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Abstract 
This paper investigates the relationship between perceived organizational support (POS) and perceived 

supervisory support (PSS) with turnover intentions based on social exchange theory. The paper also examines the 
role of employee’s psychological capital (PsyCap) level in POS, PSS and turnover intentions relations. Findings of 
this study concluded that both POS and PSS were negatively associated with turnover intentions. Results showed 
that there is a significant difference between low PsyCap in the PSS and turnover intentions relationship, referring 
to that low level of PsyCap moderates only the relationship between PSS and turnover intentions. However no 
differences were found between POS and turnover intentions relationship. Moreover, the relationship between 
POS and turnover intentions is mediated by PsyCap, but there is no significant indirect effect between PSS and 
turnover intentions through PsyCap. The findings of this study proposed that recognizing the level of an 
employee's psychological capital might also play an important role in leveraging how organizational and 
supervisory support might shape employee turnover intentions. This paper might be valuable for academicians and 
managers in practice and might inspire the future researchers to investigate turnover intentions.  
Key words: Organizational support, Supervisory support, Psychological capital, Turnover 

1. Introduction 
Many researchers tried to examine the antecedents of employee turnover and 

they have been challenged to figure out and specify the factors that foster this 
turnover. The main reason for the need of this recognition is due to the fact that 
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turnover can be very costly. Better understanding and managing turnover may 
result in substantial benefits for the organizations (Tuzun and Kalemci, 2012). 
Turnover intentions can be defined as conscious and deliberate desire to leave the 
organization in the near future (Mobley et al., 1978). A meta-analysis by Steel and 
Ovalle (1984) proposes that turnover intention is a better predictor of actual 
turnover behavior with respect to other affective variables.  

Social exchange theory is arguably one of the most influential frameworks 
for understanding exchange behavior in organizations (Cropanzano and Mitchell, 
2005). Although there are numbers of contributors to the theoretical foundation of 
the social exchange literature, Blau (1964) and Gouldner (1960) have been 
predominantly influential in providing the key tenets that were applied to studies 
in the employee-organization literature (Shore et al., 2009). The application of 
social exchange theory to the employee-organization relationship has focused that 
individuals may develop exchange relationships with his/her manager (Liden et al., 
1997), with the organization (Eisenberger et al., 1986) or with both (Wayne et al., 
1997; Masterson, et al., 2000). Moreover, greater social exchange is connected 
with stronger employee contributions in the form of higher commitment, lower 
turnover intentions, and better performance (Shore et al., 2009). Based on social 
exchange theory Eisenberger et al. (1986) have developed the viewpoint of 
perceived organizational support (POS) to explain employee–employer exchange 
relationships within the organizations. POS refers to individuals’ perception 
concerning the extent that an organization values his or her contributions and cares 
about his or her well-being. Employees have propensity to seek a balance between 
their exchange relationships with their organizations by having their attitudes; and 
behaviors based on their employer's commitment to them as individuals. A related 
empirical research has indicated that high levels of POS is linked with a host of 
positive work outcomes including increased affective commitment (Eisenberger et 
al., 1990; Rhoades et al., 2001), reduced absenteeism and turnover intentions 
(Eisenberger et al., 1986; Eisenberger et al., 1990; Tuzun and Kalemci, 2012; 
Wayne et al., 1997). Following with POS viewpoint, the concept of perceived 
supervisory support (PSS) has been developed by Kottke and Sharafinski (1988). 
This concept refers to employees’ evaluation about supervisor’s value of emphasis 
on their contributions, and care about their well-being. Evidences also indicate that 
employees do engage in continuing exchanges with both the organization as a 
whole, and their immediate supervisor (Settoon et al., 1996; Wayne et al., 1997). 
When employees perceive their supervisors as representatives of the organization 
(Eisenberger et al., 1986; Levinson, 1965), they may develop exchange 
relationships with them that are distinct from those they experienced with their 
organization. Moreover, organizational support literature shows that when 
supervisors are supportive of subordinates, this treatment produces a felt 
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obligation over subordinates (Eisenberger et al., 2002; Stinglhamber and 
Vandenberghe, 2003). Researchers have given significant attention to the concept 
of POS as a key predictor of turnover intentions (e.g. Maertz et al., 2007; Allen et 
al., 2003; Rhoades and Eisenberger, 2002). Nevertheless, studies strongly indicate 
that the immediate managers play an important role in employee turnover 
decisions (Tuzun and Kalemci, 2012; Maertz et al., 2003; Payne and Huffman, 
2005; Maertz et al., 2007).  

Recent publications highlight the significance of psychological capital 
(PsyCap) level in the employees’ work related behaviors and attitudes. PsyCap can 
be defined as an individual's positive psychological state of development (Luthans 
et al., 2007a). From the viewpoint of negative outcomes, findings suggest that 
employees’ PsyCap has significant negative relationships with both employee 
turnover intentions and job search behaviors (Avey et al., 2009b). A meta-analysis 
by Avey et al. (2011) shows that PsyCap is an important predictor of the negative 
work related attitudes such as cynicism for change, stress and anxiety and turnover 
intentions. Moreover, the mediating role of PsyCap has identified the relationship 
between supportive organizational climate and employee performance (Luthans et 
al., 2008b). It is also well established that PsyCap is a significant negative 
moderator in the relation between negative work attitudes and turnover intentions 
(Wubin and Zhaoliang, 2010).  

Based on the above explanation, the primary purpose of this study is to 
further increase our understanding of POS and PSS in the context of employee 
turnover intentions by examining the possible relations of employees’ PsyCap. In 
this sense mediator and/or moderator role of the PsyCap will be tested in the 
expected negative association between PSS, POS and turnover intentions. 

2. Literature review  

2.1. POS, PSS and their linkage to turnover intentions 
Based on the norm of reciprocity, enhanced POS makes employees feel 

obligated to care about the organization's welfare and to help the organization 
reach its objectives (Eisenberger et al., 2001). POS increases employees’ effort-
outcome expectancy, which makes employees believe that their efforts will be 
rewarded in the future (Eisenberger et al., 1986). Eisenberger et al. (1990) 
specifically suggested that individuals with high POS would be less likely to seek 
out and accept jobs in alternative organizations. Based on high effort-outcome 
expectancy and employees’ willingness to maintain membership with the 
organization because of enhanced POS, Loi et al. (2006) further proposed that 
enhanced POS will lower employees’ intentions to leave the organization. The 
reason why POS negatively associated with turnover intentions should also be 
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explored. Hill (1987) argued that the motivation for social contact has a major 
influence on human behavior. Moreover, Martin (1984) suggested that to protect 
their self-concept, individuals have a need for social approval. POS should be 
especially satisfying for employees with high needs for self-esteem, affiliation, 
emotional support and approval.  

A significant negative relationship between POS and turnover intentions 
(Wayne et al., 1997; Allen et al., 2003; Cropanzano et al., 1997; Randall et al., 
1999; Tuzun and Kalemci, 2012) and employee turnover (Allen et al., 2003; 
Eisenberger et al.; 2002; Rhoades et al., 2001) were well established in numerous 
studies. Thus, employees with high POS would be expected to avoid high levels of 
turnover intentions (Eder and Eisenberger, 2008).  

As discussed earlier PSS refers to employee views concerning the extent to 
which supervisors value employees’ contributions, and care about their well-being 
(Kottke and Sharafinski, 1988). Levinson (1965) argued that employees tend to 
view the behavior and actions of organizational agents as actions of the 
organization itself. This situation is especially valid for the employee’s immediate 
managers or supervisor, who embodies the organization. It has long been 
suggested that work represents a reciprocal relationship where employees provide 
effort in exchange for both tangible rewards such as pay and benefits, and 
socioemotional benefits such as appreciation and esteem (Angle and Perry, 1983; 
Levinson, 1965). Levinson, (1965) maintained that this reciprocal relationship 
could be viewed either favorably or unfavorably depending on the organization’s 
perceived intent. Such employer personification is encouraged by the 
organization’s enactment of policies and procedures, as well as the culture that 
guides employee behavior (Eisenberger et al., 2001). As a consequence, 
employees view the efforts of an organization’s agents as representations of the 
organization as a whole. Supervisors may act as organizational agents who are 
responsible for guiding and evaluating subordinates’ performance; therefore, 
employees tend to view their supervisors’ attitudes and behavior toward 
employees as indicative of the organization's support of employees.  Evidence has 
been reported that employees do engage in enduring exchanges with both the 
organization as a whole and their immediate supervisor (Settoon, et al., 1996; 
Wayne et al., 1997). These suggest that, even if employees often perceive their 
supervisor as representatives of their organization (Eisenberger et al., 1986; 
Levinson, 1965), they may develop exchange relationships with them that are 
distinct from those they experience with their organization. Moreover, immediate 
supervisors are typically the closest organizational agent to the employee and have 
the ability to communicate the organization’s intentions directly to their 
subordinates and shape employee perceptions regarding organizations. Eisenberger 
et al. (2002) indicate that like POS, PSS has been shown to negatively relate to 



METU STUDIES IN DEVELOPMENT 89 

employee turnover. Moore (2001) found that supervisors’ social support reduced 
nurses’ burnout levels and in turn lessened nurses’ intention to leave. Based on 
finding of the related researches, current study suggests that apart from POS, PSS 
may directly influence employee’s turnover intentions. 

RQ1: Are POS and PSS both negatively associated with turnover intentions? 

2.2. Psychological capital and its reflection 
The theoretical foundations of the PsyCap go back to positive psychology. 

Different from the accepted view of what is wrong with individuals in the classic 
psychological studies, positive psychology focuses positively on what is right with 
individuals (Seligman and Csikszentmihalyi, 2000). It discusses the strengths and 
virtues of individuals rather than the disorders and weaknesses (Seligman, 1998). 
Another theoretical relation for the PsyCap is the broaden-and-build model of 
positive emotions (Fredrickson, 1998; 2001). This model posits that positive 
emotions lead to higher levels of cognitive and emotional functioning (Fredrickson 
and Losada, 2005). Within this framework positive psychological resources can 
expand individual’s behavior patterns and promote to protect individuals from 
negative and adversity situations.  

PsyCap has been explained as psychological construct comprise of (1) 
making positive attributions for now and future (optimism), (2) trying to reach and 
finding alternative ways to goals in order to succeed (hope), (3) having belief of 
own competence to attain a certain set of goals (self-efficacy), and (4) maintaining 
and bouncing back to attain goals in face of problems and drawbacks (resilience) 
(Luthans and Youssef, 2004; Luthans et al., 2007a). Luthans et al. (2007a) 
proposed that these capacities share a common construct and create synergy 
altogether. This assumption mainly relies on psychological resources theory 
suggesting that some psychological resources are best understood as a core, 
underlying structure (Hobfoll, 2002). Some empirical studies have been found that 
the core structure of PsyCap predicts performance and satisfaction better than any 
of its components (Luthans et al., 2005, 2007a).  

Empirical studies support the impact of PsyCap on the some work-related 
outcomes. It has been found that there are positive relations between PsyCap with 
job satisfaction (Luthans et al., 2007b), organizational commitment (Luthans et al., 
2008), organizational citizenship behaviors (Norman et al., 2010), job performance 
(Luthans et al., 2007b), psychological well-being (Avey et al., 2011), and negative 
relations with deviance work behaviors (Norman et al., 2010), stress and anxiety 
(Avey et al., 2009a), organizational cynicism and turnover intentions (Avey et al., 
2008). Moreover a meta-analysis has showed that PsyCap is an important predictor 
of desirable (satisfaction, commitment, psychological well-being, citizenship) and 
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undesirable (cynicism, turnover intentions, job stress, anxiety, and deviance) work 
related attitudes and behaviors (Avey et al., 2011).   

However Wubin and Zhaoliang (2010) found that PsyCap has moderating 
effects in the relations between turnover intentions and burnout syndrome 
consisting of emotional exhaustion, cynicism and reduced sense of personal 
accomplishment dimensions. It demonstrated that burnout syndromes lead to 
turnover intentions particularly for individuals low in PsyCap. Moreover, George 
and Jones (1996) stated that work related attitudes such as job satisfaction can 
influence turnover intentions and the influence could be moderated jointly by the 
values and the positive emotion. PsyCap can regulate the individual's values and 
positive emotions to influence the individual behavior and attitudes. Thereby we 
assume that PsyCap may play moderating role in the relationship between turnover 
intentions and organizationally relevant support.  

Organizational support may create the positive conditions necessary for 
PsyCap to flourish. Luthans et. al, (2008b) proposed that when employees feel 
supported, they are more likely to use the pathway generation characteristic of 
hope to try unproven or new methods to accomplish tasks within the 
organizational context. They stated that when experiencing a supportive climate, 
mistakes were more likely to be attributed to external, unstable, and specific 
issues; i.e., encouraging employees to be optimistic in their attributions. For 
instance, if employees make mistakes in a supportive climate, they will continue to 
feel supported in terms of their abilities allowing them to attribute failures to 
external circumstances versus low personal knowledge, skills and abilities. Even if 
attributed to the individual, in a supportive climate one would expect the message 
to be, "let’s try this again a different way". They also found that PsyCap had 
mediating effects between supportive organizational climate and employee 
performance. As shown previous findings indicate that supportive organizational 
context has positive direct and indirect effects on the performance especially with 
the help of individuals high in PsyCap. So it can be assumed that PsyCap may play 
mediating role in the relationship between turnover intentions and organizationally 
relevant support.  

RQ2: What role, if any, does PsyCap play in the POS and turnover 
intentions or PSS and turnover intentions relations? 

3. Methodology 

3.1. Sample and procedure 
The sample consists of 255 academicians working in state and foundation 

universities in Turkey. They completed an online survey which measured their 
level of POS, PSS, turnover intentions, PsyCap and demographic information. The 
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demographic profile of the sample included 150 males and 105 females, and aged 
between 23 to 66 years with the average of 34.6 (SD, 8.7). The participants had 1 
to 30 years of tenure in their present organization. 

3.2. Measurement and validation 
Perceived organizational support: In order to assess the POS we used 

shorter 8-item version of the Survey of Perceived Organizational Support 
(Eisenberger et al., 1986). Rhoades and Eisenberger (2002) proposed that use of 
shorter version of the original 36-item version of questionnaire were not 
problematic. Since the participants were Turkish, the short version of the POS 
scale was first translated from English into Turkish and then independently back-
translated into English by a second translator, following the procedure 
recommended by Brislin (1980). Respondents rated their agreement with each 
statement using a 5-point Likert-type scale (1= strongly disagree; 5= strongly 
agree). We conducted confirmatory factor analysis for the validity of the scale and 
revealed a single factor accounting for 51% of the total variance (χ2/df=2.09, 
RMSEA=0.041, CFI=0.95). The Cronbach's Alpha coefficient found for this scale 
was .85 for the reliability. 

Perceived supervisory support: We adapted three items from the short 
version of perceived organizational support replacing the word ‘organization’ with 
the word ‘supervisor’ (Eisenberger et al., 1986) and three items from Tate et al. 
(1997) to assess an employee's perception that their supervisors take care of their 
workers for the PSS. Using the same procedure  in the POS scale, the new scale is 
also translated from English into Turkish A five-point Likert scale was used, 
ranging from 1 (strongly disagree) to 5 (strongly agree). We conducted firstly 
exploratory factor analysis and found a single factor accounting for 61% of the 
total variance (factor loadings ranged between 0.76 to .85), and secondly 
conducted confirmatory factor analysis accounting for 59% of the total variance 
for the construct validity of the scale (χ2/df=2.35, RMSEA=0.053, CFI=0.93). The 
Cronbach's Alpha coefficient found for the scale was .88 for the reliability. 

Psychological Capital: The PsyCap scale is advanced by Luthans et al. 
(2007b) and translated into Turkish by Çetin and Basım (2012). Participants rated 
their views with a five-point likert scale ranging from 1 (strongly disagree) to 5 
(strongly agree). The results of the confirmative factor analysis supported fit of the 
four-factor model (hope, optimism, self-efficacy and resilience) of the PsyCap 
(χ2/df=2.89, RMSEA=0.058, CFI=0.91). The Cronbach’s Alpha’s for the whole-
scale was found 0.73, and sub-dimensions of scale were calculated as 0.74 for the 
hope, 0.78 for the resilience, 0.80 for the optimism, and 0.71 for the self-efficacy. 

Turnover intentions: Employees’ turnover intentions were measured with 
three items based on the proposed model of Mobley et al., (1978) by asking their 
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desire to quit, seriously thinking about quitting, and the intention to quit. The 
combine of these items was measured with a 5-point Likert-type scale (1= never; 
5= always). The Cronbach’s Alpha coefficient found for the scale was .93. 

4. Results 
The means, standard deviations, coefficient alphas and inter-correlations of 

the variables are presented in Table 1. Proven that there were multiple relations 
between variables, structural equation modeling (SEM) method was selected for 
answering the research questions. This method, a combination of confirmative 
factor analysis (CFA) and multiple regressions, examines the fit of the data for the 
hypothesized model and estimates the relationship among variables calculating the 
measurement unreliability (Maruyama and McGarvey, 1980). 

Table 1  
Descriptive Statistics, Reliabilities and Zero-Order Correlations Among Variables 

Numbers in the parantheses show the Cronbach’ Alpha (α) coefficients of the variables,   * p<0.05,  ** p<0.01 (two-
tailed) 

 
Firstly we compared the one-factor and two-factor structure of the POS to 

examine whether the structures of POS and PSS differ (see Table 2). The fit 
indices proved the fit of the two-factor structure of the POS model and showed 
that structures of POS and PSS differ in terms of the dimensionality of POS. We 
used two-factor structure of the model for the further analyses.    

We also compared the state university and the public university samples for 
the group differences. We have followed a set of steps for the invariance 
measurement across the state (n=96) versus private (n=159) universities. Firstly 
we examined configural invariance model separately in state and private 
universities, after getting appropriate fit indices for separate groups, we tested the 
configural model for all groups together. Then equality of the unstandardized item 
factor loadings across groups was examined in a metric invariance model. Lastly 
equality of the unstandardized item thresholds across groups was then examined in 

 Variable N Mean S.D. 1 2 3 4 

1. POS 255 3.21 1.01 (.85)    

2. PSS 255 3.28 1.17 .74** (.88)   

3. Turnover Intentions 255 1.78 .98 -.53** -.41** (.93)  

4. PsyCap 255 4.62 .55 .37** .25** -.35** (.74) 
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a scalar invariance model. After measurement invariance was found the equality of 
factor weights and covariances across groups was tested for the invariance model 
(see Table 3). These models resulted in nonsignificant chi-square difference tests 
showing that there is no significant difference between state and private 
universities (∆CFI < 0.01). So we have combined the state and the public 
university samples for the subsequent analyses.   

Table 2  
The Results Of One and Two Factor Structures of POS & PSS 

Scales χ2 df RMSEA TLI CFI 
1. One-factor (POS + PSS) (14 items, 1 factor) 525.720 77 0.186 0.76 0.79 
2. Two-factor (POS & PSS) (14 items, 2 factor) 205.44 76 0.061 0.91 0.90 
χ2 = Chi square, df=Degrees of freedom, RMSEA= Root mean square error of approximation, TLI= Tucker-Lewis 
index, CFI= Comparative fit index 

Table 3  
Measurement Invariance Summary Fit Statistics 

Model χ2 df CFI RMSEA 
Configural model  542.303 232 .903 .077 
Metric model 545.831 246 .906 .074 
Scalar model 552.159 263 .910 .070 
Factor weights equal 552.361 265 .910 .069 
Factor covariances equal 553.998 268 .911 .069 

 
To answer the research questions, we conducted SEM with maximum 

likelihood estimation using AMOS v20.0 (see Figure 1). In the SEM, we searched 
the effects of the predictor variables (POS and PSS) on the dependable variable 
(turnover intentions). To assess the fit of the model, chi-square, goodness of fit 
indices and RMSEA (root mean square error of approximation) were calculated 
(Arbuckle and Wothke, 1999). Kline (1998) proposed that a χ2/df ratio of less than 
3 is a good indicator of model fit. According to Hair et al. (2005) goodness of fit 
indices (CFI) greater than 0.90 and RMSEA indices of less than 0.08 indicate a 
good model fit. The hypothesized model showed that the χ2 value is 346.745 based 
on 116 df (χ2/df=2.98, p<0.001) and, the CFI value is 0.91 and RMSEA value is 
0.063 which indicated a ‘good fit’ for the hypothesized model. All paths in the 
model are statistically significant at the 0.01 and 0.05 level of significance (see 
standardized regression estimates of significant paths in Figure 1). This suggests 
that POS (β=-0.49, p<0.01) and PSS (β=-0.32, p<0.01) have negative significant 
effects on the turnover intentions of the employees.  
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Figure 1 
The Base Model with Standardized Estimates 

 

Considering this model as a baseline, we used a multiple group technique to 
test the moderating effect of the PsyCap. The moderator variable was divided into 
high and low scores that taking the cases that fell one standard deviation above the 
mean and one standard deviation below the mean. Than SEM estimates and fit 
statistics were calculated for the model split by PsyCap groups. The fit statistics 
for the moderated model showed that the model fit the data well (χ2/df=2.99, 
CFI=0.90, RMSEA=0.077). For the group differences between low and high 
PsyCap, we examined the significance (z-scores) of the relations using matrix of 
critical ratios. Critical ratios larger than the value of 1.96 indicated a significant 
difference among the paths. The results for the differences between paths for the 
each PsyCap group were presented in Table 4. Results showed that there was a 
significant difference between low PsyCap in the PSS and turnover intentions 
relationship, referring to that low level of PsyCap moderates only the relationship 
between PSS and turnover intentions. However no differences were found between 
POS and turnover intentions relationship.  
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Table 4  
Multi Group Comparison Between POS, PSS and Turnover İntentions  

Relations   Low PsyCap High PsyCap z-score     Estimate P Estimate P 
Turnover Intentions <--- POS -.22 .15 -.05 .06 -1.18 
Turnover Intentions <--- PSS -.40 .03 .08 .46 -2.20* 
* p<0.05 
 

To test the mediation effect we conducted SEM to examine whether PsyCap 
mediated the relations between POS, PSS and turnover intentions. We tested the 
proposed mediational model using the bootstrap procedure (Mallinckrodt et al., 
2006; Shrout and Bolger, 2002). We ran a mediational SEM model including 
PsyCap in the base model. This model fit the observed data very well (χ2/df 
(346,745/116) =2.80, RMSEA=0.071, CFI=0.90). We examined the significance of 
the indirect effects from the bootstrap procedure with using the Monte Carlo 
technique for the mediation effect (Selig and Preacher, 2008; Preacher and Hayes, 
2008). The bootstrap results showed a significant standardized indirect effect 
between POS and turnover intentions with PsyCap as mediator [standardized 
indirect effect = -0.182, standard error of mean = 0.03, bootstrap confidence (BC) 
95%, confidence interval CI (-0.157, -0.009), p<0.024, as did the Monte Carlo 
mediation model 95% CI (-0.166, -0.02)]. The standardized total effect between 
POS and turnover intentions was -0.57 (p<0.01), and the indirect effects were -
0.18. This suggests that relationship between POS and turnover intentions was due 
to mediation by PsyCap (see mediation role of PsyCap in Figure 2). However no 
significant indirect effect was found between PSS and turnover intentions through 
PsyCap.  
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Figure 2 
The Mediation Model with Standardized Estimates 

 
 

5. Discussion and conclusion  
The present study examined the relationship between POS, PSS, turnover 

intentions and PsyCap. Findings of this study addressed that both POS and PSS 
were negatively related to turnover intentions. Our findings added to the growing 
body of research concluding that supervisor-related perceptions and attitudes could 
influence outcomes separately from organization-related perceptions and attitudes 
(Wayne et al., 1997; Maertz et al., 2007; Tuzun and Kalemci, 2012). Specifically, 
according to our study, employee turnover intention was shaped by both the 
degree of the perception of organizational and the supervisory support. Future 
studies should always consider the potential of employees’ relationships with their 
supervisors and its impact on turnover intentions.  

Studying on PsyCap has relatively emerged and the majority of empirical 
work was published in recent years. Recent researches highlighted that PsyCap 
could be considered a malleable, open-to-development individual difference 
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variable (e.g., see Luthans et al., 2010; Luthans, et al., 2008a) and motivating 
mechanism in explaining employee attitudes, behaviors and performance. One of 
the recent researches suggested that leadership played a key role in developing 
employees PsyCap (Avey et al., 2009a). Current study results indicated that 
PsyCap moderated the negative relationships between PSS and turnover intentions. 
It could be revealed that negative relationships between PSS and turnover 
intentions were decreased in where employees had low PsyCap. In this regard, 
reduction of employee turnover intentions has not been affected by the condition 
of when the employees have high PsyCap and PSS; but turnover intentions has not 
increased where PsyCap is relatively low. According to the study results, in 
particular, we did not find any support for moderating effects of PsyCap on POS 
negative association with employees’ turnover intentions.  

Another finding is that the negative relationship between POS and turnover 
intentions is mediated by PsyCap. Employees who perceive their organizations to 
be more supportive may be more likely to experience higher levels of PsyCap 
which in return negatively impacts their turnover intentions. Besides providing 
additional support for earlier findings, this study’s major finding and contribution 
involved the role PsyCap may play as an important mediating link between 
supportive organizational climate and employee turnover intentions. Specifically, 
this study provides initial evidence that in concert with a supportive climate, 
PsyCap may have a desired impact on employees’ turnover intentions. Although 
some recent research has indicated that PsyCap is negatively related to employee 
turnover intentions (Avey et. al, 2009a), this study examines the both mediating 
and moderating role that PsyCap may play in the organizationally relevant support 
and employee turnover intentions relationship. Current study confirmed that POS 
can be considered as a contextual variable such that PsyCap will mediate the 
relationship between POS and turnover intentions relationship. Furthermore PSS 
can be considered as a relationship variable such that PsyCap moderate the 
relationships between PSS and turnover intentions associations. 

5.1. Implications  
The findings of this study hold crucial implications for practitioners 

concerned that POS and PSS are potentially quite valuable as a part of turnover 
management. Organizations may pay attention to foster PSS in order to reduce 
turnover intentions. Supervisors will be well advised to act primarily upon 
supporting aspects (i.e. regularly ask employees how they can help them to their 
job, and show personal consideration) of the job in order to build constructive 
relationships with employees. Indeed, such actions will ultimately increase the 
likelihood that employees stay with their organization. Results of this study 
provide evidence based support for the important role that PsyCap has in 
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predicting employee turnover intentions. Although the empirical research on 
PsyCap is still emerging, managers especially those concerning with human 
resource development should pay attention that PsyCap has a strong and 
significant relationship with desirable outcomes, especially lower employee 
turnover intentions. Thus the PsyCap should be considered as a variable in the 
turnover intentions research. 

This study suggests that it may be important to recognize that the level of an 
employee’s PsyCap may also play a role in leveraging how supportive 
organizational climate can shape employee turnover intentions. Moreover, PsyCap 
can be considered as an important psychological resource for today’s organizations 
to better understand employer-employee exchange relationships. Employees who 
are more hopeful, optimistic, efficacious, and resilient may be more likely to 
“weather the storm” of the type of dynamic, global environmental contexts 
confronting most organizations today better than their counterparts with lower 
PsyCap (Luthans et al., 2008b). Concurrently, investment in PsyCap may yield 
very substantial returns beyond the other more traditional forms of capital 
investment (Luthans et al., 2006; Luthans et al., 2007a). Since PsyCap can be 
developed (e.g., Luthans et al., 2006), investing in and developing employees’ 
PsyCap may be an important concern for today’s organizations and their leaders to 
challenge diversified workforce environment. Another implication of this study 
will be further focus on linking PsyCap to how managerial support influence their 
employees. For example, Avolio and Luthans (2006) have recently proposed that 
leaders who are more authentic and transformational will have a more positive 
impact on their followers’ motivational tendencies. In conclusion, the results of 
this study not only suggest the seeming value of employees’ PsyCap at all levels 
within organizations, but also the benefits that may result from organizations 
providing positive, supportive climates.  

5.2. Limitations and directions for future research 
There are several limitations of this study that should be addressed in future 

researches. Any generalization from the findings of this study should be done with 
caution because of the cross-sectional, single-source design of the research along 
with limitations imposed by the nature of the sampled subjects and country. Future 
researches should extend our efforts by considering specific areas of turnover 
management with other causal variables, additional populations, and additional 
methods of measuring cultural orientation to increase our understanding of the link 
between organizational-specific (organization and supervisor-based) variables and 
employee behavior both at the cultural and the individual level. In addition, multi-
method probes that include surveys, personal interviews, direct observation, and 
experiments are needed to provide further validation of the link between cultural 



METU STUDIES IN DEVELOPMENT 99 

values and individual employee behavior. Also, arguably more influential to the 
direction of future research, this study contributes to the theoretical understanding 
and empirical support from Turkish samples as to the conditions in which PsyCap 
may manifest itself. 
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Özet 
Psikolojik sermaye ve destekleyici örgütsel uygulamaların işten ayrılma 

süreçlerine etkisi 
Bu çalışmada temel olarak algılanan örgütsel destek ve amir desteği ile işten ayrılma niyeti arasındaki 

ilişkiler araştırılmıştır. Çalışmada psikolojik sermayenin belirtilen ilişkilerde aracılık ya da biçimlendiricilik 
etkisinin olup olmadığı da sorgulanmıştır. Araştırma modeli sosyal değişim kuramı ve devamında gelişen 
örgütsel destek yaklaşımı üzerine kurgulanmıştır. Araştırma sonuçları algılanan örgütsel destek ve amir desteği 
ile işten ayrılma niyeti arasında ters yönlü bir ilişki olduğunu göstermiştir. Bulgulara göre psikolojik sermaye 
algılanan amir desteği ve işten ayrılma niyeti arasındaki ilişkide biçimlendiricilik; algılanan örgütsel destek ve 
işten ayrılma niyetinin arasındaki ilişkide ise aracılık rolü üstlenmektedir. Çalışma sonuçları işgücü devir hızını 
oluşturan etkenleri araştırmak isteyen uygulamacılara ve akademisyenlere hem psikolojik sermaye gelişiminin 
önemine hem de desteğin farklı boyutlarına dikkat çekmek adına kapsayıcı bir çerçeve oluşturmuştur. 

Anahtar kelimeler: Örgütsel destek, Amir desteği, Psikolojik sermaye, İşten ayrılma niyeti 

 
 
 

 

 

 

 

 

 


