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Abstract. This study aims to analyze the influence of rewards and supervisory support 
on human resource performance and the role of dedication as a moderating variable 
in PPTK (Technical Implementing Officers) in the West Kotawaringin Regency 
Government. The type of research used is explanatory research with an associative 
approach to determine the relationship between variables. The study population 
includes all PPTK as many as 160 people. The sampling technique used purposive 
sampling with the criteria as active PPTK, having a minimum of one year of service, 
being directly involved in the implementation of government activities, and 
understanding the administration and financial reporting systems. Based on Slovin's 
calculation, a sample of 114 respondents was obtained. Data collection was 
conducted through a closed-ended questionnaire with a Likert scale of 1–5, ranging 
from Strongly Disagree to Strongly Agree. Data analysis was conducted using Partial 
Least Square (PLS). The results showed that rewards have a positive and significant 
effect on HR performance, as does supervisory support, which also has a positive and 
significant effect on HR performance. Furthermore, dedication has been shown to 
moderate the relationship between rewards and HR performance, meaning that the 
higher the employee's dedication, the stronger the influence of rewards in improving 
performance. These findings indicate that improving HR performance in PPTK is 
influenced not only by the reward system and superior support, but also by 
psychological factors such as work dedication. Therefore, HR management needs to 
be integrated, taking into account both structural and psychological aspects to 
achieve optimal performance. 
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1. Introduction 

West Kotawaringin Regency is located in the western part of Central Kalimantan Province. 
Astronomically, this region is located between 1°26' and 3°33' South Latitude and 111°20' 
and 112°6' East Longitude. The regency's capital is Pangkalan Bun, with an area of 
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approximately 10,759 km², or approximately 6.2% of the total area of Central Kalimantan 
Province. Based on Law Number 5 of 2002 concerning the establishment of new 
autonomous regions, the West Kotawaringin Regency was divided into three regencies: 
West Kotawaringin Regency, Sukamara Regency, and Lamandau Regency. 

West Kotawaringin Regency Budget Realization for 2022–2024 
 
Year Budget Realization (Rp) Absorption Percentage (%) 

2022 1,419,774,027,556 90.83 

2023 1,620,028,390,679 95.00 

2024 1,865,057,381,272 94.50 

Based on data on West Kotawaringin Regency's budget realization from 2022 to 2024, there 
is a trend of increasing budget values accompanied by fluctuations in the realization rate. In 
2022, total budget realization reached Rp1,419,774,027,556 with an absorption rate of 
90.83%. In 2023, total realization increased significantly to Rp1,620,028,390,679, an 
increase of approximately 14% compared to the previous year. 

In addition, the budget absorption rate also increased to 95.00%, indicating improved 
efficiency in the implementation of regional government programs and activities. 

Entering 2024, the budget realization value increased again to Rp1,865,057,381,272, 
representing growth of approximately 15% compared to 2023. However, the absorption rate 
decreased slightly to 94.50%. This slight decrease is likely due to new programs or activities 
still in the adjustment phase or delays in implementation at the end of the fiscal year. 

The Technical Implementation Officer (PPTK) plays a highly strategic role in achieving the 
realization of government programs and activities. As the technical implementer in the field, 
the PPTK is responsible for ensuring that all activities planned in the budget document are 
implemented according to established provisions, schedules, and targets. 

The PPTK plays a role in coordinating activity implementation, from technical planning and 
budgeting to reporting. They act as a liaison between the Commitment Making Officer (PPK) 
and the project implementers in the field, ensuring that budget allocations are effective, 
efficient, and in accordance with applicable regulations. 

In addition, the PPTK's role also includes overseeing the implementation of activities to 
ensure they are in accordance with established work plans and technical specifications, 
including timeliness, quality of results, and appropriate budget utilization. 

highly dependent on the performance of PPTK in carrying out managerial functions and 
controlling activities. 

The success of local government programs and activities, both physically and financially, is 
inextricably linked to the performance and dedication of the Public Service Agency (PPTK). 
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Optimal performance by the PPTK will drive increased budget absorption and the success of 
development programs, which directly impact public services and community welfare. 
Therefore, the existence of the PPTK is a key factor in realizing effective, transparent, and 
accountable governance. 

One identifiable cause of the decline in budget absorption is a lack of support from 
superiors. Supervisory support has been recognized as a key element contributing to 
creating a conducive work environment by providing direction, feedback, and recognition to 
subordinates (Chan, 2017). Support and guidance from superiors, along with positive 
relationships with coworkers, can increase feelings of appreciation and motivation (Shi & 
Gordon, 2020). Supervisory support encompasses the guidance, feedback, and emotional 
support provided by superiors to their subordinates, which are crucial in creating a positive 
work environment (Mishra et al., 2019). 

Supervisory supportcan be defined as a form of support, direction, and guidance provided by 
direct superiors to employees in carrying out their duties (Boakye et al., 2021). This support 
is not only in the form of technical instructions, but also includes attention to employee 
needs, providing motivation, constructive feedback, and creating a conducive work 
environment (Mishra et al., 2019). With supervisory support, employees feel cared for and 
appreciated, thus being more motivated to perform optimally (Rauf et al., 2021a). 

Supervisory supportplays a crucial role in improving human resource performance because it 
can enhance work discipline, strengthen a sense of responsibility, and encourage employees 
to be more committed to serving the public (Achour et al., 2017). Superiors who provide 
clear direction, support competency development, and provide solutions to work obstacles 
will help employees improve their productivity and performance (Eisenberger et al., 2025). 
Thus, supervisory support is not only a factor supporting individual success but also directly 
contributes to achieving organizational goals and improving the quality of public services. 

Another factor believed to have a significant influence on HR performance is rewards (Malek 
et al., 2020). A fair and transparent reward system serves to strengthen the relationship 
between employees and the organization, creating a deep sense of mutual trust (Zhang & 
Min, 2021). Overall, a reward system is a key element in increasing employee motivation, 
satisfaction, and performance within an organization (Kanu, 2020). 

Rewards given to employees should consider the proportionality between the workload, 
responsibilities, and risk level of each individual's job (Koo et al., 2020). Distributive justice 
requires that employees who face higher work complexity, such as those assigned to 
Employees working in the field, dealing directly with importers, or handling legal cases 
receive compensation commensurate with the stress and risks they endure. Conversely, if 
rewards are distributed evenly without regard for variations in workload, this can create 
feelings of unfairness, decrease motivation, and trigger conflict or decreased performance 
among employees. According to equity theory by Adams (1965), employees will feel 
satisfied if the ratio between their contribution (effort) and the results (rewards) they 
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receive is assessed as comparable to that of their peers (Hussain et al., 2019). It is crucial for 
organizations to implement a transparent, objective, and performance-based reward 
system, along with the actual responsibilities of each individual, to maintain employee 
morale and productivity (Riaz et al., 2020). 

Rewards are often considered a crucial factor influencing employee performance, but 
research findings on this subject are mixed. The findings of this study indicate that while 
financial rewards consistently impact performance (Alkandi et al., 2023; NNUbia & Lovina, 
2020), there are certain circumstances under which monetary incentives such as salary and 
commission can significantly improve human resource performance (Anthonius, 2022; 
Briscoe et al., 2023). 

Previous research has shown that there is still controversy regarding the relationship 
between the role of supervision and performance. Support from superiors does not directly 
influence performance (Malik et al., 2020). Conversely, research findings indicate that 
perceived organizational support has a positive and significant impact on employee 
performance (Ridwan et al., 2020). In this study Work engagementproposed as a mediator. 

Based on the research controversy between the role of supervisory support and rewards, 
this study proposes dedication as a moderating variable. Dedication is defined as a positive 
and emotionally stable attitude toward work with the goal of achieving meaningful results 
for oneself, both in the form of fulfilling professional demands and developing self-identity 
(Mills, 2019). Meanwhile, job dedication refers to a person's disciplined behavior at work, 
which includes adherence to rules, hard work, resilience in completing tasks, and the ability 
to take initiative in problem-solving (Dwi Ramdhani, 2024). 

The achievement of organizational goals and interests is greatly influenced by their 
performance in carrying out their duties and responsibilities. Highly dedicated employees 
tend to better understand and support the company's values and are willing to go the extra 
mile to maintain the company's image (Jaya & Ariyanto, 2021). Therefore, highly dedicated 
employees are a valuable asset for a company in achieving its stated goals. 

2. Research Methods 

The type of research used in this study is explanatory research, which is associative in 
nature, aiming to determine the relationship between two or more variables (Sugiyono, 
2012). This study aims to explain hypothesis testing with the intention of confirming or 
strengthening the hypothesis, with the hope that it will ultimately strengthen the theory 
used as a basis. In this case, the influence of supervisory support, rewards, HR performance, 
and dedication is examined. 
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3. Results and Discussion 

3.1. The Influence of Rewards on HR Performance 

The research results show that rewards have a positive and significant effect on HR 
performance. This finding is supported by research showing that rewards and motivation 
have a significant positive effect on employee job performance (Malek et al., 2020). 

RewardIn this study, it is measured from the reflection of five indicators, namely financial 
reward indicators (salary, bonuses, incentives, allowances), career development 
(promotion, training), non-financial rewards (recognition, praise, certificates), welfare 
(facilities, guarantees), and consistency/fairness. While HR performance in this study is 
measured from the reflection of six indicators, namely indicators of quality, quantity, 
timeliness, cost effectiveness, level of supervision required, interpersonal relationships. 

The Reward variable shows that the indicator with the highest outer loading value is non-
financial rewards, such as performance recognition, praise, and award certificates. 
Meanwhile, in the HR Performance variable, the indicator with the highest outer loading 
value is the quantity of work output. These findings indicate that non-financial rewards play 
the most dominant role in shaping perceptions of the reward system. This suggests that 
when organizations consistently provide recognition and appreciation, employee work 
motivation tends to increase, thus has a direct impact on increasing the amount of work 
completed. In other words, the more attention an organization places on non-financial 
rewards, the greater the incentive for employees to increase their work productivity by 
increasing the quantity of work produced. 

On the other hand, the indicator with the lowest outer loading value in the Reward variable 
is financial rewards, which include salary, bonuses, incentives, and allowances. In the HR 
Performance variable, the indicator with the lowest value is cost effectiveness. These results 
indicate that financial rewards are not yet a primary factor influencing HR performance in 
terms of cost efficiency. This means that increased welfare in the form of material does not 
necessarily have a direct impact on employees' ability to manage resources economically 
and efficiently. This finding suggests that cost effectiveness is more influenced by other 
factors, such as work culture, supervision, internal control systems, and employee 
awareness of the importance of efficiency in carrying out tasks, rather than by the financial 
reward system alone. 

3.2. The influence of supervisory support on HR performance 

The research results show that supervisory support has a positive and significant effect on 
HR performance. This finding is reinforced by research that revealed that support from 
superiors positively impacts work performance (Zeb et al., 2023). 

The supervisory support variable in this study was measured using four indicators: 
emotional support, assessment support, information support, and physical support. 
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Meanwhile, human resource performance in this study was measured using six indicators: 
quality, quantity, timeliness, cost-effectiveness, required level of supervision, and 
interpersonal relationships. 

For the supervisory support variable, the indicator with the highest outer loading value is 
assessment support, while for the HR performance variable, the highest indicator is 
reflected in the quantity of work output. These findings indicate that objective feedback, fair 
performance evaluation, and clear work standards play a dominant role in increasing 
employee productivity. In other words, the better the assessment support mechanism 
perceived by employees, the higher the amount of work output they are able to produce. 
This demonstrates that transparent and constructive performance evaluations can 
encourage employees to work more optimally, focus on targets, and improve work 
performance quantitatively. 

Meanwhile, the indicator with the lowest outer loading value for the supervisory support 
variable was emotional support, and for the HR performance variable, cost effectiveness. 
These results indicate that while empathetic support from superiors, concern for 
psychological well-being, and assistance in dealing with work pressure still contribute 
positively to performance, their effects are relatively smaller compared to appraisal support. 
That is, increased emotional supporthas not directly and significantly impacted the efficiency 
of resource use or control of work costs. However, emotional support remains crucial as a 
foundation for a healthy work climate, as it can strengthen employee motivation, loyalty, 
and emotional stability, ultimately potentially improving performance indirectly in the long 
term, including in terms of efficiency. 

3.3. Moderation of Dedication in the Influence of Rewards on HR Performance 

The results of the study indicate that the interaction between dedication and rewards 
significantly influences HR performance. This means that dedication moderates the 
relationship between rewards and HR performance. Research conducted by (Corbeanu & 
Iliescu, 2023) indicates that dedication has a positive and significant influence on employee 
performance. 

Dedicationformed or explained well by the indicators of High Involvement in work, Feeling 
that work has meaning and significance, Enthusiasm, Inspiration, Pride in work, Enjoyment 
in facing challenges. Then Rewards in this study were measured from the reflection of five 
indicators, namely Financial Rewards (salary, bonuses, incentives, allowances), Career 
Development (promotion, training), Non-financial Rewards (recognition, praise, certificates), 
Welfare (facilities, guarantees), and Consistency/fairness. While HR Performance in this 
study was measured from the reflection of six indicators, namely indicators of Quality, 
Quantity, Timeliness, Cost-effectiveness, Level of supervision required, Interpersonal 
relationships. 

The results of the outer loading analysis show that for the Dedication variable, the indicator 
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with the highest value is pride in work. For the Reward variable, the indicator with the 
largest contribution is non-financial rewards such as recognition, praise, and certificates. 
Meanwhile, for the Human Resources Performance variable, the most dominant indicator is 
the quantity of work output. 

These findings indicate that the stronger an individual's sense of pride in their work, the 
greater the impact of non-financial rewards on improving performance. This means that 
non-material recognition and appreciation are the primary drivers for employees with high 
job pride to produce greater output, both in terms of work volume and productivity. This 
confirms that intrinsic motivation fostered by job pride can enhance the effectiveness of 
non-financial rewards in driving optimal performance. 

Conversely, the lowest outer loading results indicate that enthusiasm is the weakest 
indicator for the Dedication variable. The lowest indicator for the Reward variable is 
financial rewards such as salary, bonuses, incentives, and allowances. Meanwhile, the 
lowest indicator for the HR Performance variable is cost-effectiveness. 

This suggests that increased work enthusiasm strengthens the influence of financial rewards 
on cost efficiency in task execution. This means that employees with high work enthusiasm 
tend to be more prudent and responsible in utilizing resources. Therefore, the financial 
compensation provided not only impacts individual satisfaction but also encourages more 
frugal, efficient, and cost-control-oriented work behavior. Thus, enthusiasm acts as a 
psychological factor that magnifies the impact of financial rewards on organizational 
efficiency. 

4. Conclusion 

The research findings confirm that improving the performance of human resources (PPTK) in 
the West Kotawaringin Regency Government is not solely dependent on rewards, but is also 
influenced by superior support and individual psychological factors. Therefore, organizations 
need to implement an integrated human resource management system that balances 
material, psychological, and structural aspects to achieve optimal and sustainable 
performance. Based on the results of data analysis and discussion, it can be concluded that: 
1) Reward have a positive and significant impact on HR performance. These results indicate 
that financial rewards, career development, non-financial rewards, welfare, and 
consistency/fairness contribute positively to HR performance. 2) Supervisory support has a 
positive and significant effect on HR performance. Emotional support, assessment support, 
information support, and physical support have been shown to be driving factors in 
improving Quality, Quantity, Timeliness, Cost-effectiveness, Level of supervision required, 
and Interpersonal relationships. 3) Dedication has been shown to moderate the relationship 
between rewards and HR performance. This finding suggests that employees' psychological 
state plays a role. A significant role in determining the effectiveness of a reward system on 
performance. High involvement in work, a sense of meaning and significance in work, 
enthusiasm, inspiration, pride in work, and enjoyment in facing challenges have been shown 
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to strengthen the impact of rewards on performance improvement. This means that 
rewards will further improve performance if human resource dedication is high. 
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