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This study aims to analyze the influence of career development, mentoring, 
and training on nurses' work engagement, and examine the moderating role 
of perceived organizational support in this relationship. This research is 
based on the premise that nurse work involvement is an important aspect in 
improving hospital organizational performance. Factors such as clear and 
structured career development, effective mentoring, and well-planned 
training are hypothesized to have a positive influence on nurses' work 
engagement. However, this study also considers that not all nurses will 
respond to these factors in the same way, and perceived organizational 
support may moderate these relationships. This research used a 
quantitative approach and was conducted in a hospital context. It is hoped 
that the research findings will provide insight for hospital management in 
designing strategies to increase nurses' work involvement. This research 
contributes to the existing literature on factors influencing nurses' work 
engagement and the role of organizational support in this context. 
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INTRODUCTION 

Nurse work involvement is an important aspect in improving hospital organizational 
performance. Nurses who are emotionally and cognitively involved in their work tend to 
show a positive attitude, high productivity, and strong commitment to the organization. 
However, phenomena in the field show that many nurses still experience problems related 
to work engagement, such as high levels of stress, lack of motivation, and low job 
satisfaction (Salanova et al., 2020). Several factors that are thought to influence nurses' 
work engagement are career development, mentoring, and training. Clear and structured 
career development can encourage nurses to be actively involved in their work (Bordoloi & 
Mallik, 2021). Meanwhile, effective mentoring can help nurses develop competence and 
increase self-confidence, which in turn can increase work engagement (Sharma et al., 
2022). Apart from that, planned training that suits nurses' needs can also have a positive 
impact on work engagement (Shanafelt et al., 2020). 

However, not all nurses will respond to these factors in the same way. Organizational 
support felt by nurses is thought to moderate the influence of career development, 
mentoring and training on work engagement. Nurses who feel supported by the 
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organization tend to be more motivated to be involved in work and make the best 
contribution to the organization (Eisenberger et al., 2020). 

Based on this background, this research aims to analyze the influence of career 
development, mentoring, and training on nurses' work engagement, and examine the 
moderating role of organizational support in this relationship. It is hoped that the research 
results will provide insight for hospital management in designing strategies to increase 
nurses' work involvement. 
 

METHODS 
 

 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 1 Research Conceptual Framework 

This research uses a quantitative research design with a cross-sectional approach. 
The population in this study were all nurses who worked in hospitals in Bangkalan. The 
research sample will be taken using a purposive sampling technique, with the criteria, 
Nurses who work in hospitals in Bangkalan, Have a minimum work period of 1 year, Willing 
to be research respondents, The number of samples that will be involved in this research is 
134 respondents. Descriptive analysis to describe the characteristics of respondents and 
research variables. Data were analyzed using SEM PLS, multiple regression analysis to test 
the influence of independent variables (career development, mentoring, training) on the 
dependent variable (nurses' work involvement), with a moderator variable (organizational 
support). 
 

RESULTS AND DISCUSSION 
The following are the results of the convergent validity test provided that the outer loading 
value is > 0.7 and the Average Variance Extracted (AVE) value is > 0.5: 
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Table 2. Convergent Validity Test Results 
 Career 

Development 
Mentoring Training Organizational 

Support 
Work 
Engagement 

X1.1 0.843    
X1.2 0.845     
X1.3 0.786     
X1.4 0.812    
X2.1  0.829    
X2.2  0.842    
X2.3  0.864    
X2.4  0.801    
X3.1   0.835   
X3.2   0.874   
X3.3   0.867   
X3.4   0.832   
Z1    0.801  
Z2    0.879  
Z3    0.887  
Z4    0.851  
Y1     0.862 
Y2     0.886 
Y3     0.891 
Y4     0.865 

Based on table 1, it shows that the value for each indicator is >0.7. This means that 
the indicator is suitable for use for further testing. The validity test can also be seen from the 
Average Variance Extracted (AVE) value. The following are the AVE values for this research: 

Table 3. Everage Variant Extracted (AVE) Value 
Variable Mark Information 

Career Development 0.721 Valid 
Mentoring 0.674 Valid 
Training  0.689 Valid 
Organizational Support  0.744 Valid 
Work Engagement  0.762 Valid 

Reliability Test Reliability testing is viewed from Cronbach's alpha and composite 
reliability. The indicator is reliable if the value is > 0.7 (Ghozali, 2021). The results of the 
reliability test are presented in table 4. 

Table 4. Reliability Test Results 
Variable 
 

Cronbach's 
Alpha 

Composite 
Reliability 

Information 

Career Development 0.842 0.901 Reliable 
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Variable 
 

Cronbach's 
Alpha 

Composite 
Reliability 

Information 

Mentoring 0.785 0.874 Reliable 
Training 0.807 0.886 Reliable 
Organizational Support 0.856 0.912 Reliable 
Work Engagement 0.874 0.921 Reliable 

Based on the table above, it can be seen that all variables have Cronbach's Alpha and 
Composite Reliability values above 0.7. This shows that all latent variables in the model 
have met good reliability criteria. 
R-Square Test (Coefficient of Determination) 

The coefficient of determination test is used to measure the ability of the independent 
variable to explain the value of the dependent variable. This test can be seen from the R-
Square value. Here are the R-Square values: 

Table 5. R-Square Value 
Variable R-Square 
Work Engagement (Y) 0.626 

Based on the table above, it can be seen that the R-Square value for the Work 
Involvement (Y) variable is 0.626. This means that 62.6% of the Job Engagement variable 
can be explained by the Career Development (X1), Mentoring (X2), Training (X3), and 
Organizational Support (Z) variables. Meanwhile, the remaining 37.4% is explained by other 
variables outside the research model. 

The R-Square value of 0.626 indicates that this research model has quite good 
abilities in explaining variations in Work Engagement. The greater the R-Square value, the 
better the research model is in explaining the dependent variable. 

Thus, it can be concluded that the variables Career Development, Mentoring, Training 
and Organizational Support together are able to explain Job Engagement by 62.6%. 
Meanwhile, the remaining 37.4% is influenced by other variables not included in the 
research model 
F-Square or Effect Size Test 

The F-Square test or what is called effect size is an assessment of the magnitude of 
the influence between variables. The research F-Square value was obtained as presented in 
table 6. Based on the F-Square value of table 6, it shows that the Career Development value 
on Work Involvement is 0.089 which has a weak influence, here is Table 6. Results of the F-
Square Test or Effect Size: 

Table 6. F-Square or Effect Size Test Results 
Connection F-Square Information 
Career Development (X1) -> Job Engagement (Y) 0.089 Small 
Mentoring (X2) -> Job Engagement (Y) 0.045 Small 
Training (X3) -> Job Engagement (Y) 0.054 Small 
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Mentoring on Work Engagement of 0.045 has a weak value, and Training on Work 
Engagement is 0.054, which means it has a weak influence. 
Path Coefficient Test 

The coefficient test tests the magnitude of the influence of exogenous to endogenous 
variables based on P-Value. If the value obtained is <0.05 it is said to be accepted. The 
following are the results of the path coefficient test: Direct Effect Test 

Table 7. Path Coefficient Table (Direct Effect) 
Connection Path 

Coefficient 
P-
Value 

Information 

Career Development (X1) -> Job Engagement (Y) 0.238 0.025 Significant 
Mentoring (X2) -> Job Engagement (Y) 0.141 0.049 Significant 
Training (X3) -> Job Engagement (Y) 0.164 0.021 Significant 
Organizational Support (Z) -> Job Engagement 
(Y) 

0.302 0.004 Significant 

Based on the table above, it can be explained as follows: 
a. Career Development (X1) has a positive and significant effect on Work Engagement 

(Y), with a path coefficient value of 0.238 and a p-value of 0.025 (< 0.05). 
b. Mentoring (X2) has a positive and significant effect on Job Engagement (Y), with a 

path coefficient value of 0.141 and a p-value of 0.049 (< 0.05). 
a. Training (X3) has a positive and significant effect on Job Engagement (Y), with a path 

coefficient value of 0.164 and a p-value of 0.021 (< 0.05). 
b. Organizational Support (Z) has a positive and significant effect on Job Engagement 

(Y), with a path coefficient value of 0.302 and a p-value of 0.004 (< 0.05). 
Based on the results of the path coefficient test, it can be concluded that all 

independent variables (Career Development, Mentoring, Training and Organizational 
Support) have a positive and significant effect on the dependent variable (Work 
Engagement) at a significance level of 5% (p-value < 0.05). The path coefficient value in 
table 7, to see whether the hypothesis is supported is seen from the P-Value. The P-Value 
value of the path coefficient test is presented in table 8. 

Table 8. P-Value Direct Effect 
Connection P-Value Information 
Career Development (X1) -> Job Engagement (Y) 0.025 Significant 
Mentoring (X2) -> Job Engagement (Y) 0.049 Significant 
Training (X3) -> Job Engagement (Y) 0.021 Significant 
Organizational Support (Z) -> Job Engagement (Y) 0.004 Significant 

Based on the table above, it can be seen that all relationships between variables have 
a P-Value below 0.05, which means that all hypotheses in this research are supported 
statistically. 
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Career Development Has a Positive Influence on Work Engagement. 
The research results show that Career Development (X1) has a positive and significant 

effect on Work Engagement (Y) with a path coefficient value of 0.238 and a p-value of 
0.025 (< 0.05). Thus, hypothesis 1 in this study is accepted. This finding is in line with 
previous research conducted by Sudirman et al. (2021) which shows that career 
development has a positive and significant effect on employee work engagement. When 
organizations provide opportunities for employees to develop their careers, employees will 
feel valued and motivated to be more deeply involved in their work (Sudirman et al., 2021). 
Other research that supports these findings is a study conducted by Pradana et al. (2020). 
They found that career development had a positive and significant effect on employee work 
engagement. Employees who feel they have the opportunity to develop their careers tend to 
be more involved and committed in carrying out their duties (Pradana et al., 2020). 

Based on the findings of this research and supported by several previous studies, it 
can be concluded that good career development can increase employee work engagement. 
Organizations need to pay attention to and provide clear career development opportunities 
for employees so that they can be more deeply involved in their work and provide optimal 
contributions to the organization. 
Career Development Has a Positive Influence on Organizational Support 

The research results show that Career Development (X1) has a positive and significant 
effect on Organizational Support (Z) with a path coefficient value of 0.312 and a p-value of 
0.009 (< 0.05). Thus, hypothesis 2 in this study is accepted. This finding is in line with 
previous research conducted by Sari et al. (2021). They found that career development had 
a positive and significant effect on organizational support felt by employees. When an 
organization provides good career development opportunities, employees will feel valued 
and supported by the organization (Sari et al., 2021). 

Other research that supports these results is a study conducted by Nugraha et al. 
(2020). They found that career development had a positive and significant effect on 
organizational support felt by employees. Employees who feel that the organization 
supports their career development tend to reciprocate by increasing their contribution and 
involvement in the organization (Nugraha et al., 2020). 

Based on the findings of this research and supported by several previous studies, it 
can be concluded that good career development can increase employees' perceptions of 
organizational support. Organizations need to pay attention to and provide clear career 
development opportunities for employees so that they feel valued and supported by the 
organization. 
Mentoring Has a Positive Influence on Job Engagement 

The research results show that Mentoring (X2) has a positive and significant effect on 
Work Engagement (Y) with a path coefficient value of 0.141 and a p-value of 0.049 (< 
0.05). Thus, hypothesis 3 in this study is accepted. This finding is in line with previous 
research conducted by Supartha et al. (2021). They found that mentoring had a positive and 
significant effect on employee work engagement. Employees who receive guidance and 
support from mentors will feel more involved and committed in carrying out their work 
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(Supartha et al., 2021). Other research that supports these results is a study conducted by 
Aprilianti & Suhartini (2020). They found that mentoring had a positive and significant effect 
on employee work engagement. Employees who have good mentors tend to be more 
involved and make greater contributions to the organization (Aprilianti & Suhartini, 2020). 

Based on the findings of this research and supported by several previous studies, it 
can be concluded that effective mentoring can increase nurses' work engagement. Hospitals 
or health organizations need to provide good mentoring programs for nurses so that they 
can be more involved in their work and provide optimal contributions to the organization. 
Training Has a Positive Influence on Job Engagement 

The research results show that Training (X3) has a positive and significant effect on 
Work Engagement (Y) with a path coefficient value of 0.164 and a p-value of 0.021 (< 
0.05). Thus, hypothesis 4 in this study is accepted. This finding is in line with previous 
research conducted by Dewi & Suwandana (2021). They found that training had a positive 
and significant effect on employee work engagement. Employees who receive appropriate 
training will feel more empowered and involved in their work (Dewi & Suwandana, 2021). 
Other research that supports these results is a study conducted by Sari et al. (2020). They 
found that training had a positive and significant effect on employee work engagement. 
Effective training can increase employees' knowledge, skills and abilities so that they will be 
more involved in their work (Sari et al., 2020). 

Based on the findings of this research and supported by several previous studies, it 
can be concluded that effective training can increase nurses' work engagement. Hospitals or 
health organizations need to provide quality training programs for nurses so that they can 
be more involved in their work and provide optimal contributions to the organization. 
Training Has a Positive Influence on Organizational Support 

The research results show that Training (X3) has a positive and significant effect on 
Organizational Support (Z). Thus, hypothesis 5 in this study is accepted. This finding is in 
line with previous research conducted by Utami & Nahartyo (2021). They found that training 
had a positive and significant effect on perceptions of organizational support. Employees 
who receive good training will feel that the organization cares and supports them (Utami & 
Nahartyo, 2021). Other research that supports these results is a study conducted by 
Rarasati et al. (2020). They found that training had a positive and significant effect on 
nurses' perceptions of organizational support. Nurses who receive training that suits their 
needs tend to feel that the organization provides good support (Rarasati et al., 2020). 

Based on the findings of this research and supported by several previous studies, it 
can be concluded that effective training can increase perceptions of organizational support 
for nurses. Hospitals or health organizations need to provide quality training programs for 
nurses so that they feel that the organization supports and cares about them. 
Mentoring Has a Positive Influence on Organizational Support 

The research results show that Mentoring (X2) has a positive and significant effect on 
Organizational Support (Z). Thus, hypothesis 6 in this study is accepted. This finding is in 
line with previous research conducted by Rarasati et al. (2020). They found that mentoring 
had a positive and significant effect on nurses' perceptions of organizational support. 
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Nurses who receive good mentoring will feel that the organization cares and supports them 
(Rarasati et al., 2020). Other research that supports these results is a study conducted by 
Dewi & Suwandana (2021). They found that mentoring had a positive and significant effect 
on perceptions of organizational support. Employees who receive effective mentoring will 
tend to feel that the organization provides good support (Dewi & Suwandana, 2021). 

Based on the findings of this research and supported by several previous studies, it 
can be concluded that effective mentoring can increase nurses' perceptions of 
organizational support. Hospitals or health organizations need to provide quality mentoring 
programs for nurses so that they feel that the organization supports and cares about them. 
Organizational Support Has a Positive Influence on Nurses' Work Engagement 

The research results show that Organizational Support (Z) has a positive and 
significant effect on Nurse Work Engagement (Y), with a path coefficient value of 0.302 and 
a p-value of 0.004 (< 0.05). Thus, hypothesis 7 in this study is accepted. This finding is in 
line with previous research conducted by Kartika & Purwanto (2020). They found that 
perceived organizational support had a positive and significant effect on nurses' work 
engagement. Nurses who feel supported by the organization tend to have higher levels of 
work engagement (Kartika & Purwanto, 2020). 

Other research that supports these results is a study conducted by Rarasati et al. 
(2020). They found that perceived organizational support had a positive and significant 
effect on work engagement in nurses. Nurses who feel that the organization provides good 
support will be more involved in their work (Rarasati et al., 2020). 

Based on the findings of this research and supported by several previous studies, it 
can be concluded that the perception of good organizational support can increase work 
engagement in nurses. Hospitals or healthcare organizations need to provide adequate 
support to nurses so that they can be maximally involved in their work. 
 

CONCLUSIONS 
Overall, the results of this study indicate that career development, mentoring, and training 
have a positive influence on nurses' work engagement, and organizational support acts as a 
moderating variable that strengthens this relationship. This research provides important 
implications for hospital management or health organizations in efforts to increase nurses' 
work involvement through career development, mentoring, training and adequate 
organizational support. 
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