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Abstract

In this study, the mediating role of organizational identification in the effect of perceived
organizational support on employee performance was examined. In this context, data were collected
from 414 participants working in banks in Adana and Osmaniye provinces of Turkey through a
questionnaire. Confirmatory factor analysis (CFA) was applied to the scale used in the study. In
addition, the goodness of fit tests and regression analysis were carried out by a structural equation
model (SEM). The mediation role was tested with the Boostrap method. As a result of the study, it was
determined that organizational identification has a partial mediating effect on the relationship between
perceived organizational support and employee performance.

Keywords : Organizational Support, Employee Performance, Organizational
Identification.
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Oz

Bu calismada, algilanan 6rgiitsel destegin ¢alisan performansi tizerindeki etkisinde orgiitsel
6zdeslesmenin aracilik rolii incelenmistir. Bu amag¢ dogrultusunda Adana ve Osmaniye ilindeki
bankalarda galisan toplam 414 katilimcidan anket araciligryla veri toplanmustir. Olgek gecerliligi igin
dogrulayici faktor analizi (DFA) yapilarak, degiskenler arasi iligkiler tespit edilmis ve yapisal esitlik
modeli (YEM) ile modelin uyum iyiligi testleri ve regresyon analizi yapilmistir. Aracilik roliinii test
edebilmek icin ise dolayli etkilerin anlamliligina bakilmis ve bunun igin boostrap yontemi

kullanilmigtir. Calisma sonucunda orgiitsel 6zdeslesmenin algilanan orgiitsel destek ile ¢alisan
performansi arasindaki iligkide kismi aracilik etkisini gosterdigi belirlenmistir.

Anahtar Sozciikler . Orgiitsel Destek, Calisan Performansi, Orgiitsel Ozdeslesme.
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1. Introduction

Today, the increasing competition between organizations and dizzying technological
developments in the globalizing world have made employees the most valuable assets of
organizations. At this point, meeting the expectations of the employees and supporting them
constitute one of the preliminary issues that should be taken into consideration by the
management and managers in increasing organizational productivity. In line with the vision,
mission and policies determined by organizations for the future, the subject they focus on
most is the concept of performance. Because, performance is an important prerequisite for
the survival of the organization. Considering the share of employees in organizations, it is
important to identify and highlight the factors that affect their individual work performance.
For this reason, one of the most fundamental issues that will enable employees to identify
with the organization and increase their performance is that the top management that
manages the organization provides organizational support to the employees and exhibits
positive attitudes and behaviours towards them. Perceived organizational support has
positive and very important effects on the individuals working in the organization. In this
context, perceived organizational support is one of the premises necessary to increase
employee performance.

Perceived organizational support (POS) is the positive belief of the employees
towards the organization, despite the fact that the efforts and efforts made by the employees
are seen and taken into account by the managers of the organization. The positive
impressions of the employees who put forward their opinions, thoughts and criticisms for
the organization are noticed by the top managers in the organization and in this context,
financial and moral support and providing career opportunities positively affect the
employees (Eisenberger et al., 1986; Yilmaz & Gormis, 2012; Karaalioglu, 2019: 1). POS
is that employees know that they are owned by the organization and that they are volunteers
to contribute to both personal and career development. In return for such support given to
the employee, the employee, who feels he is cared for by the institution, will not be
indifferent to this support and will directly increase his individual performance (Erkog, 2015:
1). Eisenberger et al. (1986) stated that the basic criterion that shows the quality of the
relationship between the employee and the organization is the perception of organizational
support. In addition, they explained POS as the attitudes that increase the productivity of the
employees and the behaviours that make the individuals happy. Cullen-Lester et al. (2014),
on the other hand, explains that POS is “the employee should be interested in his/her
institution and fulfil his/her responsibilities at the highest level in return for the financial and
moral support he/she receives from his/her organization”.

Another important factor in increasing the performance of employees is
organizational identification. Today, some complex and social change phenomena indicate
that organizational identification must be absolutely necessary for organizations to analyse
themselves (Lee, 1971: 214). When we evaluate the organizational identification in general,
we should state that this concept is related to many concepts and it is seen as important for
institutions and organizations together with cultural, global, technological and sociological
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factors. The degree of identification with the organization plays an important role in
explaining the attitudes and behaviours of the employees towards the job they work in.
Organizational identification is expressed as “bringing together certain characteristics of
employees within the scope of their work in line with the organization’s management
philosophies” (Tiizim & Caglar, 2008). Studies have also stated that perceived
organizational support (POS) positively affects the performance of employees.

The starting point of this study is whether perceived organizational support (POS)
and organizational identification have a positive effect on employee performance, and
whether POS has an increasing effect on employee performance. Although the effect of POS
on employee performance is investigated in the literature, the fact that the role of
organizational identification in this effect is not investigated reveals the importance of this
study.

The research questions created within the scope of the study are as follows:

o Does perceived organizational support affect employee performance?

o Does perceived organizational support affect organizational identification?

¢ Does organizational identification affect employee performance?

¢ Does organizational identification have a mediating role in the effect of perceived
organizational support on employee performance?

Within the framework of the above-mentioned research questions, in the next part of
the research, firstly the relationships between concepts are explained, then the study
hypotheses are tested with the field research, and the findings obtained as a result of the
analysis are mentioned. In the conclusions and inferences part of the study, suggestions were
developed in a way to shed light on future practitioners and future studies.

2. Literature Review and Hypotheses

The concept of perceived organizational support (POS) was first mentioned in the
literature in an article published by Eisenberger et al. (1986). This concept is expressed as
the perception of employees about valuing and caring for themselves due to their
contribution to the organization or institution they are affiliated with. The appreciation of
the work or duties performed by the employees by the organization and the fact that this
appreciation is seen by someone increases the performance of the employee and is also
important for the organization (S6kmen et al., 2015: 127). Employees’ feeling that they are
valued by the organizations they are members of and knowing that this is done voluntarily
by the organization creates a positive perception of faith and loyalty towards the
organization. At this point, employees exhibit a higher performance by making the work or
tasks of the organization they are a member of more meaningful (Rhoades & Eisenberger,
2002: 698). Perceived organizational support is an important motivation factor affecting
employee performance by showing a more effective performance at work (from Armeli et
al. as cited in Kurt, 2013).
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Perceived organizational support (POS) is a concept related to the extent to which an
organization or institution is concerned with the well-being of individuals working under its
roof and to what extent it cares about the employee’s contribution (Sokmen et al., 2015:
127). POS can be defined as “the general belief that organizations attach to their employees’
contribution and welfare” (Liu & Ding, 2012). POS guides the effective work behaviour on
the staff. Individuals who gain the support of the organization of which they are a member
show commitment to the jobs they are responsible for, and the thought of leaving the
organization decreases due to the establishment of high trust (Eisenberger, 1990;
Eisenberger et al., 1997). According to the theory of social change, which is one of the basic
theories on which perceived organizational support is based, as Shore & Tetrick (1991)
stated, better perception and meaning of organizational support by the employee
(Cropanzano & Mitchell, 2005) They stated that their behaviours and attitudes towards them
will be explained more clearly with this theory (Dogru, 2016: 18). Employees with a high
POS level tend to exhibit attitudes in line with the interests of the organization they are a
member of, and this situation highlights the social change theory developed by Blau (1964).
Within the framework of this theory, team members within the same organization can
contribute to the development of business relations with each other and social change
(Cropanzano & Mitchell, 2005; Hekman et al., 2009).

In studies on perceived organizational support and employee performance; Shore and
Wayne (1993), Searle et al. (2001) stated that perceived organizational support had a positive
significant effect on employee performance, and Rhoades & Eisenberger (2002), who
carried out a similar study, stated that perceived organizational support increased satisfaction
in employees and therefore had a significant effect on job performance. Akkog et al. (2012)
emphasized that organizational support is important for the development of employees and
therefore has a positive effect on their performance. In addition, in the study conducted by
Yilmaz (2016) on 5-star hotel cooks, it was stated that perceived organizational support
positively affected employee performance, and in the study conducted by Bacaksiz (2016)
on nurses working in the public sector, it was stated that organizational support positively
affected employee performance. In line with the literature research, the first hypothesis of
the research was determined as follows.

H1: Perceived organizational support positively affects employee performance.

Organizational identification (Ol) is the ability of an employee to express
himself/herself with the institution he/she is a member of and feel that he/she belongs to that
institution (Kerse & Karabey, 2017: 380). Over time, the concept of organizational
identification took place in the literature after the 1970s. Since 1970, different definitions
have been made on this concept, and more emphasis has started on it. According to the
literature, the concept of organizational identification is defined in different ways. For
example, organizational identification is the combination and harmonization of personal
goals and corporate goals (Hall et al., 1970: 176-177), and it is the employee’s role in
achieving corporate goals and implementing corporate principles (Buchanan, 1974: 533),
and it is the ability of individuals to use the sentences they use to express their institutions

50



Kara, E. & G. Kirpik & A. Kaya (2021), “The Mediating Role of Organizational Identification in the
Effect of Perceived Organizational Support on Employee Performance”, Sosyoekonomi, 29(49), 47-64.

while expressing themselves (Dutton et al., 1994). For this concept, many definitions have
been made in the literature, but one of the most striking expressions is the definition made
by Ashforth & Mael (1989). The definition is as follows; organizational identification is the
employee’s belonging to his/her institution, or the ability to feel unity with the institution,
and the ability to individually accept all positive and negative situations of the institution
(Ashforth & Mael, 1989: 34). In addition, according to another definition, organizational
identification is expressed as the employee’s self-evaluation process (Riketta, 2005: 360),
as well as the sensory process that the employee experiences about the organization or the
institution. In general, this evaluation process is an evaluation by considering all aspects of
the institution or organization the employee is a member of (Cakimberk et al., 2011: 93).
Finally, according to Van Dick (2004: 175), organizational identification is the fact that the
employee includes this process of behavioural evaluation as well as the sensory and
cognitive process that the employee feels towards the organization, he or she is a member
of.

In studies on POS and organizational identification, findings supporting the purpose
of this study have been reached. For example, as a result of the research conducted by Cho
and Treadway (2016) on bank employees and graduate students, it was found that there is a
positive and correct relationship between POS and Ol, and it was stated that employees with
a high perception of organizational support will have a high level of organizational
identification. By Sluss et al. (2008) on multinational company employees in the USA; on
service organizations by Cheung & Law (2008); on workers in the defence industry by
Turung and Celik (2010); by Ozdemir (2010) on primary school teachers working in 8 state
schools in Ankara; by Zagenczyk et al. (2011) on university employees and some business
lines; and by Ertiirk (2010) in the studies conducted on blue-collar shipyard employees, it
was determined that POS had a positive effect on organizational identification. In this
direction, based on the literature and study findings mentioned above, the following
hypothesis has been created to determine the relationship between perceived organizational
support (POS) and organizational identification (Ol).

H2: Perceived organizational support positively affects organizational identification.

Employee performance (EP) concept is one of the important concepts that all
businesses operating in the service sector should focus on today. Regarding the concept of
employee performance, in the literature, it is seen that researchers have different meanings
by making different definitions. The concept of performance is defined as the degree of
achievement of the objectives of the work carried out in a certain time period (Tutar &
Altindz, 2010: 201). The concept of employee performance is the comparison with the
organizational success criteria determined according to the individual abilities of the
employees (Giimiistekin & Oztemiz, 2005: 280). At this point, it is the performance of the
employee individually, within the limits he can do in accordance with the job defined. If an
organization is to choose a method to reward its employee, this method must necessarily be
related to the employee’s performance rating. In terms of businesses, if it is necessary to
define the concept of performance, it is expressed as a service or an idea in order to perform
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the task to be carried out in the best way and to reach the goals set by the business within
the framework of the criteria determined by the enterprises (Pugh, 1991: 7-8). When the
literature was examined, it was concluded that, as a result of the study conducted by Akkog
et al. (2012) on whether POS had an effect on performance, the results obtained were
positive, and POS had a partial mediating role on performance.

On organizational identity and employee performance, McGregor (1967), Riketta
(2005), Carmeli et al. (2007) and Liu et al. (2011), it has been revealed that identification
with the organization has a significant effect on performance. In the study by Yaman (2011),
it was stated that organizational identification increases employee motivation, job
satisfaction and commitment, and thus has a positive effect on performance. In addition, in
the study conducted by Newman et al. (2014), it was reported that organizational identity
helps high performance due to its positive psychological effect on employees. Therefore,
according to the mentioned literature, the third hypothesis of the research was formed as
follows.

H3: Organizational identification positively affects employee performance.

Considering the studies on the mediating role of organizational identification in the
relationship between POS and employee performance, it is seen that these studies are
limited. In the studies; on the nurses working in public hospitals in the European side of
Istanbul, by Bacaksiz (2016); over 300 research assistants by Sokmen et al. (2015); on the
employees of 13 enterprises operating in different sectors in China by Shen et al. (2014); by
Gillet et al. (2013) on 323 nurses working in France; conducted by Hekman et al. (2009) on
physicians, it is seen that organizational identification has a mediating role in the relationship
between POS and employee performance. In the light of the above theory and study findings,
it is thought that job satisfaction has an increasing effect on the effect of transformational
leadership on employee performance. In this direction, the following hypothesis has been
created.

H4: Organizational identification has a mediating role in the effect of perceived
organizational support on employee performance.

3. Research Method

In this study, which aims to determine the mediating role of organizational
identification in the effect of perceived organizational support on employee performance,
first of all, information about the population and sample of the research and the scales used
in the research are given. Then, analysis was made for the research model, which was created
in the light of the data obtained from the research sample. In this direction, confirmatory
factor analysis (CFA) were conducted for the scales of the study, and the correlations
between research variables were determined. Afterwards, the goodness of fit tests of the
research model were conducted with the structural equation model established within the
framework of the research model, and the results of the regression analysis and mediation
test between variables were presented.
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3.1. Research Model

In accordance with the literature and hypotheses, the following research model has
been created in order to reveal the relationships between variables. In this study, as Karasar
(1995) stated, the relational screening model, which is a research model, which tries to
determine whether two or more variables are in relation and whether there is a change
together, was preferred. In Figure 1, the conceptual model of the research that covers three
different variables is shown.

Figure: 1
Relationships Among the Research Variables

Organizational

Identification

Percerved Employee
Organizational
Support

Performance

3.2. Research Population and Sample

The population of the research consists of public and private banks employee
operating in Adana and Osmaniye. The sample of the research is bank employees in Adana
and Osmaniye. The necessary data set used in the research was obtained by applying a
questionnaire to 414 people with convenience sampling method. However, the minimum
number of questionnaires required for this study was calculated by using the formula below
in this formulation, n: sample size, N: population volume, P: probability of occurrence of a
given event, Q = 1-P, Z value (1-a) test statistic at confidence level and d: amount of
tolerance. In addition, the required minimum sample size was determined as 95% confidence
interval and 5% tolerance. According to this formula, the number of questionnaires to be
applied was calculated as 384 (Ozer, 2004; Yakut, 2020: 3286):

_ NPQZ?
N = W—Daz+rez? @
2
n= 264373(0.5)(0.5)(1.96) =384 @

T (264373-1)0.052+(0.5)(0.5)(1.96)?

168 of the employees are women and 246 of them are men. 126 of the employees are
in the age range of 18-31, 138 of them are in the age range of 32-38, 109 of them are in the
age range of 39-51 and 21 of them are in the age range of 52 and over. In terms of work
experience, 51 of the employees are less than 1 year, 148 employees 1-3 years, 109
employees 4-7 years, 69 employees 8-11 years, 29 employees 12-20 years, and 8 employees
21 years or more, has experience.
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3.3. Scales of the Study

Expressions in all scales in the questionnaire forms were measured with a 5-point
Likert type scale. For the reliability of the scales, the Cronbach Alpha value was used, and
the mean and standard deviation values were calculated for all the expressions in the scales.
It was found that the reliability values of the factors in all of the statements in the
questionnaire form were 0.70 and above (Nunnally, 1978).

¢ Organizational Support Scale: The short version of the five-item scale, developed
by Rhoades et al. (2001) and validated in Turkish by Cinar (2013), was used. The
reliability coefficient of this scale was determined as 0,88.

e Employee Performance Scale: The scale consisting of one dimension and four
expressions, adapted from the study of Kirkman and Rosen (1999) by Sigler
&Pearson (2000), was used in this study. Turkish adaptation of the scale was made
by C61 (2008). The reliability coefficient of this scale was found to be 0,91.

¢ Organizational Identification Scale: It is a one-dimensional scale consisting of six
expressions, developed by Mael & Ashforth (1992), then adapted into Turkish by
Tak & Aydemir (2004). The reliability coefficient of this scale was found to be
0,83.

4. Findings

SPSS and AMOS statistical package programs were used for the analysis of the data
collected within the scope of the research. In order to reveal the reliability levels of the scales
used in the study, the Cronbach’s Alpha coefficient was taken into account, and descriptive
statistics for the variables were determined. Confirmatory factor analysis (CFA) was
performed to determine the structural validity of the measurement model presented in the
study, and the convergence and convergence validities were revealed. In addition to these,
the relationships between the variables discussed in the study were determined by
performing Pearson correlation analysis. In testing the hypotheses put forward in the study,
structural equation model (SEM) analysis was handled, and thus, direct effects, indirect
effects and total effects, which were aimed to be revealed among variables, were determined.
The correlation values between the variables and the reliability and descriptive statistics of
the variables are included in Table 1. The fact that the skewness and kurtosis values of the
mean of the variables are between +2 and -2 shows that the data is normal distributed. When
Table 1 below is examined, it has been found that there are positive and significant
relationships between “Perceived Organizational Support (POS)”, “Employee Performance
(EP)” and “Organizational Identification (OI)”.

In the study, first-order multifactorial structure was tested with confirmatory factor
analysis (CFA), preferring the AMOS program, in order to determine the validity of the
scales. Due to the normal distribution of the data, the maximum likelihood estimation
method was used for this (Giirbiiz & Sahin, 2016). The coefficients obtained as a result of
the analysis are shown in Figure 2. According to the aforementioned findings, factor loads
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took high values ranging from 0,579 to 0,887, and all of these factor loads were found to be
statistically significant.

Table: 1
Descriptive Statistics and Correlation Coefficients
Mean Sd. Skewness Kurtosis 1 2 3
1. Perceived Organizational Support (POS) 4.20 72 -1.86 1.28 (.88)
2. Employee Performance (EP) 4.40 .60 -1.21 1.30 572" (.91)
3. Organizational Identification (OI) 4.10 71 -1.71 1.55 423" .558™ (.83)

**p <.001, n =414, values given in parentheses are Cronbach's Alpha (a) values.

Figure: 2
Confirmatory Factor Analysis (CFA)

As a result of the first level confirmatory factor analysis (CFA) of the scale,
acceptable good fit values were reached in the values of fit indices. The confirmatory factor
analysis (CFA) results are presented in Table 2 below. The goodness of fit values obtained
as aresult of CFA were determined as “y2 / df = 2,48; SRMR =0,34; IFI =0,96; TLI1 = 0,95;
CFI = 0,96; RMSEA = 0,60, and these values show that the model is in very good fit. In

addition, these results indicate that the predicted theoretical structure of the three factors is
confirmed.

Table: 2
Goodness of Fit Statistics for the Scales and Research Model
Godness of Fit Values 12 df CMIN/DF SRMR IF1 CFI TLI RMSEA
Perceived Organizational Support 13.987 3 4.662 .012 .990 .990 .998 .073
Employee Performance 4.282 3 .199 .004 .999 .999 .997 .032
Organizational Identification 18.654 8 2.332 .028 .986 .986 974 .057
Measurement Model 216.304 87 2.486 .034 .963 .963 .955 .060
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In the next part of the study, in order to test the research hypotheses and the mediating
effect, a path analysis model was established for the mediating role of organizational
identification in the effect of perceived organizational support on employee performance.
The result regarding the established structural model is shown in Figure 3.

Figure: 3
Structural Equation Model (SEM) and Standardized Path Coefficients

Regarding the model given in Figure 3, H1: “Perceived organizational support
positively affects employee performance.”, H2: “Perceived organizational support positively
affects organizational identification.”, H3: “Organizational identification positively affects
employee performance” and H4: “Organizational identification has a mediating role in the
effect of perceived organizational support on employee performance.” The research
hypotheses were tested on the structural model in order to evaluate the hypotheses and the
effect of the intermediary model, and the results are shown in Table 3. In terms of testing
the mediation role, the highest likelihood method was used with the Monte Carlo Parametric
Boostrap option with a 95% confidence interval consisting of 5000 samples to look at the
significance of indirect effects. The upper and lower values for the confidence intervals are
presented in Table 3.

Table: 3
Mediation Analysis
BC %95 CI
Tested Path B SE B UB

Perceived Organizational Support > Organizational Identification 0,488™" 047 37 59
Organizational Identification > Employee Performance 0,473 0,49 ,35 57
Perceived Organizational Support ---> Employee Performance

Total Effect (c) 0,607 0,37 51 ,68

Direct Effect (c’) 0,377 - .25 148

Indirect Effect (axb) 0,230 - ,16 31

Note: n = 414 (5.000 Bootstrap sample), YD %95 BC = Bias corrected %95 Confidence interval, X = Perceived Organizational Support, Y = Employee Performance, M =
Organizational Identification, (***p<.001).
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As a result of the analysis, it was revealed that perceived organizational support has
a significant positive effect on organizational identification (p = ,488, p <.001, 95% CI [,37,
.59]). In this case, the H2 hypothesis was supported. This result shows that perceived
organizational support has an increasing effect on the organizational identification of the
employees due to the work done. Organizational identification has a significant positive
effect on employee performance (p =,473, p <.001, 95% CI [,35, .57]). In this case, the H3
hypothesis was supported. However, the total (p = .607, p <.001, 95% CI [.51, .68]) and
direct (B =,377, p <.001, 95% CI [,25, .48]) has been observed to have a significant positive
effect. In addition, it was revealed that perceived organizational support has an indirect (=
.230, p <.001, 95% CI [.16, .31]) significant effect on employee performance. Hence, the
H1 and H4 hypothesis was supported. In the light of these results, four hypotheses of the
study were accepted. It was stated by Zhao et al. (2010) and Baron and Kenny (1986) that
in order to talk about a mediating effect, VAF (Variance Accounted For) value should be
calculated, and if VAF <0.20, there is no mediating effect; If 0.20 < VAF < 0.80, there is a
partial intermediation effect; and if the VAF > 0,80, it has a full intermediary effect. Since
VAF = (Indirect Effect) / (Indirect Effect + Direct Effect) =0,23 /(0,23 + 0,37) = 0,38 <0,80,
it can be said that organizational identification in the model has a partial mediating effect.

Therefore, it can be said that organizational identification has a partial mediating
effect according to the research model. According to these findings. Organizational
identification has a “partial mediating role” in the effect of perceived organizational support
on employee performance. Because, Boostrap lower and upper confidence interval values
obtained by percentage method do not include 0 (zero) value. This finding shows that
organizational identification has an enhancing effect on the effect of perceived
organizational support on employee performance, the main purpose of which is to give
employees confidence and increase their work efforts.

5. Conclusion, Discussion and Suggestions

Developments in the service sector in recent years have started a fierce race between
organizations, and accordingly, organizations have resorted to different ways to increase
employee performance. Improving the work environment and economic status of the
employees causes significant increases in employee performance. In this context, perceived
organizational support is thought to have a regulatory and developmental effect between the
organization and the employee. On the other hand, employees can identify themselves with
the organization they are affiliated with only through organizational support. Perceived
organizational support and identification has become an increasingly important issue for
organizations in increasing employee performance in recent years. Based on this importance,
in this study conducted on public and private banks in Adana and Osmaniye provinces in
order to determine the mediating role of organizational identification in the effect of POS on
employee performance, the data collected through the survey were statistically evaluated.

As a result of the statistical analysis, it was concluded that POS had a significant
positive effect on organizational identification. This result is based on studies conducted to
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determine the effect of perceived organizational support on organizational identification
(Knippenberg & Sleebos, 2006; Edwards & Peccei, 2010; Sluss et al., 2008; Cheung & Law,
2008; Eisenberger et al., 2001) consistent with the results. This finding indicates that
perceived organizational support increases organizational identification on the employee.
Accordingly, as stated by Cheney (1983), it can be said that the level of organizational
identification is higher in organizations and institutions where value-oriented incentives are
offered. However, this finding is confirmed by the statement stated by Ashforth et al. (2008)
that “organizational identification is the process of establishing a bond between the
employee and the organization and understanding each other by feeling that the employee
belongs to the organization”. In parallel with this situation, with the statement stated by
Rhoades and Eisenberger (2002) that “employees can meet their needs by receiving mutual
support with respect, love and trust with the organization they work for, and accordingly,
employees add their membership to their social identity” findings were supported
(Zagenczyk et al., 2011: 260). In addition, this finding supports the situation stated by Tyler
and Blader (2003) that “employees who are loved and counted by their organizations and
who are evaluated in higher positions will increase the degree of organizational
identification and exhibit some supportive behaviours”. As a matter of fact, these different
approaches have a positive impact on employees, and allow for an increase in employee
performance. According to all this information, it is possible to evaluate that the socio-
economic needs of the employees can be met with perceived organizational support.

As aresult of the analysis conducted to determine the mediating role of organizational
identification in the effect of POS on employee performance for the main purpose of the
study, it was determined that organizational identification has a partial mediating role in the
effect of POS on employee performance. This result shows that POS has an indirect effect
on employee performance both directly and through organizational identification. In this
respect, it is possible to evaluate that the performance may increase as a result of the
employees seeing themselves as a part of the organization benefiting both the institution and
the work done. These findings are consistent with the results of the study examining the
relationship between POS and employee performance (Hekman et al., 2009; Sluss et al.,
2008; Gillet et al., 2013). In addition, other studies examining the relationship between POS,
employee performance and organizational identification (Shen et al., 2014; Gillet et al.,
2013; Hekman et al., 2009; S6kmen et al., 2015; Bacaksiz, 2016; Eisenberger et al., 1986)
is also compatible with the results. In addition, as stated by Turun¢ & Celik (2010), it has
been concluded that if employees’ expectations about the organization they work for are
met, and they identify with the organization, there is an increase in the performance levels
of employees, and this finding strengthens the effect of perceived organizational support on
employee performance. On the other hand, another finding is that “an employee who thinks
that his/her organization will stand by him and his/her organization will support him/her
even if they encounter negative events during the process of their life, increase the positive
relationship between them and their current organization, and thus increase their direct
performance. It can be expressed as”.
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The scales used in the research are on a 5-point Likert scale and were created to
determine whether to agree with certain expressions. However, common method deviation
may occur as a result of using the same scale type (Likert, semantic differences, etc.) for
variables. This means that all three variables are determined by Likert method, and there is
the possibility that there may be an effect on the opinions of the people who filled out the
questionnaire (Gugercin & Ay, 2016). Therefore, the fact that the scales used in the study
are on a 5-point Likert scale is one of the limitations of the study. Another limitation of the
research is that the research was conducted with employees operating in the service sector
in only one region. However, all the results obtained as a result of this study should be
evaluated within the scope of the sample that was researched, the survey method determined
and the research limitations. In addition, since the research is conducted in a certain period
of time, attitudes and perceptions may change over time, this study is limited to the process
in which it was carried out (Aslan, 2020: 209). Therefore, the application of a similar
research to different sectors and employees can be recommended for researchers.

The most important contribution of this study to the literature is that it has been
proven that organizational identification has an increasing effect on the effect of perceived
organizational support on employee performance. In this respect, it is thought that the
research will contribute to the literature. For future studies, it is recommended to carry out
studies that consider factors such as organizational justice, organizational cynicism,
organizational culture and organizational commitment as mediator variables in the effect of
factors such as job satisfaction, self-efficacy, and job stress on employee performance. For
practitioners, it is suggested that the positive perception of organizational support towards
motivation and wages in the organization is an important issue in organization-employee
interaction, should not be ignored. In addition, in order to increase the performance of the
employees and to identify with the organization, it is recommended to support the employees
in an organizational way, and to carry out activities that will motivate them to work and
increase their level of satisfaction with wages.
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