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Abstrak: This study aims to determine the effect of supervision and career 
development on employee work motivation at the Cooperatives, SMEs, and 
Manpower Office of Sibolga City. This research utilizes a quantitative method with a 
descriptive approach. The sample consists of 26 employees at the Sibolga City 
Cooperatives, SMEs, and Manpower Office, selected using a saturated sampling 
technique. Data were collected via questionnaires and analyzed using multiple linear 
regression in SPSS. The results show a coefficient of determination (𝑹𝟐) of 0.760, 
indicating that 76% of the variance in employee work motivation is explained by 
supervision and career development, while the remaining 24% is influenced by 
external factors. Partial testing (t-test) reveals that supervision has a positive and 
significant effect on motivation (𝒕 =  𝟐. 𝟓𝟕𝟕, 𝒑 <  𝟎. 𝟎𝟓), and career development 
also shows a positive and significant impact (𝒕 =  𝟓. 𝟎𝟕𝟗, 𝒑 <  𝟎. 𝟎𝟓). 
Simultaneously (F-test), both variables significantly influence employee work 
motivation (𝑭 =  𝟑𝟔. 𝟑𝟖𝟎, 𝒑 <  𝟎. 𝟎𝟓). 
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INTRODUCTION 

Work spirit is a very important issue in every effort to achieve goals, because the 

success of an organization in improving its performance is greatly influenced by the work 

spirit of its employees or staff. To improve work spirit, policies from leaders are needed. In 

reality, leaders can influence work spirit and job satisfaction, security, quality of work life, 

and especially the level of achievement of an organization. Leaders also play a critical role in 

helping groups, organizations, or communities achieve their goals. Work spirit is a positive 

mental condition and attitude demonstrated by individuals or groups in carrying out their 

work, characterized by enthusiasm, dedication, and the desire to achieve work goals well.  

High work ethic can increase productivity, work quality, and create a positive and 

harmonious work environment. High work motivation is essential for the success of 

individuals and organizations. By creating a supportive and motivating work environment, 

companies can help employees reach their full potential. To achieve this, effective 

supervision is required so that employees feel responsible for their tasks. Furthermore, clear 
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career development is needed to provide a competitive atmosphere and encourage 

employees to improve their performance. 

Supervision is one of the functions of management. Supervision is the process of 

monitoring, assessing, and controlling to ensure that an activity, process, or organization 

runs according to the established plans, standards, or objectives. This involves measuring 

performance, identifying deviations, and taking corrective action to achieve the desired 

results. Supervision can be carried out by various parties, both internal and external, and can 

be done periodically or continuously. In the context of an organization, supervision can be 

carried out by immediate superiors, internal supervisory units, or external auditors. The 

purpose of supervision is to ensure that organizational goals are achieved, resources are 

used effectively and efficiently, and risks are minimized. 

Career development is a continuous process undertaken by individuals or 

organizations to improve knowledge, skills, and experience in order to achieve long-term 

career goals. It involves efforts to develop one's potential in order to be promoted, improve 

performance, or achieve a better position in an organization or field of work. Career 

development is not only about getting a higher position, but also about becoming a more 

competent and competitive individual in the world of work. Career development is 

important because it helps individuals remain relevant and prepared to face changes in the 

world of work. In addition, career development is also important for organizations to 

maintain loyalty and improve the quality of human resources.  

Every organization, whether government or private, has supervision and career 

development for its employees to improve employee performance. This is also the case at 

the Sibolga City Cooperative, SME, and Manpower Office. The Sibolga City Cooperative, SME, 

and Manpower Office ( ) is a regional government agency of Sibolga City responsible for 

implementing regional government affairs in the fields of cooperatives, small and medium 

enterprises (SMEs), and manpower. This office plays an important role in promoting the 

economic growth of Sibolga City through the guidance, development, and empowerment of 

these sectors. The Sibolga City Cooperative, SME and Employment Agency is tasked with 

formulating technical policies in the fields of cooperatives, SMEs and employment in 

accordance with laws and regulations, as well as facilitating and supporting the development 

of cooperatives, SMEs and employment. 

At the Sibolga City Cooperative, SME, and Manpower Office, several issues have been 

identified, such as low discipline and unplanned career paths. Based on these problems, this 

research aims to analyze The Effect of Supervision and Career Development on Employee 

Work Motivation at the Sibolga City Cooperative, SME, and Manpower Office. Some 

employees have been working for a long time but their careers have not progressed. This is 

due to a lack of information and opportunities related to employee career development, 

inadequate employee skills, and a lack of support from superiors at the Sibolga City 

Cooperative, SME, and Employment Office. 

Based on the above description, the author is interested in conducting research with 

the title The Effect of Supervision and Career Development on Employee Work Motivation at 

the Sibolga City Cooperative, SME, and Manpower Office. 
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RESEARCH METHOD 

This study employs a quantitative method with a descriptive approach to test specific 

hypotheses. The population and sample include all 26 employees of the Sibolga City 

Cooperatives, SMEs, and Manpower Office (total sampling/saturated sampling). Primary 

data were gathered through structured interviews and Likert-scale questionnaires. 

Statistical analysis includes instrument validity and reliability tests, classical assumption 

tests (normality and heteroscedasticity), and multiple linear regression analysis. 

The type of data used is research data in the form of objects or items collected through 

observation. The data sources collected are primary data obtained directly from 

respondents and direct observations during the research. This study also uses secondary 

data in the form of records, reports, and archives from the Sibolga City Cooperative, SME, 

and Manpower Office and other sources.  

Data collection techniques are methods used to obtain the data needed in a study 

using specific tools. According to Sugiyono (2017:137), "Data collection can be carried out in 

various settings, from various sources, and in various ways." In terms of the method or 

technique of data collection ( ), the data collection technique used in this study was as 

follows:           

a. Literature Study, which involves studying various reading sources closely related to the 

research problem, both in the form of scientific books and laws and regulations. 

b. Field Study, which involves collecting data directly from the research location by: 

c. Observation is the process of obtaining first-hand data and information by conducting 

observations. 

d. Documentation, which is a method used to obtain data and information in the form of 

books, archives, documents, written numbers and images in the form of reports and 

information that can support the research. 

e. Interviews, which are a method of collecting data by conducting face-to-face interviews 

with parties who can provide information about supervision, career development, and 

work ethic, which are factors in the research. 

f. Questionnaires, which are a data collection technique that involves submitting written 

questions to respondents, who must also answer in writing. 

The data analysis technique in this study is adapted to quantitative research methods, 

emphasizing hypothesis testing through statistical analysis. The data analysis techniques 

used in this study are: research instrument testing, classical assumption testing, 

determination testing, simple linear regression testing, and hypothesis testing. 

RESULTS AND DISCUSSION 

RESULTS 

Research Instrument Test  

Validation Test of the variables of Supervision, Career Development, and Employee Work 
Motivation. 
The results of the validity test of the variables of Supervision, Career Development, and 
Employee Work Motivation can be seen in the table. 

Table 1.  Results  of  the  Validity  Test  of  the  Variables  of  Supervision,  
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Career Development, and Employee Work Motivation  
Item No. rcalculated rcritical Conclusion 

Variable X1 (Supervision) 

Item 1 .595 0.30 Valid 

Item 2 .518 0.30 Valid 

Item 3 .692 0.30 Valid 

Item 4 .639 0.30 Valid 

Item 5 .444 0.30 Valid 

Item 6 .673 0.30 Valid 

Item 7 .576 0.30 Valid 

Item 8 .593 0.30 Valid 

Item 9 .465 0.30 Valid 

Item 10 .595 0.30 Valid 

Variable X2 (Career Development) 

 

 

 

Item 1 .676 0.30 Valid 

Item 2 .791 0.30 Valid 

Item 3 .362 0.30 Valid 

Item 4 .598 0.30 Valid 

Item 5 .750 0.30 Valid 

Item 6 .739 0.30 Valid 

Item 7 .830 0.30 Valid 

Item 8 .407 0.30 Valid 

Item 9 .598 0.30 Valid 

Item 10 .750 0.30 Valid 

Variable Y (Work Motivation) 

 

 

 

Item 1 .690 0.30 Valid 

Item 2 .684 0.30 Valid 

Item 3 .570 0.30 Valid 

Item 4 .559 0.30 Valid 

Item 5 .504 0.30 Valid 

Item 6 .783 0.30 Valid 

Item 7 .732 0.30 Valid 

Item 8 .606 0.30 Valid 

Item 9 .532 0.30 Valid 

Item 10 .717 0.30 Valid 

              Source: Research Results, 2025 (Processed Data)  

 Based on Table 1, it can be concluded that all questionnaire items for the research 
variables, namely Supervision, Career Development, and Employee Work Motivation, show 
values greater than 0.30. Thus, all items for the variables of Supervision, Career 
Development, and Employee Work Motivation above are declared valid and meet the 
requirements as measurement tools in this study. 
 
Reliability Test of the Supervision, Career Development, and Employee Work 
Motivation Variables. 
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Table 2. Results of the Reliability Test for the variables of Supervision, 

Career Development, and Employee Work Motivation 
 

No 
 

Variable  
 

Cronbach's Alpha 
 

Description 

 

1 

 

 

Supervision 
 

0.858 

 

Reliable 

 
 

2 

 

Career Development 

 

0.902 

 

Reliable 
 

3 

 

Work Ethic  

 

0.891 

 

Reliable 

                       Source: Research Results, 2025 (Processed Data) 
 

Based on the results of the reliability test of the research instrument in Table 2, it is 
known that the Cronbach Alpha value of each item in each variable is > 0.60 and is declared 
reliable. 
 
Normality Test  

 
Table 3.  Results  of  the  Kolmogorov-Smirnov  Normality  Test  for  Supervision, 

Career Development, and Work Motivation Variables 
                     One-Sample Kolmogorov-Smirnov Test 

 
Unstandardized 

Residual 

N 26 

Normal Parameters a,b Mean .000000 

Std. Deviation 20.51079517 

Most Extreme Differences Absolute .148 

Positive .112 

Negative -.148 

Test Statistic .148 

Asymp. Sig. (2-tailed)c .146 

Monte Carlo Sig. (2-tailed)d Sig. .145 

99% Confidence Interval Lower Bound .136 

Upper Bound .154 

a. Test distribution is Normal. 
b. Calculated from data. 
c. Lilliefors Significance Correction. 
d. Lilliefors' method based on 10,000 Monte Carlo samples with starting seed 2,000,000. 

Source: Research Results, 2025 (Processed Data) 

 
From the table above, it can be seen that Asymp. Sig is 0.146 > probability 0.05 and 

the Kolmogorov Smirnov Z value is 0.148 < the Z value for sig 5% which is 1.97, meaning that 
both variable data are normally distributed. 
 
Heteroscedasticity Test 
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                          Source: SPSS 27 Processing Results 

Figure 1. Heteroscedasticity Test Results 
Based on the figure above, the points are scattered randomly and spread both above 

and below zero on the Y-axis, so it can be concluded that there is no heteroscedasticity 
problem. 
 
Coefficient of Determination 

              

Table 4. Coefficient of Determination Output 
Model Summaryb 

Model R R Square 
Adjusted R-

Square 
Standard Error of 

the Estimate 

1 
.872a .760 .739 21.38398 

a. Predictors: (Constant), Career Development, Supervision 
b. Dependent Variable: Work Motivation 

Source: Research Results, 2025 (Processed Data) 

 
 Based on Table 4 in the R Square column, it can be concluded that the coefficient of 
determination is 0.760 or 76%. This figure explains that 76% of the variation in the work 
motivation of employees at the Sibolga City Cooperative, SME, and Manpower Office can be 
explained by the variables of supervision and career development together, while the 
remaining 24% is influenced by other variables not examined in this study. In other words, 
76% of employee work motivation at the Sibolga City Cooperative, SME, and Manpower 
Office is influenced by the factors of Supervision and Career Development at the Sibolga City 
Cooperative, SME, and Manpower Office, while the remaining 24% is influenced by other 
factors not examined by the author in this study, such as Organizational Culture, Leadership, 
Motivation, Communication, Work Environment, Delegation of Authority, and so on. 
 
Simple Linear Regression 

Table 5. Regression Coefficient Output and T-Test (Hypothesis Test) 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. 

Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) 23,297 41,977  .555 .584   

Supervision .308 .119 .325 2,577 .017 .657 1,523 

Career development .612 .121 .641 5,079 .000 .657 1,523 
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a. Dependent Variable: Work Ethic 

Source: Research Results, 2025 (Processed Data) 

From Table 5 above, the regression equation Y = 23.297 + 0.308X1 + 0.612X2 is 
obtained, which can be interpreted as follows: 
a) Constant (23.297): If supervision and career development are absent (zero), the baseline 

employee work motivation remains at 23.297 units. 
b) Supervision (𝑋1): A coefficient of 0.308 indicates that better supervision directly increases 

work motivation. 
c) Career Development (𝑋2): A coefficient of 0.612 indicates that improved career 

opportunities significantly boost employee enthusiasm.. 
 

Hypothesis Test (F Test) 
 The F Test (Anova Test) was conducted to determine or explain whether Supervision 
and Career Development have a simultaneous effect on Employee Motivation at the Sibolga 
City Cooperative, SME, and Manpower Office, the results of which can be seen in Table 6. 

Table 6. F Test Results (Anova Test) 
ANOVAa 

Model 
Sum of 

Squares df Mean Square F Sig. 

1 Regression 
33271.144 2 16,635.572 36,380 

.001b 

Residual 
10,517.318 23 457,275   

Total 
43,788.462 25    

a. Dependent Variable: Work Motivation 
b. Predictors: (Constant), Career Development, Supervision 

Source: Research Results, 2025 (Processed Data) 

Based on the table above, it can be explained that the influence of Supervision and 
Career Development together or simultaneously on the Work Motivation of employees at the 
Sibolga City Cooperative, SME, and Manpower Office is as follows: 
a. From the results of conventional testing at a significance level of 0.05 with numerator df 

= 2 and denominator df = 23 (obtained from the results of df, (n-k-1) = (26-2-1) = 23, it is 
known that the table F = 3.42 and the calculated F = 36.380. Because F calculated > F table, 
it can be said that Supervision and Career Development have a positive effect on the Work 
Ethic of employees at the Sibolga City Cooperative, SME, and Manpower Office. 

From the results of testing using SPSS, namely by looking at the significance 
probability (P-value) = 0.001, which is smaller than 0.05, it can be said that Supervision and 
Career Development have a significant effect on the Work Ethic of employees at  the Sibolga 
City Cooperative, SME, and Manpower Office. 
 

DISCUSSION 

The Effect of Supervision on Employee Work Motivation at the Sibolga City 
Cooperative, SME, and Manpower Office 

The results of the study indicate that supervision affects employee work motivation. 
The t-test conducted yielded a result where the calculated t-value > t-table (2.577 > 2.06866) 
with a significance level of 0.017, which is less than 0.05 . Therefore, H0 is rejected and Ha is 
accepted, which means that supervision has a positive and significant effect on employee 
morale at the Sibolga City Cooperative, SME, and Manpower Office. Thus, the proposed 
hypothesis is proven and accepted as true. 

These research results are in line with the results of research conducted by Eufrasia 
Indriyani Dhiu, et al. (2025). In their study entitled The Effect of Supervision and Work 
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Discipline, Partially and Simultaneously, on Employee Performance at the Oebobo 
Community Health Center in Kupang City. The results of the study show that supervision has 
a positive and significant effect on employee performance at the Oebobo Community Health 
Center in Kupang City.  
The Effect of Career Development on Employee Work Motivation at the Sibolga City 
Cooperative, SME, and Manpower Office 

The results of this study indicate that career development affects employee morale. 
The t-test conducted yielded a result where the t-value > t-table (5.079 > 2.06866) with a 
significance level of 0.001 or less than 0.05, thus rejecting H0 and accepting Ha, which means 
that Career Development has a Positive and Significant Effect on Employee Work Motivation 
at the Sibolga City Cooperative, SME, and Manpower Office. Therefore, the proposed 
hypothesis is proven and accepted as true. 

These research results are in line with the results of research conducted by Mulya. 
2019. In his research entitled The Effect of Career Development and Motivation on Employee 
Work Motivation (A Study at the DPPKB of Banjar City). The results of the study show that 
career development has a positive and significant effect on the work motivation of civil 
servants at the DPPKB of Banjar City.  
The Effect of Supervision and Career Development on Employee Work Motivation at 
the Sibolga City Cooperative, SME, and Manpower Office 

The results of this study indicate that supervision and career development have a 

simultaneous effect on employee work motivation at  the Sibolga City Cooperative, SME, and 

Manpower Office. The F test results show that the calculated F value > F table (36.380 > 3.42) 

with a significance level of 0.001 or less than 0.05. Therefore, it can be said that supervision 

and career development have a positive and significant effect on the work motivation of 

employees at the Sibolga City Cooperative, SME, and Manpower Office. Thus, the proposed 

hypothesis is proven and accepted as valid. 

 

CONCLUSION 

  The study concludes that both supervision and career development are vital 

determinants of employee work motivation, accounting for 76% of its variance. Supervision 

ensures operational discipline, while career development provides the long-term incentive 

for employees to excel. To further enhance motivation, the Sibolga City government should 

focus on more transparent promotion criteria and consistent task monitoring. The results of 

testing the research hypothesis prove that the variable of Supervision has an effect on 

employee work motivation. This result can be seen from the t-table value = 2.06866 and t-

count = 2.577. Because t-count > t-table with a significance of 0.017 < 0.05, it can be said that 

Supervision has a positive and significant effect on employee work motivation. Thus, the 

hypothesis stating that Supervision has a Positive and Significant Effect on Employee Work 

Motivation at the Sibolga City Cooperative, SME, and Manpower Office is proven and 

accepted. The results of testing this research hypothesis prove that the Career Development 

variable affects employee work motivation. This result can be seen from the t-table value = 

2.06866 and t-count = 5.079. Because t-count > t-table with a significance of 0.001 < 0.05, it 

can be said that Career Development has a positive and significant effect on employee 

morale. Thus, the hypothesis stating that Career Development has a Positive and Significant 
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Effect on Employee Work Motivation at the Sibolga City Cooperative, SME, and Manpower 

Office is proven and acceptable. The results of testing this research hypothesis prove that the 

variables of Supervision and Career Development affect employee work motivation. This 

result can be seen from the F table value = 3.42 and F count = . Because F count > F table with 

a significance of 0.001 < 0.05, it can be said that Supervision and Career Development have 

a positive and significant effect on employee morale at the Sibolga City SME and Manpower 

Cooperative Office. Thus, the hypothesis stating that Supervision and Career Development 

have a positive and significant effect on employee morale at the Sibolga City Cooperative, 

SME, and Manpower Office is proven and accepted. 
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