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Abstract

This research aims to measure the mediation and serial mediation effect of psychological well-
being and personnel empowerment in the relationship between manager support and employee
performance. To realise this aim, research was carried out in the textile sector operating in the province
of Usak. As a result of the study, it was concluded that psychological well-being has a mediating effect
on the effect of managerial support on employee performance, but personnel empowerment has no
mediating effect. In addition, it was concluded that both psychological well-being and personnel
empowerment had a serial mediation effect on employee performance.

Keywords : Managerial Support, Performance, Psychological Well-Being, Staff
Empowerment.
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Oz
Bu aragtirmanin amaci yonetici destegi ile ¢alisan performansi arasindaki iliskide psikolojik
iyi olug ve personel giiglendirmenin aracilik ve seri aracilik etkisini 6lgmektir. Bu amag dogrultusunda
Usak ilinde faaliyet gosteren ve tekstil sektoriinde arastirma yapilmustir. Arastirma sonucunda;
yonetici desteginin ¢alisan performansina etkisinde psikolojik iyi olusun aracilik etkisi olduguna ancak
personel giiclendirmenin ise aracilik etkisi olmadig1 sonucuna ulasilmistir. Ayrica hem psikolojik iyi

olus hem de personel giiglendirmenin ¢alisan performansi tizerinde birlikte seri aracilik etkisi oldugu
sonucuna vartlmistir.

Anahtar Sozciikler : Yonetici Destegi, Performans, Psikolojik Tyi Olus, Personel
Giglendirme.

A part of this study was presented at the National Management and Organization Congress held at Siileyman
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1. Introduction

In our contemporary business world with great globalisation and relentless
competition, employees are undoubtedly considered one of the leading factors adequate for
organisational success. Especially when this is approached by businesses operating across
the Organized Industrial Zones (O1Z), productivity, service quality and customer satisfaction
depend mainly on employees in the respective operations. Therefore, businesses across the
OlZs must investigate and study human factors with their multiple dimensions for higher
success. An atmosphere that could be created with minimum stress levels for employees at
these organisations in which their psychological comfort and management support are
provided would eventually enhance their performance level (Asik, 2020: 736; Hefferon &
Boniwell, 2014: 77; Wright, 2010: 14).

Some factors influence employees' performances in their business lives. Particularly
researchers in organisational behaviour report that managerial support, psychological well-
being and employee empowerment are some of the substantial factors effective on employee
performance. Because the survival of an organisation and its superiority over its competitors
in the sector depends on these factors, managerial support positively affects both
organisational and individual levels in light of the relevant literature. It could be noted that
managerial support is related to some aspects such as organisational loyalty, job satisfaction,
performance, presentism, organisational justice, stress management, employee
empowerment, psychological well-being, training, the intention of leaving a job, leadership,
and organisational support (Helvaci, 2002: 156).

When the volume of the research on the correlation between managerial support and
employee performance is considered, the quantity and scope of the studies on the organised
industrial zone need to be increased. Thus, the present study aims to determine the mediatory
and serial mediatory roles of psychological well-being and employee empowerment on
managerial support and employee performance within the scope of the employees of OIZ in
Usak City. It aimed to contribute to the current literature based on managerial support,
employee performance, psychological well-being and empowerment variables. Manager
support's direct and indirect effects on employee performance can be analysed. In this
respect, mediation and serial mediation effect analyses were sought to specify the indirect
impact of manager support on employee performance. Moreover, our purpose was to inform
readers about the effective factors in the relationship between managerial support and
employee performance across OlZs and to encourage decision-makers to take stronger
actions to enhance the psychological well-being of their employees within the scope of the
questions mentioned below. In this context, managers and employees must adopt the
philosophy of managerial support; a management understanding encouraging psychological
well-being and employee empowerment needs to be promoted for organisations
(Hochwarter et al., 2006: 482; Skerlavaj et al., 2014: 1).

The key orientation points of our study are the positive effect of managerial support,
psychological well-being and employee empowerment on employee performance and
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whether psychological well-being, employee empowerment and managerial support have
enhancing impact on employee performance. Even though various researchers have
investigated the effect of managerial support on employee performance in the current
literature, the respective roles of psychological well-being and employee empowerment in
this effect have yet to be addressed, reflecting the present study's significance. Our study
made a specific contribution to the available literature in this sense.

The following questions were addressed in the scope of our study:

¢ Does managerial support affect employee performance?

e Does managerial support affect psychological well-being and employee
empowerment?

e Does psychological well-being affect employee empowerment and employee
performance?

o Does employee empowerment affect employee performance?

e Do psychological well-being and employee empowerment have mediatory and
serial mediatory roles in the correlation between managerial support and
employee performance?

At first, managerial support, employee performance, psychological well-being and
employee empowerment subjects were reviewed through the concerned literature. This was
followed by the development of the study hypotheses based on the outcomes of the literature
review. Then, the framework of our study and utilised analysis method was introduced in
the next chapter.

2. Literature Review and Hypotheses

2.1. Managerial Support

Managerial support is the extent of support, respect and encouragement that
managers have for their subordinate employees (Eisenberger et al., 2002: 566). In other
words, perceived managerial support refers to the extent of the respect felt by employees for
their seniors and their beliefs regarding their contribution to the work outcomes. Managerial
support is found to be effective in the establishment of high-quality relationships and
communication between manager and employee; thus, it is relatively effective on
employees’ work results (Golden & Veiga, 2008: 79). In another study, managerial support
is described as an appreciation of opinions and projects of employees by their managers and
to enhance their welfare (Kottke & Sharafinski, 1988: 1075). Managers influence the
sentimental reactions of employees. The manager establishes good employee
communication and coordination (Durham et al., 1997: 206). Managerial support has an
important place in the generation of creative opinions. Perceived managerial support refers
to the manager providing opportunities to employees to access adequate resources and
practice their opinions (Skerlavaj et al., 2014: 1). Managerial support establishes cooperation
among employees to reach their goals and enhance organisational performance (Hochwarter
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etal., 2006: 482). It is known that the guidance, assistance and feedback from their managers
help employees deal with complex situations occurring in the workplace and thus reduce
occupational stress, which can influence employees' psychological well-being, work-family
conflict and job satisfaction (Yoon & Lim, 1999).

2.2. Employee Performance

Employee performance refers to a good, service or opinion created by an employee
by prescribed instructions to accomplish the mission, objective or targets. Performance could
be described as an employee’s output from the job (Helvaci, 2002: 156). Performance is an
interaction between employees and organisational targets. Employees are the most
substantial resources for businesses to attain their aims and targets. As employees sustain
their efficient performance, their workplace can accomplish objectives and targets.
Employee performance is a critical factor for organisational success. Therefore, a manager
strives to increase the performance level of the employees (Calik, 2003: 8). Employee
performance is seen as the effort and exertion that individuals working in the organisation
must show for the organisation in exchange for their salary or an economical price (Rousseau
& McLean, 1993). In terms of businesses, the concept of performance is expressed as
services, goods or ideas that are propounded to fulfil in the best way the task to be done
within the framework of previously defined criteria and to achieve the goals determined by
the business (Pugh, 1991: 7-8).

2.3. Psychological Well-Being

Psychological well-being refers to an individual’s overall experiences in response to
their positive reactions (Diener, 1994: 108). Psychological well-being advocates that the
capacity to realise an individual’s potential lies under the foundation of well-being.
Psychological well-being includes more than satisfaction and fulfilment for happiness and
good life (Hefferon & Boniwell, 2014: 77). Psychological well-being consists of an
individual’s holistic consideration of his/herself, past, self-development capacity, the
significance of life and purpose, grasping of the external world, and internal independency
upon recognition of their potential (Ryff & Keyes, 1995: 1007). Psychological well-being is
subjective and an individual experience. Psychological well-being contains both relative
existences of positive affection and the relative inexistence of negative affect.
Complementary concepts such as happiness, cherish, and hedonic happiness is regarded as
high and positive aspects of psychological well-being (Wright, 2010: 14). When human life
is considered and evaluated, it is likely to compare the perceived state with its standards of
desirability. This is the subjective element of cognitive assessment. Psychological well-
being incorporates various concepts, from everyday life experiences to much broader global
judgments about lives (Kim-Prieto et al., 2005).
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2.4. Employee Empowerment

Employee empowerment is considered a crucial concept developed to ensure
employees gain the initiative in the decisions concerning their tasks, create a solution
without interference from senior management when they encounter issues, and contribute to
the work process at the highest possible level (Oktug, 2017: 247). Employee empowerment
is an approach to use better judgment and increase individual authority within an
organisation for better utilisation of current opportunities. Thus, it aims to increase
organisational motivation as well (Kappelman & Richards, 1996: 26). Spreitzer considers
empowerment as a motivational structure with four perception dimensions: content,
competency, autonomy and impact (Spreitzer, 1995: reported by Co6l, 2008: 37).
Additionally, Koger says that employee empowerment is an atmosphere in which employees
feel motivated, having self-confidence in terms of knowledge and competency, and spending
effort to accomplish organisational objectives through taking individual initiative (Kogel,
2005: 416). Employee empowerment refers to sharing information about the performance of
the organisation and the personnel at the low level of the organisational hierarchy in
authorising employees, rewarding them according to their performance, and authorising
them in decision-making. Personnel empowerment is very significant as it represents a
management approach. It has been stated that personnel empowerment is associated with
organisational commitment (Saglam-Ar1 & Ergeneli, 2003).

2.5. The Relationship between Managerial Support and Employee
Performance

Since manager support is an important concept that makes the employees feel
appreciated and preferred by the manager when they perceive this support more strongly,
their organisational commitment and psychological well-being levels are positively affected.
The manager is devoted to the well-being of employees. This situation is also substantial for
organisational efficiency (Kwenin et al., 2013). The current literature on the correlation
between managerial support and employee performance reveals findings supporting the
objective of the present study. For instance, Shanock and Eisenberger (2006) report that
perceived organisational support and managerial support perceived by subordinates
positively affect supra-role performance. Tarcan et al. (2021) reveal that perceived
managerial support significantly affects performance. It is addressed that solid support from
managers to employees positively affects their performance levels. Zaman et al. (2019)
suggest that employee loyalty plays a mediatory role concerning the effect of perceived
organisational support and managerial support on employees’ in-role and supra-role
performance. Guchait et al. (2014) reveal that perceived manager and co-worker support
directly affects employee loyalty and performance. Dysvik and Kuvaas (2012) report that
perceived managerial support positively correlates with employee development atmosphere
and business performance. Pazy & Ganzach (2009) report a significant positive correlation
between managerial support and job performance. Emhan et al. (2013) address that
employee performance increases when managerial support is high. Similarly, Arslan (2019)
reports a positive correlation between managerial support and organisational performance.

113



Kara, E. & M.H. Cetinel (2023), “Determining The Intermediate Role of Psychological Well-Being and Staff Empowerment
in The Relationship Between Management Support and Employee Performance”, Sosyoekonomi, 31(56), 109-128.

Sekhar & Patwardhan (2021) emphasise the effect of managerial support on the impact of
flexible work adjustments on job performance. Additionally, researchers report that
employees feel more valuable to the organisation when they take managerial support,
affecting their job performance. Van & Kroon (2020) reveal that performance evaluations
based on strong dimensions in conventional process analysis positively affect managerial
support. Our hypothesis concerning the effect of managerial support on employee
performance was developed based on previous studies as below:

Hai: Managerial support has a positive impact on employee performance.

2.6. The Relationship between Managerial Support and Psychological Well-
Being &Employee Empowerment

The relationship between managerial support at the workplace and psychological
well-being could also be explained by “Affective Events Theory”, the most frequently used
hypothetic framework to interpret the psychological well-being process (Weis &
Cropanzona, 1996). Because interpersonal maltreatment is a negative event, it contributes
to individuals reacting negatively emotionally to such a situation and deteriorates their
psychological health (Anwar & Sidin, 2016). Gilbreath & Benson (2004) state that manager
behaviour and support positively contribute to employees’ psychological well-being.
Moreover, researchers report that managers who pursue creating a better workplace
environment must not ignore their employees. Nabawanuka & Ekmekcioglu (2022) says that
managerial support positively affects the balance between psychological well-being and
work/life. Employee empowerment ensures organisations gain a democratic governance
understanding in which employees can participate in decision-making and freely express
their opinions (Abraiz et al., 2012: 393). Similarly, Ceylan et al. (2015) report a positive
correlation between managerial support, job satisfaction and employee empowerment.
Current studies in the literature (Achour et al., 2017; Mcllroy, 2021; Gilbreath & Benson,
2004; Sommovigo et al., 2019; Nabawanuka & Ekmekcioglu, 2022) address the existence
of a positive correlation between managerial support and psychological well-being; (Nisula,
2015; Jose & Mampilly, 2015; Ozbozkurt et al., 2021; Ceylan et al., 2015; Abraiz et al.,
2012) between managerial support and employee empowerment. In emotional Events
Theory”, different events (positive or negative) experienced by individuals in the past induce
some emotional reactions in today's business life. On the other hand, in "Individual-
Organisation Harmony Theory”, individuals and organisations, consciously or
unconsciously, take care to choose a workplace or person that will ensure this harmony.
Because in such a case, the needs will be mutually satisfied more easily (Kristof-Brown et
al., 2005). Based on studies on “Affective Events Theory” and “Individual-Organisation
Harmony Theory”, hypotheses were developed for the relationship between managerial
support and psychological well-being & employee empowerment as below:

H:: Managerial support has a positive effect on psychological well-being.

Hs: Managerial support has a positive effect on employee empowerment.
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2.7. The Relationship between Psychological Well-Being and Employee
Empowerment & Employee Performance

Psychological well-being reveals the necessity of achieving both employee and
organisational performance; in this regard, this relationship among variables is significant
(DiMaria et al., 2020). In this context, it should be determined how an employee's well-being
and well-being affect his performance at work (Salgado et al., 2019). Li & Lin (2021)
suggest that well-designed human resources practices increase employees’ well-being
levels; and that there is a significant positive effect between employee empowerment and
well-being. Rahi (2021) reports that psychological well-being is related to employee
empowerment, transformational leadership, job enrichment and loyalty. Current literature
also studies the relationship between psychological well-being and employee performance.
For instance, Holman et al. (2002) report a positive relationship between psychological well-
being and performance. Biswas (2011) indicates that psychological well-being is effective
on job performance. Kundi et al. (2021) report a relationship between psychological well-
being and employee performance; affectionate loyalty has a mediatory role. Current studies
(Garcia & Bonavia, 2021; Li & Lin, 2021; Rahi, 2021; El-Kot, 2019) indicate a positive
correlation between psychological well-being and employee empowerment; (Abualoush et
al., 2018; Yang & Choi, 2009; Baird et al., 2018; Kiling, 2020; Jha, 2019; Wright &
Cropanzao, 2004) indicate the positive correlation between psychological well-being and
employee performance. Accordingly, based on these findings, our hypothesis concerning the
correlation between psychological well-being and, employee empowerment & employee
performance was developed as below:

Ha: Psychological well-being has a positive effect on employee empowerment.
Hs: Psychological well-being has a positive effect on employee performance.

2.8. The Relationship between Employee Empowerment and Employee
Performance

Baird et al. (2018) claim that employee empowerment has both direct and indirect
effects on organisational performance. Yang & Choi (2009) report a positive relationship
between empowerment and job performance and that job motivation has a partial mediatory
role in this relationship. Kiling (2020) emphasises a medium-level positive relationship
between employee empowerment and perceived performance. Jha (2019) remarks that a
high psychological empowerment level significantly affects psychological security, learning
motivation, and team performance. Abualoush et al. (2018) state that information
management and information systems positively affect employee empowerment and
performance. Thus, our hypothesis concerning the relationship between employee
empowerment and employee performance was developed as below:

Hs: Employee empowerment has a positive effect on employee performance.
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2.9. Mediatory and Serial Mediatory Relationships of Psychological Well-Being
and Employee Empowerment Variables

According to our literature review, no study investigated the mediatory and serial
mediatory roles of psychological well-being and employee empowerment variables in terms
of the effect of managerial support on employee performance. However, our study aimed to
investigate the direct impact of managerial support on employee performance and the
indirect effect through psychological well-being and employee empowerment. The
conceptual framework drawn above and studies in the literature reveal the direct
relationships between the variables. From direct relationships between variables, it was
considered that psychological well-being and employee empowerment could indirectly
affect the relationship between managerial support and employee performance. Accordingly,
the following hypotheses were developed (see: Figure 1):

Hq: Psychological well-being has a mediatory effect on the relationship between managerial
support and employee performance.

Hs: Employee empowerment has a mediatory effect on the relationship between managerial
support and employee performance.

Ho: Psychological well-being and employee empowerment have serial mediatory effects on
the relationship between managerial support and employee performance.

3. Research Methodology

This section introduces the purpose of our study, sampling and research methods,
data collection tools and data analysis methods.

3.1. Purpose and Scope of the Study

Our study investigated the mediatory effect of psychological well-being and
employee empowerment variables in the relationship between managerial support and
employee performance. At first, the structural validity of variables included in the study was
ensured; the correlation level among hidden variables was measured; confirmatory factor
analysis was conducted to obtain a structural equation model to determine whether there is
a mediatory role of psychological well-being and employee empowerment on the
relationship between managerial support and employee performance.

3.2. Research Model

The literature review on the concerned subject suggests that managerial support
correlates significantly with psychological well-being, employee empowerment and
performance. Moreover, several studies are oriented on the relationship between
psychological well-being, employee empowerment and employee performance. However,
the literature was found quite scarce about the effect of mediatory and serial mediatory roles
of psychological well-being and employee empowerment on the relationship between
managerial support and employee performance, enhancing our study’s significance for the
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current literature. The authors created the model of this research based on the literature.
Figure 1 exhibits the conceptual model of four different variables.

Figure: 1
Research Model
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3.3. Universe and Sampling of the Study

The study universe consisted of employees working across the businesses in the
manufacturing industry of the Usak City Organized Industrial Zone (OlZ). Due to limitations
introduced by cost, time and pandemic restrictions, the whole universe was not accessible
for the study. Accordingly, the study sampling included 524 employees who volunteered for
a face-to-face interview for our research. The survey method was conducted to collect data
for the objectives of our study. The convenience sampling method was preferred. The
number of minimum surveys that need to be undertaken for the study was estimated using
Equation 1.

NPQZ?

"= Wn@rez @
where, nrefers sampling size, Nrefers size of universe, Prefers probability of occurrence of
given incident;Q =1 — P, Zvalue(1 — a)refers test statistics at the confidence level;
drefers tolerance. When confidence level and tolerance level were taken 95% and 5%,
minimum sampling size to represent the universe was estimated at 384 as a result of the
following calculation (Ozer, 2004; Yakut, 2020):

~ 264373(0.5)(0.5)(1.96)?
"= 264373 — 1)0.052 + (0.5)(0.5)(1.96)2

= 384

Based on demographical characteristics and descriptive statistics about the sampling
group, our results were summarised as follows.
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Table: 1
Distribution of Demographic Data
Frequency

Male 250
Gender Female 274
18-24 Age 16

25-31 Age 74
32-38 Age 144
Age 39-44 Age 192
45-51 Age 76

52-58 Age 20

59 and older Age 2
. Married 384
Marital Status Single 140
Primary school 172
. Secondary school 170
Education Statuses High school 28
University 30
Regular staff 202

Chief 20

Job Positions M_edlum level manager 20
High-level manager 4
Other 278

3.4. Research Scale

The survey form includes demographical questions to gather information about
employees, such as gender, age, marital status, education level and rank at the workplace,
and items concerning managerial support, psychological well-being, employee
empowerment, and employee performance. The survey form was structured on a 5-point
Likert Scale.

Managerial Support Scale: Our study scale included seven items determined after
conducting reliability and validity analyses based on the scale created by Eisenberg et al.
(1986: 500-607) in 1986 and adapted afterwards by Goktepe (2017: 31-48). The reliability
coefficient of the scale was found to be 0.91. Confirmatory factor analysis (CFA) results are
as follows: x2=11.158, df=7, CMIN/DF=1,59, SRMR=.028, IFI=.995, CFI=.995,
RMSE=.048.

Psychological Well-Being Scale: “Psychological Well-being” scale consisted of 8
items developed for complimentary well-being measurements and to perform socio-
psychological well-being by Diener et al. (2010) was employed in our analysis. The
adaptation study of the scale to Turkish was carried out by Akin (2008). The reliability
coefficient of the scale was determined as 0.90. Confirmatory factor analysis (CFA) results
are as follows: x2=47.362, df=18, CMIN/DF=2.631, SRMR=.41, IFI=.976, CFI=.975,
RMSE=.079.

Employee Empowerment: Employees” empowerment perceptions were measured by
Spreitzer’s (1995) Likert-type 12-item scale consisting of four dimensions: significance,
competency, autonomy and impact. The Turkish scale validation was carried out by (Ozer
et al., 2015: 106; Tunay, 2019: 244). The reliability coefficient of the scale was found to be
0.90. ¥2=9.359, df=6, CMIN/DF=1.560, SRMR=.008, IF1=.998, CFI=.998, RMSE=.046.
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Employee Performance: The scale consisted of a single dimension and four items
taken from the study of Kirkman and Rosen (1999) and developed by Sigler and Pearson
(2000) was utilised. The scale was adapted into Turkish by Col (2008). The reliability
coefficient of the scale was determined as 0.89. y2=.424, df=1, CMIN/DF=.424,
SRMR=.003, IFI=.999, CFI=.999, RMSE=.000.

4. Findings and Discussions

SPSS and AMOS statistical package software were utilised to analyse the collected
data. At the first stage of the data analysis, average, standard deviation, and skewness-
kurtosis coefficients of scales were taken into consideration; and correlation levels among
variables were investigated to determine the direction and significance of relationships.
Moreover, reliability analysis and confirmatory factor analysis (DFA) was conducted in our
study. The structural equation model (SEM) was also preferred to test the study hypotheses.
Hence, it was aimed to investigate direct, indirect and overall effects among variables
concerned in our study.

Table: 2
Descriptive Statistics and Correlation Coefficients
Ave. Sd. Skewness Kurtosis 1 2 3 4
1. Managerial Support 3.59 .98 -.602 -.94 (.91)
2. Employee Performance 4.25 .81 -1.769 .30 542" (.90)
3. Psychological Well-Being 3.94 .83 -1.061 1.09 427 .645™ (.90)
4. Employee Empowerment 3.97 72 -1.017 1.26 501" .632™ 6717 (.89)

** p<.001, n=524, Cronbach’s Alpha values in parentheses.

Table 2 exhibits correlation levels among variables and reliability and descriptive
statistics variables. Table 2 shows positive and significant correlations among managerial
support, employee performance, psychological well-being and empowerment. As a result of
the analyses conducted to test the reliabilities included in the study, values for managerial
support, employee performance, psychological well-being and employee empowerment
were estimated as .91, .90, .90 and .89, respectively (see: Table 2), which were found to be
higher than .70, a threshold value recognised generally by the literature (Hair et al., 2010:
25). Average skewness and kurtosis values of variables were found in the range of +2 and -
2, which suggested regular distribution of data.

Table: 3
The Goodness of Fit Statistics of Scales and Research Model
%2 df CMIN/DF SRMR IFI CFI TLI RMSEA
Managerial support 11.158 7 1,59 .028 .995 .995 .990 .048
Employee performance 424 1 424 .003 .999 .999 .999 .000
Psychological Well-Being 47.362 18 2.631 .041 .976 .975 .962 .079
Employee Empowerment 9,359 6 1,560 .008 .998 .998 994 .046
Measurement Model 725,81 312 2.326 .073 922 .922 912 .071

X2=fitness between data and suggested model; df=degree of freedom; X*/df=ratio of chi-square statistic to the degree of freedom; SRMR=surplus
covariance; IFI=augmented fit index; CFl=comparative fit index; TLI=Tucker-Lewis index; RMSEA=root mean square error average.

At first, the validity of scales was tested for multifactorial structure by conducting
the confirmatory factor analysis (DFA) through the AMOS software. Due to the standard
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data distribution, the maximum likelihood estimation method was performed (Giirbliz &
Sahin, 2016; Kara & Kaya, 2020). Table 3 shows the confirmatory factor analysis (DFA)
results. As reported by the researchers, based on acceptable value ranges, X%/df needed to
be less than 3; IFI, CFI and TLI values required to be greater than 0.90; and SRMR and
RMSEA values needed to be less than 0.08 (Giirbiiz & Sahin 2018: 345). As a result of the
confirmatory factor analysis showed that goodness of fit indexes of scales accommodates
their threshold levels (Browne & Cudeck, 1992; MacCallum, Browne & Sugawara, 1996).
Accordingly, it was concluded that the structural validity of the scales was confirmed, and
they were in harmony with the suggestions reported by Turkish adaptation studies.
Moreover, these results confirmed the four-factor study's hypothetical structure.

In the next chapter, a path analysis model was structured to test the research
hypotheses to investigate the mediatory role of psychological well-being and employee
empowerment on the relationship between managerial support and employee performance.
Figure 2 illustrates the established structural equation model.

Figure: 2
Structural Equation Model (SEM) and Standardized Path Coefficients
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Regarding the model exhibited in Figure 2, Hi, Hz, Hzand Ha, Hs, He, H7, Hs, Ho: the
hypothesis of “Psychological well-being and employee empowerment have a serial

mediatory effect on the relationship between managerial support and employee
performance” were structured to test the effect of the mediatory model by the structural
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equation model (SEM). In our study, the Monte Carlo parametric bootstrap option (Hayes
& Scharkow, 2013) and the highest possibility method were conducted to test the mediatory
role and check the significance of indirect effects for the 5,000 sampling group at a 95%
confidence interval. Table 4 exhibits the coefficients of the research model.

Table: 4
Effect of Covariance-based Structural Equation Model (SEM) Variables
Direct Effect Indirect Effect | Overall Effect | VAF Value Mediatory Effects Hypotheses
MS > EP 0.270 ™*(.038) 0.597 Hi supported
MS > PW 0.4717(.059) Ha supported
MS > EE 0.126" (.031) 0.451 Ha supported
PW > EE 0.6917""(.066) Ha supported
PW >EP 0.275™7(.061) 0.565 Hs supported
EE > EP 0.420™7(.115) He supported
MS >PW > EP 0.136" 0.23 Partial mediatory H7 supported
MS > EE 2EP 0.0546 0.09 No mediatory Hsg not supported
MS->PW > EE 2EP 0.1362" 0.23 Partial serial mediatory Hg supported

Not: n=524 (5.000 Bootstrap sample), MS %95 BC=Bias corrected %95 Confidence interval, p<0.05*, p<0.01**, p<0.001***, Standard errors in
parentheses. MS: Managerial support, PW: Psychological Well-being, EE: Employee Empowerment, EP: Employee Performance.

Our study hypothesis was tested based on the structural model. Table 4 summarises
our findings on the direct, indirect, and overall effects of latent variables. When established
hypotheses were considered in this regard, it was concluded to support the H; hypothesis
stating the impact of managerial support on employee performance (8 = 0.27; p < 0.001).
This finding suggested that managerial support has an increasing effect on employee
performance. It was also seen that the H; hypothesis indicating the impact of managerial
support on psychological well-being (8 = 0.471; p < 0.001) was supported. Hs hypothesis
explaining the effect of managerial support on employee empowerment (8 = 0.126; p <
0.05) was supported. H4 hypothesis indicating the effect of psychological well-being on
employee empowerment (8 = 0.691; p < 0.001) was supported. Hs hypothesis indicating
the effect of psychological well-being on employee performance (f = 0.275; p < 0.001)
was supported. Hg hypothesis indicating the impact of employee empowerment on employee
performance (8 = 0.42; p < 0.001) was supported. According to Zhao et al. (2010) and
Baron and Kenny (1986), VAF (variance accounted for) value needs to be estimated to
evaluate the existence of a mediatory effect. The researchers suggest that there is no
mediatory effect if the VAF value is less than 0.20; there is a partial mediatory effect if the
VAF value is in the range of 0.20 and 0.80; and mediatory effect if the VAF value is equal
to or greater than 0.80. Therefore, when mediatory effects were investigated for our
hypotheses, the H7 hypothesis indicating the mediatory effect of psychological well-being
on the managerial support’s effect on employee performance (8 = 0.136; p <
0.001; VAF:0.23) supported. Hg hypothesis indicating the mediatory effect of employee
empowerment on managerial support’s impact on employee performance was not supported
because the indirect effect was not significant (8 = 0.0546; p < 0.001; VAF:0.09). Hg
hypothesis indicating the serial mediatory effect of psychological well-being and employee
empowerment on managerial support’s effect on employee performance (8 = 0.1362; p <
0.001; VAF:0.23) was supported.
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Figure: 4
Coefficients, Standard Errors, and Reported Variance Values of the Model
R2=,22
a1=.471"" (.059) Psychological by=.275""(.061)
Well-Being
R2=.67
Managerial ¢'=2707"(.039) a3=.691"" (.066) Employee
Support Performance
,=.126""(.031)
bp=.420""(.115)
Employee
Empowering
R2=.58

5. Results and Suggestions

The current literature concerning the potential effects of influence on employee
performance is extensive. Personal or organisational factors could be effective in increasing
employee performance. Within the scope of this study, managerial support, psychological
well-being and employee empowerment variables effective on employee performance were
investigated. In other words, serial mediatory analysis rarely applied method in the literature,
was employed in our study to investigate the roles of two different mediatory between
independent and dependent variables (Tilki et al., 2021). According to our results,
psychological well-being and employee empowerment variables undertook a mediatory role
in the relationship between managerial support and employee performance.

The results of our analyses on hypotheses were compared with the findings reported
in the relevant literature to assess whether our findings are in line with the current literature.
Our findings suggested that managerial support significantly positively affected employee
performance. Accordingly, employees feeling managerial support increased their
performance levels. This result was found to be accommodating with the results of the
studies conducted to investigate the effect of managerial support on employee performance
(Shanock & Eisenberger, 2006; Tarcan et al., 2021; Zaman et al., 2019; Guchait et al., 2014;
Dysvik & Kuvaas, 2012; Ganzach, 2009; Emhan et al., 2013; Sekhar & Patwardhan, 2021;
Van & Kroon, 2020).

According to our study results, it was determined that managerial support has a
positive and significant effect on psychological well-being and employee empowerment
levels. Hence, psychological well-being and employee empowerment levels of employees
supported by their managers increase. This result was found to be supported by the results
of previous studies investigating the relationship between managerial support-psychological
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well-being (Gilbreath & Benson, 2004; Nabawanuka & Ekmekcioglu, 2022; Achour et al.,
2017; Mcllroy, 2021; Sommovigo et al., 2019) as well as the relationship between
managerial support-employee empowerment (Nisula, 2015; Jose & Mampilly, 2015;
Ozbozkurt et al., 2021; Ceylan et al., 2015; Abraiz et al., 2012).

Additionally, it was determined that psychological well-being positively and
significantly affects employee empowerment. This result coincided with other studies
suggesting the positive effect of psychological well-being on employee empowerment
(Garcia & Bonavia, 2021; Li & Lin, 2021; Rahi, 2021; El-Kot, 2019). Our analysis indicated
that psychological well-being positively and significantly affects employee performance.
This finding corresponds to other studies reporting the positive effect of psychological well-
being on employee performance (Abualoush et al., 2018; Yang & Choi, 2009; Baird et al.,
2018; Kiling, 2020; Jha, 2019; Wright & Cropanzao, 2004). Another conclusion of our study
was that employee empowerment significantly and positively affects employee
performance. Similarly, this finding is supported by the studies addressing the positive effect
of employee empowerment on employee performance (Baird et al., 2018; Yang & Choi,
2009; Kiling, 2020; Jha, 2019; Abualoush et al., 2018).

Considering indirect effects explained by the structural equation model, it was
concluded that psychological well-being has a mediatory impact on the relationship between
managerial support and employee performance, but employee empowerment has no
mediatory effect. Furthermore, as a result of the analysis concerning the core objective of
this study, it was determined that both the psychological well-being and employee
empowerment variables have serial mediatory effects on employee performance. In the
current literature, no other analysis was encountered considering mediatory and serial
mediatory effects of psychological well-being and employee empowerment on the impact
of managerial support on employee performance.

From the practical perspective, our findings were useful for senior and human
resources managers. The primary output businesses expect from their employees is high
performance. In this sense, our conclusion was support, and a positive approach of managers
toward their employees could be regarded as the most fundamental factor ensuring
organisations accomplish their objectives. As our study laid it down, managerial support,
psychological well-being, and employee empowerment variables significantly estimated
employee performance. Moreover, a positive correlation was determined for all of the
concerned variables. If employees have high perception levels with these characteristics,
their behavioural consequences could be accommaodating the expectations of their workplace
or organisation. Additionally, employee performance could increase because employees
supported by their managers could develop their organisational skills over time. Their
psychological well-being could be maintained through quality interpersonal relationships
using organisational resources.

Our study, which tried to explore the direct, indirect and mediatory relationships
among managerial support, psychological well-being, employee empowerment and
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employee performance, displayed some limitations. One of these was that study data was
collected within a limited time frame, whereas the other was that our analysis was based on
a single sampling group. For future studies, researchers are suggested to repeat our analysis
on employees from different industries by taking other variables influential on employee
performance (leadership, job satisfaction, organisational silence, intention to leave a job,
organisational citizenship etc.) into consideration. In light of these obtained findings, our
study was expected to reveal direct, indirect and mediatory relationships among managerial
support, psychological well-being, employee empowerment, and employee performance,
which would contribute to the literature and managers in their business lives by providing
different points of the angle.

It is observed that employment performances will augment if those who work in
industrial enterprises, particularly those operating in the textile sector, are supported by
consumption. Constructed results confirm this. On the other hand, it is recommended that
organisations that are considered to have an important role in the advancement of a limitation
in terms of good formation and personal use dimensions of organisms with average tool use
of performance should provide both executive support and opportunity to be psychologically
perfect.
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