED ORGANIZATIONAL SUPPORT AND AFFECTIVE OCCUPATIONAL COMMITMENT

Eisenberger, Huntington, Hutchison, and Sowa (1986) propose that the high perceived organizational support will increase employees’ expectation and create
commitment to return the favor to the organization in the form of support. Thus, the high perceived organizational support has high correlation with organizational
commitment. In line with social exchange theory, perceived organizational support has positive effect on effective occupational commitment (Rhoades and Eisen-
berger, 2002). Researchers have conduct research on the effect of perceived organizational support on employees’ organizational commitment in the different
contexts. Employees who get higher organizational support tend to who's higher commitment for organization (Liu, 2008; Meyer et al,, 2002; Armeli, Eisenberger,
Fasolo, and Lynch, 1998).

Everal studies that support the relationship between perceived organizational support with affective occupational commitment among others are: Liu (2009) find
that perceived organizational support significantly related with affective occupational commitment and Organizational Citizenship Behavior (OCB); Farh, Hacket,
and Liang (2007) find strong relationship between perceived organizational support and other organizational behaviors including affective occupational commit-
ment and work achievements. According to Dawley, Andrews, and Bucklew (2008) and Curry and Dollery (2006), the organization that has employees with affective
occupational commitment usually showed their commitment first by providing conducive working environment. Based on this result, the hypothesis is formulated
as follows:

H.4: Perceived organizational support has positive effect on affective pational itment

PERCEIVED ORGANIZATIONAL SUPPORT AND EMPLOYEES’ PERFORMANCE

Several empirical studies that have showed the significant relationship between perceived organizational support and output such as performance, job satisfaction,
organizational commitment, turnover intention, and performance (Rhoades and Eisenberger, 2002; Susskind, Kacmar, and Brymer, 2000). Eisenberger et al. (2001)
find that responsibility mediates the relationship between perceived organizational support and affective occupational commitment, performance. Armeli et al.
(1998) find that there is relationship between perceived organizational support and police performance; Pazy (2011) finds that various types of perceived support
provided by organization and supervisor will improve perfarmance. Arshadi (2012) supports the relationship between perceived organizational support and or-
ganizational commitment, performance, and turnover intention. Thus the hypothesis is as follows:

H.5: Perceived organizational support has positive effect on performance

AFFECTIVE OCCUPATIONAL COMMITMENT AND PERFORMANCE

According to Porter et al. (1974) employees’ commitment is known as a behavioral approach on organization. Employees’ commitment has two components,
attitude and willingness to behave. Attitude covers the identification with organization that is the acceptance on organizational objectives in which this acceptance
becomes the base of employee’s commitment. The empirical support shows the positive effect of commitment on performance (Suliman and Al Kathairi, 2013);
however, Cichy et ol. (2011) find that affective commitment is the strongest predictor of performance compared to normative and continuance commitment.
Similarly, Chen and Francesco {2003) mention that there is positive relationship between affective commitment and performance. Thus the hypothesis is formu-
lated as follows:

H.6: Affective occupational commitment has positive effect on performance

PERCEIVED ORGANIZATIONAL SUPPORT AS MEDIATING VARIABLE ON THE RELATIONSHIP BETWEEN ORGANIZATIONAL CAREER GROWTH AND AFFECTIVE
OCCUPATIONAL COMMITMENT

Career opportunity has positive relationship with perceived organizational support (Eisenberger et al., 1997; Meyer and Smith.2000; Karatepe, 2012; Waseem,
2010), while the relationship between perceived organizational support and commitment is supported by several studies among others Meyer et al. (2002);
Rhoades and Eisenberger, (2002); Liu, (2009); Farh et al. (2007); Dawley et al. (2008). Weng and McElroy (2012) suggest the mediating role of perceived organiza-
tional support on the relationship between organizational career growth and affective occupational commitment. Based on the understanding on the mediating
model, the third variable (mediating variable) or in this case perceived organizational support, will clear up the relationship between organizational career support
and affective ccupational commitment. This means that a clearer understanding can be achieved by explaining the relationship among these three variables, or
known as mediational hypothesis.

Based on the relationship between organization career growth and perceived organizational support, thus we may assume that perceived organizational support
can be placed as mediating variable on the relationship between organizational career growth and affective occupational commitment, even though empirically
there is no study that have proven this relationship model. Based on this description, the hypothesis is proposed as follows:

H.7: Perceived organizational suppor mediates the relationship between organizational career growth and affective occupational commitment

.FECTI\J‘E OCCUPATIONAL COMMITMENT AS MEDIATING VARIABLE ON THE RELATIONSHIP BETWEEN ORGANIZATIONAL CAREER GROWTH AND EMPLOYEES'
PERFORMANCE

The relationship between organizational career growth and perceived organizational support has been proved through Sturges et al,, (2005); Bambacas, (2010);
and Chew and Chan (2008} studies. Empirical support on the relationship between commitment and performance proved the positive relationship between or-
ganizational commitment and performance (Suliman and Al Kathairi, 2013; Lee et al,, 2010; Cichy et af., 2009). This study refers to Weng and McElroy (2012) that
affective occupational commitment mediates the effect of organizational career growth on turnover intention. However, we propose that affective occupational
commitment has mediating role on the relationship between organizational career growth and performance, with an assumption that there is a relationship
between organizational career growth with performance, which can be explained indirectly through the mediating variable of affective occupational commitment.
With the main consideration that there is direct relationship between organizational career growth and affective occupational commitment, and direct relationship
between affective occupational commitment with performance, the model proposed is interesting to be tested. Based on the explanation the hypothesis is pro-
posed as follows:

H.8: Affective occupational commitment mediates the relationship between organizational career growth and performance

RESEARCH METHOD

POPULATION AND SAMPLE

This study is a survey that conducted on 250 employees, 45 staffs and 205 heads in the Regional Office of Directorate General of State Treasury in 15 KPPN in
Central Java province, who were invited to participate in this study. The average age of respondent is 48 years old with 50 years old as median and modes. The
standard deviation shows the deviation from average value is 5.74 and is lower than the average age (48.71) thus, we may conclude that there is low variability of
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respondent age. The oldest respondent is 56 years old and the youngest respondent is 29 years old which result in 27 years age range (cldest-youngest). The
majority of respondents are female (52%), with 21 = 30 years of tenure (64.8%). Most of the respendents are high school (or equivalent education degree) graduate
57% (141 people), 36% (91 people) has undergraduate and graduate degree, and 7% (18 people) has diploma degree.

MEASUREMENT

In this study the operationalization of variable performance is adapted from performance indicators developed by Neal Ir, (2003). This scale consists of seven
items to measure seven dimensions. The organizational career growth is measured using the measurement developed by Weng et al. (2010), this scale consists of
12 items to measure four dimensions. The affective occupational commitment is measured using the indicators developed by Meyer et al. (1993), this scale consists
of six items to measure six dimensions. The perceived organizational support is measured using the indicators developed by Rhoades and Eisenberger (2002), this
scale consists of eight items to measure eight dimensions. Respondents are asked to provide their answer on five Likert scale from 1 = very disagree up to 5 = very
agree.

DATA ANALYSIS

The data is analyzed with descriptive statistical analysis which covers the minimum value, maximum value, mean value, standard deviation, and ANOVA. The
hypothesis 1 up to hypothesis 6 is tested using structural equational modeling (SEM) with PLS (partial least square) method through SmartPLS 2.0 program. How-
ever, the hypothesis 7 and 8 are tested using two different strategies, causal step based on the method developed by Baron and Kenny (1986) and product of
coefficient strategy that is based on the significance test on indirect effects with Sobel test (Preacher dan Hayes, 2004).

RESULT AND DISCUSSION

CONVERGENT VALIDITY TESTING

The result of convergent validity testing shows factor loading of all indicators with the minimum value of 0.491, however it is still significant which makes the
indicators are acceptable for further analysis. There are two indicators that need to be eliminated, the OCG 01 indicator that has factor loading of 0.350 and OCG
02 that has factor loading of 0.323. These indicators are eliminated because it has factor loading below 0.5. Thus all the remaining indicators can be used in further
analysis.

Discriminant Validity

Discriminant validity is assessed by comparing square root of average variance extracted (AVE) among each construct in the model. The test result shows that all
constructs have similar root AVE. Thus, we can conclude that all constructs fulfill the criteria of discriminant validity that is the measurement in the block is better
than the measurement in other construct blocks.

To assure whether the latent construct can predict the indicator in their block better than the indicator in other block, the data will be analyzed by assessing the
result of cross loading. The loading value of each factor is presented in the bold and italicized numbers. Thus, we can understand that the latent construct is able
to predict the indicator in its block better than the indicator in the other block. This makes the discrimant validity requirements are fulfilled.

Composite reliability

Composite reliability is a measure of reliability of a block of indicator in measuring its construct. All constructs have high composite reliability; above 0.70 as
required. Thus, we can conclude that all constructs are reliable to measure the variable in its block.

STRUCTURAL TESTING (INNER MODEL)

Structural model or inner model is a relationship between a latent variable with other latent variable. This test is performed into a research model by assessing its
R-square value and the significance level of each relationship. Based on the R square (R?) value, we can assured that around 31.7% of changes in perceived organ-
izational support can be explained by organizational career growth; around 24.5% of changes in affective occupational commitment can be explained by both
organizational career growth and perceived organizational support; and around 35.1% of changes in performance can be explained by organizational career
growth, perceived organizational support, and affective occupational commitment.

Thus, the Q? predictive relevance value, computed using Stone-Geisser Q square test formula for structural model can be computed as follows:
Qi=1-(1-0.317) (1~ 0.245) (1-0.352)

Q?=1-(0.683) (0.755) (0.649)

Q¢ = 0.665

Based on the Stone-Geiser Q*predictive relevance value, we may conclude that the model has predictive relevance because the result is above 0 or 0.665, or the
value of relevant prediction model is 66.50%.

FIGURE 1: RESEARCH MODEL

Notes
a. Independent variables

o 0CG : organizational career growth

o POS : perceived organizational support

o AOC : affective occupational commitment
b.  Dependent Variable

o  PERF : performance

c.  Mediating Variable:
o POS is the mediating variable on the relationship between OCG and AOC
o AOCis the mediating variable on the relationship between OCG and PERF
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ANALYSIS OF VARIANCE (ANOVA)

The descriptive analysis of variance is performed to confirm the effect of respondents’ characteristics. This test is performed to understand the effect of respond-
ents’ characteristics such as gender, education, age, and tenure on organizational career growth, affective occupational commitment, perceived organizational
support, and performance. The technique used in this analysis is analysis of variance (ANOVA).

From the result of variance test, there is no significant difference in organizational career growth, perceived organizational support, affective occupational com-
mitment, and performance based on respondents’ characteristic such as gender, education, age, and tenure. This is shown in the probability value (5ig.) or p-value
that is higher than 0.05 (p > 0.05). In other words, there is no direct effect of gender, education, age, and tenure on organizational career growth, perceived
organizational support, affective occupational commitment, and performance.

HYPOTHESIS TESTING

The data analysis technigue used to test the hypothesis 1 (H1) up to 6 (H6) is Partial Least Square (PLS) path modeling, using SmartPLS 2.0 program. The benefit of
PLS method compared to covariance structure analysis like LISREL, EQS, Mplus, or AMOS, is that PLS does not require large number of samples and normality
assumption test (Fornell, and Bookstein, 1982; Bacon, 1999).

Hypothesis 1 (H1): The effect of Organizational Career Growth (OCG) on Perceived Organizational Support (POS)

The estimation result on the effect of organizational career growth on perceived organizational support on Table | show the path coefficient of 0.563 (positive).
The coefficient significance test shows the t-value of 12.123. Because of t-value > 1.96 means significant at the significance level of 5%, thus organizational career
growth has positive and significant effect on perceived organizational support. If organizational career growth increased, then the perceived organizational support
will increase as well. Contrary, the decrease in organizational career growth will decrease the perceived organizational support as well.

Hypothesis 2 (H2): The effect of Organizational Career Growth (OCG) on Affective Occupational Commitment (A0C)

The estimation result of the effect of organizational career growth on affective occupational commitment on Table | shows path coefficient of 0.387 (positive).
The significance test of this coefficient shows the t-value of 5.246 which means the effect is significant at 5% significance level. Thus, organizational career growth
has significant and positive effect on affective occupational commitment. This means that the increase in organizational career growth will increase affective
occupational commitment. Contrary, the decrease in organizational career growth will decrease the affective occupational commitment.

Hypothesis 3 (H3): The effect of Perceived Organizational Support (PO5) on Affective Occupational Commitment (AOC)

The estimation result on the effect of perceived organizational support on affective occupational commitment on Table | show the path coefficient of 0.160
(positive). The significance test on the coefficient shows t-value of 1.992 which means it is significant at 5% significance level. Thus, perceived organizational
support has positive and significant effect on affective occupational commitment. If perceived organizational support increased, then affective occupational com-
mitment will increased as well. Contrariwise, the decrease in perceived organizational support will lead to the decrease in affective occupational commitment.
Hypothesis 4 (H4): The effect of Organizational Career Growth {OCG) on Performance

The estimation result on the effect of organizational career growth on performance in Table | show path coefficient of 0.202 (positive). The significance test on
the coefficient shows t-value of 2.105 which means the effect is significant at 5% significance level. Thus organizational career growth has positive significant effect
on performance. The increase in organizational career growth will increase performance. Contrary, the decrease in organizational career growth will leads to the
decrease in performance.

Hypothesis 5 (H5): The effect of Perceived Organizational Support (POS) on Performance

The estimation result on the effect of perceived organizational support on perfarmance in Table | show path coefficient of 0.146 (positive). The significance test
on the coefficient shows t-value of 2.047, which means that the effect is significant at 5% significance level. Thus, perceived organizational support has positive
and significant effect on performance. This means that the increase in perceived organizational support will increase performance and vice versa.

Hypothesis 6 (HE): The effect of Affective Occupational Commitment (AOC) on Performance

The estimation result on the effect of affective occupational commitment on performance in Table | show path coefficient of 0.377 (positive). The significance test
on the coefficient shows t-value of 5.786 which means the coefficient is significant at 5% significance level. Thus the affective occupational commitment has
positive and significant effect on performance. The increase in affective occupational commitment will increase the performance and vice versa.

The estimation result of path coefficient on the effect of a construct on other construct using SmartPLS 2.0 program is presented in the following table:

TABLE I: THE ESTIMATION RESULT OF PATH COEFFICIENT ON THE STRUCTURAL RELATIONSHIP BETWEEN THE CONSTRUCTS
Hypothesis | Relationship Path | Path Coefficient (B) | t-value | Conclusion
OocGwPOs [ 0563 Significant
.OCG #A0C
| PoswaoC
OCG ®PERF
AOC »PERF
Notes: AOC = affective occupational commitment; OCG = organizational career growth; POS = perceived organizational support; PERF = Performance

FIGURE 2: ESTIMATION RESULT OF PATH COEFFICIENT STRUCTURAL RELATIONSHIP BETWEEN CONSTRUCT

POS B =0,146
=2,047

B = 0,160
=1.992

-

v

= 0,377
= §,786
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ESTIMATION AND MEDIATION EFFECT EVALUATION

Hypothesis 7 (H7): The effect of Organizational Career Growth (OCG) on Affective Occupational Commitment (AOC) mediated by Perceived Organizational

Support (POS)

Causal Step Strategy (Baron & Kenny)

For hypothesis 7 testing with perceived organizational support as the mediator of the relationship between organizational career growth and affective occupa-

tional commitment (OCG = POS # AQC) thus the mathematical equation is as follows:

1.  Simple regression formula for the effect of perceived organizational support variable on organizational career growth.

POS=a+bi0OCG +ei(l)

2. Simple regression formula for the effect of affective occupational commitment on organizational career growth.

AOC=a +b; OCG + e, (2)

3. Multiple regression on the affective occupational commitment on the perceived organizational support as mediator and organizational career growth as
independent variable.

AOC =a + b:POS + b30CG +e3  (3)

The estimation result on the total effect and direct effect from formula 1, 2, and 3 to test the hypothesis 7 (H7) based on the criteria set by Baron and Kenny, is

presented in the following table.

TABLE II; ESTIMATION OF TOTAL COEFFICIENT AND DIRECT EFFECT (Formula 1, 2, and 3)

Coefficient | Relationship path Estimated | p-value | Conclusion
bs OCG #POS (direct effect) | 0.563 0.000 Significant
b2 POS=AOC (direct effect) 0.160 0.009 Significant
b's 0CG #AQC (direct effect) | 0.387 0.000 Significant
bs OCG#AOC (total effect) 0.477 0.000 Significant

Notes: AOC = affective occupational commitment; OCG = organizational career growth; POS = perceived organizational support

The result of the first regression testing in Table Il, shows that organizational career growth has significant effect on perceived organizational support (p-value<
0.05) with coefficient regression of (b:) =0.563; the second regression testing on Table Il, shows that organizational career growth has significant effect on affective
occupational commitment (p-value< 0.05) with coefficient regression (bs) = 0.477; and the third regression test on Table I, shows that perceived organizational
support has significant effect on affective occupational commitment, after controlled with organizational career growth (p-value< 0.05) with coefficient regression
(bz) = 0.160. Then, there is direct effect b’y of 0.387 that is smaller than total effect bs = 0.477. The effect of independent variable organizational career growth on
dependent variable affective occupational commitment decreased but still significant (p-value< 0.05), after controlled with mediating variable of perceived organ-
izational support. Based on the criteria developed by Baron and Kenny (1986), we can conclude that the meditational hypothesis is supported. Thus perceived
organizational support is the mediator for the relationship between organizational career growth and affective occupational commitment. In this case, the medi-
ation is partial mediation because the coefficient of direct effect for the effect of organizational career growth on affective occupational commitment is significant.
STRATEGY PRODUCT OF COEFFICIENT (INDIRECT EFFECT)

The estimation result of indirect effect using macro PROCESS is presented on the following table:

TABLE Ill: INDIRECT EFFECT ESTIMATION AND 95% CONFIDENCE INTERVAL (Cl)
95% Cl
Lower | Upper
H7 OCG = POS # AOC | 0.0901 [ 0.0024 | 0.2027 | Significant

Notes: AOC = affective occupational commitment; OCG = organizational career growth; POS = perceived organizational support

The result of indirect effect estimation for the effect of organizational career growth on affective occupational commitment through the mediator perceived

organizational support on Table Ill, shows the value of 0.0901. True indirect effect located between 0.0024 and 0.2027 on 95% confidence interval. Because of

zero does not included in the 95% confidence intervals, thus we can conclude that the indirect effect is significant in the 0.05 significance level. Thus, in line with

the finding based on the criteria developed by Baron and Kenny, perceived organizational support is a mediator on the relationship between organizational career

growth and affective occupational commitment. The increase in organizational career growth will also increase the perceived organizational support, and with the

increase in perceived organizational support in its turn will increase affective occupational commitment. With the finding on the significant direct effect coefficient

of organizational career growth on affective occupational commitment, it means that there is a partial mediation effect. Perceived organizational support partially

mediates the effect of organizational career growth on affective occupational commitment. Organizational career growth has positive and significant effect, di-

rectly and indirectly through perceived organizational support, on affective occupational commitment.

Hypothesis 8 (H8): The effect of Organizational Career Growth (OCG) on Performance mediates by Affective Occupational Commitment (AOC)

Strategy Causal Step (Baron & Kenny)

To test the hypothesis 8 in which affective occupational commitment plays the mediating role in the relationship between organizational career growth perfor-

mance (OCG ® AOC®Performance), the mathematical equation is as follows:

1. Simple regression formula of affective occupational commitment on organizational career growth.

AOC =a+ b1, OCG + & (4)

2. Simple regression formula of the relationship between performance and organizational career growth.

Performance =a+bs; OCG +e; (5)

3. Multiple regression of performance as dependent variable on the mediating variables affective occupational commitment and perceived organizational sup-
port, and the independent variable of organizational career growth.

Performance = a+ baiPOS + b22AOC + b3 OCG + €3 (6)

The result of estimation on total effect and direct effect from formula 4, 5, and 6 in testing hypothesis 8 (H8) based on the criteria developed by Baron & Kenny,

is presented in the following table:

Hip. | Mediation path Koef. Conclusion

TABLE IV: THE TOTAL COEFFICIENT AND DIRECT EFFECT ESTIMATION RESULT (Formula 4, 5, and 6)

Koefisi Relationship path Estimated | p-value | C
b1z OCG = AOC (direct effect) 0.387 0.000 | Significant
b2z AQC®PERF (direct effect) 0.377 0.000 | Significant
b's OCG = PERF (direct effect) 0.202 0.006 | Significant
b 0OCG " PERF (total effect) 0.464 0.000 | Significant

Motes: OCG = organizational career growth; AOC = affective occupational commitment; PERF = Performance

The result of regression analysis in Table IV shows that organizational career growth has significant effect on affective occupational commitment (p-value< 0.05)
with regression coefficient (biz) = 0.387; the fifth regression result in Table IV, shows that organizational career growth has significant effect on performance (p-
value< 0,05) with regression coefficient (bs) = 0.464; and the result of the sixth regression analysis in Table IV shows that affective occupational commitment has
significant effect on performance, after controlled with organizational career growth (p-value< 0.05) with regression coefficient (bx:) = 0.377. Further, we found
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direct effect b2 of 0.202 which is smaller than total effect ba = 0.464. The effect of independent variable organizational career growth on dependent variable
performance is decreased but stil significant (p-value< 0.05), after controlled with mediating variable of affective occupational commitment. Based on the criteria
developed by Baron and Kenny, thus we can conclude that the meditational hypothesis (H8) is supported. This means that affective occupational commitment is
a mediator on the relationship between organizational career growth and performance. In this case a partial mediation because the direct effect coefficient of
organizational career growth on performance is significant.

STRATEGY PRODUCT OF COEFFICIENT (INDIRECT EFFECT)

The estimation result on indirect effect using macro PROCESS is presented on the following table.

TABLE V: ESTIMATION ON INDIRECT EFFECT AND 95% CONFIDENCE INTERVAL (ClI)
95% Cl
Lower | Upper
H& OCG = AQOC = PERF | 0,1458 | 0,0803 I 0,2316 | Significant

Notes: AOC = affective occupational commitment; OCG = organizational career growth; PERF = Performance.

The estimation result on indirect effect of organizational career growth on performance through the mediator affective occupational commitment on Table Vis
0.1458. True indirect effect located between 0.0803 and 0.2316 on 95% confidence interval. Because zero is not embodied in the 95% confidence intervals, then
we can conclude that indirect effect is significant at 0.05 significance level. Thus, in line with the finding based on the criteria developed by Baron & Kenny, affective
occupational commitment is a mediator on the relationship between organizational career growth and performance. If the organizational career growth is in-
creased, then affective occupational commitment will also increase, which in turn will increase affective occupational commitment and performance. By under-
standing the significant direct effect coefficient on the effect of organizational career growth on performance, we know that the partial mediation exists in the
relationship. The variable affective occupational commitment partially mediates the effect of organizational career growth on performance. Organizational career
growth has positive and significant effect, directly or indirectly through affective occupational commitment, on performance.

Conclusion

Hip. | Mediation path Koef.

FINDINGS AND DISCUSSION

H1: Organizational career development has positive and significant effect on perceived organizational support.

There is a significant and positive effect of organizational career growth on perceived organizational support. The path coefficient is 0.563 with t-count of 12.123
significant at 5% significance level. This means that organizational career growth has positive and significant effect on perceived organizational support. The 0.563
parameter coefficient value indicates that the better the career growth then the higher the organizational support perceived by employees. With the coefficient
of determination of 0.317 (31,70%) or the variation in perceived organizational support can be explained by organizational career growth up to 31.70% and the
rest 68.30% is affected by other factors outside the model. Through the analysis result of Factor Loading Estimation Results (Step I1) we can also understand that
from four indicators of career growth, the third indicator, promotion speed (OCG7) is the strongest indicator as the measurement of career growth with the factor
weight coefficient of 0.728. Thus, the indicator opens and widely accessible promotion for all employees is an important component that needs attention in
improving perceived organizational support.

This study places perceived organizational support as a factor that affect career satisfaction, and career satisfaction is placed as mediator or intermediary on the
relationship between perceived organizational support and performance. Both research conducted by Karatepe, (2012) and Duffy et al. (2011), do not place
perceived organizational support as a variable that will be affected by organizational career growth.

H2: Organizational career growth has positive and significant effect on affective occupational commitment.

Based on the analysis result, this study finds that organizational career growth has positive and significant effect on affective occupational commitment. The path
coefficient value on Table | is 0.387 with t-count of 5.246 and alpha 5%. Thus, we can conclude that the higher the employees’ perception on the organizational
career growth in an organization, the higher is their affective occupation commitment. This study confirms the finding from previous studies for example the one
conducted by Sturges et al. (2005) and Bambacas (2010) who find the relationship between career and commitment. Contrary, Chew & Chan (2008) do not find
empirical support on the effect of career management on commitment.

By considering these findings, ANOVA test is employed to ensure that gender, education, age, and tenure has a relationship with affective occupational commit-
ment. The analysis shows no direct effect of gender, education, age, and tenure on career, perceived organizational support, affective occupational commitment,
and performance.

The implication of this finding is on the effort to improve affective occupational commitment. Improving this variable can be performed by career development
through remuneration growth, promotion speed, professional ability development, and the suitability of career purpose.

H3: Perceived organizational support has positive and significant effect on affective occupational commitment.

The analysis result in this study shows that perceived organizational support has positive and significant effect on affective occupational commitment. The param-
eter coefficient value in Table | is 0.160 and t-count of 1.992 which means that perceive organizational support affects affective occupational commitment at 5%
significance level. This finding supports the result from previous study conducted by Tella et al. (2007); Lee and Kulviwat, (2008); and Bang et al. (2013).

Similarly, the analysis result on Factor Loading estimation (Step 11} reveals that from eight indicators of perceived organizational support, the second indicator
(POS2) is the strongest indicator to test the perceived organizational support with weighted coefficient value of 0.790. Thus, the indicator of employees’ job
satisfaction is an important factor in improving perceived organizational support. Researchers have studied the effect of perceived organizational support on
employee’s organizational commitment in different context. Employee with higher perceived organisation support shows higher commitment for the organization
(Cropanzano et al., 1997; Liden et al., 2003; Masterson and Stamper in Liu, 2009).

The implication of this finding is the effort to improve affective occupational commitment through perceived organizational support can be focused on the strong-
est indicator of perceived organizational support, the organization attention on employee job satisfaction, organization recognition on employee’s contribution,
and organization attention on employee’s welfare. The other three indicators that need attention are the attention on employee extra time, employee complaint,
and organization attention on individual level.

H4: Organizational career growth has positive and significant effect on performance.

This study finds that organizational career growth has positive and significant effect on performance. The parameter path coefficient in Table | show a value of
0.202 with t-count of 2,195. This means that organizational career growth has a positive and significant effect on performance at 5% significance level. This study
confirms the finding from Karatepe (2012) who use career satisfaction and performance concept in the study. The study finds the positive and significant relation-
ship between career satisfaction and employee performance. David Okurame (2012) used the concept of career growth prospects, ekstra role performance, and
organizational citizenship behavior/OCB. His study proves the relationship between career growth prospects and OCB. Previously, the study conducted by Na-
chbagauer & Ried| (2002) who test the effect of career plateaus on performance find the negative relationship between career plateaus on performance. Thus,
employee behavior is highly affected by human resource management practices (such as career growth policies as studied here) through psychological contract-
employee perception on what they expect from the organization as an exchange for what they have done. This is why career growth policy must have a strong
impact on psychological contract between the employee and the organization, especially if career growth policy is animportant initiative from employees (Bedeian
etal, in Okurame, 2012).

The implication of this finding is the improvement of performance can be performed through career growth.

H5: Perceived organizational support has positive and significant effect on performance

Based on the analysis result this study finds that perceived organizational support has positive and significant effect on performance at 5% significance level. On
Table I, the parameter path coefficient is 0.146 with t-count of 2.047. This finding support the result of study conducted by Pazy (2011) which finds that perceived
organizational support by supervisor's increase performance, while the result of study conducted by Chiang and Hsien (2012) shows that perceived organizational
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support and positive psychological empowerment is positively affected by behavior, Perceived organizational support has no positive effect on performance.
Arshadi and Hayavi (2012) prove the relationship of perceived organizational support and organizational commitment with performance.

The implication of this finding is that the effort to improve performance through organizational support should be performed through providing attention on
employee satisfaction, organization recognition on employee contribution, and organizational attention of welfare.

Hé6: affective occupational commitment has positive and significant effect on performance.

Based on the analysis result, this study finds that affective occupational commitment has positive and significant effect on performance. The parameter path
coefficient is 0.377 with t-count of 5.786. thus, affective occupational commitment has positive and significant effect on performance at 5% significance level.
Through the analysis of Factor Loading estimation (Step I1) we find that from six indicators of affective occupational commitment, the second indicator (AOC2) is
the strongest indicator to measure affective occupational commitment with weighted factor coefficient of 0.853. Thus the emotional closeness with organization
is an important factor in improving employee affective occupational commitment.

Based on this finding we may conclude that improve employee performance through affective occupational commitment, organization should have focused on
the improvement of strong feeling toward organization, organizational closeness, and make employees feel as the part of the organlzatlon

H7: Mediating effect of perceived organizational support on the effect of organizational career growth on affective occupati C

The mediating role of perceived organizational support on the relationship between organizational career growth and affective occupational support is found
through the mediation testing steps developed by Baron and Kenny (1986). The test shows that organizational career growth has positive and significant effect on
perceived organizational support; fulfill the first requirement for the testing. In the second step, we find that organizational career growth has positive and signif-
icant effect on affective occupational commitment; fulfilling the second requirement for the test. The last step is reviewing the effect and significance of perceived
organizational support on affective occupational support, after controlling the organizational career growth variable (p-value< 0.05). In this step we find that
perceived organizational support mediates the relationship between organizational career growth and affective occupational commitment with positive and partial
affect (partial mediation), because B decreased (direct effect b’s of 0.387 lower than total effect bz = 0.477). To test the significance level of indirect relationship
between organizational career growth with affective occupational commitment mediated by perceived organizational support, we use Sobel test. The mediation
relationship is determined from coefficient and standard error of related variables.

The result of mediation testing (with sobel test and bootsrapping estimation) shows that the indirect effect of organizational career growth on performance
through the mediator of perceived organizational support is significant at 0.0901. This finding is in line with the finding from Baron and Kenny (1986) that perceived
organizational support is a mediator in the relationship between organizational career growth and affective occupational commitment with positive partial medi-
ation.

This shows that employees who feel organizational support and experience the promising career growth will have high affective occupation commitment. This
happen due to the organizational support perceived by the employees in the 15 KPPN studied is high, thus the result for perceived organizational support is
significant.

HB: Mediating role of affective occupational commitment on the effect of organizational career growth on performance.

The mediating role of affective occupational commitment on the relationship between organizational career growth and performance is tested using the method
developed by Baron and Kenny (1986). On the first step we find that organizational career growth has significant and positive effect on affective occupational
commitment; fulfilling the first requirement. On the second step we find that organizational career growth has positive and significant effect on performance;
fulfilling the second requirement. The last step is aimed to see the effect and significance level of affective occupational commitment on performance, after
controlling the organizational career growth variable (p-value< 0.05). In this step we find that affective occupational commitment mediates the relationship be-
tween organizational career growth and performance with positive partial mediation, due to the decrease in B (direct effect b's of 0.202 lower than total effect bs
= 0.464). To test the significance of the indirect relationship between organizational career growth and performance mediated by affective occupational commit-
ment we see the coefficient and standard error of related variables. The estimation result from sobel test and bootsrapping shows that the indirect effect of
organizational career growth o performance through the mediator of affective occupational commitment is significant with the coefficient of 0.1458. Baron and
Kenny (1986) also find similar result that affective occupational commitment is a mediator in the relationship between organizational career growth and perfor-
mance with positive partial mediation.

The mediating role of affective occupational commitment on this study is significant because in affective occupational commitment has received attention from
the 15 KPPN studied in improving their employee performance.

The implication of this finding is that employee performance in the 15 KPPN studied is directly affected by organizational career growth that they experience, and
partially and positively mediated by affective occupational commitment.

CONCLUSIONS

1. The result of all analysis of variance shows that there is no significant difference on the organizational career growth, perceived organizational support,

affective occupational commitment, and performance, based on respondents’ characteristics such as gender, education, age, and tenure.

The result of testing on H1 shows that organizational career growth has positive and significant effect on perceived organizational support.

The result of testing on H2 shows that organizational career growth has positive and significant effect on affective occupational commitment.

The result of testing on H3 shows that perceived organizational support has positive and significant effect on affective occupational commitment.

The result of testing on H4 shows that organizational career growth has positive and significant effect on performance.

The result of testing on HS shows that perceived organizational support has positive and significant effect on performance.

The result of testing on H6 shows that affective occupational commitment has positive and significant effect on performance.

The result of testing on H7 shows that perceived organizational support mediates the relationship between organizational career growth and affective occu-

pational commitment partially and positively. This fiding answer the suggestion from Weng and McElory (2012), who suggest next study hypothesis to place

perceived organizational support as mediating variable on the relationship between organizational career growth and affective occupational commitment.

9.  Theresult of testing on H8 shows that affective occupational commitment mediates the relationship between organizational career growth and performance
with partial and positive mediation.

N GnA WM

LIMITATIONS

First, the design of this study uses cross-sectional approach. In this approach the data is gathered in a time, thus implying the limitation in its interpretation and
causal relationship among the variables. Thus, the use of longitudinal design is needed in the future to re-confirm the causal relationship among the variables in
this study.

Second, the measurement for affective occupational commitment is performed using self-reported method, thus open a probability of subjective view in filling
the questionnaire. This study does not involve other parties such as co-workers and customers in assessing employee’s commitment.

Third, the sampling is limited. This makes generalization of this finding into other sector needs to be conducted carefully. Thus, future study is suggested to take
samples from various sectors to increase the generalization level.

IMPLICATIONS

THEORETICAL IMPLICATION

1. The result of statistical testing shows that the instrument used in this study has fulfilled the validity and reliability requirement. There are only two items
that need to be eliminated. This means that the instrument used to measure organizational career development, perceived organizational support, affective
occupational commitment, and performance can be re-used in future studies.
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2. Affective occupational commitment measured using one organizational component approach or the affective commitment, only partially mediates the rela-
tionship between organizational career growth and performance. Further studies are needed to understand the role of affective occupational commitment
as a mediating variable, Even though there is a significant effect of affective occupational commitment on performance, this finding is not in line with previous
studies finding. Previous studies mostly find that one of the consequences of affective organizational commitment is performance. However, Astuti (2002)
and Somers and Birnbaum (1998) study show similar result with this study.

3. Theempirical result of this study shows that organizational career growth has significant effect on performance. This strengthens the argument that employ-
ees who are happy on the promotion opportunity and growth in remuneration will have better performance than they who don’t. However, further studies
are needed on the relationship between these two constructs, especially related with performance. This significant effect, according to laffaldano and
Muchinsky (1985) is caused by subjective measurement of performance. Thus, further studies to test the relationship between these two constructs using
an objective measure for performance.

PRACTICAL IMPLICATION

1. Managers of an organization are expected to issue policies that will be able to improve performance by putting more attention on employees’ career growth.
The policies may relate with the growth in remuneration, promotion speed, professional ability development, and capability of career objective.

2.  Perceived organizational support can affect employee perception on the organizational support provided by their organization, among other the policy on
career opportunity or employee career management.

3. Employee career growth policy may create pride for the organization that understand their employee behavior and attitude.

SUGGESTIONS FOR FUTURE STUDIES

First, the samples should be selected from several different places so that the result can be generalized.

Second, the measurement of performance should not only come from subjective measures but also objective measures. Besides that, performance assessment
can be performed not only by supervisor but also by co-workers, family, or customers. Similarly, with commitment assessment can be performed not only using
one model but with three organizational commitment approaches at once. To generate more objective result, the involvement of aforementioned parties can be
considered in the future studies.
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