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Abstract: Career success is often seen as identical to objective matters such as high income and posi-
tion. Meanwhile, one can see their success better when they build their own criteria of career success.
In this regard, the present study aims to see the effect of internal (i.e., career commitment and profes-
sional commitment) and external variables (leader–member exchange and perceived organizational
support) on teachers’ subjective career success. This quantitative study involved 320 teachers as par-
ticipants, recruited using the accidental sampling technique. The data were collected using The Career
Commitment Measure, Professional Commitment Scale, Leader–Member Exchange Multidimension-
ality, Survey of Perceived Organizational Support, and Subjective Career Success Inventory. The
analysis result shows that career commitment, professional commitment, leader–member exchange,
and perceived organizational support significantly affect teachers’ career success.

Keywords: antecedent; career commitment; leader–member exchange; perceived organizational
support; professional commitment; subjective career success; teacher

1. Introduction

The term career denotes a path an individual goes through related to their life-long
work activities [1]. One’s career development represents a sequence of an individual’s
life-long process. Teachers are strategic and significantly influential players in the field of
education. According to Indonesian Law No. 14/2005 on Teachers and Lecturers, a teacher
is a professional educator because any individual willing to be a teacher is required to
attend formal education and have adequate skills. A teacher should possess professional,
career-oriented competencies. Teachers’ professionalism plays a central and strategic role
in the field of education. Teachers’ roles and responsibilities vary, ranging from educating
their students to working on educational management tasks. Despite their central roles
in preparing the country’s generation, rewards for their noble tasks appear to be less than
they deserve. Therefore, being a teacher could be highly challenging when individuals do
not have adequate self-motivation and self-esteem to achieve their career goals.

In the past few years, the construct of career success has been inseparable from the
notions of objective and subjective success. While the former emphasizes objectively mea-
sured standards in evaluating one’s career success (e.g., salary, promotion, or employment
status), the latter puts more emphasis on job-related and life goal achievements set based
on their own criteria and evaluation [2]. In other words, individuals may have differ-
ent perspectives when perceiving career success, which is usually associated with career
satisfaction [3].

Teachers with subjective career success orientation tend not to see their heavy work-
load as burdensome hindrances [4]. Subjective career success orientation may help teachers
perform their responsibility, develop competence, and achieve their career goals more
optimally. Teachers with subjective career success orientation are likely to see their success
as self-satisfaction (e.g., a teacher perceives success when their students gain a high score
on a test; teachers are satisfied with their hard work and personal values). Teachers with
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professional values (e.g., idealism) may exhibit higher satisfaction and commitment than
those who teach solely for economic reasons [5]. Individuals who work based on their
idealism will likely have a higher intrinsic motivation to achieve career success.

Individuals may achieve their subjective career success when they understand their
views and career-oriented jobs. One’s work-life balance is also reported to psychologically
affect their career success [1]. Subjective career success can affect one’s self-confidence and
motivation to exhibit positive experiences by developing their own resource [6]. In addition,
one’s subjective career success can also be seen from job satisfaction levels. Subjective
career success is associated with one’s life satisfaction [6].

Factors affecting individuals’ subjective career success vary, depending on the internal
(individual) and external (organizational) contexts. Regarding the internal context, career
and professional commitment affect one’s subjective career success. Career commitment
denotes the extent to which an individual is motivated to work and stay in the chosen career
or role [7], which comprises career planning, identity, and resilience [8]. Individuals with
strong career commitments tend to be willing to finish difficult and challenging job tasks to
exhibit a satisfying performance [9]. Highly committed individuals are likely to achieve
their subjective career success as they do not see success based solely on external aspects.

Professional commitment serves as one of the internal factors that may lead to a
teacher’s subjective career success. Professional commitment is important for developing
trust and acceptance, eventually motivating individuals to perform their tasks more opti-
mally. Professional commitment represents one’s commitment to achieving professional
goals, feelings of involvement and a sense of belonging, a combination of personal and
professional goals, and efforts to fulfill the job requirements [10]. Teachers’ competence
and commitment relate to their attitude toward their profession, and satisfaction is one of
the dimensions of subjective career success.

Regarding external aspects, leader-member exchange and perceived organizational
support are known to affect one’s subjective career success. In this regard, a leader’s support
is needed to ensure teachers are comfortable in the work environment. Koekemoer et al. [11]
state that members tend to perceive career success when their leaders are interested in
and recognize their work outcome. Employees, especially teachers, rely heavily on their
leaders’ support to deliver optimal performance. Such positive support is usually termed
leader–member exchange (LMX), a relationship in which leaders and teachers exhibit
mutual benefits and bring advantages to the organization. Alford’s [12] study reports a
positive relationship between trust-building LMX and employees’ work motivation, job
satisfaction, and organizational commitment.

Perceived organizational support defines an employee’s perception of support given
by their organization related to their socio-emotional well-being. Employees will likely
return their organization’s support by exhibiting productivity [13]. Organizational supports
can be intangible (e.g., recognition, fair treatment, work safety, autonomy) or tangible (e.g.,
salary, bonus, and reward). Employees believe their organization will help them face
problems and forgive them when they make mistakes [14].

In this study, four hypotheses were formulated: career commitment affects subjective
career success, professional commitment affects subjective career success, leader-member
exchange affects subjective career success, and perceived organizational support affects
subjective career success.

1.1. Career Commitment (CC) and Subjective Career Success (SCS)

Career commitment can be defined as employees’ engagement with their job and
profession. However, employees committed to their organization are not necessarily com-
mitted to their careers. In other words, individuals with career commitment tend to focus
more on their career than their organization, i.e., its working condition or coworkers.
Despite high organizational job dissatisfaction, committed individuals are likely to stay
with the organization to develop their careers [15]. Individuals with high career commit-
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ment tend to set high career goals and work hard to achieve them despite obstacles and
drawbacks during the process [16].

Employees who are highly committed to their careers have a broader chance of
career success. Subjective career success is an individual’s satisfaction with his/her career.
Employees’ career success can be seen as a real achievement in one’s career and is often
seen as one’s career goal. In this regard, organizations usually retain successful employees,
i.e., individuals who manage to achieve their career success and exhibit performance
that supports the organization [15]. Subjective career success can be seen as criteria an
individual sets regarding his/her experience, measured based on one’s satisfaction with
their own career.

Employees with higher career commitment tend to report more satisfying work out-
comes, thus improving their SCS [17]. They are also likely to perceive positive feelings
about their career progress and goal attainment. Employees with high career commitment
tend to set high career goals and are assiduous in achieving success [18]. They are also
well motivated to achieve their subjective career success. Employees with high career
commitment often have a clear career plan and goal, making them more open to gaining
knowledge that potentially leads to career success [19].

Hypothesis 1 (H1). Career commitment affects subjective career success.

1.2. Professional Commitment (PC) and Subjective Career Success (SCS)

Professional commitment depicts an individual’s loyalty toward their career, cowork-
ers, and professional norms they agree upon. Individuals with professional commitment
often exhibit more efforts to achieve professional goals without being asked to [20]. Profes-
sional commitment is one of the important factors affecting individuals, particularly their
acceptance of professional ethics and organizational goals [21]. Individuals with higher
professional commitment can easily identify their professional values [22].

Affective professional commitment is a pivotal factor in an individual’s career. It is im-
portant to have a high affective professional commitment in order to maintain professional
development while maintaining emotional engagement. When individuals manage to keep
up with their profession, they will likely develop their professional goals and improve their
performance and SCS [22,23]. Normative professional commitment is also an important
factor in minimizing the adverse effect of work conflict on one of the SCS dimensions, i.e.,
job satisfaction [24]. Professional commitment is reported to positively affect one’s career
competence [25]. Furthermore, Hasanti [26] found that career commitment significantly
affects SCS. In other words, professional commitment may indirectly affect one’s SCS.

Previous works also report the effect of professional commitment on other SCS di-
mensions. Professional commitment is reported to improve the employees’ performance,
positively influencing other coworkers and the organizations [27,28]. It potentially in-
creases one’s positive view of their job, making them think about their family and personal
life. Professional commitment can also improve one’s interest in their current job, hence
improving their quality of work [29,30].

Hypothesis 2 (H2). Professional commitment affects subjective career success.

1.3. Leader-Member Exchange (LMX) and Subjective Career Success (SCS)

Leader-member exchange focuses on a relationship between a leader and the mem-
ber, mainly aiming at optimizing organizational success by building positive interactions
between them. Sparrowe and Liden [31] state that employees with high-quality LMX
can easily integrate themselves into the leaders’ personal networks. In the organizational
context, teachers tend to develop an interpersonal relationship with the leader based on
trust. Leaders with high LMX may provide a comfortable atmosphere in the work environ-
ment [32]. Leader-member exchange may also create a highly beneficial social network for
the organization [33].
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Wayne et al. [34] report that a positive relationship between leaders and their mem-
bers helps teachers see their job more meaningfully and eventually positively affects their
work outcome. Such a positive relationship will likely improve organizational perfor-
mance (e.g., teachers exhibit higher competency, higher loyalty to the organization, and
higher contribution to the organization) [35]. In this manner, teachers are likely to achieve
their SCS.

A good leader–member exchange may improve employees’ perceived career success
as they may enjoy formal and informal rewards from the organization. Byrne et al. [36]
state that formal rewards received by teachers (i.e., training, career development, higher
salary), in addition to informal rewards (i.e., positive relationships), can improve employees’
satisfaction with the leaders and their job, and eventually resulting in a higher SCS.

Hypothesis 3 (H3). Leader–member exchange affects subjective career success.

1.4. Perceived Organizational Support (POS) and Subjective Career Success (SCS)

Perceived organizational support is known to relate to SCS. The concept of POS refers
to employees’ perception of the organization’s support and direction for finishing tasks
effectively or coping with stressful conditions and perceptions that their organizations listen
to them and care about their emotional well-being [37]. Employees with high POS are likely
to achieve career success. Perceived organizational support is helpful for individuals in
achieving their career success [38] because it promotes various factors believed to improve
employees’ SCS, such as job achievement, satisfaction, and commitment.

Every individual possesses a career goal and works hard to achieve it; yet, as social
creatures, individuals need support from their surroundings. This support can come from
coworkers, supervisors, or the organization itself in the work environment. Supervisor
support, e.g., appreciation and career growth guidance, may positively affect individuals’
careers. In addition to supervisor support, organizational rewards and work conditions
also play important roles in determining employees’ satisfaction with their work outcomes.
Employees’ career satisfaction is related to broader contexts. In the performance satisfaction–
effort loop, a causal relationship stemming from a good performance could bring economic,
social, and psychological rewards for employees. In this regard, the organization’s fair
reward system will likely result in employee career satisfaction.

Employees who perceive support from their organizations tend to improve their per-
formance and loyalty toward the organization. Employees’ perceived organization support
may encourage them to return what they have received from the organization. In this man-
ner, organizations will likely benefit from higher employees’ work commitment, effective
performance, and lower turnover, while employees perceive higher emotional support,
affiliation, self-esteem, and agreement, thus creating a positive work environment and
improving their subjective career success [39]. As asserted by Rhoades and Eisenberger [37],
employees perceiving support from their organization tend to see meaningful values at
work. Therefore, perceived organizational support is viewed as a predictor of employees’
SCS. All hypotheses are illustrated in Figure 1.

Hypothesis 4 (H4). Perceived organizational support affects subjective career success.
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2. Research Methodology
2.1. Research Design

The present study applied a quantitative method—a method used to study a certain
population or sample in order to test hypotheses [40]. For the purpose of this study, a
correlational design was applied with simple and multiple linear regression tests to see
the effect of independent variables on the dependent variables. This study examined five
variables. The X variables consisted of career commitment, professional commitment,
leader-member exchange, and perceived organizational support. Meanwhile, variable Y in
this study was the subjective career success.

2.2. Participants

A random purposive sampling technique was employed due to the large number of
population members. Individuals deemed to fit the population characteristics and willing
to participate in this study were recruited as participants, as evidenced by signing the
informed consent form. The number of samples was determined a priori by considering:
statistical power (>0.80), 5% error degree, number of predictors (n = 4), expected effect
size (0.30), and type of multiple regression random model test with the direction of the
one-tailed hypothesis. Using the G-Power program, the recommended minimum sample
size was determined to be 36 participants.

The study participants were 320 teachers recruited using a random purposive sampling
technique. They were Indonesian teachers with at least five years of working experience in
public and private schools of various educational levels and held bachelor’s or associate’s
degrees following Law No. 14 of 2005 on Teachers and Lecturers. They also held a decree
of appointment issued by their institutions.

2.3. Research Variables and Instruments

Career commitment was measured using Carson and Bedeian’s [8] Commitment
Career Measure (CCM), which has been adapted by Ingarianti et al. [41]. One of the
items read, “The field I work in is an important part of my identity.” Meanwhile, profes-
sional commitment was measured using the Professional Commitment Scale developed by
Meyer et al. [42] and adapted by Smith and Hall [43] (e.g., “It would be costly to change
my profession now”).

The leader–member exchange was measured using LMX-MDM developed by Liden
and Maslyn [33]; one of the items read, “I work for my leader beyond my job description”.
Employees’ perceived organizational support was measured using the Survey of POS
(SPOS) developed by Eisenberger et al. [44] and revised by Eisenberger et al. [45]. One
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of the items reads, “My organization takes my goal and values into consideration”. The
subjective career success was measured using the Subjective Career Success Inventory
(SCSI) developed by Shockley et al. [46] and adapted by Ingarianti et al. [47], containing
24 items with 3 items measuring each dimension. One of the items reads, “I am sure my job
brings changes to the organization”. This study has obtained permission from the ethics
commission or institutional review board (IRB), number 2396-KPEK.

2.4. Procedure and Data Analysis

This study consisted of three main stages: The first was preparation, in which we
deepened our understanding of the issue and theoretically examined dependent and
independent variables (SCS and career commitment, respectively). After that, we prepared
the measure for each variable through international journal articles and studies on the
adapted measures. The research instrument was adapted into Indonesian to suit the
population/background of the participants. The scale was distributed to 320 respondents
between November and December 2021. The collected data were analyzed using simple
and multiple linear regression tests with SPSS 26. Lastly, the conclusion was drawn based
on the result of the study.

3. Results

This study involved 320 respondents who suited the determining criteria. The follow-
ing Table 1 displays the participants’ demographic backgrounds.

Table 1. Participants’ demographics.

Category Frequency Percentage (%)

Gender

Male 106 33.1%
Female 214 66.9%

Domicile

Java 280 87.5%
Non-Java 40 12.5%

Educational Background

Associate Degree/4-Year Diploma 6 1.9%
Bachelor Degree 295 92.2%
Master Degree 19 5.9%

Employment Status

Civil State Apparatus Teacher 150 46.9%
Organizational Permanent Teacher 89 27.8%

Contract Teacher 81 25.3%

Work Unit

Kindergarten 31 9.7%
Elementary School 62 19.4%
Junior High School 108 33.8%

Senior/Vocational High School 119 37.2%

Length of Service

Less than 10 years 100 31.2%
10–15 years 73 22.8%

More than 15 years 147 45.9%
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Table 1. Cont.

Category Frequency Percentage (%)

Educator Certificate

Have 218 68.1%
Do not have 102 31.9%

Income

Less than IDR 5 million 249 77.8%
More than IDR 5 million 71 22.2%

As shown in the table, most participants were female teachers (66.9%). Most par-
ticipants were known to live in Java (87.5%) and hold bachelor’s degrees (92.2%). Most
participants were civil state apparatuses (47.9%), subject teachers (69.7%), and worked
in senior high school (37.2%). Most participants have worked for more than 15 years
(51.9%) and held a teacher certificate (68.1%), with a monthly income of less than IDR
5 million (77.8%).

As shown in Table 2, all dimensions in this study exhibited a significant result
(p < 0.05).

Table 2. Multiple linear regression test of career commitment and subjective career success.

Variable Relationship R Square ANOVA Sig. Coefficient
B Sig.

CI→ R 0.217 0.000 0.339 0.000
CP→ R 0.217 0.000 0.033 0.498
CR→ R 0.217 0.000 −0.040 0.321

CI→ QW 0.105 0.000 0.297 0.000
CP→ QW 0.105 0.000 0.099 0.091
CR→ QW 0.105 0.000 −0.092 0.109

CI→MW 0.142 0.000 0.329 0.000
CP→MW 0.142 0.000 0.145 0.012
CR→MW 0.142 0.000 −0.120 0.033

CI→ I 0.91 0.000 0.290 0.000
CP→ I 0.91 0.000 0.090 0.126
CR→ I 0.91 0.000 −0.139 0.016

CI→ A 0.164 0.000 0.300 0.000
CP→ A 0.164 0.000 0.230 0.000
CR→ A 0.164 0.000 −0.108 0.053

CI→ PL 0.61 0.000 0.243 0.000
CP→ PL 0.61 0.000 0.039 0.519
CR→ PL 0.61 0.000 −0.071 0.229

CI→ GD 0.175 0.000 0.307 0.000
CP→ GD 0.175 0.000 0.245 0.000
CR→ GD 0.175 0.000 −0.151 0.006

CI→ S 0.167 0.000 0.306 0.000
CP→ S 0.167 0.000 0.229 0.000
CR→ S 0.167 0.000 −0.104 0.061

Description: CI: career identity, CP: career planning, CR: career resilience, R: recognition, QW: quality work, MW:
meaningful work, I: influence, A: authenticity, PL: personal life, GD: growth and development, S: satisfaction.

Table 3 displays a significant analysis result (p < 0.05). Taking a closer look at
each dimension, affective and normative professional commitments were found to af-
fect quality work.
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Table 3. Multiple linear regression test of professional commitment and subjective career success.

Variable Relationship R Square ANOVA Sig.
Coefficient

B Sig.

APC → R 0.118 0.000 0.112 0.089
CPC → R 0.118 0.000 0.086 0.138
NPC → R 0.118 0.000 0.223 0.002

APC→ QW 0.124 0.000 0.179 0.007
CPC→ QW 0.124 0.000 0.088 0.129
NPC→ QW 0.124 0.000 0.174 0.014

APC→MW 0.165 0.000 0.213 0.001
CPC→MW 0.165 0.000 0.035 0.532
NPC→MW 0.165 0.000 0.228 0.001

APC→ I 0.100 0.000 0.078 0.241
CPC→ I 0.100 0.000 0.134 0.022
NPC→ I 0.100 0.000 0.187 0.009

APC→ A 0.209 0.000 0.298 0.000
CPC→ A 0.209 0.000 0.074 0.179
NPC→ A 0.209 0.000 0.181 0.007

APC→ PL 0.063 0.000 0.110 0.106
CPC→ PL 0.063 0.000 0.023 0.698
NPC→ PL 0.063 0.000 0.160 0.029

APC→ GD 0.159 0.000 0.308 0.000
CPC→ GD 0.159 0.000 0.122 0.031
NPC→ GD 0.159 0.000 0.070 0.310

APC→ S 0.118 0.000 0.264 0.000
CPC→ S 0.118 0.000 0.077 0.181
NPC→ S 0.118 0.000 0.079 0.268

Description: APC = affective professional commitment; CPC = continuance professional commitment;
NPC = normative professional commitment; R = recognition; QW = quality work; MW = meaningful work;
I = influence; A = authenticity; PL = personal life; GD = growth and development; S = satisfaction.

The multiple linear regression test results shown in the Table 4 above demonstrate a
significant relationship between LMX and SCS (p < 0.05). In other words, LMX affects each
SCS dimension. Furthermore, the affective dimension exhibits a significant role in all SCS
dimensions, and contribution plays an important role in recognition. No significant result
was found in other dimensions, as the regression coefficient was higher than 0.05.

Table 4. Multiple linear regression test of leader–member exchange and subjective career success.

Variable Relationship R Square ANOVA Sig. Coefficient
B Sig.

CON→ R 0.125 <0.001 0.296 <0.001
LOY→ R 0.125 <0.001 0.035 0.565
AFF→ R 0.125 <0.001 0.171 0.004
PC→ R 0.125 <0.001 −0.092 0.227

CON→ QW 0.142 <0.001 0.117 0.119
LOY→ QW 0.142 <0.001 0.089 0.146
AFF→ QW 0.142 <0.001 0.270 <0.001
PC→ QW 0.142 <0.001 8.520 0.991

CON→MW 0.095 <0.001 0.099 0.198
LOY→MW 0.095 <0.001 −0.062 0.323
AFF→MW 0.095 <0.001 0.247 <0.001
PC→MW 0.095 <0.001 0.048 0.533
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Table 4. Cont.

Variable Relationship R Square ANOVA Sig. Coefficient
B Sig.

CON→ I 0.154 <0.001 0.139 0.061
LOY→ I 0.154 <0.001 0.156 0.011
AFF→ I 0.154 <0.001 0.282 <0.001
PC→ I 0.154 <0.001 −0.093 0.211

CON→ A 0.089 <0.001 0.048 0.530
LOY→ A 0.089 <0.001 −0.098 0.120
AFF→ A 0.089 <0.001 0.178 0.004
PC→ A 0.089 <0.001 0.171 0.028

CON→ PL 0.050 0.003 0.057 0.468
LOY→ PL 0.050 0.003 0.055 0.395
AFF→ PL 0.050 0.003 0.146 0.019
PC→ PL 0.050 0.003 0.30 0.701

CON→ GD 0.105 <0.001 0.062 0.421
LOY→ GD 0.105 <0.001 0.008 0.904
AFF→ GD 0.105 <0.001 0.266 <0.001
PC→ GD 0.105 <0.001 0.044 0.568

CON→ S 0.094 <0.001 0.105 0.171
LOY→ S 0.094 <0.001 0.015 0.816
AFF→ S 0.094 <0.001 0.214 <0.001
PC→ S 0.094 <0.001 0.044 0.571

Description: dependent variables recognition, quality work, meaningful work, influence, authenticity, personal
life, growth and development, satisfaction.

The simple linear regression test result displayed in Table 5 shows that POS plays a
significant role in eight SCS dimensions (p < 0.05). Employees’ perceived organizational
support was found to affect teachers’ meaningful work and influence.

Table 5. Multiple linear regression test of perceived organizational support and subjective
career success.

Variable Relationship R Square ANOVA Sig. Coefficient
B Sig.

POS→ R 0.214 0.000 0.463 0.000
POS→ QW 0.181 0.000 0.426 0.000
POS→MW 0.132 0.000 0.364 0.000

POS→ I 0.224 0.000 0.473 0.000
POS→ A 0.114 0.000 0.337 0.000
POS→ PL 0.093 0.000 0.305 0.000
POS→ GD 0.130 0.000 0.361 0.000

POS→ S 0.125 0.000 0.353 0.000
Description: K: fairness, SS: supervisor support, ORJC: organizational reward and job conditions, R: recognition,
QW: quality work, MW: meaningful work, I, influence, A: authenticity, PL: personal life, GD: growth and
development, S: satisfaction, POS: perceived organizational support.

4. Discussion
4.1. Career Commitment and Subjective Career Success

The discussion is presented in eight sections based on the effect of career commitment
on SCS dimensions. First, career identity was found to affect recognition. In this regard,
teachers’ career identity increases their sense of attachment to their profession. Individuals
committed to their careers are likely to exhibit more engagement with their organization,
job, and career to keep growing despite obstacles they face, making them be recognized for
their job [48]. Second, career identity was also found to significantly affect the quality of
work. In this regard, teachers’ career identity makes individuals perceive higher quality
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performance. This is in line with Herachwati and Rachma [49], who state that individuals
with higher career commitment tend to make more effort to achieve their career target
and satisfaction.

Third, career commitment was found to significantly affect the dimension of mean-
ingful work. In other words, individuals with higher commitment can be recognized
more easily when involved in their job. Career commitment is also found to significantly
affect SCS in Mahendra’s [50] study. Fourth, career identity and resilience were found to
significantly affect the dimension of influence. In this regard, individuals perceiving an
influence are likely to see themselves making an important contribution to the organization
and their social environment. In other words, individuals with higher career commitment
may perceive success when they can bring impact to others or their organization.

Fifth, career commitment was found to significantly affect authenticity. Individuals
with higher career commitment tend to be motivated by their career hope and goal. In
other words, career commitment plays a pivotal role in predicting one’s career success.
Sixth, career identity was found to affect personal life. Individuals can have a career with
positive impacts on others. Thus, individuals with career identities may see themselves as
useful individuals.

Seventh, career commitment was also found to affect growth and development, mean-
ing that individuals with higher career commitment are capable of developing their careers
by looking at and extending their career-related knowledge. A previous study conducted
by Srikanth and Israel [51] report the effect of career commitment on employees’ career
success. Their study showed that individuals with higher career commitment would likely
work harder to achieve their career goals. Eighth, career identity and career planning were
found to significantly affect the dimension of satisfaction. In other words, individuals with
proper career identity and planning are likely to have more positive feelings and satisfac-
tion toward their careers. Individuals with higher career commitment tend to exhibit more
positive feelings related to their career achievement and career success compared to those
with lower career commitment [52].

4.2. Professional Commitment and Subjective Career Success (SCS)

As shown in Table 3, teachers with higher affective and normative professional com-
mitments tend to report a higher quality of work and lower intention to quit. This finding
supports Zhao et al. [53], who found that individuals with higher professional commitment
exhibit higher quality of work. Affective and normative professional commitments were
also found to affect the dimension of meaningful work. Perceived meaningful work is
a psychological condition that directs toward a positive work outcome. In this context,
teachers will likely focus more on obtaining emotional meaningfulness and engagement
with their profession or organizations. A good relationship between employees and their
leaders can stimulate autonomy in performing the given task, thus creating meaning-
ful work and substantially improving teachers’ professional commitment. In the same
vein, Khan and Nemati [54] view that affective and normative professional commitments
possess a stronger relationship with meaningful work when compared to continuance
professional commitment.

Continuance and normative professional commitments were found to affect the di-
mension of influence. In this regard, teachers may perceive higher satisfaction and perceive
subjective success by helping their coworkers achieve their goals. Teachers’ participa-
tion in various professional skills plays pivotal roles in their profession. Teachers with
higher professional commitment tend to make a positive contribution to other individuals
and their profession. The professional commitment represents one’s willingness to con-
tribute and devote themselves to their profession [55]. That is, teachers are considered to
achieve subjective career success when they can positively contribute to other individuals
and professions.

Responsible, professionally committed teachers will likely build a career path that
suits their personal needs. This is supported by the multiple linear regression test result,
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where affective and normative professional commitments were found to affect teachers’
authenticity. Teachers who are committed to their profession may obtain support from
others and establish their own career path, which can eventually affect their subjective
career success and exhibit positive professional values and behaviors. Teachers with
low attachment to others are likely to exhibit more consistent behavior related to their
professional commitment and belief, thus establishing career authenticity. This finding
supports Cho and Huang [56], who found that individuals with high affective professional
commitment tend to exhibit higher career authenticity.

Affective and continuance professional commitments were also found to affect one’s
career growth and development. Teachers who are willing to achieve their professional
goals tend to be more aware of their career development by learning new skills and
knowledge. On the contrary, teachers who perceive a high cost of leaving their current
profession tend to be unaware of their career growth. The professional commitment
may improve teachers’ skills because when they are involved and satisfied with their
work, they are likely to exhibit their best to develop their profession and career. In this
regard, they will be motivated to perform the given task optimally as they perceive that
their personal value equals their professional ones. They are likely to be proud when
they can finish their professional responsibility. This supports Chow’s [57] study, which
reports that employees are required to improve their professionalism through continuance
professional commitment.

4.3. Leader–Member Exchange (LMX) and Subjective Career Success

As displayed in Table 4, teachers with a higher LMX are likely to receive support and
appreciation or recognition from their leaders. Leaders’ recognition can make teachers
feel appreciated and perceive a higher career satisfaction. With high career satisfaction,
teachers will likely evaluate their careers positively and achieve their subjective career
success. Leaders’ support can also help teachers determine their career goals and eventually
perceive career satisfaction. This is in line with Breevaart et al. [58], who found that LMX is
affected by leaders’ support, where leaders may positively affect the teachers’ perception
of their career satisfaction and evaluation.

A significant result was noticed in the relationship between contribution and recog-
nition dimensions (p < 0.05). This result indicates that when teachers give an optimal
contribution to their job, they will likely receive recognition from their leaders, which
allows them to subjectively evaluate their careers [59].

A significant relationship was also noticed between the affective dimension and all
SCS dimensions (p < 0.05). This result shows that when a leader builds a positive relation-
ship with teachers, they may have a good leader–member relationship. Such a positive
relationship can make teachers feel recognized or appreciated. Positive relationships with
leaders can help teachers perceive their subjective career success [60].

4.4. Perceived Organizational Support (POS) and Subjective Career Success (SCS)

Table 5 shows that organizational support may create a mutually beneficial relationship
between teachers and the organization. In this regard, teachers will likely exhibit their best
performance to deliver a quality work outcome. Individuals perceiving a high POS tend to
contribute more to the organization [61].

The influence dimension exhibited higher scores than other dimensions, as teachers
perceived sincere support from their organization. Organizational support was also found
to affect the recognition dimension. In other words, teachers perceived the organization’s
fair treatment and equal opportunities to grow. The organization’s fair reward system can
improve employees’ performance and self-esteem [62], as teachers find their contributions
are appreciated and recognized by the organization and coworkers.

Further, POS was also found to affect teachers’ career satisfaction. Organizational sup-
port (e.g., appreciating the contribution, listening to teachers’ problems, and appreciating
the achievement) may result in teachers’ satisfaction with their careers. Organizational
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support can affect their career satisfaction, substantially influencing their career percep-
tion [63]. This is in line with Puspitasari and Ratnaningsih [64], who state that individuals
with positive emotions in their workplaces are likely to positively influence their non-work
environment. This occurs because teachers see themselves as capable of managing their
time and responsibility at work, which eventually affects their non-work life [64]. Personal
life exhibited the lowest score as it is affected by non-work factors. However, POS was
found to affect teachers’ personal life.

4.5. Practical Implication

Teachers are expected to have and develop their subjective career success to be more
emotionally attached to their career and more dedicated to improving their subjective
career success. Because subjective career success is related to past work experience and
orientation towards career progress, the practical implication that can be suggested is that
teachers can find and reinforce positive experiences (emotional, cognitive, and behavioral)
in carrying out their work. Positive job-related experiences will likely strengthen their
subjective career success. Teacher capacity development programs are also necessary to
help teachers exhibit beyond-expectation performance.

Future studies are expected to garner the data using a qualitative approach through
interviews to obtain a more comprehensive picture of the phenomenon. Research with a
mixed-method design will be able to enrich the data obtained and better describe teachers’
SCS and its underlying factors. It is also necessary to conduct a similar study on other
professions, considering that subjective career success may change in every career stage.
This study can be used as a reference in the field of psychology related to subjective
career success.

4.6. Limitation and Novelty

Despite the present study’s novelty, some limitations need to be discussed. This study
was only conducted in East Java and Kalimantan, not all Indonesian regions. However, as
existing studies involve mostly blue-collar workers, studies on antecedents of subjective
career success among teachers could be seen as a novelty this study proposes. This study
also provides a per-dimensional analysis, describing the effect of antecedent variables on
teachers’ subjective career success. Furthermore, subjective career success is dynamic and
ever-changing in each career stage, limiting the conclusion drawn from this study.

5. Conclusions

This study concludes that antecedent variables significantly affect teachers’ subjective
career success. The internal variables, i.e., career commitment and professional commit-
ment, are found to significantly affect teachers’ subjective career success. Meanwhile, the
external variables, i.e., leader–member exchange and perceived organizational support,
significantly affect teachers’ subjective career success. In other words, the proposed hy-
potheses in this study are accepted. From the two groups of antecedent variables for
teachers’ career success, internal antecedents show a higher correlation effect than external
antecedents. These findings indicate that career success in teachers is personal and has im-
plications for the importance of paying attention to the psychological condition of teachers
so that they can achieve a successful career. However, longitudinal research needs to be
done to prove that internal antecedents have a big role in teachers’ career success.

Author Contributions: Conceptualization, T.M.I., F.S. and F.F.; methodology, T.M.I.; data collection,
T.M.I., F.S., F.F. and I.F.K.; analysis, T.M.I.; writing—original draft, T.M.I.; writing—review and editing,
T.M.I., F.S. and F.F.; validation, T.M.I.; visualization T.M.I. and I.F.K. All authors have read and agreed
to the published version of the manuscript.

Funding: This research received no external funding.



Int. J. Environ. Res. Public Health 2022, 19, 11121 13 of 15

Institutional Review Board Statement: The study was conducted in accordance with the Declaration
of Helsinki and approved by the Institutional Review Board (or ethics Committee) of Health Research
Ethics Committee Faculty of Nursing Universitas Airlangga (Protocol code 2396-KEPK with date of
approval 30 November 2021).

Informed Consent Statement: Informed consent was obtained from all subjects involved in the study.

Data Availability Statement: The datasets generated for this study are available upon request from
the corresponding author.

Conflicts of Interest: Authors claim that there is no conflict of interest.

References
1. Anoraga, P. Psikologi Kerja; Rineka Cipta: Jakarta, Indonesia, 1992.
2. Judge, T.A.; Cable, D.M.; Boudreau, J.W. An empirical investigation of the predictors of executive career success. Pers. Psychol.

1995, 48, 485–519. [CrossRef]
3. Heslin, P. Conceptualizing and evaluating career success. J. Organ. Behav. 2005, 26, 113–136. [CrossRef]
4. Akmal, S.Z.; Arlinkasari, F.; Andryani, I. Perbedaan kesuksesan karir subjektif berdasarkan tipe orientasi karir pada karyawan

middle level career di Jakarta. MEDIAPSI 2017, 2, 36–44. [CrossRef]
5. Fresko, B.; Kfir, D.; Nasser, F. Predicting teacher commitment. Teach. Teach. Educ. 1997, 13, 429–438. [CrossRef]
6. Diener, E.; Biswas-Diener, R. Will money increase subjective well-being? Soc. Indic. Res. 2002, 57, 119–169. [CrossRef]
7. Hall, D.T. A theoretical model of career subidentity development in organizational settings. Organ. Behav. Hum. Perform. 1971, 6,

50–76. [CrossRef]
8. Carson, K.D.; Bodeian, A.G. Career commitment: Construction of a measure and examination of its psychometric properties.

J. Vocat. Behav. 1994, 44, 237–262. [CrossRef]
9. Ahmed, N.O.A. Career commitment: The role of self-efficacy, career satisfaction and organizational commitment. World J. Entrep.

Manag. Sustain. Dev. 2019. [CrossRef]
10. Malik, P.; Garg, P. Learning organization and work engagement: The mediating role of employee resilience. Int. J. Hum. Resour.

Manag. 2020, 31, 1071–1094. [CrossRef]
11. Koekemoer, E.; Fourie, H.L.R.; Jorgensen, L.I. Exploring subjective career success among blue-collar workers: Motivators that

matter. J. Career Dev. 2019, 46, 314–331. [CrossRef]
12. Alford, W.A. Effects of Leader–Member Exchange and Public Service Motivation on Job Satisfaction and Organizational Commit-

ment in a Public Workforce Sample. Ph.D. Thesis, Department of Leadership Studies, University of Central Arkansas, Conway,
AR, USA, 2014.

13. Sujatha, S.; Seema, A. Perceived organizational support on career success: An employee perspective—An empirical study from
an Indian context. Middle East J. Manag. 2017, 4, 22. [CrossRef]

14. Nasjudi, N. Pengaruh persepsi dukungan organisasi dan kepribadian terhadap kepuasan kerja guru sd islam al azhar di jakarta
timur. J. Manaj. Pendidik. 2015, 6, 10–17. [CrossRef]

15. Cicek, I.; Karaboga, T.; Sehitoglu, Y. A new antecedent of career commitment: Work to family positive enhancement. J. Soc. Behav.
Sci. 2016, 229, 417–426. [CrossRef]

16. Sultana, R.; Yousaf, A.; Khan, I.; Saeed, A. Probing the Interactive Effects of Career Commitment and Emotional Intelligence on
Perceived Objective/Subjective Career Success. Pers. Rev. 2016, 45, 724–742. [CrossRef]

17. Pathardikar, A.D.; Sahu, S.; Jaiswal, N.K. Assessing organizational ethics and career satisfaction through career commitment.
South Asian J. Glob. Bus. Res. 2016, 5, 104–124. [CrossRef]

18. Kim, M.; Beehr, T.A. Directing our own careers, but getting help from empowering leaders. Career Dev. Int. 2017, 22, 300–317.
[CrossRef]

19. Lakshmi, P.A.V.; Sumaryono, S. Kesuksesan karier ditinjau dari persepsi pengembangan karier dan komitmen karier pada pekerja
millennial. Gadjah Mada J. Psychol. 2019, 4, 57–75. [CrossRef]

20. Mela, N.F.; Zarefar, A. The relationship of professional commitment of auditing student and anticipatory socialization toward
whistleblowing intention. Procedia Soc. Behav. Sci. 2016, 219, 507–512. [CrossRef]

21. Kaplan, S.E.; Whitecotton, S.M. An examination of auditors’ reporting intentions when another auditor is offered client employ-
ment. Audit. J. Pract. Theory 2001, 20, 45–63. [CrossRef]

22. Yarbrough, S.; Martin, P.; Alfred, D.; McNeill, C. Professional values, job satisfaction, career development, and intent to stay. Nurs.
Ethics 2016, 24, 675–685. [CrossRef]

23. Kantek, F.; Kaya, A.; Gezer, N. The effects of nursing education on professional values: A longitudinal study. Nurse Educ. Today
2017, 58, 43–46. [CrossRef]

24. Dorenkamp, I.; Ruhle, S. Work-life conflict, professional commitment, and job satisfaction among academics. J. High. Educ. 2019,
90, 56–84. [CrossRef]

25. Hasanti, N. The role of work life quality towards teacher’s professional commitment. In Advance in Social Science, Education and
Humanities Research; Atlantis Press: Amsterdam, The Netherlands, 2018. [CrossRef]

http://doi.org/10.1111/j.1744-6570.1995.tb01767.x
http://doi.org/10.1002/job.270
http://doi.org/10.21776/ub.mps.2016.002.01.5
http://doi.org/10.1016/S0742-051X(96)00037-6
http://doi.org/10.1023/A:1014411319119
http://doi.org/10.1016/0030-5073(71)90005-5
http://doi.org/10.1006/jvbe.1994.1017
http://doi.org/10.1108/WJEMSD-06-2017-0038
http://doi.org/10.1080/09585192.2017.1396549
http://doi.org/10.1177/0894845318763942
http://doi.org/10.1504/MEJM.2017.083707
http://doi.org/10.21009/jmp.06103
http://doi.org/10.1016/j.sbspro.2016.07.152
http://doi.org/10.1108/PR-11-2014-0265
http://doi.org/10.1108/SAJGBR-02-2015-0017
http://doi.org/10.1108/CDI-11-2016-0202
http://doi.org/10.22146/gamajop.45782
http://doi.org/10.1016/j.sbspro.2016.05.027
http://doi.org/10.2308/aud.2001.20.1.45
http://doi.org/10.1177/0969733015623098
http://doi.org/10.1016/j.nedt.2017.08.004
http://doi.org/10.1080/00221546.2018.1484644
http://doi.org/10.2991/amca-18.2018.180


Int. J. Environ. Res. Public Health 2022, 19, 11121 14 of 15

26. Zhou, W.; Xie, B.; Xin, X. A meta-analysis: Human capital, social capital and psychological capital affect county employees’ career
success. Acta Psychol. Sin. 2016, 2, 251–263.

27. Delima, V.T. Professional identity, professional commitment and teacher’s performance. Int. J. Nov. Res. Educ. Learn. 2015, 2, 1–12.
28. Mansor, A.Z. Developing quality-conscious professionals through the basics of quality management course: Students expectations.

Eur. J. Mol. Clin. Med. 2020, 7, 876–884.
29. Chang, H.Y.; Chu, T.L. How do career barriers and supports impact nurse professional commitment and professional turnover

intention? J. Nurs. Manag. 2018, 27, 347–356. [CrossRef]
30. Chang, H.Y.; Shyu, R.L. Which aspects of professional commitment can effectively retain nurse in the nursing profession? J. Nurs.

Scholarsh. 2015, 47, 468–476. [CrossRef]
31. Sparrowe, R.T.; Liden, R.C. Process and structure in leader-member exchange. Acad. Manag. Rev. 1997, 22, 522–552. [CrossRef]
32. Vermeulen, M.; Kreijns, K.; Evers, A.T. Transformational leadership, leader–member exchange and school learning climate:

Impact on teachers’ innovative behaviour in the Netherlands. Educ. Manag. Adm. Leadersh. 2020, 50, 491–510. [CrossRef]
33. Liden, R.C.; Maslyn, J.M. Multidimensionality of leader-member exchange: An empirical assessment through scale development.

J. Manag. 1998, 24, 43–72. [CrossRef]
34. Wayne, S.J.; Liden, R.C.; Sparrowe, R.T. Developing leader-member exchanges: The influence of gender and ingratiation. Am.

Behav. Sci. 1994, 37, 697–714. [CrossRef]
35. Byrne, Z.S.; Dik, B.J.; Chiaburu, D.S. Alternatives to traditional mentoring in fostering career success. J. Vocat. Behav. 2008, 72,

429–442. [CrossRef]
36. Rhoades, L.; Eisenberger, R. Perceived organizational support: A review of the literature. J. Appl. Psychol. 2002, 87, 698–714.

[CrossRef] [PubMed]
37. Yu, C. Chinese knowledge employees’ career values, perceived organizational support and career success. iBusiness 2011, 3,

274–282. [CrossRef]
38. Wickramaratne, W.P.R. Role of career oriented perceived organizational support in determining subjective career success of

supervisory level managers in manufacturing firms. EMAJ Emerg. Mark. J. 2021, 11, 21–28. [CrossRef]
39. Sugiyono. Metode Penelitian Kuantitatif, Kualitatif, dan R&D; Alfabeta, CV: Bandung, Indonesia, 2018.
40. Ingarianti, T.M.; Purwono, U. Adaptasi instrumen komitmen karier. J. Psikol. Undip 2019, 18, 199–217.
41. Meyer, J.P.; Allen, N.J.; Smith, C.A. Commitment to organizations and occupations: Extension and test of a three-component

conceptualization. J. Appl. Psychol. 1993, 78, 538–551. [CrossRef]
42. Smith, D.; Hall, M. An empirical examination of a three-component model of professional commitment among public accountants.

Behav. Res. Account. 2008, 20, 75–92. [CrossRef]
43. Eisenberger, R.; Huntington, R.; Hutchison, S.; Sowa, D. Perceived organizational support. J. Appl. Psychol. 1986, 71, 500–507.

[CrossRef]
44. Eisenberger, R.; Rhoades Shanock, L.; Wen, X.; ARjatscls, E. Perceived organizational support: Why caring about employees

counts. Annu. Rev. Organ. Psychol. Organ. Behav. 2019, 7, 101–124. [CrossRef]
45. Shockley, K.M.; Ureksoy, H.; Rodopman, O.B.; Poteat, L.F.; Dullaghan, T.R. Development of a new scale to measure subjective

career success: A mixed-methods study. J. Organ. Behav. 2016, 37, 128–153. [CrossRef]
46. Ingarianti, T.M.; Suhariadi, F.; Fajrianthi, F. Adaptasi Alat Ukur Kesuksesan Karier Subjektif. J. Ilm. Psikol. Terap. Univ.

Muhammadiyah Malang 2022, 10, 79–88. [CrossRef]
47. Lourenção, L.G.; de Oliveira, J.F.; Ximenes Neto, F.R.G.; Cunha, C.L.F.; Valenzuela-Suazo, S.V.; Borges, M.A.; Gazetta, C.E. Career

commitment and career entrenchment among primary health care workers. Rev. Bras. Enferm. 2021, 75. [CrossRef] [PubMed]
48. Herachwati, N.; Rachma, A. Organizational commitment versus career commitment. In KnE Social Sciences; Knowledge E: Dubai,

United Arab Emirates, 2018.
49. Mahendra, V.P.S. Pengaruh komitmen karir dan motivasi karir terhadap kesuksesan karir subjektif karyawan pada PT bank BTN

Bekasi. J. Manaj. 2017, 14, 170–180. [CrossRef]
50. Srikanth, P.B.; Israel, D. Career commitment & career success: Mediating role of career satisfaction. Indian J. Ind. Relat. 2012, 48,

137–149.
51. Pasha, A.T.; Hamid, K.A.; Shahzad, A. Mediating role of career commitment in the relationship of promotional opportunities,

rewards and career success. Pak. J. Stat. Oper. Res. 2017, 13, 185–199. [CrossRef]
52. Zhao, X.W.; Sun, T. The impact of quality of work life on job embeddedness and affective commitment and their co-effect on

turnover intention of nurses. J. Clin. Nurs. 2013, 22, 780–788. [CrossRef]
53. Khan, K.; Nemati, A.R. Impact of job involvement on employee satisfaction: A study based on medical doctors working at Riphah

International University Teaching Hospitals in Pakistan. Afr. J. Bus. Manag. 2011, 5, 2241–2246. [CrossRef]
54. Ibrahim, H.; Khalid, I. Commitment with the Teaching Profession: Demographical View of Teacher Educators. Pak. J. Educ. 2017,

34, 19–36. [CrossRef]
55. Cho, V.; Huang, X. Professional commitment, organizational commitment, and the intention to leave for professional advancement:

An empirical study on IT professionals. J. Inf. Technol. People 2012, 25, 31–54. [CrossRef]
56. Chow, T.B. Medical Doctors of the People’s Republic of China: The Profession, Professionalization, Professionalism and

Professional Commitment. Master’s Thesis, The Hong Kong Polytechnic University, Hong Kong, China, 2011.

http://doi.org/10.1111/jonm.12674
http://doi.org/10.1111/jnu.12152
http://doi.org/10.5465/amr.1997.9707154068
http://doi.org/10.1177/1741143220932582
http://doi.org/10.1016/S0149-2063(99)80053-1
http://doi.org/10.1177/0002764294037005009
http://doi.org/10.1016/j.jvb.2007.11.010
http://doi.org/10.1037/0021-9010.87.4.698
http://www.ncbi.nlm.nih.gov/pubmed/12184574
http://doi.org/10.4236/ib.2011.33036
http://doi.org/10.5195/emaj.2021.214
http://doi.org/10.1037/0021-9010.78.4.538
http://doi.org/10.2308/bria.2008.20.1.75
http://doi.org/10.1037/0021-9010.71.3.500
http://doi.org/10.1146/annurev-orgpsych-012119-044917
http://doi.org/10.1002/job.2046
http://doi.org/10.22219/jipt.v10i1.19002
http://doi.org/10.1590/0034-7167-2021-0144
http://www.ncbi.nlm.nih.gov/pubmed/34614073
http://doi.org/10.25170/jm.v14i2.787
http://doi.org/10.18187/pjsor.v13i1.1587
http://doi.org/10.1111/j.1365-2702.2012.04198.x
http://doi.org/10.5897/AJBM10.792
http://doi.org/10.30971/pje.v34i2.375
http://doi.org/10.1108/09593841211204335


Int. J. Environ. Res. Public Health 2022, 19, 11121 15 of 15

57. Breevaart, K.; Bakker, A.B.; Demerouti, E.; Van Den Heuvel, M. Leader-member exchange, work engagement, and job performance.
J. Manag. Psychol. 2015, 30, 154–770. [CrossRef]

58. Leow, K.L.; Khong, K.W. Organizational commitment: The study of organizational justice and leader-member exchange (LMX)
among auditors in Malaysia. Int. J. Bus. Inf. 2015, 4, 161–193.

59. Boehm, J.K.; Lyubomirsky, S. Does happiness promote career success? J. Career Assess. 2018, 16, 101–116. [CrossRef]
60. Bakker, A.B.; Demerouti, E. Towards a model of work engagement. Emerald Insight 2013, 13, 209–223. [CrossRef]
61. Wayne, S.J.; Shore, L.M.; Bommer, W.H.; Tetrick, L.E. The role of fair treatment and rewards in perceptions of organizational the

role of fair treatment and rewards in perceptions of organizational support and leader–member exchange. J. Appl. Psychol. 2002,
87, 590–598. [CrossRef] [PubMed]

62. Han, S.T.; Nugroho, A.; Kartika, E.W.; Kaihatu, T.S. Komitmen afektif dalam organisasi yang dipengaruhi perceived organizational
support dan kepuasan kerja. J. Manaj. Dan Kewirausahaan 2012, 14, 91–172. [CrossRef]

63. Puspitasari, K.A.; Ratningsih, I.Z. Hubungan antara perceived organizational support dengan work-life balance pada karyawan
pt. bpr kusuma sumbing di jawa tengah. J. Empati 2019, 8, 82–86.

64. Sugiarti, R.; Suhariadi, F.; Erlangga, E. The chance of gifted intelligent students’ success in career. Indian J. Public Health Res. Dev.
2018, 9, 277–281. [CrossRef]

http://doi.org/10.1108/JMP-03-2013-0088
http://doi.org/10.1177/1069072707308140
http://doi.org/10.1108/13620430810870476
http://doi.org/10.1037/0021-9010.87.3.590
http://www.ncbi.nlm.nih.gov/pubmed/12090617
http://doi.org/10.9744/jmk.14.2.109-117
http://doi.org/10.5958/0976-5506.2018.01009.4

	Introduction 
	Career Commitment (CC) and Subjective Career Success (SCS) 
	Professional Commitment (PC) and Subjective Career Success (SCS) 
	Leader-Member Exchange (LMX) and Subjective Career Success (SCS) 
	Perceived Organizational Support (POS) and Subjective Career Success (SCS) 

	Research Methodology 
	Research Design 
	Participants 
	Research Variables and Instruments 
	Procedure and Data Analysis 

	Results 
	Discussion 
	Career Commitment and Subjective Career Success 
	Professional Commitment and Subjective Career Success (SCS) 
	Leader–Member Exchange (LMX) and Subjective Career Success 
	Perceived Organizational Support (POS) and Subjective Career Success (SCS) 
	Practical Implication 
	Limitation and Novelty 

	Conclusions 
	References

