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Abstract : This study aims to investigate the effect of supervisory support and 

self-efficacy on work effectiveness, with work burnout as a moderating variable. 

The quantitative method was used using a questionnaire distributed to 100 

respondents who worked at a company in Surabaya. The results of data analysis 

using the multiple regression method reveal that supervisory support has a 

significant positive impact on work effectiveness, along with self-efficacy which 

also has a significant positive influence on work effectiveness. Then supervisory 

support moderates the relationship positively and significantly towards work 

burnout. Self-efficacy was found to moderate the relationship positively and 

significantly to job burnout, indicating that the higher the level of self-efficacy, the 

lower the perceived level of job burnout. Meanwhile, work burnout negatively and 

significantly moderates the relationship to work effectiveness, indicating that the 

higher the level of work burnout, the lower the observed work effectiveness. 
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INTRODUCTION 

Work effectiveness is very important in the world of work. For employees, the ability 

to carry out tasks efficiently and with high quality is the main key to achieving personal goals, 

such as career development and recognition at work. Employees who are effective in their work 

tend to be more appreciated and recognized, either through promotions, awards, or positive 

feedback from colleagues and superiors. Apart from that, high work effectiveness also provides 

personal satisfaction for being able to complete tasks well, increases self-confidence, and 

strengthens motivation to continue to develop (Mardikaningsih et al., 2022). High work 

effectiveness also makes a significant contribution to the overall success of the organization 

(Djazilan & Darmawan, 2022). Effective employees tend to have a positive impact on 

productivity, product or service quality, and customer satisfaction (Yee et al., 2008; 

Mardikaningsih & Putra, 2021). They are able to work collaboratively with teams, solve 

problems quickly and efficiently, and innovate to improve work processes. Thus, high work 

effectiveness creates a productive and collaborative work environment, where each team 

member can contribute optimally to achieving common goals (Bangsu et al., 2023). 
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Organizations that provide the support and facilities needed by employees can achieve optimal 

work effectiveness (Yukl, 2008). 

On the organizational side, employee work effectiveness is a determining factor in 

achieving business goals, productivity and competitiveness in the market (Uddin et al., 2013; 

Asghari et al., 2020). Employees who are able to work effectively improve company 

performance also strengthen the brand's reputation and image in the eyes of customers (Lin 

et al., 2018). Therefore, investing in improving work effectiveness becomes very important 

for organizations that want to remain relevant and sustainable in a dynamic and changing 

business environment. Various factors can influence a person's level of work effectiveness, one 

of which is work burnout (Calin et al., 2022). According to Couser (2008), burnout and 

depression pose major public health challenges for the workforce. Burnout in the work 

environment is a common phenomenon in various organizations. This not only affects 

employee well-being, but also has the potential to damage the overall effectiveness and 

productivity of the organization. This often arises when the tasks being carried out feel 

monotonous or less challenging, when there are no opportunities for development, or when the 

work environment is not supportive. 

Burnout can arise from various factors, such as excessive work demands, lack of 

recognition for employee contributions, or lack of work-life balance (Eddine et al., 2023). Job 

burnout can occur when someone feels bored, unchallenged, or lacks motivation in carrying out 

their work duties (Naufalia et al., 2022). The impact of work burnout can be very detrimental, 

not only for the employee concerned, but also for the entire organization (Schaufeli et al., 2008). 

One factor that has been proven to have a significant influence on work effectiveness is 

supervisory support. Supervision support includes various forms of assistance and guidance 

provided by superiors or supervisors to their subordinates (Sinambela et al., 2023). This can 

include clear direction as well as opportunities for better career development (Munir & 

Darmawan, 2022). Previous research conducted by Tharangie (2013) also confirmed that 

supervisory support has a significant positive impact on employee motivation in work.  

Researchers emphasize the significance of supervisor support in fostering employee 

innovation (Anderson et al., 2014). Supportive supervisors, who prioritize safety, well-being, 

and appreciation, enhance innovative behavior, even when employees challenge norms. 

Conversely, practices like rigid rule adherence and lack of decision-making autonomy stifle 

creativity, essential for innovation. Quality relationships and conducive environments between 

employees and supervisors are crucial for fostering innovation. Managing innovative behavior 
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involves creating supportive climates and conditions (Carnevale et al., 2017). Strong supervisor 

support cultivates employee appreciation and motivation, enhancing workplace effectiveness. 

Organizations must recognize the pivotal role of supervisor support in bolstering employee 

performance. Apart from supervisory support, employees' self-efficacy, emphasized by Wood 

and Marshall (2008); Attiq et al. (2017), is crucial for work effectiveness. High self-efficacy is 

linked to motivation, resilience, and confidence (Djazilan et al., 2022), promoting initiative, 

creativity, and perseverance (Retnowati & Darmawan, 2022; Wulandari et al., 2022). 

In an organizational, it is important for leaders and managers to understand the 

important role of self-efficacy in increasing employee effectiveness (Consiglio et al., 2016; 

Mardikaningsih & Darmawan, 2022). Encouraging and developing employees' confidence in 

their abilities can not only improve employee performance, but also create a more positive and 

productive work culture overall (Jahroni et al., 2021). Through the right support and creating a 

supportive work environment, organizations can help strengthen employee self-efficacy, which 

will ultimately impact the achievement of business goals and long-term success. Supervision 

support has been proven to help reduce the level of job burnout felt by employees, while the 

interaction between self-efficacy and job burnout in influencing work effectiveness still 

requires further research. Therefore, the aim of this study is to investigate the impact of 

supervisory support and self-efficacy on work effectiveness, with work burnout as a moderating 

variable. Through this research, it is hoped that a better understanding will be gained about how 

the interaction between supervisory support, self-efficacy, and work burnout can influence 

employee work effectiveness, providing valuable insight for organizations in developing 

strategies to improve employee performance and well-being. 

 

RESEARCH METHODS 

The research method used in this research is quantitative research which aims to explore 

the relationship between supervisory support, self-efficacy, and organizational effectiveness, 

by considering the role of job burnout as a moderating variable. This research will be conducted 

in Surabaya, with a focus on one particular company as the research location. The research 

sample consisted of 100 respondents, selected through a purposive sampling method, covering 

various levels of positions in the company, including management, staff and field workers, with 

a minimum length of service of 2 years. Purposive selection of respondents aims to ensure 

adequate representation of the various roles and responsibilities within the organization. 

According to Shanock and Eisenberger (2006), supervisory support (X1) is defined as a process 



Jurnal Simki Economic, Volume 7 Issue 2, 2024, Pages 439-451 

Arif Rachman Putra, Didit Darmawan 

https://jiped.org/index.php/JSE/ 442 Vol 7 Issue 2 

Tahun 2024 
 

that involves regular interaction between supervisors and workers to improve performance. 

There are two indicators to measure supervisory support, namely supervisory support for 

procedural justice and technological progress (Ha et al., 2024). 

Mathisen (2011) states that self-efficacy (X2) is an employee's belief in their own ability 

to successfully carry out certain tasks or achieve certain goals. It plays an important role in 

motivation, performance, and goal achievement. According to Bandura (2006), self-efficacy 

consists of three indicators, namely level, strength and generality. Work effectiveness (Y) is the 

ability of employees to achieve their goals and produce successful results in their tasks or 

activities (Kozlowski & Ilgen, 2006). Work effectiveness indicators consist of group 

characteristics, decision making, and communication that contribute to an effective work team 

(Losa & Castelló, 2001). Burnout (Z) is a state of physical, emotional and mental exhaustion 

caused by chronic work-related stress (Prada-Ospina, 2019). Thompson et al. (2023) states that 

there are five indicators to measure the work burnout variable, namely workload, control, 

rewards, values, and workplace violence. 

Data will be collected using a validated questionnaire measuring supervisory support, 

self-efficacy, work boredom, and work effectiveness via a Likert scale. Descriptive statistical 

analysis will provide an overview of sample characteristics and research variables. Multiple 

regression analysis will test hypotheses, with supervisory support (X1) and self-efficacy (X2) 

as independent variables, and work burnout (Z) as the moderator, predicting work effectiveness. 

Additionally, moderation analysis will explore the moderating effect of work burnout on the 

relationship between supervisory support, self-efficacy, and organizational effectiveness.  

 

RESULTS AND DISCUSSION 

The majority of the respondents who filled out the questionnaire, totaling 100, were 

men, comprising 52%, with women making up the remaining 48%. Most of them are married, 

accounting for 48% of the total respondents, while 38% are still single, and 14% have been 

married. In general, the average work experience of respondents is more than 5 years, with 65% 

of them having worked for that period, while the other 35% have less than 5 years of work 

experience. In terms of education, the majority of respondents had completed tertiary education, 

with 78% having a bachelor's degree and 22% having a master's degree. Supervision support 

(X1) and self-efficacy (X2) have a very strong correlation with the level of work effectiveness 

(Y) based on the model that has been provided. This shows the importance of these two factors 
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in influencing employee work effectiveness, as well as supporting the validity and reliability of 

the regression model used to analyze the relationship between these variables. 

Table 1. Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .990a .981 .980 .434 

 

Based on table 1 (Model Summary), the R value is 0.990 and the R Square value is 

0.981. The R value indicates the correlation between the independent variables (supervision 

support and self-efficacy) and the dependent variable (work effectiveness). An R value close to 

1 indicates that there is a very strong relationship between these variables. Meanwhile, the R 

Square value shows the proportion of variation in the dependent variable that can be explained 

by the independent variable. The R Square value of 0.981 indicates that around 98.1% of the 

variation in the level of work effectiveness (Y) can be explained by the independent variables 

in this model, namely supervisory support (X1) and self-efficacy (X2). Additionally, the R 

Square value that is not included in the regression model, namely 0.019 or 1.9%, indicates that 

there are other variables that are not examined in this research but that contribute to variations 

in the level of work effectiveness (Y). 

Table 2. ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 925.085 2 462.542 2451.046 .000b 

Residual 18.305 97 .189   

Total 943.390 99    

 

Next, in table 2 (anova), the F value is 2451.046 with sig. 0.000 (<0.05) indicates that 

supervisory support (X1) and self-efficacy (X2) have a simultaneous influence on work 

effectiveness (Y). Based on Table 3 which shows the results of the t test (partial test), the t 

values and significance values (Sig.) were obtained. There were three t values recorded, namely 

6.203, 43.567, and 18.960, with all recorded significance values (Sig.) being 0.000. Because 

the significance value (Sig.) for all t tests is less than 0.05, it can be concluded that the t test 

results are statistically significant. 

Tabel 3. Coefficientsa 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.438 .232  6.203 .000 

X.1 1.924 .044 .760 43.567 .000 

X.2 .829 .044 .331 18.960 .000 
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The constant (Constant) is 1.438. This shows that when the values of X1 and X2 are 

zero, then the value of Y will be 1.438. If there was no supervisory support (X1) and self-

efficacy (X2), work effectiveness (Y) would have a value of 1.438. The coefficient for X1 is 

1.924. This shows that every one unit increase in variable X1 (supervision support) will result in an 

increase of 1.924 units in variable Y (work effectiveness). In other words, the higher the level of 

supervisory support, the higher the level of work effectiveness. The coefficient for X2 is 0.829. This 

shows that every one unit increase in variable X2 (self-efficacy) will result in an increase of 0.829 

units in variable Y (work effectiveness). The higher the level of self-efficacy, the higher the level 

of work effectiveness. So, based on this model, it can be concluded that both supervisory 

support and self-efficacy contribute positively to work effectiveness. 

Table 4. Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .993a .987 .986 .361 

 

Table 4 shows a summary of the regression analysis model used to predict work 

effectiveness based on the independent variables supervisory support (X1) and self-efficacy (X2), 

with work burnout (Z) as a moderating variable. The correlation coefficient (R) value is 0.993. This 

shows that there is a very strong correlation between the variables of supervisory support and self-

efficacy as independent variables with the work effectiveness variable as the dependent variable.  

Table 5. ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 931.119 5 186.224 1426.557 .000b 

Residual 12.271 94 .131   

Total 943.390 99    

 

The coefficient of determination (R Square) is 0.987, which means that 98.7% of the 

variation in work effectiveness is explained by the variables of supervisory support and self-

efficacy. From table 4, it shows that the regression model used has a very strong level of 

correlation and a fairly high level of variability in work effectiveness which can be explained 

by the independent variables in the model, namely supervisory support and self-efficacy, by 

considering work burnout as a moderating variable. The influence of supervisory support and 

self-efficacy on work effectiveness can change depending on the level of work saturation. 

Under conditions of high levels of job burnout, the influence of supervisory support and self-

efficacy may be stronger or weaker than under conditions of low job burnout. 

Table 5 shows that the moderating variable job burnout plays an important role in 

explaining the relationship between the independent and dependent variables in the regression 
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model. A p value lower than the 0.05 significance level indicates that the overall regression model 

is statistically significant. Thus the independent variables (supervision support and self-efficacy) 

and the moderating variable (work saturation) together explain variations in work effectiveness. 

Table 6. Coefficientsa 

Model 

Unstandardized Coefficients Standardized Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1.160 .397  2.918 .004 

X 1.418 .117 .560 12.073 .000 

Z 1.256 .121 .501 10.404 .000 

XZ .033 .008 .234 3.919 .000 

X.1z .006 .002 .378 3.510 .001 

X.2z -.010 .002 -.585 -5.300 .000 

 

The regression model contained in table 6 can be expressed as Y = 1.160 + 1.418X.1 + 

1.256X.2 + 0.033Z + 0.006X.1Z + -0.010X.2Z. The regression model provided indicates that 

there is a relationship between the level of work effectiveness (Y) and the independent variables 

supervisory support (X.1), self-efficacy (X.2), and work burnout (Z). The interpretation of the 

coefficients in the regression model is as follows: the constant, with a value of 1.160, represents 

the initial level of work effectiveness (Y) when all independent variables (X.1, X.2, and Z) are 

at zero. The coefficient for X.1 (supervisory support) is 1.418, indicating that for every one unit 

increase in supervisory support (X1), work effectiveness (Y) increases by 1.418 units, assuming 

other variables remain constant. For X.2 (self-efficacy), the coefficient is 1.256, suggesting that 

every one unit increase in self-efficacy (X.2) corresponds to a 1.256 unit increase in work 

effectiveness (Y), disregarding other variables. Z, representing work saturation, has a 

coefficient of 0.033, meaning that for every one unit increase in work saturation (Z), work 

effectiveness (Y) increases by 0.033 units, assuming other variables remain constant.  

The interaction between supervisory support and work burnout (X.1z) has a positive 

regression coefficient of 0.006, indicating a potential strengthening effect of supervisory 

support on work effectiveness in high burnout conditions. The coefficient for the interaction 

between self-efficacy and work burnout (X.2z) is -0.010, suggesting that high levels of both 

self-efficacy and work saturation may reduce work effectiveness, with job burnout moderating 

this relationship. Overall, job burnout can either enhance or weaken the influence of supervisory 

support and self-efficacy on work effectiveness, depending on the level of work saturation. In 

high burnout conditions, supervisory support becomes more influential, while in low burnout 

conditions, its impact may diminish. Similarly, in high work saturation conditions, self-efficacy 
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plays a more dominant role in increasing work effectiveness, whereas in low work saturation 

conditions, its influence may be lower. 

Supervisory support has a significant impact on work effectiveness, providing clear 

direction and encouraging skills development (Hammer et al., 2019). This also affects 

employees' psychological well-being, reducing the risk of burnout (Swanzy, 2020; Halizah et 

al., 2023). Recognizing its importance is critical to organizational success (Erdogan et al., 

2004). Effective supervision reduces burnout, fosters a supportive environment, and improves 

overall performance (Chami-Malaeb, 2022; Nielsen et al., 2023; Hameduddin & Lee, 2023; 

Dawson & McCulloch, 2005; Taiwo, 2010; Van den Berg et al. al., 2020). 

Self-efficacy significantly impacts work effectiveness, motivating employees to set and achieve 

ambitious goals (Wood and Marshall, 2008; Attiq et al., 2017). It also fosters persistence in 

overcoming obstacles (Grosser et al., 2017; De Clercq & Belausteguigoitia, 2017), promoting 

productivity and performance (Schmidt & DeShon, 2010; Darmawan et al., 2020). Confidence in task 

completion encourages initiative and responsibility, enhancing work effectiveness. Recognizing the 

importance of building employee self-efficacy, organizations can provide training and create supportive 

environments (Aftab et al., 2012; Alidosti et al., 2016; Shoji et al., 2016). High self-efficacy reduces 

burnout risk by fostering positive attitudes and stress resistance (Gani, 2022; Jimmieson, 2000). 

It also encourages seeking challenges and constructive responses to negative experiences, 

maintaining motivation and reducing burnout. Supporting employee self-efficacy through training 

and social support enhances work effectiveness by managing fatigue (Sinambela et al., 2022). 

Job burnout negatively affects work effectiveness (Calin et al., 2022; Retnowati et al., 

2023), leading to decreased productivity and performance. It diminishes employee motivation, 

resulting in lower quality work (Darmawan & Putra, 2022). Boredom disrupts concentration and 

social interactions (Khasanah et al., 2010), impeding collaboration and communication (Hariani et 

al., 2019). This decline in effectiveness impacts organizational productivity, hindering project 

progress and innovation (Jannah & Mardikaningsih, 2023). Additionally, burnout contributes to 

absenteeism and turnover (Lambert et al., 2010; Darmawan, 2015), disrupting operations and 

increasing recruitment costs. To address burnout and enhance effectiveness, organizations should 

focus on improving employee well-being and motivation through tailored training and development 

opportunities (Wegge et al., 2006; Olson et al., 2019; Retnowati & Darmawan, 2023). 

 

CONCLUSION 
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Analysis indicates supervisory support significantly enhances employee work 

effectiveness, underscoring the importance of supportive leadership. Similarly, self-efficacy 

strongly correlates with effectiveness, highlighting the role of belief in one's abilities. Job 

burnout moderates the relationship between supervisory support and effectiveness, 

emphasizing the impact of burnout levels on this relationship. To address these findings, 

management should prioritize providing support through training and fostering a supportive 

work culture. Additionally, enhancing employee self-efficacy through tailored training 

programs can boost confidence and task completion abilities. Proactive measures to mitigate 

burnout, such as task variety and work-life balance initiatives, are essential for sustaining 

employee well-being and performance.  
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