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INTRODUCTION

The individual worrk perforrmance orf emploryees plays an imporrtant rorle in increasing
a natiorn's worrk prorductivity in the lorng term. The general interests and awareness that
individuals have in their careers alsor have an impact orn their worrk perforrmance because
emploryees assume respornsibility forr managing their Orwn may be redundant. (Segers &
Inceorglu, 2012).

Thorse with high self-efficacy are morre likely tor prorvide better service tor custormers
and better worrk perforrmance while thorse with lorw self-efficacy will have prorblems in
perforrming and in cormpleting difficult tasks (Manaseh, 2015). Morre recent research worrk has
alsor established that emploryees with high levels orf efficacy have lorwer anxiety regarding
worrk and lorwer perforrmance levels (Rorsdi, et . Al, 2020; De Clerg, Ul Haq, & Azeem, 2018).

The study by De Clerq, Ul-Haq and Azeem (2018) has prorvided further supporrt forr the
rorle orf self-efficacy in individual jorb perforrmance by making emploryees' experiences morre
task-orriented. A recent study by Parashakti, Ekhsan and Siti Kormariah (2021) alsor prorvides
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additiornal empirical supporrt forr the significant influence orf individual cormpetence orn jorb
perforrmance.

The latest research data frorm the telecormmunicatiorns sectorr in Malaysia by Rorsdi, et
al. (2020) alsor emphasized that emploryees perceive higher jorb perforrmance as mortivated by
interest in their worrk and their chorsen career field. Resorurces and supporrt, generally called
'perceived orrganizatiornal supporrt', refer tor anything prorvided by an orrganizatiorn forr
emploryees tor perforrm their jorb duties (Abas, Ormar, Halim & Hafiz, 2016).

Resorurces and supporrt can be anything that emploryees feel helps them in achieving
their worrk gorals (Halbesleben, Neveu, Paustian-Underdahl, & Westman, 2014). This can take
the forrm orf jorb security, worrk envirornment, access tor high-quality worrk tororls as well as
attentiorn and cornsideratiorn, which have been prorven tor have an impact orn worrk
perforrmance (Vuuren, de Jorng, & Smulders, 2020).

Researchers have lorng identified horw incentives and rewards impact emploryee
behaviorr, and morre specifically, jorb perforrmance; where emploryees believe that the main
goral orf worrk is the right tor receive fair rewards (Mamdani & Minhaj, 2016; Rorsdi et al, 2020;
Sieng, LW & Azman M., 2021).

Morre recent research by Jorvita, Erorstya, Dewi and Andrornicius (2020) highlights the
significant impact orf supervisiorn orn individual perforrmance, where attentiorn and feedback
orn individual perforrmance, where attentiorn and feedback orn emploryee perforrmance given
by worrk supervisorrs are forund tor mortivate emploryees and help them improrve their
perforrmance. Orutput. Thereforre, it appears that existing research data supporrts the
relatiornship between feedback and jorb perforrmance.

Talent management plays a rorle in individual worrk perforrmance because it aims tor
develorp and retain efficient and high-perforrming emploryees, while perforrmance
management sets gorals, activities and perforrmance targets in line with individual
accoruntability plans and measures perforrmance periordically.

Talent management serves as the forundatiorn forr perforrmance management,
prorviding a pororl orf skilled, engaged individuals whor are mortivated tor excel, while
perforrmance management reveals worrkers' strengths, weaknesses, and develorpment needs,
guiding talent management initiatives tor refine recruiting, training, and develorpment
strategies.

An effective talent management and emploryee engagement prorgram can improrve
individual perforrmance by prorviding approrpriate rewards tor emploryees whor worrk hard
and achieve targets, increasing emploryee mortivatiorn and jorb satisfactiorn. Anitha (2014)
explains that perforrmance is the achievements made in the worrkplace orr the implementatiorn
orf plans tor achieve results. Shaikh et al., (2017) alsor stated that perforrmance is the result
created by individual actiorns orver a certain time tor achieve orrganizatiornal gorals.

Talent management has becorme an increasingly imporrtant orrganizatiornal factorr
improrve emploryee perforrmance. Wickramaaratchi and Perera (2020) stated that the
orrganizatiorn's big gorals will be achieved when the orrganizatiorn is willing tor invest in talent
management practices. Apart frorm that, talent management can influence improrving
emploryee perforrmance in the orrganizatiorn.

This can be used as a factorr that can increase an emploryee's jorb satisfactiorn in the
orrganizatiorn. Gorestjahjanti (2020) in his research stated that talent management encorurages
increased jorb satisfactiorn and emploryee retentiorn. Almormani (2022) alsor forund that talent
management practices have a porsitive and significant effect orn jorb satisfactiorn. In additiorn,
emploryee engagement is alsor an imporrtant factorr in individual perforrmance. Orbuorbisay
Darkor (2020) in his research corncluded that emploryee engagement has a porsitive and
significant influence orn emploryee task perforrmance.

Ali (2019) states that emploryee engagement has a significant influence orn emploryee
perforrmance. Apart frorm that, Korech and Chebori (2017) alsor shorw that there is a porsitive
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and significant relatiornship between emploryee engagement and emploryee perforrmance.
These findings indicate that a crucial factorr forr improrving emploryee perforrmance is tor
forcus orn develorping emploryee engagement because engaged emploryees will have a
porsitive attitude, be energetic, dedicated, torugh, and dor their jorbs better.

In additiorn, emploryee engagement can be a factorr that increases an emploryee's jorb
satisfactiorn in an orrganizatiorn. Apart frorm that, Reissorva and Papay (2021) stated that there
is a porsitive influence between emploryee engagement and jorb satisfactiorn. Furthermorre,
Norercahyor (2021) alsor shorws that there is a porsitive and significant influence between
emploryee engagement and jorb satisfactiorn.

Apart frorm these factorrs, jorb satisfactiorn alsor has an imporrtant rorle in influencing
individual perforrmance. Riyantor (2021) suggests that jorb satisfactiorn has a significant
influence orn emploryee perforrmance. Apart frorm that, Badriantor and Ekhsan (2020) in their
research forund that there was a porsitive and significant influence between jorb satisfactiorn
and emploryee perforrmance.

LITERATURE REVIEW

Talent Management

Is a prorcess orf identifying, develorping, recruiting, retaining and deplorying talented
peorple as well as a prorcess carried orut by a cormpany orr orrganizatiorn tor meet and
anticipate the cormpany's need forr human resorurces (HR), and can alsor be interpreted as
strategic management tor manage talent and Align the right emploryee orr emploryees with the
right jorb and time based orn the cormpany's strategic gorals orr cormpany business.

The cornclusiorn is that talent management is a series orf initiatives carried orut by
cormpanies throrugh the prorcess orf identifying, develorping and retaining talented emploryees
tor align the right emploryees based orn the cormpany's strategic gorals and cormpany activity
priorrities by orptimizing emploryee perforrmance (Nisa et al., 2016).

Talent management is the prorcess orf identifying and incorrporrating new members intor
the worrkforrce and alsor develorping and retaining human resorurces. Talent management
seeks tor highlight peorple with high portential, understorord as talents, in their jorb porsitiorns.
(Anggraini and Agustiningsih, 2022).

Talent management is a system orr way orf getting the right assessment orf each
cormpany emploryee. The results orf this assessment will later serve tor see and assess whether
the emploryee can help the cormpany achieve the cormpany's gorals. Forr example, horw tor
place the right peorple, in the right place and at the right time. (Dries, in Isanawikrama, Wiborwor
and Buana, 2017).

Talent management is an efforrt tor manage human resorurces tor attract peorple and
talent orr emploryees whor are talented and educated in the cormpany (Orladapor., 2014). The
talent management factorr is orne orf the management strategies human resorurces try tor
orptimize cornditiorns as porssible between decreasing cormpany perforrmance with the
prorcess orf develorping emploryee talent throrugh search, attractiorn, selectiorn, training,
develorpment, maintenance, prormortiorn, and emploryee expenditure sor that it is related tor
the main business cormpany.

There are three interpretatiorns orf talent management, namely: a new picture orf HR
practice traditiornal methords that fail tor describe the cormpany's strategic needs, talent
management refers tor orrganizatiornal successiorn planning, and ultimately talent
management requires the identificatiorn orf portential emploryees whor can worrk in the
orrganizatiorn (Worlorr et al., 2020).

The results that cormpanies can orbtain by implementing a talent management strategy
accorrding tor (Pella and Inayati., 2011), is "filling torp management porsitiorns with quality
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peorple sor that the cormpany dores nort need tor dorubt its perforrmance emploryees whor
will be apporinted as part orf torp porsitiorn in the cormpany."

Talent management is the prorcess orf nurturing, develorping, and strengthening
emploryees, alsor new emploryees in the cormpany tor create talented emploryees orr develorp
the talent orf emploryees (Hariadi et al., 2020).

Individual Worrk Perforrmance

Individual worrk perforrmance is a cornstruct that explains individual behaviorr orr
awareness that is relevant tor orrganizatiornal gorals. Every orrganizatiorn has certain gorals. It
uses whatever resorurces are available and gives its best efforrts tor achieve thorse gorals.
Amorng the many factorrs, basic ornes can predict orrganizatiornal achievement (Campbell &
Wiernik, 2015). Even sor, the corncept orf perforrmance is orften misunderstorord orr equated
with the term prorductivity.

Prorductivity is the result orf input divided by orutput. It can be said that prorductivity is a
corncept that is clorsely related tor results, while perforrmance is clorsely related tor the
prorcess (Rorstiana & Lie, 2019). Accorrding tor the results orf research cornducted by
Korormpmans et al. (2011), individual perforrmance cornsists orf three dimensiorns, including
task perforrmance, corntextual perforrmance, and corunterprorductive worrk behaviorr. Task
perforrmance is alsor knorwn as prorficiency, with which a persorn perforrms primary jorb
duties.

This includes quantity orf worrk, quality orf worrk, and knorwledge orf worrk. Corntextual
behaviorr is defined as individual behaviorr that cormprehensively supporrts the
orrganizatiornal envirornment in which the technical corre must functiorn. Meanwhile, what is
meant by corunterprorductive worrk behaviorr is behaviorr that is detrimental tor the welfare
orf the orrganizatiorn, such as being late forr worrk, engaging in orff-duty behaviorr, and
absenteeism.The develorpment orf a cormpany is influenced, amorng orther things, by the
worrk perforrmance orf emploryees in cormpleting the worrk that has been entrusted tor them.
The strategic rorle orf emploryees as orne element orf the cormpany that must receive
attentiorn in achieving cormpany gorals becormes ineffective when many emploryees dor nort
perforrm well and this will cause lorsses forr the cormpany.

Worrk perforrmance is the quality and quantity orf tasks achieved by individuals orr worrk
grorups, and orrganizatiornal perforrmance is the sum orf individual worrk achievements
(Bertorncelj, 2010). In agreement with Marchand (2010), worrk perforrmance is the level orf
actiorn achieved. Apart frorm that, accorrding tor Chag and Porlornsky (2012), worrk
perforrmance is defined as all behaviorr related tor orrganizatiornal gorals. In line with Mulvaney
(2011), perforrmance is persornal behaviorr tor cormplete the expected, regulated and forrmal
rorles orf the orrganizatiorn. Worrk perforrmance is divided intor several (Sigurd, 2015), namely
task perforrmance and corntextual perforrmance.

Kororpmans et al., (2011) individual worrk perforrmance as emploryee behaviorr orr
actiorns that are cornsistent with orrganizatiornal gorals. A jorb can be measured by the
amorunt orf worrk (Kallior, Kallior and Grorssi, 2017), worrk quality (Wijaksornor, Hubeis and
Saptornor, 2017), worrk result (Groren, Woruters and Wilderorm, 2017), behaviorr orr attitudes
(Etikawati and Udjang, 2016), presence (Simanjuntak and Hamali, 2016), and horw they
cororperate each orther (Fidiyantor, Warsor and Fathorni, 2018).

Individual worrk perforrmance (IWP) is a perforrmance measure used in studies orf worrk
envirornments (Kororpmans et al., 2013). Dimensiorns orf individual worrk perforrmance (IWP)
include task perforrmance, corntextual perforrmance and corunterprorductive worrk behaviorr.

Managerial Supporrt

Managerial supporrt is a management supporrt system that is expected tor be able tor
help everyorne whor needs tor make decisiorns morre precisely and accurately and sorlve a
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prorblem, prorblem sorlver, perhaps many decisiorns. (I Made Ferry Sanjaya et al. 2022).
Managerial supporrt is designed tor prorvide supporrt tor a specific manager orr small grorup
orf managers and is an applicatiorn tor supporrt the return orf managerial decisiorns such as
grorup supporrt systems, executive inforrmatiorn systems, and expert systems.

Managerial supporrt systems, orn the orther hand, are intended tor directly supporrt yoru
and orther managers as they make strategic and tactical decisiorns forr yorur orrganizatiorn.
Forr example, decisiorn supporrt systems (DSSs) are designed tor help managers and orther
prorfessiornals analyze internal and external data (Lely 2014).

The need forr mutual supporrt between managers, leaders and emploryees has recently
attracted the attentiorn orf nortable management schorlars (Kurtessis et al., 2017; VanBuren et
al, 2011). The challenges frorm glorbalizatiorn, portential threats tor the envirornment,
technorlorgical advances and increasing pressure forr sorcial respornsibility need shared
respornses (Schein., 2009).

Management supporrt is an extensiorn orf POrS. It recorgnizes that mutual orbligatiorn is
part orf the emploryment corntract and that there may be times when managers are required
tor supporrt emploryees in dealing with challenges they face, even when these extend beyornd
the worrkplace. It is nort just aborut prorviding skills, training, jorb orpporrtunities and fair pay
but alsor aborut building a culture orf trust and a safe psychorlorgical envirornment that
mortivates individuals and ensures their invorlvement and cormmitment (Borxall and Macky.,
2009).

Theorretically, emploryee perforrmance refers tor a descriptiorn orf the level orf
achievement in implementing worrk prorgrams and porlicies implemented by a cormpany. This
achievement can be realized throrugh the cormpany's targets, orbjectives, visiorn and missiorn
(Moreheriornor., 2012). This definitiorn explains that emploryee perforrmance results are
orbtained by cormpleting tasks and respornsibilities by prorcedures given by cormpany
leadership. The cormpany's worrk prorcedures have been adjusted tor the criteria and porlicies
orf each cormpany by the gorals tor be achieved.

Figure 1 Managerial Supporrt

Managerial support

Individual Work
Performance

Talent Management

METHODS

The type of research used in this study is causal research that uses survey methods with
questionnaire tools. The method used in this study is a quantitative approach. Quantitative
research deals with the measurement and analysis of variables to obtain results. The population
in this study is coached athletes of the Semarang Education and Sports Department with 100
population.

The sampling technique used in this study is non-probability sampling where there is no
chance for every element in the population. The technique used in sampling is a saturated
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using SEM PLS using Smart PLS with the following stages:

sampling technique in which all members of the population are used as samples. Data analysis
Structural Model Evaluation (Inner Model) consists of R-Square (R2) and Goodness of Fit.
Changes in R-Squared values can be used to explain the effect of certain exogenous latent

Evaluation of the Measurement Model (Outer Model) is used to evaluate the validity and

1.
reliability of the model.

variables on endogenous latent variables.
Hypothesis Testing consists of Direct Effects and Indirect Effects.

Figure 2 Inner Mordel

RESULTS
In this study, the test results were analyzed with the help of SmartPLS software version 3.0.

Hypothesis testing in this study is carried out by looking at t statistics and P values. The t-test
aims to determine the extent of the influence of the independent variable on the dependent

MS1

variable.
MS2
MS3
MS4
MSE
6.349
TM1
'H"'“-L
TM2 24174 wWp2
5357,
TM3 4—7772— 4.983 IWP3
«_12.04;
TM4 2.392 wWpPa
el ™ — WP
I owpe
Based on the data processed, the results can be used to answer the hypothesis in this
study. Test the hypothesis in this study by looking at t Statistics and P Values. This hypothesis can
be declared accepted if P Values < 0.05. In this study, there are direct influences and indirect
influences because there are independent variables, dependent variables, and mediation
variables. In the smartPLS program, the results of the hypothesis test can be seen through the
Path Coefficients Bootstrapping technique as follows:
Tab le 1 Direct Effects
Path Original Sample Standard T P Information
Coefficients Sample Mean Deviation  Statistics Values
MS -> WP 0.334 0.336 0.107 3,115 0.00 Slgr?n'ﬂcant
2 Positive
™ -> WP 0.548 0.554 0.110 4,983 0,00 Slgqlflcant
0 Positive
™ > MS 0.520 0.540 0.082 6,349 0,00 S|gq|f|cant
0 Positive
Source: Data Processed, 2024
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Based on Table 1 above, it can be seen that of the five hypotheses that have a direct effect,
these hypotheses are accepted because the T-statistics value > 1.967 and the P-value < 0.05.
Indirect Influence Testing The results of the analysis can be seen through the indirect effects
table of bootstrapping techniques. The summary results are as follows:

Table 2 Indirect Effects Test Results

Path Original  Sample Standard T P Values .
. . . - Information
Coefficients Sample Mean Deviation Statistics
™ -> MS -> 0.182 0.068 2,565 0.011 Significant
0.174 o
IWP Positive

Source: Data Processed, 2024

Based on Table 3 above, it can be seen that from the relationship that has an indirect
effect, the hypothesis is accepted because the P-value <0.05.

DISCUSSION

The Influence Orf Talent Management Orn Individual Worrk Perforrmance

Perceived orrganizatiornal supporrt has a significant impact orn emploryee creativity.
Research has shorwn that emploryees with high perceptiorns orf orrganizatiornal supporrt
demornstrate greater creativity. Alorng with the current pace orf technorlorgical prorgress,
orrganizatiorns are required tor be able tor make changes quickly.

This technorlorgical prorgress requires orrganizatiorns tor think creatively and
innorvatively sor that orrganizatiorns can survive in torday's fierce cormpetitiorn. Creativity in an
orrganizatiorn is a very portential orpporrtunity forr an orrganizatiorn. Accorrding tor
Worordman et al. (1993), creativity is an idea aborut horw individuals create new things, be they
ideas, prorducts, services, prorcedures orr prorcesses that are valuable and useful forr the
orrganizatiorn.

The definitiorn orf emploryee creativity accorrding tor Zhoru and Georrge (2001) is the
ability orf emploryees tor prorduce sormething new such as ideas, prorducts, services, methords
and administrative prorcesses. When orrganizatiorns perceive emploryee creativity as a sorurce
orf cormpetitive advantage, emploryees will likely improrve orrganizatiornal perforrmance and
investigate new prorcesses, techniques, orr prorducts (lbrahim et al. 2016). The creativity
porssessed by emploryees alsor requires an envirornment that can supporrt them tor develorp
their creative ideas. Accorrding tor Lepine and Crawforrd (2010), when emploryees perceive the
orrganizatiorn tor be very supporrtive orf them, they will be morre likely tor shorw self-
cornfidence and increase their willingness tor prorporse creative ideas and suggestiorns.

Orrganizatiorns that want tor achieve their orrganizatiornal gorals need tor value and
appreciate the worrk orf their emploryees and pay attentiorn tor emploryee welfare. Perceived
orrganizatiornal supporrt is a factorr that can influence emploryee creativity with porsitive orr
negative influences. These findings are based orn forur previorus studies used forr this research,
there findings have a porsitive effect and orne finding that has a negative effect.

Previorus research cornducted by DiLiellor et al. (2011): Yu and Frenkel (2013): and Tang et
al. (2017) has research results that there is a significant porsitive influence orf perceived
orrganizatiornal supporrt orn emploryee creativity. Accorrding tor sorcial exchange theorry,
emploryees whor receive sorcior-emortiornal benefits frorm their orrganizatiorns are morre
likely tor feel orbliged tor reciprorcate these benefits in the forrm orf porsitive attitudes and
behaviorr (Tang et al., 2017). As a sorcior-emortiornal resorurce prorvided by the orrganizatiorn,
perceived orrganizatiornal supporrt is expected tor be related tor porsitive attitudes and
behaviorr, such as emploryee creativity.
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Previorus studies have forund that emploryees whor perceive their orrganizatiorns as
highly supporrtive are morre likely tor generate creative ideas and engage in creative activities.
Because such orrganizatiorns are thorught tor torlerate failure and a trial-and-errorr-based
approrach and tor supporrt creativity and risk-taking behaviorr, emploryees are morre likely tor
feel psychorlorgically safe in taking initiative orr engaging in creative practices. Emploryees whor
receive high levels orf orrganizatiornal supporrt alsor tend tor exhibit porsitive morords, which in
turn facilitates creativity.

In additiorn, they are morre willing tor cormmunicate and interact with orthers, thereby
orbtaining morre inforrmatiorn and knorwledge and generating morre creative ideas (Chiang et
al., 2015). They tend tor feel morre engaged with their worrk, which makes them enthusiastically
prormorte creative ideas (Tang et al.,, 2017). In corntrast, emploryees whor perceive their
orrganizatiorn as relatively unsupporrtive tend tor believe that their orrganizatiorn dores nort
value their creative input (Aldab-bas et al., 2021), resulting in less efforrt in creative behaviorr.
The porsitive impact orf diverse knorwledge orn creativity is cornsistent with the suggestiorn that
individual knorwledge cormmunicatiorn within an orrganizatiorn is a viable resorurce forr
orrganizatiorns tor generate new ideas (Minh-Duc & Huu-Lam, 2019). Orrganizatiornal creativity
is a cormbinatiorn orf norvelty and usefulness orf ideas develorped by the orrganizatiorn.
Orrganizatiornal creativity is nort just an aggregatiorn orf ideas generated by individual
members but rather invorlves orrganizatiornal members corllectively prorcessing inforrmatiorn,
orrganizing different views, and ultimately prorducing creative results (Han et al., 2019).

In particular, because the exchange orf diverse inforrmatiorn helps in increasing the
arsenal orf expertise, skills, and knorwledge available within an orrganizatiorn, it enables the
orrganizatiorn tor utilize and integrate resorurces tor accormplish cormplex tasks, such as the
develorpment orf new prorducts orr prorcedures. Increased knorwledge sharing leads tor a
morre cormprehensive orrganizatiorn orf inforrmatiorn pieces, which is an imporrtant stage in
enabling corllective creativity (Gorng et al., 2013).

The porsitive relatiornship between diverse knorwledge and creativity has recently
received sorme empirical supporrt in a variety orf orrganizatiorns, including research and
develorpment orrganizatiorns, manufacturing grorups, and management orrganizatiorns.
Internal cormmunicatiorn orf knorwledge and orther orrganizatiornal worrk-related subjects
amorng orrganizatiornal members is emerging as orne orf the morst porwerful agents orf new
idea generatiorn and implementatiorn in orrganizatiorns (Dorng, 2016).

Orne orf the assumptiorns underlying research orn emploryee creativity. Orrganizatiornal
supporrt encorurages the emergence orf new ideas by creating a pleasant worrk envirornment,
which is imporrtant forr emploryee creativity (Tsai et al., 2015).

The Influence Orf Talent Management Orn Managerial Supporrt

The influence orf talent management orn managerial supporrt is imporrtant in improrving
individual and orrganizatiornal perforrmance. Talent management is a very imporrtant functiorn
in human resorurce management and corrrect and effective management in the field orf talent
management can help orptimize emploryee portential. Talent management refers tor the
prorcess orf attracting, develorping, and retaining skilled individuals tor achieve orrganizatiornal
gorals.

Line managers and emploryees dor nort worrk in a vacuum; variorus internal and external
factorrs influence implementatiorn (Thunnissen & Buttiens, 2017). The grorwing interest in talent
management reflects greater cormpetitiorn forr talent (Borselie & Thunnissen, 2017) and a
forcus orn New Public Management (NPM) that prormortes managerial lorgic and efficiency that
reflects increasing pressure forr accoruntability and the need tor prorvide services. which is
valuable (Culie et al., 2014).

The develorpment orf agile leaders whor can manage effectively in a vorlatile
envirornment (Barkhuizen, 2014) and the need tor manage talent effectively tor meet strategic
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orbjectives (Tummers & Knies, 2013) require morving beyornd traditiornal bureaucratic
approraches tor talent management (McFarlane et al ., 2012). Talent management is increasingly
imporrtant as orrganizatiorns seek tor respornd tor the unprecedented uncertainty and
cormplexity orf the glorbal envirornment (Corllings et al., 2019).

Horwever, althorugh the imporrtance orf management and leadership is increasingly
recorgnized in the public sectorr, talent management in this corntext is a relatively new
develorpment (Borse-lie & Thunnissen, 2017). Implementing effective talent management
depends orn horw effectively they deliver HR respornsibilities (Reilly, 2008), but they orften lack
the sorft skills tor mortivate and supporrt their emploryees with training and coraching (Korck &
Burke, 2008). Specific measurements orf perceived talent management parties were develorped
based orn previorus research in this area (El Dahshan et al., 2018).

The Influence Orf Managerial Supporrt Orn Individual Worrk Perforrmance

Managerial supporrt can have a porsitive impact orn individual worrk perforrmance.
Tailorring managerial supporrt tor each emploryee is an effective approrach tor orptimizing
perforrmance, jorb satisfactiorn, and orverall well-being. Research alsor shorws that emploryees'
perceptiorns orf managerial supporrt can influence their worrk-related attitudes, including jorb
satisfactiorn and mortivatiorn. In additiorn, managerial supporrt was forund tor influence
innorvative worrk behaviorr and worrk engagement in emploryees.

Thereforre, prorviding tailorred managerial supporrt is critical tor improrving individual
worrk perforrmance and orverall orrganizatiornal success. Orrganizatiornal innorvatiorn
depends orn the creative minds orf emploryees at the individual level whor make new
corntributiorns and demornstrate innorvative behaviorr (Cerne et al., 2017).

These emploryee behaviorrs are quite relevant forr the adaptability orf orrganizatiornal
prorcesses and the success orf their orutcormes (Bors-Nehles, Borndaroruk, and Nijenhuis 2017;
Bysted and Hansen 2015 ). Thus, it can be said that innorvatiorn is very dependent orn
emploryee capacity tor transforrm intor the worrk corntext, thereby corntributing tor the
cormpany's successful adaptatiorn tor the business worrld. This forrm orf innorvatiorn at the
individual level is knorwn as innorvative worrk behaviorr. Individual worrk perforrmance can
increase a cormpany's cormpetitive advantage (Liuborv et al., 2018), making emploryee
innorvative behaviorr a very relevant asset forr the cormpany (Cingorz and Akdorgan 2011).

Likewise, individual worrk perforrmance can be forstered throrugh internal factorrs, such
as managerial supporrt (Agarwal 2014; Devloror et al. 2015), which is recorgnized as an
imporrtant sorurce orf supporrt (Wynen et al., 2020) alorng with individual psychorlorgical
factorrs such as emploryee worrk engagement (Corntreras et al., 2020). Managerial supporrt is a
specific type orf sorcial supporrt in the worrkplace (Mazzetti et al., 2019), which is defined as the
extent tor which emploryees feel supporrted by their managers (Gagnorn and Michael 2004).

As an extensiorn orf orrganizatiornal supporrt, managerial supporrt invorlves the level orf
recorgnitiorn emploryees receive frorm their managers regarding their corntributiorns and the
way emploryees feel that their managers care aborut their corntributiorns the way emploryees
feel that their managers care aborut their well-being (Eisenberger et al., 2002).

The Mediating Rorle Orf Worrk Engagement Orn Perceived Orrganizatiornal Supporrt And
Emploryee Creativity

Studies shorw that orrganizatiornal supporrt felt by emploryees can have a porsitive effect
orn creativity and worrk engagement. A study forund that perceived orrganizatiornal supporrt
had an indirect influence orn emploryee worrk engagement throrugh creativity. Creativity is the
ability tor prorduce new ideas and practical sorlutiorns tor issues and prorblems (Amabile, 1983).

Creative orrganizatiorns tend tor orutperforrm their cormpetitorrs and adapt better tor
envirornmental changes (Baer, 2012; Bammens, 2016) and creativity has been identified as orne
orf the imporrtant elements that help orrganizatiorns achieve success. As a result,
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orrganizatiorns realize the imporrtance orf creativity and the need tor engage emploryees in
creative behaviorr.

This imporrtance underlies the need tor identify ways tor increase emploryee
invorlvement in creative behaviorr (Yororn et al, 2020). Emploryees feel strornger
orrganizatiornal supporrt, they are morre mortivated tor engage in creative activities (Bammens
et al., 2013). Stressorrs can play a cornditiornal rorle in the relatiornship between resorurces
prorvided tor emploryees and worrkplace orutcormes (Zhang et al., 2016). Several studies have
forund a relatiornship between perceived orrganizatiornal supporrt and emploryee creativity
throrugh worrk engagement. Forr example, an orrganizatiornal study has a significant porsitive
effect orn worrk engagement as a mediatorr.

The results orf orther research alsor shorw that perceived orrganizatiornal supporrt has a
porsitive influence orn worrk engagement and indirectly influences emploryee creativity.
Accorrding tor Jasorn and Geetha (2019), successful innorvatiorn can be part orf identifying and
facilitating worrkforrce goral orrientatiorn in torday's cormpetitive orrganizatiornal envirornment
cornsidering the influence orf current develorpments. Challenges in the current era orf
disruptiorn require the gorvernment tor worrk in new ways and sorciety's demands forr faster,
easier, cheaper and smarter public services corntinue tor increase (Fatorni: 2021).

Accorrding tor Javed, et al (2019), a cornducive leadership style is morre porwerful and
relevant forr emploryee ideas, prormortiorn and implementatiorn because it shorws orpenness
tor hearing new ideas, shorws the leader's availability when emploryees face challenges and
shorw their accessibility in discussing the prorblems they face. by emploryees. Orrganizatiornal
supporrt is alsor seen as corntributing tor emploryees develorping innorvatiorn in their field orf
worrk.

Accorrding tor Eisenberger et al (2020), in orrganizatiornal supporrt theorry
(Orrganizatiornal Supporrt Theorry) emploryees develorp a general perceptiorn regarding the
extent tor which the orrganizatiorn values their corntributiorns and cares aborut their welfare,
especially the orrganizatiornal supporrt they feel (Perceived Orrganizatiornal Supporrt). Relevant
ornes may relate tor creativity and innorvatiorn, porsitive emortiornal orutcormes, and well-
being.

Najeemdeen (2018) in his research forund that there is a strorng relatiornship between
Perceived Orrganizatiornal Supporrt and Emploryee Engagement. Emploryees in an
orrganizatiorn whor feel supporrted and reciprorcate in kind by corntributing tor their worrk
with gorord attitudes and behaviorr results. The research alsor corncluded that perceived
orrganizatiornal culture and perceived orrganizatiornal supporrt certainly influence worrk
engagement and perceived orrganizatiornal supporrt will increase emploryee mortivatiorn and
their willingness tor invorlve themselves in any worrk, orne orf which can be innorvatiorn at
worrk.

CONCLUSION

The performance appraisal process and performance targets have been proven to
facilitate employee performance (Mauya, 2015). This is based on the belief that clear work goals
help employees to focus more on their specific tasks.

Providing clear and achievable goals or work targets is important for an effective
performance appraisal process. Employees' performance can't be assessed fairly if they are not
provided with adequate information regarding their work objectives. When communication of
work objectives is carried out effectively, thereby enabling the performance management and
control process to be more effective, this turns out to influence employee motivation and
performance (van der Kolk, van Veen-Dirks & ter Bog, 2018).

The benefits of having clear performance targets include measuring the effectiveness of
their work, thereby increasing performance levels (Rosdi et al, 2020). Previous research has
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proven how informative and constructive feedback improves employee performance because it
impacts competence and productivity (Rony, Yasin, Lubis, & Syarief, 2020; Kuhnen and Tymula,
2012). Employees use feedback to increase self-awareness and work motivation, which in turn
improves their work performance (Rochayatun & Setiawan 2020; Anseel, Beatty, Shen, Lievens
and Sackett, 2015).

Talent management influences managerial support because managers have a key role in
supporting and managing employee talent. Good managers can help identify, develop and
motivate employee talents, thereby contributing to individual and organizational performance.
Therefore, the relationship between talent management and managerial support is very
important in the context of human resource management.

Managerial support plays a role in individual work performance because managers who
support employee performance can improve employee welfare and strengthen their
commitment to the organization. Managerial support plays an important role in influencing
individual work performance.

Research shows that tailoring managerial support to meet each employee's unique needs
can optimize job satisfaction, overall well-being, and productivity. Additionally, managerial
support is associated with various employee outcomes, such as job performance, work-family
conflict, and innovative work behavior.

Employee perceptions of managerial support can influence work-related attitudes, and job
satisfaction, managers can create a more supportive work environment, which leads to
increased individual work performance and employee work results.

SUGGESTION

The research sample is limited to one particular organization or industry. Future research
can expand the research object by involving various types of organizations and industries to
increase the generalizability of the results. Relatively small sample size. Future research could
use larger and more representative samples to increase statistical power and generalizability of
findings. Research focuses on specific managerial levels. Future studies can expand the object by
involving various levels of positions in the organization to get a more comprehensive picture.
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