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This	 study	 aims	 to	 analyze	 the	 effect	 of	 competency	 development	 and	
empowering	 leadership	on	 subjective	 career	 success	with	 self-efficacy	as	a	
mediating	 variable	 among	 employees	 of	 the	 West	 Sumatra	 Employment	
Social	Security	Agency	(BPJS	Ketenagakerjaan).	The	research	method	used	is	
descriptive	quantitative,	with	a	sample	of	117	patients.	The	analysis	used	is	
PLS-SEM	analysis	with	Smart-PLS	4.0.	The	results	of	the	study	show	that	there	
is	 a	 positive	 and	 significant	 effect	 between	 Competency	 Development	 and	
Empowering	Leadership	on	Subjective	Career	Success	with	Self-Efficacy	as	a	
Mediating	 Variable	 in	 Employees	 of	 BPJS	Ketenagakerjaan	West	 Sumatra,	
meaning	 that	 leaders	 who	 provide	 empowerment	 (delegation,	 trust,	 and	
autonomy)	are	proven	to	encourage	employees	to	feel	more	successful	in	their	
subjective	 careers.	 The	 mediating	 role	 of	 self-efficacy	 can	 enhance	
Competency	Development	and	empowering	leadership	styles	not	only	directly	
influence	 but	 also	 increase	 employees'	 self-efficacy.	 This	 high	 level	 of	 self-
confidence	 (mediation)	 acts	 as	 a	 bridge	 that	 strengthens	 the	 impact	 of	
Competency	Development	and	empowering	 leadership	on	subjective	career	
success.	
	
Keyword:	Competency	Development,	Empowering	Leadership,	Self-Efficacy,	
Subjective	Career	Success	

	

A. INTRODUCTION	

The	success	of	an	organization	 is	not	only	measured	by	various	achievements	 such	as	

promotions,	salary	increases,	or	other	formal	rewards,	but	also	by	subjective	career	success,	

namely	 an	 individual's	 perception	 or	 assessment	 of	 satisfaction,	 meaning,	 and	 personal	

achievements	in	their	career	journey	(Hildred	et	al.,	2023).	

Subjective	 career	 success	 is	 an	 individual's	 perception	 or	 evaluation	 of	 their	 career	

achievements	based	on	their	personal	standards,	needs,	values,	and	expectations.	It	is	related	

to	individuals'	perceptions	of	their	career	goals,	job	satisfaction,	positive	experiences	in	their	

careers,	 the	meaning	 of	 their	work	 achievements,	 and	 the	 balance	between	 their	work	 and	

personal	lives.	Subjective	career	success	plays	a	very	important	role	in	shaping	organizational	
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commitment,	employee	well-being,	productivity,	and	even	an	individual's	intrinsic	motivation	

at	work	(Lehtonen	et	al.,	2022).	

Employees	who	 feel	 that	 their	 life	and	career	values	are	 fulfilled	 tend	 to	show	 loyalty,	

engagement,	and	positive	behavior,	which	ultimately	has	an	optimal	impact	on	the	achievement	

of	organizational	goals	(Ingarianti	et	al.,	2020).	

This	research	was	conducted	at	BPJS	Ketenagakerjaan	West	Sumatra,	a	public	institution	

that	plays	a	strategic	role	in	the	national	social	security	system.	However,	the	institution	also	

faces	 challenges	 in	 ensuring	 that	 its	 employees	 can	 achieve	 career	 success	 that	 balances	

personal	expectations	and	organizational	needs.	Amid	work	pressure	and	internal	competition,	

not	all	employees	feel	that	they	have	achieved	a	satisfying	career,	even	though	they	have	been	

working	for	quite	a	long	time.	This	is	reinforced	by	the	researchers	conducting	a	survey	in	early	

May	2025	on	30	employees	of	BPJS	Ketenagakerjaan	West	Sumatra	to	determine	whether	there	

are	 issues	 regarding	 the	 subjective	 career	 success	 of	 BPJS	 Ketenagakerjaan	West	 Sumatra	

employees.	The	results	of	this	survey	can	be	seen	in	the	following	table.	

Table	1.	Initial	Survey	Results	on	the	Subjective	Career	Success	of	BPJS	

Ketenagakerjaan	West	Sumatra	Employees	
	
No	

	
Statement	

	
Percentage	(%	

	 	 Agree	 Disagree	
1	 I	am	satisfield	with	my	carelelr	

achielvelmelnts	sol	far	
47	 53	

2	 I	felell	that	my	carelelr	
has	sholwn	satisfactolry	prolgrelss	

47	 53	

3	 My	carelelr	elxpelrielncel	is	in	linel	with	
my	elxpelctatiolns	and	golals	

37	 63	

4	 I	felell	elmoltiolnally	invelsteld	in	my	
wolrk.	

50	 50	

5	 I	felell	valueld	and	relcolgnizeld	folr	my	
colntributiolns	at	wolrk	

47	 53	

6	 My	carelelr	prolvidels	a	golold	
balancel	beltweleln	my	pelrsolnal	lifel	
and	wolrk	

33	 67	

7	 I	felell	selcurel	and	stablel	in	my	
currelnt	jolb	polsitioln.	

33	 67	

	 Average	 42%	 58%	
Source:	Primary	data	(2025)	

Based	on	the	results	of	the	researcher's	preliminary	survey	in	Table	1	above,	the	problems	

that	 occur	 at	 the	 West	 Sumatra	 Employment	 Social	 Security	 Office	 are	 suboptimal	 career	

satisfaction	levels.	There	are	indications	that	some	employees	are	dissatisfied	with	their	career	

development,	even	though	they	have	been	working	for	a	long	time.	This	can	be	reflected	in	the	

lack	of	appreciation	from	superiors,	the	mismatch	between	career	expectations	and	reality	in	
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the	 field,	 and	high	work	demands	without	a	balance	between	work	and	personal	 life.	 Some	

employees	are	overworked,	while	others	are	less	productive.	

The	reason	for	using	empowering	leadership,	competency	development,	and	self-efficacy	

in	 this	 research,	 particularly	 in	 the	 field	 of	 human	 resource	 management,	 is	 to	 focus	 on	

improving	 subjective	 career	 success	 through	 psychological	 approaches	 and	 individual	

competency	development.	This	research	aims	to	build	a	high-performance	work	environment	

where	employees	are	competent	and	self-sufficient	in	achieving	organizational	goals.	

Competency	development	is	the	process	of	improving	a	person's	knowledge,	skills,	and	

attitudes	to	meet	the	needs	of	the	job	and	the	organization.	This	can	be	done	in	various	ways	

such	as	 training,	continuing	education,	new	projects,	seminars,	and	 independent	 learning	 to	

improve	performance,	productivity,	and	competitiveness.	

Research	 conducted	 by	 Lei	 et	 al.	 (2021)	 states	 that	 competency	 development	 has	 a	

positive	and	significant	effect	on	subjective	career	success	because	it	 increases	productivity,	

innovation,	and	employees'	ability	to	adapt	to	changes	in	the	work	environment.	Continuous	

training	 and	 learning	 help	 employees	 master	 relevant	 skills,	 which	 substantially	 improves	

performance.	Strong	competencies	serve	as	a	foundation	for	promotion,	increase	motivation,	

and	help	achieve	professional	career	goals.	However,	this	is	not	in	line	with	research	conducted	

by	Toreh	(2022),	which	states	that	competency	development	has	a	negative	and	insignificant	

effect	on	subjective	career	success.	

Apart	 from	 competency	 development,	 another	 factor	 that	 influences	 career	 success	 is	

empowering	 leadership.	 Empowering	 leadership	 is	 an	 effort	 to	 intrinsically	 motivate	

employees	by	sharing	power	and	providing	support	for	employee	development.	Empowering	

leadership	is	more	than	just	influencing	others;	it	involves	transferring	power	from	leaders	to	

employees.	Empowering	leadership	provides	subordinates	with	the	opportunity	to	appreciate	

themselves	and	their	abilities	(Ryan	et	al.,	2019).	

Research	conducted	by	Chun	Lei	et	al.	(2021)	states	that	leadership	empowerment	has	a	

positive	and	significant	effect	on	subjective	career	success.	This	 leadership	style	encourages	

employees	 to	 develop	 themselves	 and	 take	 responsibility,	 which	 ultimately	 supports	 their	

subjective	 career	 success.	 However,	 this	 is	 not	 in	 line	 with	 research	 conducted	 by	 Gultom	

(2025),	which	states	that	leadership	empowerment	does	not	affect	subjective	career	success.	

This	study	uses	self-efficacy	as	a	mediating	variable	because	 it	 is	an	 internal	cognitive	

mechanism	 that	 bridges	 external	 factors	 (competency	 development	 and	 empowering	

leadership)	with	subjective	career	success.	A	study	conducted	by	Pambudi	(2016)	states	that	
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self-efficacy	 has	 a	 significant	 effect	 on	 subjective	 career	 success	 because	 if	 a	 person's	 self-

efficacy	 increases,	 it	will	 increase	their	motivation,	which	will	 then	 increase	their	subjective	

career	success.	

Previous	research	conducted	by	Chun	Lei	et	al.	(2021)	and	Lei	et	al.	(2021)	states	that	

competency	development	and	empowering	leadership	have	a	positive	and	significant	effect	on	

subjective	career	success.	However,	the	uniqueness	of	this	study	is	that	it	uses	self-efficacy	as	a	

mediating	 variable	 that	 directly	 and	 indirectly	 influences	 competency	 development	 and	

empowering	leadership	on	subjective	career	success.	The	limitation	of	this	study	is	that	it	was	

specifically	conducted	at	BPJS	Ketenagakerjaan	in	West	Sumatra.	

LITERATURE	REVIEW	

1.	Social	Cognitive	Career	Theory	(SCCT)	

This	 study	 is	 based	 on	 Social	 Cognitive	 Career	 Theory	 (SCCT),	 a	 significant	 theory	

regarding	career	success.	SCCT	was	proposed	by	Lent,	Brown,	and	Hackett	(1994)	and	later	

expanded	based	on	Bandura's	Social	Cognitive	Theory	(2000).	SCCT	was	chosen	in	this	study	

because	most	of	 its	principles	are	related	to	learning	and	competency	development	that	can	

increase	continuity	in	a	particular	career.	

Social	 Cognitive	 Career	 Theory	 highlights	 the	 dynamic	 relationship	 between	 personal	

traits,	 actions,	 and	 environmental	 factors	 that	 influence	 human	 behavior.	 This	 theory	

recognizes	 the	 important	 role	 of	 self-efficacy	 in	 determining	 how	 individuals	 apply	 their	

knowledge	and	skills.	SCCT	builds	upon	Bandura's	Social	Cognitive	Theory	and	applies	 it	 to	

career	decision-making,	planning,	action,	and	exploration.	

SCCT	primarily	focuses	on	the	relationship	between	self-efficacy,	expected	outcomes,	and	

personal	goals	that	shape	an	individual's	career.	By	emphasizing	the	importance	of	self-efficacy	

in	 shaping	 careers,	 SCCT	provides	 a	 constructive	 framework	 for	 individuals	 to	 realize	 their	

career	aspirations.	

2.	Subjective	Career	Success	

Subjective	 career	 success	 is	 an	 individual's	 perception	 or	 evaluation	 of	 their	 career	

achievements	based	on	 their	personal	 standards,	needs,	 values,	 and	expectations	 related	 to	

their	perception	of	career	goals,	job	satisfaction,	positive	career	experiences,	meaning	of	work,	

and	work-life	balance	(Shockley	et	al.,	2016).	

Subjective	 career	 success	 is	defined	as	personally	 important	 career	outcomes	 that	 are	

self-assessed	 by	 individuals,	 such	 as	 career	 satisfaction,	work-life	 balance,	 recognition,	 and	

personal	 meaning	 of	 work.	 Spurk	 et	 al.	 (2019)	 define	 subjective	 career	 success	 as	 an	
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individual's	perception	of	their	own	success	in	their	career,	which	is	usually	measured	through	

career	satisfaction,	self-evaluation,	and	perceptions	of	career	progress.	

Subjective	career	success	is	an	internal	and	individual	assessment	of	whether	a	person's	

goals,	values,	aspirations,	and	personal	meaning	are	achieved	through	their	career	journey.	

3.	Competency	Development	

Competency	refers	to	skill,	ability,	and	authority.	Competency	development	is	defined	as	

an	effort	to	improve	a	person's	work	abilities,	including	knowledge,	skills,	and	work	attitudes	

relevant	to	job	demands,	thereby	supporting	performance	and	productivity	(Wibowo,	2016).	

According	to	Boulter	et	al.	in	Irham	Fahmi	(2016),	competency	is	a	basic	characteristic	of	

a	person	that	enables	them	to	perform	excellently	at	work.	Career	competency	refers	to	the	

knowledge,	 skills,	 and	abilities	 that	 individuals	need	 for	 career	advancement.	Competencies	

have	 a	 positive	 impact	 on	 an	 individual's	 career	 success	 and	 serve	 as	 valuable	 personal	

resources	for	enhancing	lifelong	work	abilities	(Chin	et	al.,	2019).	

4.	Empowering	Leadership	

Empowering	 leadership	 strives	 to	 give	 employees	 a	 sense	 of	 meaning	 in	 their	 work,	

provide	them	with	time	and	freedom	to	decide	how	to	perform	their	tasks,	and	support	them	

in	managing	additional	responsibilities	effectively	(Thun	&	Bakker,	2018).	

This	leadership	style	values	the	talents,	abilities,	and	capabilities	of	each	employee	and	

utilizes	them	through	synergy.	Empowered	employees	tend	to	work	independently	and	exhibit	

adaptive	behavior	beyond	their	formal	job	roles	(Martin,	Liao,	&	Campbell,	2013).	

5.	Self-Efficacy	

Self-efficacy	refers	to	an	individual's	belief	in	their	ability	to	succeed	and	achieve	desired	

outcomes.	It	reflects	a	person's	belief	that	they	have	the	capability	to	control	their	cognitive	

resources	 and	motivate	 their	 behavior	 to	 successfully	 complete	 a	 particular	 task.	 This	 trait	

emphasizes	the	need	for	achievement	and	influences	career	success.	

6.	Hypotheses	

H1:	Competency	Development	has	a	positive	and	significant	effect	on	Subjective	Career	Success.	

H2:	Empowering	Leadership	has	a	positive	and	significant	effect	on	Subjective	Career	Success.	

H3:	 Competency	 Development	 has	 a	 positive	 and	 significant	 effect	 on	 Self-Efficacy.	

H4:	 Empowering	 Leadership	 has	 a	 positive	 and	 significant	 effect	 on	 Self-Efficacy.	

H5:	 Self-Efficacy	 has	 a	 positive	 and	 significant	 effect	 on	 Subjective	 Career	 Success.	

H6:	Competency	Development	has	a	positive	and	significant	effect	on	Subjective	Career	Success	

mediated	by	Self-Efficacy.	
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H7:	Empowering	Leadership	has	a	positive	and	significant	effect	on	Subjective	Career	Success	

mediated	by	Self-Efficacy.	

	
Figure	1.	Conceptual	Framework	

B. RESEARCH	METHOD	

The	research	method	used	in	this	study	was	a	quantitative	descriptive	approach,	which	

aims	 to	 describe,	 summarize,	 and	 explain	 the	 characteristics	 of	 variables	 or	 phenomena	

systematically	using	numerical	data.	This	method	focuses	on	measuring	variables,	examining	

relationships	 between	 variables,	 testing	 cause-and-effect	 hypotheses,	 and	 developing	

theoretical	explanations.	

The	population	 in	 this	 study	 consisted	of	 employees	of	BPJS	Ketenagakerjaan	 in	West	

Sumatra	Province.	The	research	was	conducted	in	the	cities	of	Padang,	Solok,	and	Bukittinggi.	

The	sample	 in	this	study	consisted	of	117	employees	of	BPJS	Ketenagakerjaan	in	West	

Sumatra	Province.	The	sampling	technique	used	was	a	questionnaire	distribution	to	employees	

who	met	the	research	criteria.	

The	 data	 collection	 technique	 used	 in	 this	 study	 was	 a	 questionnaire,	 which	 was	

distributed	to	117	employees	of	BPJS	Ketenagakerjaan	West	Sumatra.	

The	data	analysis	method	used	was	Partial	Least	Squares	Structural	Equation	Modeling	

(PLS-SEM)	using	SmartPLS	4.	This	method	was	chosen	because	it	is	suitable	for	testing	complex	

relationships	 between	 variables,	 including	 mediating	 effects,	 and	 is	 effective	 for	 analyzing	

models	with	multiple	constructs	and	indicators.	

https://journal.hasbaedukasi.co.id/index.php/jurmie


Jurnal	Riset	Multidisiplin	Edukasi																																										 Volume	3	Nomor	3	Tahun	2026	

295	 https://journal.hasbaedukasi.co.id/index.php/jurmie	
 

C.							RESULT	AND	DISCUSSION	

RESEARCH	RESULTS	

1.	Direct	Effect	Test	

This	 study	 uses	 a	 two-tailed	 approach	 because	 the	 hypothesis	 indicates	 an	 effect	

without	specifying	a	particular	positive	or	negative	direction.	If	the	p-value	is	less	than	0.05,	

the	 hypothesis	 is	 accepted,	whereas	 if	 the	p-value	 is	 greater	 than	0.05,	 the	 hypothesis	 is	

rejected.	The	research	results	are	presented	in	Table	2.	

Table	2.	Path	Coefficients	–	Mean,	Standard	Deviation,	T-Statistic,	and	P-Value	

Hypolthelsis	
OLriginal	
Samplel	
(HAI)	

T-Statistic	
(|OL/STDELV|)	 P-valuel	 Delscriptioln	

Colmpeltelncy	Delvellolpmelnt	->	
Subjelctivel	Carelelr	Succelss	

	
	
0.648	

	
	
1.974	

	
		
0.024	

	
	
Accepted	

ELmpolwelring	Leladelrship->	
Subjelctivel	Carelelr	Succelss	

	
0.190	

	
2.557	

	
0.003	

	
Accepted	

Colmpeltelncy	Delvellolpmelnt	->	
Sellf-ELfficacy	

	

	
0.641	

	

	
2.463	

	

	
0.005	

	

	
Accepted	

ELmpolwelring	Leladelrship	->	
Sellf-ELfficacy	

	
0.848	

	
2.427	

	
0.008	

	
Accepted	

Sellf-elfficacy->	Subjelctivel	Carelelr	
Succelss	

	
0.142	

	
3.491	

	
0.001	

	
Accepted	

Source:	SmartPLS	4	Statistical	Analysis	(2026)	

Based	on	the	results	of	the	SmartPLS	analysis,	the	output	path	coefficient	value	shows	a	

positive	and	significant	relationship	between	competency	development	and	subjective	career	

success.	The	original	sample	value	 is	0.648	with	a	p-value	of	0.024	and	a	t-statistic	of	1.974	

(>1.96).	Therefore,	Hypothesis	1	is	accepted.	

Furthermore,	the	results	of	the	SmartPLS	analysis	show	that	the	output	path	coefficient	

value	 indicates	 a	 positive	 and	 significant	 relationship	 between	 empowering	 leadership	 and	

subjective	career	success,	with	an	original	sample	value	of	0.190,	a	p-value	of	0.003,	and	a	t-

statistic	of	2.557	(>1.96).	Therefore,	Hypothesis	2	is	accepted.	

The	 results	 also	 show	 that	 the	 output	 path	 coefficient	 value	 indicates	 a	 positive	 and	

significant	relationship	between	competency	development	and	self-efficacy,	with	an	original	
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sample	 value	 of	 0.641,	 a	 p-value	 of	 0.005,	 and	 a	 t-statistic	 of	 2.463	 (>1.96).	 Therefore,	

Hypothesis	3	is	accepted.	

Furthermore,	the	results	of	the	SmartPLS	analysis	show	that	empowering	leadership	has	

a	positive	and	significant	effect	on	self-efficacy,	with	an	original	sample	value	of	0.848,	a	p-value	

of	0.008,	and	a	t-statistic	of	2.427	(>1.96).	Thus,	Hypothesis	4	is	accepted.	

Finally,	 the	 results	 indicate	 that	 self-efficacy	 has	 a	 positive	 and	 significant	 effect	 on	

subjective	career	success,	with	an	original	sample	value	of	0.142,	a	p-value	of	0.001,	and	a	t-

statistic	of	3.491	(>1.96).	Therefore,	Hypothesis	5	is	accepted.	

2.	Indirect	Effect	Test	

The	 indirect	 effect	 in	 the	 mediation	model	 refers	 to	 the	 influence	 of	 an	 independent	

variable	on	the	dependent	variable	through	a	mediating	variable.	If	the	p-value	is	less	than	0.05,	

the	mediation	effect	is	considered	significant.	

Table	3.	Specific	Indirect	Effects	–	Mean,	Standard	Deviation,	T-Statistic,	and	P-Value	

Hypolthelsis	
Samplel	
Melan	(OL)	

T-Statistic	
(|OL/STDELV|)	

P	
Valuel

s	
Delscriptioln	

Colmpeltelncy	Delvellolpmelnt	->	
Sellf-ELfficacy	->	Subjelctivel	Carelelr	
Succelss	

	
	
	
0.913	

	
	
	
3.468	

	
	
	
0.002	

	
	
	
Accepted	

ELmpolwelring	Leladelrship	->	Sellf-
ELfficacy	->	Subjelctivel	Carelelr	
Succelss	

	
0.121	

	
3.527	

	
0.001	

	
Accepted	

Source:	SmartPLS	4	Statistical	Analysis	(2026)	

	

	

RESEARCH	RESULTS	

1.	The	Effect	of	Competency	Development	on	Subjective	Career	Success	

Based	on	the	research	findings,	there	is	a	positive	and	significant	relationship	between	

competency	 development	 and	 subjective	 career	 success.	 Thus,	 Hypothesis	 1	 is	 accepted,	

meaning	 that	 based	 on	 the	 research	 results	 and	 significance	 analysis	 in	 the	 BPJS	 work	

environment,	including	in	the	West	Sumatra	region,	competency	development	has	a	positive	

and	significant	influence	on	the	performance	and	subjective	career	success	of	employees.	

Competency	 development,	 whether	 through	 job	 training	 or	 career	 development	

programs,	 plays	 an	 important	 role	 in	 improving	 service	 quality,	 motivation,	 and	 the	

achievement	 of	 individual	 goals.	 Competency	 development	 has	 a	 significant	 and	 positive	
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influence	 on	 subjective	 career	 success	 (career	 satisfaction	 and	 perception	 of	 career	

advancement)	through	the	perspective	of	Social	Cognitive	Career	Theory	(SCCT).	Within	the	

SCCT	 framework,	 competency	development	acts	as	a	mechanism	 that	 increases	 self-efficacy	

and	outcome	expectations,	which	ultimately	drive	perceived	career	success.	

This	 is	 consistent	 with	 research	 conducted	 by	 Lei	 et	 al.	 (2021),	 which	 shows	 that	

competency	 development	 has	 a	 positive	 effect	 on	 subjective	 career	 success	 because	

competencies	 represent	 knowledge,	 abilities,	 and	 talents	 that	 individuals	 possess	 in	

performing	their	job	responsibilities.	Competency	can	be	defined	as	a	set	of	attributes,	such	as	

knowledge,	talents,	and	skills	needed	to	perform	specific	tasks.	

This	is	also	in	line	with	research	conducted	by	Dion	(2022),	which	states	that	competency	

development	has	a	positive	and	significant	effect	on	subjective	career	success.	If	a	company	is	

able	 to	 maximize	 the	 competencies	 of	 its	 employees,	 it	 will	 increase	 their	 career	 success.	

Employees	must	 have	 strong	 competencies	 that	 enable	 them	 to	 respond	 to	 changes	 in	 the	

business	environment,	thereby	increasing	their	subjective	career	success.	

2.	The	Effect	of	Empowering	Leadership	on	Subjective	Career	Success	

Based	on	the	research	findings,	there	is	a	positive	and	significant	relationship	between	

empowering	 leadership	 and	 subjective	 career	 success;	 thus,	 Hypothesis	 2	 is	 accepted.	 This	

means	that	based	on	various	studies	on	leadership	and	performance	in	the	BPJS	Employment	

environment,	empowering	leadership	has	a	positive	and	significant	influence	on	the	subjective	

career	success	of	employees.	

This	leadership	style	improves	employees’	careers	through	empowerment,	trust,	and	the	

development	of	independent	potential.	

Based	on	the	Job	Demands-Resources	Model	(JD-R	Model),	empowering	leadership	acts	

as	an	important	job	resource	that	improves	employees’	subjective	career	success.	Empowering	

leaders	provide	autonomy,	support,	and	skill	development	that	employees	need	to	achieve	their	

goals,	which	ultimately	increases	motivation	and	a	sense	of	independent	career	success.	

This	finding	is	consistent	with	research	conducted	by	Lei	et	al.	(2021),	which	shows	that	

empowering	leadership	has	a	positive	effect	on	subjective	career	success.	Research	by	Kim	and	

Behr	(2018)	also	shows	that	empowering	leadership	positively	affects	employees’	perceptions	

of	performance	success	because	this	leadership	style	fosters	a	work	environment	that	supports	

growth	 and	 autonomy.	With	 this	 support,	 individuals	 feel	 more	 capable	 of	 achieving	 their	

personal	career	goals	and	feel	more	satisfied	with	their	career	paths.	

3.	The	Effect	of	Competency	Development	on	Self-Efficacy	
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Based	on	the	research	findings,	there	is	a	positive	and	significant	relationship	between	

competency	development	 and	 self-efficacy;	 thus,	Hypothesis	 3	 is	 accepted.	 This	means	 that	

competency	 development	 significantly	 increases	 employee	 self-efficacy	 (self-confidence),	

including	in	the	BPJS	work	environment	in	West	Sumatra.	

Competency	development	is	closely	related	to	increased	self-efficacy	in	the	perspective	of	

Albert	Bandura’s	Social	Cognitive	Theory.	In	this	theory,	humans	are	viewed	as	proactive	agents	

capable	 of	 self-regulation	 and	 learning	 through	 interactions	 between	 personal	 factors,	

environmental	influences,	and	behavior.	

In	 Social	 Cognitive	 Theory,	 competency	 development	 is	 not	 merely	 about	 adding	

knowledge	 but	 also	 about	 shaping	 behavior	 through	 direct	 experience	 and	 environmental	

observation.	 This	 process	 strengthens	 self-confidence	 and	 ultimately	 enhances	 individual	

performance	and	self-efficacy.	

This	is	consistent	with	research	conducted	by	Dumulescu	et	al.	(2025),	which	shows	that	

career	 competency	 development	 positively	 affects	 subjective	 career	 success	 and	 that	 self-

efficacy	 partially	 mediates	 the	 relationship	 between	 career	 competency	 development	 and	

subjective	career	success.	

4.	The	Effect	of	Empowering	Leadership	on	Self-Efficacy	

Based	on	the	research	findings,	there	is	a	positive	and	significant	relationship	between	

empowering	leadership	and	self-efficacy,	thus	Hypothesis	4	is	accepted.	

Based	on	Social	Cognitive	Theory	developed	by	Albert	Bandura,	empowering	leadership	

has	a	positive	influence	on	employees’	self-efficacy.	Empowering	leadership	is	characterized	by	

delegation	 of	 authority,	 autonomy,	 skill	 development,	 and	 participation	 in	 decision-making,	

which	act	as	environmental	factors	that	increase	employees’	confidence.	

Research	conducted	by	Erdavit	(2024)	shows	that	empowering	leadership	has	a	positive	

and	significant	effect	on	self-efficacy.	The	higher	the	level	of	empowering	leadership	perceived	

by	employees,	the	higher	their	self-efficacy.	

This	 finding	 is	 also	 consistent	 with	 research	 conducted	 by	 Amundsen	 and	Martinsen	

(2014),	which	states	 that	empowering	 leadership	 is	a	process	used	by	 leaders	 to	encourage	

employees	through	the	delegation	of	authority,	support,	and	motivation	to	work	independently	

within	the	organization’s	strategic	goals.	

5.	The	Effect	of	Self-Efficacy	on	Subjective	Career	Success	

Based	on	the	research	findings,	there	is	a	positive	and	significant	relationship	between	

self-efficacy	and	subjective	career	success.	Thus,	Hypothesis	5	is	accepted.	
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According	to	Social	Cognitive	Theory	developed	by	Albert	Bandura	and	applied	in	Social	

Cognitive	Career	Theory	by	Lent,	Brown,	and	Hackett,	self-efficacy	plays	an	important	role	in	

determining	subjective	career	success.	

Career	success	refers	to	an	individual’s	personal	evaluation	of	their	career,	including	job	

satisfaction,	sense	of	work	meaning,	and	life	satisfaction,	rather	than	only	salary	or	position.	

Individuals	with	high	self-efficacy	tend	to	be	more	proactive,	persistent,	and	motivated	in	

achieving	 their	 goals.	 As	 a	 result,	 they	 experience	 higher	 levels	 of	 career	 satisfaction	 and	

perceive	greater	success	in	their	careers.	

This	 is	 consistent	with	 research	 conducted	 by	Dan	 et	 al.	 (2018)	 and	Dumulescu	 et	 al.	

(2025),	 which	 show	 that	 self-efficacy	 has	 a	 significant	 positive	 effect	 on	 subjective	 career	

success.	

6.	The	Mediating	Role	of	Self-Efficacy	between	Competency	Development	and	Subjective	

Career	Success	

Based	on	the	research	findings,	there	is	a	positive	and	significant	relationship	between	

competency	development	and	subjective	career	success	 through	self-efficacy	as	a	mediating	

variable.	Thus,	Hypothesis	6	is	accepted.	

Competency	 development	 is	 a	 systematic	 process	 used	 to	 improve	 individual	 abilities	

through	 training,	 work	 experience,	 and	 formal	 and	 informal	 learning.	 These	 competencies	

include	knowledge,	skills,	and	attitudes	relevant	to	an	individual's	career.	

Individuals	 with	 high	 competencies	 tend	 to	 have	 greater	 confidence	 in	 facing	 career	

challenges	because	they	feel	capable	of	performing	their	responsibilities	effectively.	

The	concept	of	self-efficacy	proposed	by	Albert	Bandura	refers	to	an	individual's	belief	in	

their	 ability	 to	 achieve	 certain	 goals.	 Self-efficacy	 acts	 as	 a	 psychological	 mechanism	 that	

connects	competency	development	with	subjective	career	success.	

Research	at	BPJS	Ketenagakerjaan	in	West	Sumatra	shows	that	career	development,	job	

training,	and	competency	development	collectively	influence	subjective	career	success.	

This	 finding	 is	 consistent	with	 research	 conducted	 by	Dumulescu	 et	 al.	 (2025),	which	

empirically	proves	that	self-efficacy	mediates	the	influence	of	career	competency	development	

on	subjective	career	success.	

7.	The	Mediating	Role	of	Self-Efficacy	between	Empowering	Leadership	and	Subjective	

Career	Success	
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Based	on	the	research	findings,	there	is	a	positive	and	significant	relationship	between	

empowering	 leadership	 and	 subjective	 career	 success	 through	 self-efficacy	 as	 a	 mediating	

variable.	Thus,	Hypothesis	7	is	accepted.	

Self-efficacy	functions	as	an	important	psychological	mechanism	that	connects	leadership	

behavior	with	employees’	perceptions	of	career	success.	

Studies	 show	 that	 empowering	 leadership	 can	 improve	 employees’	 subjective	 career	

success,	particularly	by	strengthening	their	confidence	and	autonomy.	

Research	 by	Horoub	 and	 Zargar	 (2022)	 shows	 that	 empowering	 leadership	 increases	

employees’	career	success	perceptions,	while	Choi	et	al.	(2020)	demonstrate	that	self-efficacy	

mediates	the	relationship	between	empowering	leadership	and	subjective	career	success.	

D. CONCLUSION	

The	 results	 of	 this	 study	 indicate	 that	 there	 is	 a	 positive	 and	 significant	 influence	 of	

competency	development	and	empowering	leadership	on	subjective	career	success	with	self-

efficacy	as	a	mediating	variable	among	employees	of	BPJS	Ketenagakerjaan	in	West	Sumatra.	

This	 means	 that	 leaders	 who	 empower	 their	 employees	 through	 delegation,	 trust,	 and	

autonomy	 are	 proven	 to	 encourage	 employees	 to	 feel	 more	 successful	 in	 their	 subjective	

careers.	

The	 mediating	 role	 of	 self-efficacy	 strengthens	 the	 relationship	 between	 competency	

development	 and	 empowering	 leadership	 and	 employees’	 subjective	 career	 success.	

Competency	development	and	empowering	leadership	not	only	directly	influence	employees	

but	also	increase	their	self-confidence	(self-efficacy).	A	high	level	of	self-efficacy	acts	as	a	bridge	

that	 strengthens	 the	 impact	 of	 competency	 development	 and	 leadership	 on	 employees’	

perceptions	of	career	success.	

FURTHER	RESEARCH	

Further	 research	 is	 recommended	 to	 expand	 the	 research	 object	 not	 only	 to	 BPJS	

Ketenagakerjaan	in	West	Sumatra	but	also	to	other	organizations	in	both	the	public	and	private	

sectors	so	that	the	research	results	can	be	generalized	more	broadly.	

In	 addition,	 future	 researchers	may	 include	 other	 variables	 that	 have	 the	 potential	 to	

influence	subjective	career	success,	such	as	organizational	commitment,	work	engagement,	job	

satisfaction,	or	career	adaptability.	
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Future	studies	may	also	use	different	research	methods,	such	as	qualitative	approaches	

or	mixed-method	approaches,	in	order	to	provide	a	deeper	understanding	of	the	factors	that	

influence	employees’	subjective	career	success.	
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