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ABSTRACT

The purpose of this study is to predict the
role of employee organization relationships
in mediating the effects of competence
development, empowering leadership on
career success and role of career shock in
moderating these relationships. Based on
the results of the literature review, it is
indicated that employee organization
relationships mediate the positive influence
of competence development, empowering
leadership on career success. This means
that the employee organization relationship
is an effective stimulus to improve
employee career formation. This study also
indicates that These relationships will be
stronger with increasing levels of positive
career shock and weaker with increasing
levels of negative career shock. The
implication of this study is that career shock
encourages employees to reflect critically
on future career opportunities. Employees
who invest in competence development and
receive organizational support tend to have
better long-term career prospects but
career shock can increase or decrease their
role in career success. Eventually, future
research should be able to explore the
concept of career shock and test it
empirically because this concept is
relatively new in career research.
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INTRODUCTION

Career as a factor of fate that must be planned and fought for, but the facts that occur in the
field of employee career mechanisms are not in accordance with the desired expectations,
causing unrest and demotivation among employees. This happens because of crucial issues
and strategic issues that hinder industrial growth in Indonesia. The causes of these two issues
are that there is no standard set of incentives that are strong enough to motivate employees
to develop their careers in the company and the political power of KNEKS which is still weak
to provide significant influential power in the banking in Indonesia (Yuniarti, 2021).

Therefore, this study offers a moderating model of career shock in moderating the effects of
competence development, empowering leadership and career success. Recent studies have
shown that career shock plays an important role in the process of forming employee careers,
career shock acts as a moderator in shaping and building perceptions of employability through
competence development and career success (Akkermans et al., 2021). However, there are
no relevant studies to measure how much career shock is needed to change employee
careers and there is no clarity on how positive and negative career shocks are related to career
success because this concept is a new concept in career research (Blokker et al., 2019).

This research offers a model of competence development and empowering leadership.
Competence development is needed by management as a benchmark for work accountability
and career development, competency will produce a framework that can be used to design
education, training, knowledge and skills (Udoh et al., 2021). In addition to competence
development, this research also offers a model of empowering leadership. Previous studies
have shown that empowering leadership can change environmental situations, strengthen
self-management and develop skills in organizations (Thomas & Velthouse, 1990). However,
this opinion is not supported by Cheong et al. (2016) which states that empowering leadership
is just a bad concept. This means that empowerment does not always have an impact on the
expected results (Forrest, 2000).

Due to inconsistencies in previous studies, we propose an employee-organization relationship
(EOR) mediation model to explain different perspectives on these relationships. So, this study
aims (1) to predict the role of EOR in mediating the effect of competence development,
empowering leadership on career success. (2) to predict the role of career shock in moderating
the effect of competence development, empowering leadership on career success through
EOR.

LITERATURE REVIEW

The relationship between competence development, EOR, and career success
Competence development refers to activities carried out by organizations and employees to
improve effective professional performance and career advancement such as training,
knowledge, learning and specific skills (Vos et al., 2011) Previous research has shown that
employees who are committed to competency development will improve their relationship with
the organization to achieve a high level of career success (see Ng & Feldman, 2014).
Employees who have close relationships with the organization are willing to consider
organizational problems as their own problems (Kim & Rhee, 2011) they perceive the
organization as part of themselves. Those who have good relationships tend to support and
defend the organization when problems arise. Those with bad relationships tend to criticize
and attack the organization. Several studies have shown that EOR mediates a positive
relationship between competence development and career success (Vos et al., 2011; Lei et
al., 2021).
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Studies related to competence development and EOR have been conducted by (See Lei et
al., 2021) with the model concept that was built successfully applied in Chinese hospitality.
This study shows that EOR positively and significantly mediates the relationship between
competence development and career success. This shows that competence development is
able to increase career success, through good interaction between employees and the
organization. Although the literature related to EOR is limited, the relationship between
workers and organizations has received considerable attention (Gruman & Saks, 2011) this is
because, the key to achieving high career success is through EOR, employees must have a
high commitment to develop their competencies in order to achieve the desired career (Lei et
al., 2021).

P1 Competence development has a positive effect on EOR

P2 EOR mediates the positive effect of competence development on career success

P3 competence development has a positive influence on career success

The relationship between empowering leadership, EOR and career success
Empowering leadership is an interaction relationship between employees and the organization
which is characterized by trust, open communication and the exchange of ideas (Huning et
al., 2019). One-way organizations can improve efficiency and performance is by empowering
their employees. Empowering leadership pays special attention to the growth and career
development of subordinates, facilitating follower career skills, inspiring, motivating and
increasing follower autonomy (Liden et al., 2014). This means empowering leadership has an
impact on workplace outcomes. Several studies have also shown positive results between
Empowering leadership and career success (Greenhaus, Parasuraman, & Wormley, 1990;
Yu, 2011; Peng et al., 2019).

Several other researchers also found a positive and significant impact on empowering
leadership (Kundu et al., 2018) psychological well-being of employees (Rieke et al., 2008),
work results (Zia et al., 2021) and career success (Lie et al.,2021). The positive relationship
between empowering leadership and EOR has been well documented in previous research
((Thun & Bakker, 2018;). Previous studies explored the mediating role of EOR in enhancing
the relationship between empowering leadership and career success (See Lei et al., 2021).
This finding shows that EOR mediates a positive and significant relationship between
empowering leadership and career success and that EOR has a positive influence on career
success. This relationship increases self-confidence, enthusiasm and motivation to tackle
career challenges and opportunities. This relationship also enhances good relations between
employees and leaders.

P4 empowering leadership has a positive influence on EOR

P5 EOR mediates the positive influence between empowering leadership on career

success

P6 Empowering leadership has a positive influence on career success

P7 EOR has a positive influence on career success

Career shock moderation role

Career shock is considered an extraordinary event whose control and predictability can be
assessed positively or negatively by individuals (Akkremans et al., 2018). Based on the
literature on career events, individuals who experience unplanned situational events in the
organization will have an impact on one's career transition and change. (Salomon & Slaney,
1982). Situational events such as career shock will shape a person's career and the way they
work (Akkermans et al., 2021). Employees who receive positive career shocks such as getting
bonuses, promotions, salary increases and transfers tend to increase their ability to achieve
the expected career. While negative career shock is associated with demotion, transfer, death
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of a colleague and termination of employment contract, tends to get a negative response
(Baruch & Lavi, 2015)

Previous studies, explaines that career shock tends to moderate the indirect relationship
between competence and perceived work ability through career success (Savickas, 2005).
Another study also shows that the indirect relationship between competence and perceived
employability through career success will be stronger when positive career shock is high,
conversely the relationship becomes weaker when negative career shock level is high (Blokker
et al., 2019). It can be explained that these relationships depend on career shock.

Previous studies have also show that the competencies possessed by young professionals
are career resources that they can use to achieve career success. In this case, competence
is directly related to employability through career success, but career shock can weaken or
even strengthen employee career development (Arthur, Khapova, & Wilderom, 2005).
Meanwhile, the leader's behavior in providing inspiration, support, attention and motivation
when employees experience unexpected events can increase career prospects.
Organizational support to employees will have an impact on work results and desired targets.
So that the role of empowering leadership and EOR can strengthen individuals in achieving
the desired career prospects. However, positive and negative career shocks can strengthen
or weaken this relationship.

P8 career shock moderates the relationship between competency development and

career success

P9 career shock moderates the relationship between empowering leadership and career

success

P10 career shock moderates the relationship between EOR and career success

Competence
development -~__

Career
success

Empowering
leadership

P8, P9, P10

Career shock

Framework 1.1 Conceptual model
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CONCLUSION

This study underscores that EOR is an effective stimulus to increase career success.
Previously it was explained (See Cheong et al., 2016) that empowering leadership is an
ambivalent concept. It turns out that the stimulus will be effective if it goes through EOR first.
EOR mediates the positive influence of competency development, empowering leadership on
career success. In addition, this study also underlines that these relationships depend on
career shock. This shows that the career shock variable fully moderates the influence of
competency development, empowering leadership, EOR on career success. This means that
the higher the positive career shock, the stronger the relationships of competence
development, empowering leadership, and EOR on career success. On the other hand, if the
negative career shock is high, the relationship will be weaker

IMPLICATIONS

Theoretically, this research contributes to the field of organizational behavior, especially the
theory of social interaction which explains the relationship between one individual and another
that influences each other so that there is a reciprocal relationship. In this study, the model
was developed specifically to explain the moderating role of career shock and the mediating
role of EOR. Career shock has an important role in the process of forming an employee's
career. Career shock encourages employees to reflect critically on future career opportunities.
Employees who have good relations with the organization tend to have better career
prospects.

Practically, this research contributes to practitioners about the strategies that should be done
to increase career success. Employees who invest in self-competency development and get
support from leaders have better career prospects in increasing career success. However, it
should be noted that career shock can increase and decrease their role in career success.
Positive career shock can strengthen this relationship and negative career shock can weaken
this relationship.

Eventually, this research provides an opportunity for further research. This research is a
conceptual model that requires an empirical explanation in the future, besides that career
shock is also a new concept that requires evidence that can be justified empirically. Future
research should explore the concept of career shock and empirically examine the effect of
career shock in terms of (quantity, frequency and intensity).
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