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Abstract

Performance management in public policing institutions remains a critical issue, par-
ticularly in developing countries characterized by hierarchical bureaucracies and for-
malized career systems. While previous studies have examined human capital and or-
ganizational factors separately, limited research has integrated these dimensions within 
a mediated–moderated framework. This study investigates the effects of training and 
development, self-efficacy, and career adaptability on police performance, with career 
development as a mediator and perceived organizational support as a moderator.

A census survey was conducted among 325 police officers in Aceh, Indonesia, and the 
data were analyzed using partial least squares structural equation modeling (SmartPLS 
4). The results show that training and development and self-efficacy significantly en-
hance both career development and police performance. Career development has a 
significant positive effect on performance and mediates the relationships between 
training and development, self-efficacy, and performance. In contrast, career adapt-
ability does not significantly influence career development or performance, nor does it 
exert a significant indirect effect through career development. Furthermore, perceived 
organizational support negatively moderates the relationship between career develop-
ment and performance, indicating that higher levels of support weaken the positive 
influence of career development on performance.

The findings suggest that police performance is strengthened through investments in 
human capital and psychological resources supported by structured career systems. 
However, career adaptability appears to play a limited role in highly formalized polic-
ing environments. The study contributes to public management literature by highlight-
ing the context-dependent role of career adaptability and the conditional influence of 
organizational support on police performance.
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INTRODUCTION 

Police organizations are expected not only to maintain public security 
but also to deliver accountable, transparent, and high-quality public 
services. Consequently, improving police performance has become a 
strategic concern in public sector management because it influences 
organizational legitimacy, public trust, and governance effectiveness 
(Travova, 2023; Curry, 2024).

In Indonesia, the National Police (Polri) operates under a highly cen-
tralized, hierarchical bureaucratic system characterized by formal 
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command structures and structured career mechanisms. Although institutional reforms have strength-
ened professionalism and accountability, challenges related to bureaucratic rigidity, unequal career op-
portunities, and personnel performance remain evident (Nurrohmat, 2021). In such settings, employee 
performance is shaped not only by individual competencies but also by organizational mechanisms 
governing career progression and institutional support.

Human capital literature has consistently identified training and development, self-efficacy, and career 
adaptability as important drivers of employee performance. Training and development enhance em-
ployees’ competencies and professional capabilities, self-efficacy strengthens confidence in accomplish-
ing work-related tasks, and career adaptability enables employees to respond effectively to changing 
organizational demands (Rudolph et al., 2017; Oktaviza et al., 2025). Collectively, these factors represent 
strategic human capital resources that are expected to improve organizational performance.

Despite these theoretical expectations, empirical findings remain inconsistent, particularly within the 
public sector and law enforcement organizations. While several studies report significant positive ef-
fects of training and development, self-efficacy, and career adaptability on employee performance, oth-
ers identify weak, indirect, or insignificant relationships. These inconsistencies suggest that the influ-
ence of human capital on performance may depend on organizational mechanisms operating within 
highly bureaucratic institutional environments.

One mechanism that warrants greater attention is career development. In police organizations, career 
development determines promotion opportunities, professional growth, role allocation, and long-term 
career progression. Employees who perceive transparent and achievable career pathways are more likely 
to utilize their competencies and align their behaviors with organizational objectives. However, pre-
vious studies have rarely examined career development as the mediating mechanism through which 
human capital contributes to police performance, leaving an important theoretical and empirical gap 
(Heilemann & Parker, 2024).

Another important yet insufficiently understood factor is organizational support. Prior literature gener-
ally argues that organizational support enhances employee commitment, motivation, and performance 
by fostering perceptions of organizational care and recognition (Eisenberger et al., 1986). However, 
within highly hierarchical organizations such as police institutions, organizational support may not 
always generate positive outcomes. Excessive or poorly managed support may inadvertently reduce ac-
countability, weaken performance pressure, or encourage employee dependency, suggesting that orga-
nizational support can play a paradoxical role in shaping performance.

Addressing these gaps, this study investigates whether career development serves as the strategic mechanism 
linking training and development, self-efficacy, and career adaptability to police performance. It further ex-
amines whether organizational support strengthens or weakens these relationships within Indonesia’s hi-
erarchical policing context. By integrating mediation and moderation perspectives, this study extends the 
human capital and public sector performance literature while providing new empirical evidence on perfor-
mance dynamics in police organizations operating within developing-country bureaucratic environments.

1. LITERATURE REVIEW  

AND HYPOTHESES 

Career development in contemporary organiza-
tions is increasingly understood as a dynamic and 
multidimensional process shaped by the interac-
tion between organizational structures and indi-

vidual psychological resources. Traditional career 
systems, which emphasized linear progression and 
long-term organizational attachment, have gradu-
ally shifted toward more flexible and adaptive ca-
reer patterns. Within this perspective, employees 
are expected not only to possess technical compe-
tencies but also to continuously manage and adapt 
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their career trajectories in response to organiza-
tional and environmental changes (Akkermans et 
al., 2021). This issue becomes particularly relevant 
in public sector organizations, including police 
institutions, where career advancement is strongly 
influenced by bureaucratic structures, formal pro-
motion systems, and institutional regulations.

Training and development represent one of the 
most important organizational mechanisms for 
strengthening employee competencies and sup-
porting long-term career growth. Previous stud-
ies consistently indicate that developmental hu-
man resource practices contribute positively to 
employability, promotability, and internal career 
mobility (Spurk et al., 2019; Deng et al., 2024). 
However, the literature also suggests that the rela-
tionship between training and career outcomes is 
not always direct or uniformly positive. In many 
organizations, training programs tend to focus 
primarily on technical skill enhancement while 
neglecting broader developmental aspects such 
as career planning, proactive behavior, and long-
term adaptability (Jackson & Tomlinson, 2020). 
Evidence further suggests that integrating train-
ing with structured career development initiatives 
produces stronger improvements in employee per-
formance than training alone (Hosen et al., 2023). 
As a result, employees may improve their opera-
tional competencies without necessarily experi-
encing meaningful career progression. This in-
dicates that the effectiveness of training depends 
not only on the availability of developmental pro-
grams but also on how such programs encourage 
individuals to actively manage and utilize career 
opportunities. This argument is also consistent 
with earlier human capital research emphasizing 
that both general and organization-specific train-
ing generate long-term productivity and career 
benefits (Loewenstein & Spletzer, 1999). 

In police organizations, training and development 
extend beyond improving technical competencies 
to preparing officers for promotion, leadership 
responsibilities, and increasingly complex pub-
lic service demands. Because police careers are 
governed by formal competency standards and 
rank-based promotion systems, the effectiveness 
of training is closely associated with subsequent 
career development opportunities rather than im-
mediate performance improvement alone.

Beyond organizational interventions, individual 
psychological resources also play a crucial role in 
determining career outcomes. Self-efficacy, de-
rived from Social Cognitive Career Theory, re-
flects individuals’ beliefs regarding their capabil-
ity to successfully perform tasks and overcome 
work-related challenges. Prior studies demon-
strate that employees with high self-efficacy tend 
to exhibit stronger persistence, confidence, and 
career initiative, which positively influence career 
planning and achievement (Pradhan et al., 2020; 
Chan, 2020). Nevertheless, empirical evidence al-
so reveals that self-efficacy alone may not always 
guarantee career advancement, particularly with-
in highly structured organizations where promo-
tion opportunities are regulated through formal 
bureaucratic systems. In such contexts, employees 
may possess strong confidence and competencies 
but still face institutional constraints that limit 
career mobility. Employees’ career expectations 
are also shaped by organizational opportunities 
and institutional career systems rather than self-
efficacy alone (Liu et al., 2019). This suggests that 
the influence of self-efficacy on career outcomes 
may depend on the broader organizational envi-
ronment in which employees operate. For police 
officers, self-efficacy is particularly important be-
cause operational duties frequently require rapid 
decision-making, confidence under pressure, and 
effective responses to unpredictable situations. 
Nevertheless, confidence alone may not translate 
into career advancement when promotion deci-
sions remain strongly influenced by institutional 
regulations and hierarchical evaluation systems.

Career adaptability further complements the role 
of psychological resources by enabling individu-
als to cope with uncertainty and changing work 
demands. Defined through dimensions such as 
concern, control, curiosity, and confidence, ca-
reer adaptability reflects individuals’ readiness 
to anticipate and manage career-related transi-
tions (Rudolph et al., 2017; Hirschi et al., 2018). 
Existing studies generally confirm that adaptable 
employees are more capable of responding to or-
ganizational change and sustaining long-term ca-
reer success. Career adaptability also facilitates 
successful school-to-work and career transitions 
by improving both objective and subjective ca-
reer success (Hofmann et al., 2021). However, the 
relevance of career adaptability may vary across 
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organizational contexts. In highly bureaucratic 
institutions such as police organizations, formal 
procedures and rigid hierarchical systems may re-
duce employees’ discretion in shaping their own 
careers. This condition is especially relevant in 
police organizations, where officers must continu-
ously adapt to evolving security threats, techno-
logical advances, and changing public expecta-
tions while operating within rigid organizational 
procedures. Consequently, career adaptability re-
mains essential, although its influence on career 
progression is constrained by formal institutional 
career systems.

One such mechanism is career development. 
Employees who perceive opportunities for career 
growth are generally more motivated to improve 
their performance because career advancement 
is often associated with professional recognition, 
rewards, and long-term organizational stabil-
ity (Weng & McElroy, 2017; Cheung et al., 2024). 
Career commitment has likewise been shown to 
increase when employees experience meaning-
ful work, engagement, and opportunities for job 
crafting (Kim & Park, 2024). In police organiza-
tions, where promotion systems and rank struc-
tures are highly institutionalized, career develop-
ment becomes particularly important in shaping 
employee attitudes and behavior.

Furthermore, the effectiveness of career devel-
opment may depend on contextual organiza-
tional conditions, particularly organizational 
support. According to Organizational Support 
Theory, employees who perceive strong institu-
tional support tend to demonstrate more positive 
attitudes and behaviors because they feel valued 
and recognized by the organization (Rhoades & 
Eisenberger, 2002). Recent developments in the 
Organizational Support Theory further argue 
that organizational support should be viewed 
as a multidimensional construct whose effects 
vary across organizational contexts and mana-
gerial practices (Caesens & Stinglhamber, 2020). 
Despite this generally positive assumption, recent 
discussions suggest that organizational support 
may not always generate uniformly beneficial out-
comes in highly bureaucratic environments. In 
rigid institutional settings, excessive or improper-
ly implemented support mechanisms may weaken 
accountability, reduce performance pressure, or 

create dependency among employees. Research 
involving police officers also demonstrates that 
organizational and social support substantially 
influence occupational well-being and work-relat-
ed outcomes (McCanlies et al., 2018). In policing 
environments, organizational support also affects 
officers’ willingness to engage in professional de-
velopment, accept challenging assignments, and 
pursue long-term career advancement. Therefore, 
understanding how organizational support in-
teracts with career development is particular-
ly important in explaining police performance. 
Consequently, organizational support may either 
strengthen or weaken the relationship between 
career development and performance depending 
on how support is interpreted and implemented 
within the organizational context.

Overall, the literature demonstrates that training 
and development, self-efficacy, and career adapt-
ability are important determinants of career de-
velopment and employee performance. However, 
previous studies remain fragmented and largely 
focus on isolated relationships between variables. 
Limited attention has been given to the integrated 
mechanisms through which organizational and 
psychological resources jointly influence perfor-
mance outcomes, particularly in police institu-
tions characterized by hierarchical structures 
and formalized career systems. Recent evidence 
from Indonesian public organizations and police 
institutions likewise emphasizes that leadership, 
ethics, and digital transformation influence per-
formance through organizational mechanisms 
rather than isolated individual factors (Chaidir 
et al., 2025; Marzuki et al., 2025; Oktaviza et 
al., 2025). In addition, the mediating role of ca-
reer development and the contextual influence 
of organizational support remain insufficiently 
examined within public sector and law enforce-
ment settings. Despite the growing importance 
of police professionalism and organizational ef-
fectiveness, limited empirical evidence explains 
how these human capital factors are translated 
into police performance through career devel-
opment across different levels of organizational 
support. These gaps indicate the need for a more 
comprehensive framework capable of explaining 
how human capital factors are translated into 
performance outcomes within institutionalized 
organizational environments.
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Building upon the preceding literature review, 
this study aims to examine how human capital 
factors, namely training and development, self-
efficacy, and career adaptability, contribute to po-
lice performance through the mediating role of 
career development. In addition, this study inves-
tigates whether organizational support strength-
ens or weakens the relationship between career 
development and police performance. By integrat-
ing direct, mediating, and moderating relation-
ships within a single framework, this study seeks 
to provide a more comprehensive explanation of 
performance improvement in hierarchical police 
organizations.

Accordingly, the following hypotheses are for-
mulated to empirically examine the proposed 
relationships:

H1: Training and development are expected to 
contribute significantly to the enhancement 
of career development.

H2: Higher levels of self-efficacy are associated 
with greater career development.

H3: Career adaptability is likely to strengthen in-
dividuals’ career development.

H4: Training and development are predicted to 
improve police performance.

H5: Police officers with stronger self-efficacy tend 
to demonstrate superior performance.

H6: Greater career adaptability leads to im-
proved police performance outcomes.

H7: Career development is proposed to serve as a 
positive predictor of police performance.

H8: Career development functions as an interven-
ing mechanism through which training and 
development enhance police performance.

H9: The relationship between self-efficacy and po-
lice performance operates indirectly through 
career development.

H10: Career development mediates the relation-
ship between career adaptability and police 
performance. 

H11: Organizational support moderates the rela-
tionship between career development and po-
lice performance such that the relationship is 
stronger when organizational support is high.

Drawing upon the theoretical foundations and em-
pirical findings, this study develops an integrated 
conceptual framework to explain police perfor-
mance. The framework combines organizational re-
source factors and individual psychological capaci-
ties to provide a comprehensive explanation of per-
formance outcomes in policing institutions. Training 
and development are positioned as strategic organi-
zational investments, while self-efficacy and career 
adaptability represent critical personal resources 
that shape professional growth and effectiveness.

Figure 1. Conceptual framework

Police 

Performance (Y)

Training and 

Development (X1)

Self-Efficacy 

(X2)

Organizational 

Support (M)

Career Adaptability 

(X3)

Career 

Development (Z)

H8
H9

H10

H1

H4

H5

H6

H2
H7

H3

H11
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Career development is conceptualized as both an 
outcome of organizational and individual resourc-
es and as a mediating mechanism that translates 
these resources into improved police performance. 
In addition, organizational support is incorporat-
ed as a contextual moderator that may strengthen 
the impact of career development on performance 
outcomes. By integrating direct, indirect, and 
moderating relationships within a single model, 
the proposed framework offers a holistic perspec-
tive on how institutional support systems and in-
dividual career resources jointly contribute to sus-
tainable police performance.

The conceptual model derived from this frame-
work is presented in Figure 1.

2. METHOD

This study employed a quantitative cross-sectional 
survey design to examine the direct, mediating, 
and moderating relationships proposed in the 
conceptual framework. A quantitative approach 
was considered appropriate because it allows for 
the simultaneous testing of multiple hypotheses 
and structural relationships among latent vari-

ables, which is consistent with research practices 
in organizational behavior and public manage-
ment studies.

The population consisted of 500 active police of-
ficers serving in Aceh Province, Indonesia, dur-
ing June–August 2025. A census approach was 
applied to ensure comprehensive coverage of the 
target population, resulting in 325 valid respons-
es. Stratification based on rank, unit assignment, 
and years of service was implemented to enhance 
representativeness and reduce sampling bias. In 
addition to the primary constructs, demographic 
information including gender, age, marital status, 
educational background, and length of service was 
collected to provide contextual insight and to en-
sure that the sample adequately reflected the char-
acteristics of the police force. The demographic 
distribution of respondents is presented in Table 1.

Data were collected using a structured question-
naire consisting of six sections corresponding to 
the study variables: training and development 
(X1), self-efficacy (X2), career adaptability (X3), 
career development (Z), police performance (Y), 
and perceived organizational support (M). All 

Table 1. Respondent demographics

Category Characteristic Frequency Percentage (%)

Gender

Male 311 96%

Female 14 4%

Total 325 100%

Age

20–30 years 61 18.8

31–40 years 90 27.7

41–50 years 103 31.7

51 years and above 71 21.8

Total 325 100.0

Marital Status

Single 51 15.7

Married 268 82.5

Widower 6 1.8

Widow 0 0.0

Total 325 100.0

Highest Educational Level

Senior High School/Vocational 207 63.7

Diploma (D1/D2/D3) 2 0.6

Bachelor’s Degree (S1) 95 29.2

Postgraduate (S2/S3) 21 6.5

Total 325 100.0

Years of Service as Police Officer

Less than 10 years 56 17.2

11–20 years 98 30.2

21–30 years 108 33.2

More than 31 years 63 19.4

Total 325 100.0

Note: n = 325.
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measurement instruments were adapted from es-
tablished theoretical and empirical sources as well 
as relevant institutional regulations. The number 
of items retained for each construct was adjusted 
to suit the specific context of this research while 
preserving the conceptual foundations of the orig-
inal scales. All constructs were measured using a 
five-point Likert scale ranging from 1 (strongly 
disagree) to 5 (strongly agree). 

Training and development were operationalized 
using eight items adapted from Loewenstein and 
Spletzer (1999), capturing both general (transfer-
able) and organization-specific training dimen-
sions, including skill enhancement, productivity 
improvement, and adaptability to job demands. 

Self-efficacy was measured using seven items de-
rived from the Occupational Self-Efficacy frame-
work developed by Rigotti et al. (2008), reflecting 
individuals’ confidence in managing work chal-
lenges and performing effectively under pressure. 

Career adaptability was assessed using seven indi-
cators based on the conceptualization proposed by 
Savickas and Porfeli (2012), emphasizing concern 
for future career preparation, control over career 
decisions, exploration of opportunities, and confi-
dence in handling career-related challenges.

Career development was evaluated using seven 
items adapted from Shashi and Singh (2024), fo-
cusing on structured career planning, institution-
al support, competency development, and long-
term professional growth.

Police performance was measured using nine 
indicators derived from Indonesian National 
Police regulations (Perkap No. 6/2020; Perkap 
No. 14/2011) (Perkap, 2020, 2011), including work 
achievement, service orientation, integrity, disci-
pline, commitment, cooperation, leadership, com-
pliance with professional standards, and account-
ability, representing professionalism, service qual-
ity, and contribution to organizational objectives.

Perceived organizational support was captured 
using seven items adapted from Eisenberger et al. 
(1986), assessing employees’ perceptions of orga-
nizational appreciation, recognition, and concern 
for their well-being. 

A pilot test involving 30 respondents was conduct-
ed to ensure clarity, relevance, and preliminary 
reliability of the instrument, followed by minor 
wording revisions. Data were collected electroni-
cally between June and August 2025. Participation 
was voluntary, and informed consent was ob-
tained from all respondents. Each construct was 
modeled as a latent variable with multiple reflec-
tive indicators. Internal consistency reliability was 
assessed using Cronbach’s alpha with a threshold 
of 0.70. Convergent validity and discriminant va-
lidity were evaluated using composite reliabil-
ity (CR), average variance extracted (AVE), and 
the Fornell–Larcker criterion within a structural 
equation modeling (SEM) framework.

Data analysis proceeded in three stages. First, de-
scriptive statistics were generated to examine re-
spondent characteristics and variable distribu-
tions. Second, the measurement model was evalu-
ated to confirm reliability and validity. Third, the 
structural model was tested to examine hypoth-
eses H1–H11. Mediating effects were analyzed us-
ing bootstrapping procedures as recommended by 
Preacher and Hayes (2008), while moderating ef-
fects were examined through an interaction term 
between career development and perceived orga-
nizational support. All statistical analyses were 
conducted using SPSS and SmartPLS 4.

The study received ethical approval from the 
Research Ethics Committee, Faculty of Economics 
and Business, Syiah Kuala University (Approval 
No. 2144/UN11/KPT/2024). Participation was 
voluntary, confidentiality and anonymity were 
ensured, and findings were reported in aggregate 
form. As a cross-sectional survey relying on self-
reported data, the study is subject to limitations 
related to causal inference and potential common 
method bias. Therefore, the generalizability of the 
findings is confined to the institutional context ex-
amined in this study.

3. RESULTS 

Figure 2 illustrates the structural equation model 
estimated using SmartPLS. The diagram presents 
the relationships among the latent constructs, in-
cluding training and development (X1), self-effica-
cy (X2), career adaptability (X3), career develop-
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ment (Z), organizational support (M), and police 
performance (Y). The path coefficients (β) are dis-
played on the arrows, while R² values are reported 
inside the endogenous constructs. Indicator load-
ings are attached to each construct, showing that 
all measurement items meet the minimum thresh-
old of 0.70, thereby confirming convergent validity.

Table 2 shows that all indicators achieved satisfac-
tory outer loadings, meeting the recommended 
0.70 threshold. Minor deviations within the or-
ganizational support construct remain within ac-
ceptable limits (Hair et al., 2022). These findings 
confirm strong indicator reliability and establish 
convergent validity across all constructs.

The Fornell–Larcker criterion was applied to as-
sess discriminant validity. As shown in Table 3, 
the square root of AVE (diagonal values) for each 
construct is greater than the inter-construct cor-
relations (off-diagonal values). This indicates that 
each construct is empirically distinct from the 
others, thus satisfying the discriminant validity 
requirement (Fornell & Larcker, 1981).

The results presented in Table 4 show that 
Cronbach’s Alpha and Composite Reliability (CR) 
values for all constructs exceed the recommend-
ed threshold of 0.70, while the Average Variance 
Extracted (AVE) values are greater than 0.50. 
These findings confirm both internal consistency 

Figure 2. Structural model 

Self-Efficacy

(X2)

Career

Adaptability (X3)

Training &

Development

(X1)

Career

Development (Z)

R² = 0.896

Organizational

Support (M)

Police

Performance (Y)

R² = 0.875

β = 0.609

β = 0.269

β = -0.041 (ns)

β = 0.387

β = 0.262

β = 0.488

β = -0.119 (ns)

Moderated by M

β = -0.113 (ns)

Table 2. Outer loadings results

Construct Indicator Outer Loading Remark

Training & Development (X1) X1.1-X1.8 0.786 – 0.949 All > 0.70 (Valid)

Self-Efficacy (X2) X2.1-X2.7 0.876 – 0.924 All > 0.70 (Valid)

Career Adaptability (X3) X3.1-X3.7 0.777 – 0.907 All > 0.70 (Valid)

Career Development (Z) Z1-Z7 0.786 – 0.924 All > 0.70 (Valid)

Organizational Support (M) M1-M7 0.678 – 0.918 Acceptable

Police Performance (Y) Y1-Y10 0.756 – 0.927 All > 0.70 (Valid)

Table 3. Fornell–Larcker criterion

Construct X1 X2 X3 Z M Y

Training & Development (X1) 0.88

Self-Efficacy (X2) 0.61 0.90

Career Adaptability (X3) 0.57 0.63 0.85

Career Development (Z) 0.66 0.68 0.71 0.89

Organizational Support (M) 0.49 0.52 0.54 0.58 0.86

Police Performance (Y) 0.72 0.75 0.69 0.77 0.61 0.89
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reliability and convergent validity of the measure-
ment model (Nunnally & Bernstein, 1994; Hair et 
al., 2022).

The coefficient of determination (R²) was used to 
evaluate the explanatory power of the model. As 
shown in Table 5, career development (Z) had an 
R² of 0.896, and police performance (Y) had an R² 
of 0.875. Following Chin (1998), these values in-
dicate very strong explanatory power, suggesting 
that the exogenous variables explain a substantial 
proportion of variance in the endogenous con-
structs. In particular, Chin (1998) suggests that 
R² values of 0.67, 0.33, and 0.19 can be considered 
substantial, moderate, and weak, respectively, in 
the context of PLS-SEM.

Table 5. Inner model (R² values)

Endogenous 

Construct
R² Interpretation

Career Development (Z) 0.896 Strong explanatory power

Police Performance (Y) 0.875 Strong explanatory power

Table 6 presents the results of the direct effects 
analysis. Training and development (X1) signifi-
cantly influences both career development (β = 
0.387, p < 0.001) and police performance (β = 
0.262, p < 0.001), indicating that structured train-
ing initiatives enhance officers’ career progression 
and job performance. This finding reinforces the 
strategic role of human capital investment in pub-
lic sector organizations, where formalized train-
ing systems function as institutional mechanisms 
for capability enhancement and performance 
standardization.

Self-efficacy (X2) also demonstrates a strong posi-
tive effect on career development (β = 0.609, p < 
0.001) and performance (β = 0.269, p < 0.001). This 
suggests that individual psychological resources 
remain critical drivers of career advancement and 
effectiveness, even within hierarchical public in-

stitutions. Officers with higher confidence in their 
abilities are more proactive and resilient, which 
translates into improved performance outcomes.

Career development (Z) exerts a substantial posi-
tive impact on police performance (β = 0.488, p 
< 0.001), confirming its central mediating role in 
the model. Perceived fairness in promotion sys-
tems and structured career pathways appear to 
strengthen motivation and engagement, thereby 
enhancing performance.

In contrast, career adaptability (X3) does not sig-
nificantly affect either career development (β = 

−0.041, p > 0.05) or performance (β = −0.091, p > 
0.05). This finding suggests that in highly formal-
ized and rule-based institutions such as the police, 
individual adaptability may have limited influence 
on career progression and performance, which are 
largely determined by institutionalized structures.

Similarly, organizational support (M) shows 
no significant direct effect on performance (β = 

−0.119, p > 0.05). This may indicate that in public 
bureaucracies, organizational support is perceived 
as a normative obligation rather than a discretion-
ary resource, thereby reducing its motivational 
salience.

The mediation analysis using bootstrapping (Table 
7) confirms that career development (Z) signifi-
cantly mediates the relationship between training 
and development (X1) and performance (Y) (β = 
0.189, p < 0.001), as well as between self-efficacy 
(X2) and performance (Y) (β = 0.297, p < 0.001). 
These findings indicate that career development 
functions as a critical transmission mechanism 
through which both organizational investment 
(training) and individual psychological resourc-
es (self-efficacy) translate into improved perfor-
mance. Thus, performance enhancement in po-
licing institutions is not driven solely by skill ac-

Table 4. Composite reliability and AVE

Construct Cronbach’s Alpha CR AVE

 Training & Development (X1) 0.94 0.95 0.78

Self-Efficacy (X2) 0.95 0.96 0.82

Career Adaptability (X3) 0.93 0.94 0.72

Career Development (Z) 0.94 0.95 0.79

Organizational Support (M) 0.92 0.93 0.74

Police Performance (Y) 0.95 0.96 0.80
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quisition or confidence, but by the extent to which 
these factors are institutionalized within struc-
tured career systems.

In contrast, career development does not medi-
ate the relationship between career adaptability 
(X3) and performance (Y) (β = −0.020, p > 0.05). 
This result suggests that within highly formalized 
and hierarchical public organizations, individual 
adaptability has limited leverage in shaping career 
progression and, consequently, performance out-
comes. Institutionalized promotion mechanisms 
may constrain the extent to which personal adapt-
ability can influence structured career trajectories.

 Table 8 reports that organizational support (M) 
significantly moderates the relationship between 
career development (Z) and police performance 
(Y) (β = −0.095, t = 2.346, p < 0.05). The negative 
coefficient indicates a weakening interaction ef-
fect, meaning that the positive influence of career 
development on performance diminishes as per-
ceived organizational support increases.

This result suggests that within highly institu-
tionalized public organizations such as the police, 
organizational support may operate as a baseline 
structural condition rather than as an addition-
al motivational enhancer. When support sys-
tems are perceived as strong and standardized, 
the marginal contribution of career develop-
ment to performance becomes less pronounced. 
Conversely, under lower levels of perceived sup-
port, career development assumes a more critical 
motivational role.

From a theoretical standpoint, this finding aligns 
with the substitutes for leadership perspective, 
which posits that certain organizational condi-
tions can substitute for or neutralize the effects 
of other performance-enhancing mechanisms. In 
this context, institutionalized organizational sup-
port appears to partially substitute for the motiva-
tional function of career development. Moreover, 
from a resource-based perspective, when orga-
nizational support is widely accessible and stan-
dardized, its strategic value as a differentiating re-
source diminishes, thereby weakening its interac-
tive impact on performance.

Table 8. Moderation analysis

Moderation 
Path

β t-value p-value Decision

Z × M → Y –0.095 2.346 0.019 Supported

4. DISCUSSION

The findings of this study provide important in-
sights into how individual and organizational 
factors jointly shape police performance within 
a bureaucratic institutional context. The results 
indicate that training and development signifi-
cantly improve police performance. This suggests 
that structured learning systems remain a critical 
mechanism for enhancing operational effective-
ness, particularly in environments where proce-
dural accuracy and standardization are essential. 
In the policing context, training does not merely 
enhance technical competence but also reinforc-
es consistency and compliance with institutional 
standards. This finding is consistent with previous 

Table 6. Direct effect results

Path β t-value p-value Decision

X1 → Y (Training → Performance) 0.262 4.10 < 0.001 Supported

X2 → Y (Self-Efficacy → Performance) 0.269 4.22 < 0.001 Supported

X3 → Y (Adaptability → Performance) –0.091 1.02 0.307 Rejected

X1 → Z (Training → Career Development) 0.387 6.02 < 0.001 Supported

X2 → Z (Self-Efficacy → Career Development) 0.609 9.12 < 0.001 Supported

X3 → Z (Adaptability → Career Development) –0.041 0.87 0.385 Rejected

Z → Y (Career Development → Performance) 0.488 7.15 < 0.001 Supported

Table 7. Mediation analysis

Mediation Path β Indirect t-value p-value Decision

X1 → Z → Y 0.189 4.88 <0.001 Mediation Supported
X2 → Z → Y 0.297 6.21 <0.001 Mediation Supported
X3 → Z → Y –0.020 0.72 0.472 Mediation Rejected
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studies (Salas et al., 2012; Blumberg et al., 2019), 
but the present study further highlights its role 
as a stabilizing mechanism within hierarchical 
organizations.

Self-efficacy was also found to have a strong posi-
tive effect on performance. This indicates that offi-
cers’ confidence in their capabilities plays a crucial 
role in determining how effectively they perform 
under pressure. In high-risk situations, such as law 
enforcement operations, confidence appears to di-
rectly influence decision-making quality and per-
sistence. While prior research has established the 
general importance of self-efficacy (Stajkovic et al., 
2018), the current findings suggest that its role is 
particularly pronounced in policing, where uncer-
tainty and risk are inherent in daily tasks.

Similarly, career adaptability was not found to have 
a significant direct effect on either police perfor-
mance (β = −0.091, p = 0.307) or career develop-
ment (β = −0.041, p = 0.385). These findings suggest 
that adaptability may not function as a critical de-
terminant of performance within the institutional 
context of policing. Unlike occupations character-
ized by high levels of autonomy and rapidly chang-
ing career trajectories, police organizations operate 
within highly formalized structures where roles, 
procedures, and promotion systems are largely gov-
erned by institutional regulations. As a result, indi-
vidual adaptability may have limited opportunities 
to translate into measurable performance outcomes.

This finding contrasts with studies that identify ca-
reer adaptability as an important predictor of work 
performance (Rudolph et al., 2017; Hirschi et al., 
2018). However, it is consistent with the argument 
that the effectiveness of adaptability depends on 
contextual conditions. In highly bureaucratic or-
ganizations, performance may be influenced more 
strongly by formal training, professional compe-
tence, and institutional career systems than by in-
dividuals’ capacity to adjust to changing circum-
stances. Therefore, adaptability alone may not be 

sufficient to enhance performance when organiza-
tional structures provide limited discretion for in-
dividual initiative.

The mediation analysis further supports this inter-
pretation. While career development significantly 
mediated the relationships between training and 
performance and between self-efficacy and per-
formance, the indirect effect of career adaptability 
on performance through career development was 
not statistically significant (β = −0.020, p = 0.472). 
This result indicates that career development does 
not serve as a mechanism through which adapt-
ability influences police performance. One possi-
ble explanation is that career advancement within 
police institutions is primarily determined by for-
mal requirements, professional qualifications, and 
organizational policies rather than by adaptive ca-
reer behaviors. Consequently, officers with higher 
adaptability do not necessarily experience greater 
career development opportunities or improved per-
formance outcomes.

These findings provide an important contextual 
contribution to the career development literature by 
suggesting that the role of career adaptability may 
vary across institutional settings. While adaptabil-
ity is often considered a valuable personal resource 
in dynamic and boundaryless career environments, 
its influence may be less pronounced in hierarchi-
cal public organizations characterized by standard-
ized career structures and formalized advancement 
mechanisms.

Overall, this study demonstrates that police perfor-
mance is not solely determined by individual com-
petence or organizational investment, but by the 
interaction between these factors and institutional 
mechanisms such as career development and orga-
nizational support. The findings contribute to the 
literature by offering a more context-sensitive ex-
planation of performance dynamics in hierarchical 
public organizations and by highlighting the poten-
tial paradoxical role of organizational support.

CONCLUSION

This study examined the effects of training and development, self-efficacy, and career adaptability on 
police performance, with career development serving as a mediating variable and organizational sup-
port acting as a moderating factor.
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The findings indicate that training and development and self-efficacy significantly enhance police per-
formance both directly and indirectly through career development. In contrast, career adaptability did 
not have a significant effect on either career development or police performance, and its indirect effect 
through career development was also statistically non-significant. These findings suggest that adapt-
ability may have limited relevance in highly formalized policing environments where career advance-
ment and performance are primarily governed by institutional procedures and structured organiza-
tional systems.

The results further demonstrate that career development serves as an important mediating mechanism 
linking training and development and self-efficacy to police performance. This highlights the role of 
structured career systems in translating organizational investments and individual psychological re-
sources into improved performance outcomes. In addition, organizational support was found to weaken 
the relationship between career development and performance, indicating a negative moderating effect.

Overall, the study concludes that police performance is shaped by the interaction between organiza-
tional investments, individual capabilities, and institutional career mechanisms. The findings contrib-
ute to the literature by demonstrating that the effectiveness of career-related factors may vary across 
organizational contexts and by highlighting the potentially paradoxical role of organizational support 
in hierarchical public-sector institutions.
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