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Abstract. Based on the identified phenomena and research gaps, this study was 
conducted to address the issue of how to improve human resource (HR) performance 
through supervisory support with psychological empowerment as a mediating 
variable. This study aims to analyze the influence of supervisory support on 
psychological empowerment and HR performance, as well as the influence of 
psychological empowerment on HR performance. This study uses an explanatory 
research approach with the main variables being supervisory support, psychological 
empowerment, and HR performance. The study population included all HR at KPPBC 
Type Madya Pabean a Semarang, totaling 200 people, with a sample size of 160 
respondents determined using a purposive sampling method based on the criteria of 
a minimum work period of five years and an age range of 20–25 years. Data 
collection was conducted through questionnaires using a semantic differential scale 
of 1–5, which is considered effective because it allows respondents to consider their 
answers more carefully. Data analysis was conducted using structural equation 
modeling based on Partial Least Square (PLS). The results of the study indicate that 
supervisory support has a positive and significant effect on psychological 
empowerment and HR performance, while psychological empowerment also has a 
positive and significant effect on HR performance. Although psychological 
empowerment is proven to be a significant mediator, the direct effect of supervisory 
support on HR performance (coefficient 0.330) is greater than the indirect effect 
through psychological empowerment (coefficient 0.264). This finding indicates that 
supervisory support has a stronger direct role in improving HR performance, while 
psychological empowerment strengthens this effect in the long term. 
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1. Introduction 

Human resource performance is crucial for maintaining organizational competitiveness in a 
constantly evolving, productivity-focused workplace (Van Den Broeck et al. 2021). It 
contains performance concepts, previous research on performance, and influencing factors 
based on studies, including supervisory support and psychological empowerment. 

Supervisory supportor support from superiors has been empirically proven to play a role in 
creating a conducive work environment, where superiors who provide support are able to 
increase the self-confidence, abilities and feelings of worth of employees.(Chan 2017)This 
support can take the form of attention to employee well-being, recognition of contributions, 
and involvement in resolving work-related issues. With support from superiors, employees 
feel emotionally and instrumentally supported, which encourages them to be more engaged 
in their work and exhibit strong loyalty to the organization.(Boakye et al. 2021).    

Several previous studies on the influence of supervisory support on human resource (HR) 
performance have shown a significant relationship between the two.(Chan 2017; Rauf, 
Muhammad, and Bibi 2021). Most of these studies identified that support provided by 
superiors or supervisors can improve employee performance in various 
organizations.(Jensen and Solheim 2020). Research conducted by(Boakye et al. 2021) 
revealed that supervisors who provide consistent support and are responsive to employee 
needs can increase constructive feedback, recognition of achievements, and concern for 
employee well-being.(Msuya and Kumar 2022).Besides that,(Sekhar and Patwardhan 
2023)In his research, he stated that supervisory support plays a crucial role in improving HR 
performance. When employees feel supported by their superiors, they are more motivated 
to actively engage in their tasks, ultimately increasing productivity and the quality of their 
work.(Grobelna 2021). 

Previous research on the role of supervisory support on HR performance remains 
controversial. Among these are the results of the study(Sekhar and Patwardhan 2023)stated 
that supervisory support has a significant positive influence on improving HR performance. 
This result contradicts the results showing that perceived organizational support has a 
positive but insignificant influence on employee performance.(Furnami 2020). Therefore, in 
this study, psychological empowerment is proposed as a mediator. 

Psychological empowerment, also known as psychological empowerment, is considered an 
important component in increasing the desire to work.(Monje Amor et al. 2021). Workers 
feel greater control and influence over their work through psychological empowerment, 
which includes elements such as meaning, competence, autonomy, and impact. This 
empowerment makes them feel more capable and responsible for achieving organizational 
goals.(Llorente-Alonso, Garcia-Ael, and Topa 2024). 

2. Research Methods 

The type of research used is "explanatory research." The variables used are psychological 
empowerment, supervisory support, and HR performance. 
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Research data sources: a. Primary Data: Primary data is data obtained directly from research 
respondents. This data is based on a questionnaire distributed to respondents. Primary data 
is respondents' responses to research variables, including psychological empowerment, 
supervisory support, and HR performance. b. Secondary Data: Secondary data is data that 
has been processed by other people or institutions and published. This data is obtained 
from magazines, reports from related agencies, and existing literature, including: number of 
human resources, organizational structure, job descriptions, and so on. 

3. Results and Discussion 

3.1. The Influence of Supervisory Support on Psychological Empowerment   

This study demonstrates that supervisory support has a positive and significant impact on 
psychological empowerment. This finding aligns with a meta-analysis conducted by Khalid 
and Rathore (2017), which demonstrated that supervisory support plays a crucial role in 
shaping positive work attitudes, enhancing productive work behaviors, and encouraging 
optimal performance. In this study, supervisory support was measured through four 
indicators: emotional support, appraisal support, informational support, and physical 
support. 

These four indicators have been proven to strengthen the psychological empowerment 
dimension, which encompasses aspects of meaning, competence, self-determination, and 
impact. Emotional support helps employees feel more valued and motivated; appraisal 
support boosts self-confidence through constructive feedback; informational support 
provides clear direction for carrying out tasks; and physical support facilitates the availability 
of needed resources. The combination of these four aspects creates a conducive work 
environment, empowering employees to work more effectively, independently, and with a 
focus on achieving better performance. 

The Supervisory Support variable showed the highest outer loading value for the 
assessment support indicator, while the Psychological Empowerment variable had the 
highest outer loading value for the meaning indicator. This finding indicates that the more 
optimal the assessment support provided by superiors, the higher the sense of meaning in 
work perceived by human resources. This means that fair, objective, and constructive 
assessments from superiors not only help employees understand the quality and results of 
their performance but also increase their sense of belonging, purpose, and meaning in the 
work they do. When employees feel recognized and appreciated through a transparent and 
targeted assessment process, their internal motivation will increase. This condition 
ultimately encourages the formation of stronger psychological empowerment, which has 
positive implications for commitment, innovation, and overall human resource 
performance. 

The Supervisory Support variable shows that the indicator with the lowest outer loading 
value is emotional support, while the Psychological Empowerment variable has the lowest 
outer loading value is competence. These findings indicate that increasing emotional 
support from superiors plays a crucial role in improving employee competence. This means 
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that when superiors are able to provide good emotional support, such as empathy, 
understanding, and attention to employee conditions and needs, employees' self-
confidence, motivation, and ability to develop their work skills will also increase. 

Optimal emotional support creates a more comfortable and conducive work environment, 
encouraging employees to be more focused, take initiative, and innovate in completing their 
work. Thus, emotional support not only builds healthy interpersonal relationships but also 
significantly strengthens employee competency, supporting overall organizational 
performance. 

3.2. The Influence of Supervisory Support on HR Performance 

This study proves that supervisory support has a positive and significant effect on HR 
performance. Several other researchers also support these results that the better the 
leader's support, the better the HR performance (Chaidir et al. 2023; Dwi Pebrio and 
Mulyana 2024; Karlinda, Nadilla, and Sopali 2022; Qonita and Rojuaniah 2022; 
Tursanurohmad 2019; Umihastanti and Frianto 2022). 

This study shows that supervisory support has a positive and significant impact on human 
resource performance. In this study, supervisory support was measured using four 
indicators: emotional support, appraisal support, informational support, and physical 
support. These four indicators have been shown to contribute to improving human resource 
performance, as measured by aspects of quality, quantity, timeliness, and teamwork. 

The Supervisory Support variable shows that the indicator with the highest outer loading 
value is assessment support, while in the Human Resources Performance variable, the 
indicator with the highest outer loading value is quality. This finding indicates that the 
better the assessment support provided by superiors, the higher the quality of work 
produced by human resources. This means that appreciation, feedback, and objective and 
constructive assessments from superiors play a vital role in encouraging employees to work 
more carefully, professionally, and oriented towards the best results. Appropriate 
assessment support can also increase work motivation, strengthen the sense of 
responsibility, and encourage the development of relevant skills, thus positively impacting 
the quality of output produced by the organization as a whole. 

The Supervisory Support variable showed that the indicator with the lowest outer loading 
was emotional support, while the HR Performance variable had the lowest outer loading 
was punctuality. These findings indicate that improving the quality of emotional support 
from superiors significantly contributes to timely work completion. 

This means that when employees feel emotionally supported through attention, empathy, 
and good communication from their superiors, they will be more motivated, focused, and 
disciplined in carrying out their tasks, enabling them to complete work on time. Consistent 
emotional support also creates a positive work environment, fosters self-confidence, and 
strengthens employees' commitment to working more effectively and efficiently, ultimately 
improving overall organizational performance. 
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3.3. The Influence of Psychological Empowerment on HR Performance   

This study demonstrates that psychological empowerment has a positive and significant 
impact on HR performance. As previous researchers have stated, psychological 
empowerment significantly impacts employee performance (Siyal et al. 2023).   

Psychological Empowerment in this study is represented through four main indicators: 
meaning, competence, self-determination, and impact. These four aspects reflect the extent 
to which individuals feel they have a clear understanding of their work goals (meaning), 
master the skills and knowledge needed to carry out tasks (competence), have autonomy in 
decision-making (self-determination), and feel a real influence on the contributions made in 
their work (impact). The analysis results show that these four dimensions are significantly 
able to encourage improvements in human resource performance, as measured by 
indicators of quality, quantity, timeliness, and the ability to work together. In other words, 
psychological empowerment not only strengthens the confidence and self-confidence of 
human resources but also creates an intrinsic drive to work more effectively, efficiently, and 
collaboratively, thereby contributing to the achievement of optimal performance and 
supporting overall organizational productivity. 

The Psychological Empowerment variable shows that the indicator with the highest outer 
loading value is meaning, while in the Human Resource Performance variable, the indicator 
with the highest outer loading value is quality. These results indicate that the greater the 
sense of meaning felt by human resources in their work, the higher the quality of the work 
produced. This means that when individuals understand and feel the importance of their 
roles and responsibilities in the organization, they will be more motivated to provide the 
best performance, work with full dedication, and strive to produce high-quality output. This 
condition confirms that the perception of meaning in work is one of the important factors 
that drives the productivity and professionalism of human resources, while strengthening 
their contribution to the achievement of organizational goals effectively and sustainably. 

The Psychological Empowerment variable shows that the indicator with the lowest outer 
loading value is competence, while in the Human Resource Performance variable, the 
indicator with the lowest outer loading value is punctuality. This finding indicates that 
competence plays a significant role in influencing the timeliness of work completion. This 
means that the higher the level of competence possessed by human resources—whether in 
terms of knowledge, skills, or decision-making abilities—the more effective they are in 
managing time, setting priorities, and completing work according to predetermined targets. 
Increased competence allows employees to work in a more structured manner, adapt 
quickly to challenges, and minimize the potential for delays. This emphasizes the 
importance of continuous competency development, such as through training, mentoring, 
and increasing work experience, so that punctuality and efficiency in performance can be 
maintained and improved. 
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3.4. The mediating role of psychological empowerment in the influence of supervisory 
support on human resource performance 

The mediating role of Psychological Empowerment in the relationship between Supervisory 
Support and HR performance indicates that supervisory support can improve employee 
performance both directly and indirectly through increased psychological empowerment. 
The analysis results show that this mediation effect is significant, with an indirect effect 
coefficient of 0.264. However, the direct effect coefficient of 0.330 is greater than the 
indirect effect. 

These findings indicate that while psychological empowerment contributes to strengthening 
the influence of supervisory support, the direct effect of supervisory support on employee 
performance remains more dominant. In other words, support provided by superiors, such 
as guidance, direction, and work facilities, is directly more effective in increasing employee 
productivity and work quality. Meanwhile, psychological empowerment acts as an 
additional factor that strengthens employee self-confidence, sense of belonging, and 
motivation, thereby driving more sustainable performance improvements. 

4. Conclusion 

This study proves that supervisory support, psychological empowerment, and human 
resource performance are significantly interrelated in improving employee work 
effectiveness at KPPBC Type Madya Pabean A Semarang. The analysis results show that 
supervisory support has a positive effect both directly and indirectly on human resource 
performance, where the direct effect is more dominant. Psychological empowerment is 
proven to have a significant influence in driving human resource performance, while also 
acting as a mediator that strengthens the relationship between supervisory support and 
employee performance. Overall, these findings confirm that the combination of optimal 
supervisory support and strong psychological empowerment can encourage increased 
human resource performance, thus becoming an important strategy in effective and 
sustainable human resource management. 

This research proves that: 1. Supervisory support has a positive and significant effect on 
psychological empowerment. 2. Supervisory support has a positive and significant impact on 
HR performance. 3. Psychological empowerment has a positive and significant effect on HR 
performance. 

5. References 

Journals: 

Achour, Meguellati, Shahidra Binti Abdul Khalil, Bahiyah Binti Ahmad, Mohd Roslan Mohd 
Nor, and Mohd Yakub Zulkifli Bin Mohd Yusoff. 2017. “Management and 
Supervisory Support as a Moderator of Work–Family Demands and Women’s Well-
Being: A Case Study of Muslim Female Academicians in Malaysia.” Humanomics 
33(3):335–56. doi: 10.1108/H-02-2017-0024. 



 
Vol. 2 No. 4 December (2025)      The Role of Supervisory Support and………. (Felicita Virda Kristyawardhana & Heru Sulistyo) 

 

1579 
 

Aselage, Justin, and Robert Eisenberger. 2003. “Perceived Organizational Support and 
Psychological Contracts: A Theoretical Integration.” Journal of Organizational 
Behavior 24(5):491. 

Beks, Tiffany, and Daniele Doucet. 2020. “The Role of Clinical Supervision in Supervisee 
Burnout: A Call to Action.” Journalhosting.Ucalgary.Ca. 

Boakye, K. G. ,., B. A. ,. Apenteng, M. D. ,. Kimsey Hanna, L. Kimsey, W. A. Mase, and S. T. 
Opoku. 2021. “The Impact of Interpersonal Support, Supervisory Support, and 
Employee Engagement on Employee Turnover Intentions: Differences between 
Financially Distressed and Highly Financially Distressed Hospitals. .” Health Care 
Management Review 46(2):135–44. 

Chaidir, John, Haerofiatna Haerofiatna, Dewi Kania, and Wahyudi Wahyudi. 2023. “Peran 
Mediasi Komitmen Afektif Pada Persepsi Dukungan Organisasi Terhadap Kinerja 
Karyawan.” MBR (Management and Business Review) 7(1):30–45. doi: 
10.21067/mbr.v7i1.8723. 

Chan, Simon C. H. 2017. “Benevolent Leadership, Perceived Supervisory Support, and 
Subordinates’ Performance: The Moderating Role of Psychological Empowerment.” 
Leadership and Organization Development Journal 38(7):897–911. doi: 
10.1108/LODJ-09-2015-0196. 

Conger, J. A., and R. N. Kanungo. 1988. Charismatic Leadership in Organizations. Sage 
Publications. 

Dounavi, Katerina, Brian Fennell, and Erin Early. 2019. “Supervision for Certification in the 
Field of Applied Behaviour Analysis: Characteristics and Relationship with Job 
Satisfaction, Burnout, Work Demands, and Support.” International Journal of 
Environmental Research and Public Health 16(12). doi: 10.3390/ijerph16122098. 

Dwi Pebrio, Pitra, and Mulyana. 2024. DUKUNGAN ORGANISASI DAN PEMENUHAN 
KONTRAK PSIKOLOGIS TERHADAP KINERJA PERSONIL KEPOLISIAN DENGAN WELL 
BEING SEBAGAI MODERASI. Vol. 8. 

Grobelna, Aleksandra. 2021. “Emotional Exhaustion and Its Consequences for Hotel Service 
Quality: The Critical Role of Workload and Supervisor Support.” Journal of 
Hospitality Marketing and Management 30(4):395–418. doi: 
10.1080/19368623.2021.1841704. 

Hair, Joe F., Matthew C. Howard, and Christian Nitzl. 2020. “Assessing Measurement Model 
Quality in PLS-SEM Using Confirmatory Composite Analysis.” Journal of Business 
Research 109:101–10. doi: 10.1016/j.jbusres.2019.11.069. 

Hair, Joseph F., Marko Sarstedt, and Christian M. Ringle. 2019. “Rethinking Some of the 
Rethinking of Partial Least Squares.” European Journal of Marketing 53(4):566–84. 
doi: 10.1108/EJM-10-2018-0665. 



 
Vol. 2 No. 4 December (2025)      The Role of Supervisory Support and………. (Felicita Virda Kristyawardhana & Heru Sulistyo) 

 

1580 
 

Helmy, Irfan, Wiwiek Rabiatul Adawiyah, and Ade Banani. 2019. “Linking Psychological 
Empowerment, Knowledge Sharing, and Employees’ Innovative Behavior in 
Indonesian SMEs.” Journal of Behavioral Science 14(2):66–79. 

Jensen, Maria Therese, and Oddny Judith Solheim. 2020. “Exploring Associations between 
Supervisory Support, Teacher Burnout and Classroom Emotional Climate: The 
Moderating Role of Pupil Teacher Ratio.” Educational Psychology 40(3):367–88. doi: 
10.1080/01443410.2019.1673881. 

Juliastuti, Ansari, Dwi Astutiek, Rohimah, Acai Sudirman, Diqbal Satyanegara, Andi K. 
Malanti Paerah, Dasep Dodi Hidayah, Dipa Teruna Awaludin, Hamdi Harmen, and 
Nidia Rismania Dewi. 2024. MANAJEMEN SDM SEKTOR PUBLIK (TEORI DAN 
PRAKTIK). edited by E. Damayanti. Widina Media Utama. 

Karlinda, A. E., N. Nadilla, and M. F. Sopali. 2022. “Dukungan Organisasi, Keadilan Organisasi 
Dan Komitmen Organisasi Terhadap Kinerja Karyawan Pada PT. Batanghari Barisan 
Padang.” Jurnal Ekobistek. 

Khalid, Afaf, and Kashif Rathore. 2017. The Influence of Supervisory Support on Work 
Motivation: A Moderating Role of Organizational Support The Influence of 
Supervisory Support on Work Motivation: A Moderating Role of Organizational 
Support New Trends and Issues Proceedings. Vol. 4. 

Li, Jie, Xue Han, Wangshuai Wang, Gong Sun, and Zhiming Cheng. 2018. “How Social Support 
Influences University Students’ Academic Achievement and Emotional Exhaustion: 
The Mediating Role of Self-Esteem.” Learning and Individual Differences 61:120–26. 
doi: 10.1016/j.lindif.2017.11.016. 

Llorente-Alonso, Marta, Cristina García-Ael, and Gabriela Topa. 2024. “A Meta-Analysis of 
Psychological Empowerment: Antecedents, Organizational Outcomes, and 
Moderating Variables.” Current Psychology 43(2):1759–84. doi: 10.1007/s12144-
023-04369-8. 

Maan, Annum Tariq, Ghulam Abid, Tahira Hassan Butt, Fouzia Ashfaq, and Saira Ahmed. 
2020. “Perceived Organizational Support and Job Satisfaction: A Moderated 
Mediation Model of Proactive Personality and Psychological Empowerment.” 
Future Business Journal 6(1). doi: 10.1186/s43093-020-00027-8. 

Madsen, Susan R. 2012. “Advances in Developing Human Resources.” (1):73019. doi: 
10.1177/1523422311436299. 

Monje Amor, Ariadna, Despoina Xanthopoulou, Nuria Calvo, and José Pablo Abeal Vázquez. 
2021. “Structural Empowerment, Psychological Empowerment, and Work 
Engagement: A Cross-Country Study.” European Management Journal 39(6):779–
89. doi: 10.1016/j.emj.2021.01.005. 

Msuya, Mwanaidi Shafii, and Anitha Bommagowni Kumar. 2022. “The Role of Supervisor 
Work-Life Support on the Correlation between Work Autonomy, Workload and 



 
Vol. 2 No. 4 December (2025)      The Role of Supervisory Support and………. (Felicita Virda Kristyawardhana & Heru Sulistyo) 

 

1581 
 

Performance: Perspective from Tanzania Banking Employees.” Future Business 
Journal 8(1). doi: 10.1186/s43093-022-00139-3. 

Oliveira, Margarida, José Ricardo Andrade, Vanessa Ratten, and Eulália Santos. 2023. 
“Psychological Empowerment for the Future of Work: Evidence from Portugal.” 
Global Business and Organizational Excellence 42(5):65–78. doi: 
10.1002/joe.22194. 

Pradhan, Rabindra Kumar, Madhusmita Panda, and Lalatendu Kesari Jena. 2017. 
“Transformational Leadership and Psychological Empowerment: The Mediating 
Effect of Organizational Culture in Indian Retail Industry.” Journal of Enterprise 
Information Management 30(1):82–95. doi: 10.1108/JEIM-01-2016-0026. 

Purnami, Putu Ria. 2020. “Pengaruh Kompensasi Dan Persepsi Dukungan Organsiasi 
Terhadap Komitmen Organisasi Dan Kienrja Karyawan Rumah Sakit Balimed 
Karangasem.” Jagadhita : Jurnal Ekonomi Dan Bisnis 4(1). 

Qonita, Rifatul, and Rojuaniah. 2022. “PENGARUH DUKUNGAN ORGANISASI YANG 
DIRASAKAN PADA HUBUNGAN PRAKTIK SUMBER DAYA MANUSIA DAN KINERJA 
KARYAWAN PABRIK SEPATU DI TANGERANG.” Jurnal Manajemen Bisnis Dan 
Organisasi 1(2):177–204. doi: 10.58290/jmbo.v1i2.36. 

Rauf, Abdul, Jan Muhammad, and Zainab Bibi. 2021a. The Mediated Moderating Role of 
Supervisory Support in the Relationships among Perceived Procedural Justice, Job 
Satisfaction and Job Performance on Public Sector Employees. Vol. 14. 

Rauf, Abdul, Jan Muhammad, and Zainab Bibi. 2021b. The Mediated Moderating Role of 
Supervisory Support in the Relationships among Perceived Procedural Justice, Job 
Satisfaction and Job Performance on Public Sector Employees. Vol. 14. 

Robbins, S. P., and T. A. Judge. 2007. Organization Behaviour. Pearson/Prentice Hall. 

Saira, Saira, Sadia Mansoor, and Muhammad Ali. 2021. “Transformational Leadership and 
Employee Outcomes: The Mediating Role of Psychological Empowerment.” 
Leadership and Organization Development Journal 42(1):130–43. doi: 
10.1108/LODJ-05-2020-0189. 

Sakban, Sakban, Ifnaldi Nurmal, and Rifanto Bin Ridwan. 2019. “Manajemen Sumber Daya 
Manusia.” Journal of Administration and Educational Management (Alignment) 
2(1):93–104. doi: 10.31539/alignment.v2i1.721. 

Samsuni. 2023. “MANAJEMEN SUMBER DAYA MANUSIA.” JEBIMAN: Jurnal Ekonomi, Bisnis, 
Manajemen Dan Akuntansi 1(3):187–93. 

Sekaran, Uma. 1983. “Methodological and Theoretical Issues and Advancements in Cross-
Cultural Research.” Journal of International Business Studies 14(2):61–73. doi: 
10.1057/palgrave.jibs.8490519. 

Sekhar, Chandra, and Manoj Patwardhan. 2023. “Flexible Working Arrangement and Job 
Performance: The Mediating Role of Supervisor Support.” International Journal of 



 
Vol. 2 No. 4 December (2025)      The Role of Supervisory Support and………. (Felicita Virda Kristyawardhana & Heru Sulistyo) 

 

1582 
 

Productivity and Performance Management 72(5):1221–38. doi: 10.1108/IJPPM-07-
2020-0396. 

Siyal, Saeed, Jin Liu, Long Ma, Kalpina Kumari, Maria Saeed, Chunlin Xin, and Sonia Najam 
Hussain. 2023. “Does Inclusive Leadership Influence Task Performance of 
Hospitality Industry Employees? Role of Psychological Empowerment and Trust in 
Leader.” Heliyon 9(5). doi: 10.1016/j.heliyon.2023.e15507. 

Thakre, Nilesh, and Paulin Mathew. 2020. “Psychological Empowerment, Work Engagement, 
and Organizational Citizenship Behavior among Indian Service-Sector Employees.” 
Global Business and Organizational Excellence 39(4):45–52. doi: 
10.1002/joe.22003. 

Tursanurohmad, Noviana. 2019. “Pengaruh Kepribadian Dan Dukungan Organisasi Terhadap 
Profesionalisme, Organizational Citizenship Behavior (Ocb) Dan Kinerja.” Jurnal 
Litbang Polri 22(4):1–33. 

Umihastanti, Denta, and Agus Frianto. 2022. “PENGARUH DUKUNGAN ORGANISASI DAN 
EMPLOYEE ENGAGEMENT KINERJA PEGAWAI BADAN KEPEGAWAIAN DAERAH.” 
Jurnal Ilmu Manajemen 10(1):2019–2233. 

Van Den Broeck, A., J. L. Howard, Y. Van Vaerenbergh, H. Leroy, and M. Gagné. 2021. 
Beyond Intrinsic and Extrinsic Motivation: A Meta-Analysis on Self-Determination 
Theory’s Multidimensional Conceptualization of Work Motivation Beyond Intrinsic 
and Extrinsic Motivation: A Meta-Analysis on Self-Determination Theory’s 
Multidimensional Conceptualization of Work Motivation. Organizational Psychology 
Review. Advance Online Publication. MULTIDIMENSIONAL VIEW ON MOTIVATION 
2. 

Weaver, A. 2020. “Clinical Trainees’ Experience of Burnout and Its Relationship to 
Supervision.” 


