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Abstract 
In this study, mediation role of subjective career success with regards to the 
relationship between perceived organizational support and intention to re-
main at work has been investigated. Research has been conducted on acade-
micians assigned at foundation universities located in the cities of Ankara and 
Mersin which are located in Turkey. The data of the research has been col-
lected with scales of perceived organizational support, intention to remain 
and subjective career success. In the study, first of all the assumptions to be 
provided regarding the data used in the analyzes made were checked and the 
test of the model that was subsequently established was made with the partial 
least squares-structural equation model. These analyzes were carried out with 
R programming language and SmartPLS package program. At the end of the 
study, it has been determined that there is a meaningful relationship in the 
same direction between organizational support, intention to remain and sub-
jective career success variables, and subjective career success does not have an 
mediating role in the relationship between perceived organizational support 
and intention to remain at work. 
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1. Introduction 

Organizations are the most important actor of economical and communal sys-
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tem. The success of organizations consisting of people who come together to 
achieve certain goals, depends on the employees performing their duties within 
the organization in accordance with the determined standards. The success of 
the employees is not only dependent on their personal knowledge, skill and ef-
fort, and the organization should also support the employees. The fact that the 
employees express their opinions clearly depends on being supported by both 
their colleagues and managers. Employees’ expressing their thoughts in deci-
sion-making processes and providing them the opportunity to participate in 
these processes can motivate them positively. Positive motivation can strengthen 
the bond between employees and their organizations, thereby increasing em-
ployee contribution and intention to remain in the organization. 

Leadership quality and motivation skills of managers in creating a supportive 
working environment and a positive climate in the organizations bear significant 
importance (Dervic & Dervic, 2017: p. 569). The attitudes and behaviors of col-
leagues as well as managers are the determining factors in creating this envi-
ronment. It is considered that support provided by the manager being the archi-
tect of positive climate and the working colleagues, will create a positive impact 
on the decision of employees to continue to remain in the organization and that 
they will positively affect their feelings towards the organization (Beheshtifar et 
al., 2012: p. 432; Abou-Moghli, 2015: p. 198), while contribution of employees to 
the organization will increase as they feel this support (Allen et al., 2003: p. 99), 
and that subjective career success will be positively influenced. In the event that 
a positive and motivating climate cannot be created, on the contrary of em-
ployees’ having the idea of staying at the organization, it can be stated that em-
ployees having the intention to leave the work will get farther away from the 
work, that their performance will deteriorate and this situation will create a cost 
particular for the organization. In this context, in this study being conducted in 
the education sector, mediation effect of subjective career success on the inten-
tion of academicians to remain, as constituting a group with high education lev-
el, with the provision of perceived organizational support has been investigated. 

2. Conceptual Frame 
2.1. Perceived Organizational Support 

One of the conditions necessary for the employees to be happy and satisfied with 
the work they do is the support provided by the organization to the employees. 
This support can be provided through tangible elements such as wages, various 
material payments and rewards, and intangible elements such as respect, status, 
appreciation, equality, promotion, job security, and autonomy (Uzoğlu, 2005: p. 
29). In organizational life, it is considered that the elements of intangible ele-
ments are more effective than the tangible elements in the success of the em-
ployees. Organizational support is an important factor affecting the success of 
employees in this context. 
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Organization support has been defined as attachment of importance to 
welfare of employees, making contribution to the organization, by making them 
believe that organization values and provides support as an indicator of these 
particulars (Eisenberger et al., 1986: p. 501; Ring, 2011: p. 157). Kim et al. (2005: p. 
171) has defined organizational support as provision of support at all levels by the 
organization for the training, quality, organizational procedure and operation re-
garding the employees, in order to increase the efficiency of the employees while 
they perform their activities. Özdevecioğlu (2003: p. 116) has defined organiza-
tional support as the situation where employees feel safe in the organization and 
feel the existence of the organization in organizational activities.  

Elements such as information, tools, equipment and devices provided to the 
employees by the organization should also be evaluated within the scope of or-
ganizational support. In this context, organizational support can be divided into 
two groups namely, socio-emotional and hardware support (Zhang, 2018: p. 23). 
Care, respect and friendship relations to meet the social and psychological needs 
of employees can be counted within the scope of socio-emotional support, whe-
reas; within the scope of hardware support, information, material and personnel 
support provided to help the employee complete his job can be counted. 

The concept of support in working life is expressed by the support given by 
colleagues and leaders (Babin and Boles, 1996: p. 58). The support provided by 
colleagues is analyzed in two groups as emotional and financial support (Tews et 
al., 2013: p. 633). Within the scope of the support provided by the leaders; par-
ticulars such as improving the communication process, making employees feel 
valued, offering employees the opportunity to express themselves and express 
their opinions, and ensuring their participation in decision-making processes 
can be counted. It is stated that providing an environment that supports em-
ployees by both colleagues and the leader shows a positive attitude towards the 
work and organization of the employees and increases their job satisfaction and 
productivity (Kale, 2015: p. 104). Employees supported by colleagues and leaders 
will consider that they are embraced by their colleagues, that they can meet ex-
pectations, they are valuable, they can contribute to the organization, and that 
their work and themselves are valuable. 

Organizational support can be explained by the norm of mutual relationship 
(Kestek, 2016) and the theory of social exchange (Blau, 1964). The mutual rela-
tionship norm can be summarized as the need for employees to perform the ac-
tivities of the organization and the organizations to meet the needs of the em-
ployees and to generate income. Social exchange theory, on the other hand, can 
be expressed as voluntary activities that occur when individuals are motivated by 
the gain expected from the other party as a result of the exchange (Aydın, 2017: 
p. 549). Rhoades and Eisenberger (2002: p. 698) stated that organizational sup-
port within the scope of social exchange increases organizational commitment, 
job satisfaction and intention to remain. Kerse and Karabey (2017: p. 377) stated 
that the perception of organizational support should be evaluated in terms of 
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employees. When evaluated by the employees, it is stated that organizational sup-
port is related with organizational justice, communication, job satisfaction, orga-
nizational commitment, and organizational citizenship behavior (Tanrıverdi & 
Kılıç, 2016: p. 7). When evaluated in this context, it can be said that perceived or-
ganizational support is effective on both career success and intention to remain.  

2.2. Subjective Career Success 

It is required for employees to possess the information, skills, and competencies 
to fulfill the requirements stated in job definition. While organizations strive to 
employ qualified personnel, people also want to work in a qualified organization 
and rise in the career ladder of the organization where they belong. 

Career, which is an important concept in business life, is defined as a 
long-term job or profession of a person, time spent in a job or profession 
(https://www.merriam-webster.com). Besides while career enables employees 
to earn their living, status is explained as a concept that provides progress and 
internal satisfaction. According to Şimşek (1999: p. 334) career is to advance in a 
chosen profession and as a result, earn more money, take responsibility, gain 
dignity, strength and reputation. Bingöl (2004: p. 245) has defined career as the 
work that people perform throughout their business life, and the developments 
and achievements they have in their working lives. 

Career in business life is an important concept for both employees and organ-
izations. When considered in terms of employees, career helps employees to 
know themselves individually, identify their strengths and weaknesses and in-
terests, have information about vacancies in their current organization, and to 
make planning for their targeted career. When considered in terms of organiza-
tions, career helps identify qualified employees who are considered to be needed 
in the future and include them in the employment plan (Sadullah et al., 2015: p. 
269). 

It has been stated that the success of the employees regarding their career is 
also effective on the success of the organization because they are workers of the 
organization (Ng et al., 2005: p. 370) and it is specified that human capital, the 
organization’s support for employees, socio-demographic characteristics and 
personality traits are effective on career success (Kaya, 2018: p. 12).  

Career success is divided into objective career success and subjective career 
success. While objective career success is measured according to objective crite-
ria such as income, control area and hierarchical progress of one’s career; sub-
jective career success results from evaluating a person’s career according to per-
sonal criteria. In this context, it is necessary to state the relationship between ca-
reer satisfaction and career success. Career satisfaction may be high due to a mo-
tivating job, but may not be sufficient for perception of success. Career satisfac-
tion is one of the types of job satisfaction (Lounsbury et al., 2008). Career satis-
faction is an emotional situation that arises from the combination of employees’ 
aspirations about the future, interest in the job and employment conditions and 
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abilities (Anafarta & Yılmaz, 2019: p. 2946).  
The measure of subjective career success is typically expressed as attitudes, 

feelings and perceptions of how individuals feel about their success rather than 
their objective success (Gu & Su, 2016: p. 229). It is stated that organizational 
and personal factors are effective on subjective career success. While training 
and development opportunities provided by the organization and organization 
support are counted among organizational factors, personal characteristics, abil-
ities, educational level, experience, knowledge, social capital and demographic 
characteristics are listed among the personal factors (Otluoğlu, 2014: p. 351). 

In their study, Gattiker and Larwood (1986) have evaluated subjective career 
success in five dimensions namely, business success, relationship success, eco-
nomic status, hierarchical success and life success. Parker and Arthur (2002: p. 
105) have developed a three-dimensional scale whereas, Shockley (2005: 128) has 
developed an eight dimentional scale. In this study, an eight-dimensional scale 
developed by Budak and Gürbüz (2017), constituting of dimensions namely 
recognition, meaningfulness of work, impact, quality of work, authenticity, per-
sonal life, growth and development, has been used. 

2.3. Intention to Remain 

Intention can be defined as the form of behavior that has not yet occurred but 
which is in thought form. It has been stated that intention is a psychological 
premise for actual behavior (Ajzen & Fishbein, 1980). Here, the intention to re-
main can be expressed as the fact that the employee is still thinking about con-
tinuing to work in the organization where he is working. The intention to re-
main at their work is defined as the long-term intention of the employees in 
their current employment relationship with their current employers (Shahid, 
2018: p. 59). It can be stated that the intention to remain at work is the opposite 
of the intention to leave (Johari et al., 2012: p. 398). Employees who have no in-
tention to remain at work or who have the intention to leave, means that it is 
likely for the employees to permanently leave the organization in the near future 
(Vandenberg & Nelson, 1999). When it is evaluated in this respect it can be 
stated that the intention to remain is based on planned behavioral theory defined 
as the fact that intention of a person to realize a certain behavior is determinant 
of said behavior (Ajzen & Fishbein, 1980).  

On the other hand, the intention to remain can be expressed as a result of 
comparing the gains of the employee from the job he performs and the losses he 
will be faced with in case of leaving (Steel & Lounsbury, 2009). Hence, if his 
losses will be more than his gains if he leaves his work, it will be expected for the 
person to remain in his work (Seçkin & Çoban, 2017: p. 137). 

The organization’s efforts to retain employees are also important in the for-
mation of employees’ intention to remain and in keeping employees in the or-
ganization. Ensuring that the employees stay in the organization is examined in 
two groups as internal and external factors (Sıldıroğlu Erdemli & Toptaş, 2016: 
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p. 556). While internal factors consist of factors such as job satisfaction, job 
stress, motivation, justice, perception of organizational support and commit-
ment, external factors called organization’s opportunities and management 
practices provided to employees are factors such as reward, payment, business 
environment, recognition, communication, leadership and autonomy. In this 
context, it is evaluated that the working environment provided by the organiza-
tion, organizational climate and organizational support is important for the per-
ceptions of the employees towards the organization. Besides it can also be said 
that in case the management recognizes the employees, necessary measures can 
be taken to foresee the intention of employees to leave their work (Shahid, 2018: 
p. 59), and to take measures to ensure that they remain at work. 

2.4. Relationship between the Variables 

Brown and Roloff (2015) stated that as the organizational support perceptions of 
the employees strengthen positively, the intention to stay at work increases. In 
the research conducted on bank employees, it was determined that there was a 
significant relationship between employees’ perceptions of organizational sup-
port and intention to leave. It was stated that with the help of the organizational 
commitment and commitment of the employees, the intention to leave can be 
reduced, in other words, the intention to remain can be increased (Nadeem et 
al., 2019: p. 222). Tews et al. (2013: p. 633) stated that the support of colleagues is 
effective on employees’ intention to remain. 

In a study conducted by Demir (2012: p. 49) on the employees of the airport 
ground handling company, it was found that positive organizational support 
reduced employees’ intention to leave. In other words, it can be said that orga-
nizational support increases the intention to remain. 

In a study on foreign employees, a significant relationship was detected be-
tween perceived organizational support and intention to remain (Cao et al., 
2014). Leader’s support in organizations can have positive effects on employee 
satisfaction and performance. In the study they conducted, De Coninck and 
Johnson (2009: 340) found that the support given by the sales managers to the 
sales staff positively affects the performance of the employees (Kale, 2015: p. 
105). In the study conducted by Zhou et al. (2015: p. 251), it has been deter-
mined that employees’ perceptions of organizational support have a mediating 
role in the relationship between psychological capital and subjective career suc-
cess. Özdevecioğlu (2003: p. 116) stated that employees who feel the support of 
the organization will have higher level of commitment to their jobs, organiza-
tions and managers, and will not consider leaving their current jobs and organi-
zation (Özdevecioğlu, 2003: p. 116). It can be said that these findings will in-
crease the motivation, subjective career success of employees and intention to 
stay at work.  

When the studies conducted on the subject in the literature are examined, it is 
evaluated that there is a positive relationship between perceived organizational 
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support and intention of employees to remain. This relationship has been tried 
to be examined with the following hypothesis created within the scope of the 
study; 

H1: There is a positive and significant relationship between variables of per-
ceived organizational support and intention to remain. 

The positive perception of organizational support of the employees has a sig-
nificant impact on their success. The organization’s concern with the happiness 
and well-being of the employees (Rhoades & Eisenberger, 2002), supporting 
them whenever they need strengthens the bonds of employees with their organ-
izations and increases their performance (Bekmezci et al., 2020). Subjective ca-
reer success consists of employees’ individual thoughts about their career. In the 
study conducted by Seema and Sujatha (2017), a significant relationship was 
found between employees’ perception of organizational support and career suc-
cess. Yu (2010) concluded in their study that organizational support affects ca-
reer success. Dose et al. (2019) determined that the perceived organizational 
support by meeting autonomy and competence needs has an indirect effect on 
subjective career success. 

The hypothesis based on the information in the literature to determine the re-
lationship between perceived organizational support and subjective career suc-
cess can be expressed as follows; 

H2: There is a positive and significant relationship between variables of per-
ceived organizational support and subjective career success. 

In the research conducted by Anafarta and Yılmaz (2019: p. 2944) on em-
ployees of the banking sector, a negative relationship was found between career 
satisfaction and intention to leave. Singh (2018) has shown that career manage-
ment practices in the organization increase the career satisfaction of employees 
and decrease the intention to leave the organization. Martins et al. (2002) stated 
in their study that career satisfaction increases the happiness of employees and 
positively affects their commitment to work (Anafarta & Yılmaz, 2019: p. 2945). 
Therefore, it has been evaluated that those who are happy in their jobs will be 
committed to their jobs and their intention to stay at work will be improved.  

In the study conducted in the aviation sector by Kaya (2018: p. 119), it was 
determined that if the employees were given opportunities for career develop-
ment, the organizational commitment and satisfaction level of their employees 
increased and their intention to quit decreased. 

In a study conducted by Sökmen and Aydıntan (2016: p. 251) in a public en-
terprise, it was found that the career compatibility and career optimism of the 
employees, which can be evaluated as subjective career success, have a negative 
and meaningful effect on the intention to leave. Therefore, employees’ having 
positive feelings and thoughts about their career may increase their intention to 
stay at work. Simo et al. (2010: p. 144) found a positive relationship between 
subjective career success and intention to stay. Nadeem et al. (2019: p. 224) 
stated that motivation factors increase the intention to stay at work. In this con-
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text, subjective career success can be evaluated as an important factor that moti-
vates people and it can be said that subjective career success increases the inten-
tion to remain.  

The hypothesis created to determine the relationship between subjective ca-
reer success and intention to remain in the light of this information is as follows; 

H3: There is a positive and significant relationship between variables of sub-
jective career success and intention to remain. 

In the study they conducted on the banking sector employees belonging to 
generation Y, Othman et al. (2019: p. 86) stated that emotional needs have a sig-
nificant effect on employees’ intention to stay at work and that perceived orga-
nizational support has an intermediary role in this relationship and that a policy 
implementation that will cover employees’ emotional needs and their valuable 
contributions to the organization may increase their intention to remain. 

Since it is evaluated that subjective career success will also be effective in the 
relationship between organizational support perceived by employees and the in-
tention to remain, the hypothesis created for this relationship can be expressed 
as follows; 

H4: Subjective career success variable plays an mediating role in the relation-
ship between perceived organizational support and intention to remain. 

3. Method 
3.1. Research Model 

In the study, the relational scanning model, which is one of the quantitative re-
search methods widely used in the literature, has been used. In this context, the 
relationship between variables of perceived organizational support (POS), subjec-
tive career success (SCS), intention to remain (ITR) and whether SCS has a me-
diating role regarding the impact of POS on ITR have been investigated. The re-
search model created within the scope of the said objective is given in Figure 1. 

The hypotheses of the study created based on the research model are as fol-
lows: 
 

 
Figure 1. Research model. 
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H1: There is a positive and significant relationship between variables of per-
ceived organizational support and intention to remain. 

H2: There is a positive and significant relationship between variables of per-
ceived organizational support and subjective career success. 

H3: There is a positive and significant relationship between variables of sub-
jective career success and intention to remain. 

H4: Subjective career success variable plays a mediating role in the relationship 
between perceived organizational support and intention to remain. 

3.2. Purpose of the Study 

The purpose of the study is to test the research model established between the 
variables of POS, SCS, ITR on a sample of academics working at foundation 
universities located in Ankara and Mersin. 

3.3. Main Mass and Sample of Research 

The data used in the study were collected with three scales applied to academics 
working at foundation universities in Ankara and Mersin. In the collection of 
data, academicians were preferred because they could give more objective an-
swers to the questions due to the high education levels. In the period when the 
data were collected, a total of 457 academicians were working in five foundation 
universities in Ankara and Mersin provinces. Therefore, the main population of 
the study is composed of academicians working in foundation universities in 
Ankara and Mersin. The sample of the study has been calculated by using the 
Formula (1). 

( )
2

2 21
NpqZn

N d pqZ
=

− +
                      (1) 

In Formula (1); symbols were used namely; n: Number of samples, N: Num-
ber of populations, p: Frequency (probability) of the event to be examined, q: 
Frequency of the event to be examined (1 − p), Z: Theoretical value (% (1 − Z 
test value at α) level, α = significance level, d: It is symbolized as ± deviation (er-
ror (tolerance) margin) to be made according to the frequency of occurrence of 
the event. This formula is used if the main mass number is known. In the study, 
the proportion of the respondents was taken as 0.5 to work with a large sample, 
and sample size to represent the main mass with importance level of 5% and 
error rate of 5% was found as; 

( )
( )( ) ( )

457 0.5 0.5 1.96 1.96 438.90
209

457 1 0.05 0.05 1.14 0.5 0.5 1.96 1.96 0.96
n

× × × × =
= =

− × × = + × × × =
 

In the formation of sample, easy sampling method, being random and easily 
reachable, has been used. Because, it is stated in the literature that when the data 
is required to be obtained in a short time and with minimum cost, the data can 
be collected by easy sampling method, which is not based on probability (Eygü & 
Kılınç, 2019: p. 1027). 
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150 academicians have participated in the survey, 68 of whom were women 
(45%) and 82 of whom were men (55%); 82 of whom are married (55%) and 68 
of whom are single (45%), 26 of whom were associates (17%), 52 of whom were 
research assistants (35%) and 72 of whom were lecturers (48%). 

3.4. Measurement Tools 

The data needed to test the model established in the study was gathered with 
three measurement tools. Information about the measurement tools is given be-
low. 

Perceived Organizational Support (POS) Scale: The POS Scale was created by 
Eisenberger et al. (1986) and was adapted to Turkish by Giray and Şahin (2012). 
While Eisenberger et al. (1986) have prepared forms with 36 questions, 17 ques-
tions and 8 questions as 7-point Likert type, in its adaptation to Turkish by Gi-
ray and Şahin (2012) have created a form with 12 questions (one sub-dimensional, 
6 questions coded in reverse). As a result of the explanatory factor analysis con-
ducted by Giray and Şahin (2012), it was stated that the items were collected in a 
single factor, had 6.76 eigenvalue, explained 56.2% of the variance and the 
Cronbach’s alpha coefficient was 0.93. 

Subjective Career Success (SCS) Scale: SCS scale was created by Shockley et al. 
(2015) and it was adapted to Turkish by Budak and Gürbüz (2017). In this scale, 
there are eight sub-dimensions (1) Recognition, 2) Job Significance, 3) Effect, 4) 
Job Quality, 5) Authentic, 6) Personal Life, 7) Growth and Development and 8. 
Satisfaction) and 24 questions (three questions in each sub-dimension). Cron-
bach’s alpha coefficient value concerning the whole scale was determined as 0.91 
in the study conducted by Shockley et al. (2015) and in the study conducted by 
Budak and Gürbüz (2017), it was calculated as 0.91 in the sample consisting of 
employees in the public sector and as 0.94 in the sample consisting of employees 
in the private sector.  

Intention to Remain (ITR) Scale: ITR Scale was developed by Gellatly et al. 
(2006) and the said scale was used in studies of Ülker (2007) and Karadeniz 
(2010) conducted in the field of social sciences in Turkish. There are 3 questions 
(one sub-dimension) in the scale. Cronbach’s alpha coefficient value of the scale 
was found as 0.73 by Gellatly et al. (2006), as 0.69 by Ülker (2007) and as 0.80 by 
Karadeniz (2010).  

Since all three scales were previously adapted to Turkish, no action was taken 
regarding the scope and logical validity of the question items of the scales. In this 
study, factor analysis was performed only to determine whether the data fit the 
structure of the scales and validity and reliability of scales have been calculated. 

3.5. Stages of Study 

The research was carried out in three stages. In the first stage, it was mentioned 
about the necessary studies to ensure the validity and reliability of the scales; in 
the second stage it was mentioned about the analysis of the model being estab-
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lished and in the third stage the findings obtained from the analysis were stated. 

3.6. Research Method 

In the literature, the covariance-based structural equation model (CB-SEM) is 
used, which is a generally parametric method for relationships between latent 
variables. In order to use the CB-SEM method, assumptions such as normal dis-
tribution of data, number of samples’ being more than 300, and variables’ being 
linear should be provided (Bayram, 2010). In the research, although the ques-
tionnaire was sent to 300 academics, response was obtained from 191 people and 
41 questionnaires that were missing or incorrect were filled out and hence, 150 
questionnaires were analyzed. This number is below the least value of 209 that is 
calculated as per the main mass. 

In addition, the multivariate normal distribution test (Henze-Zirkler Test) 
conducted in the R programming language should provide multivariate normal 
distribution while the data in the study did not disperse multivariate normal dis-
tribution (HZ test: 11.5873, p (0.000) < 0.05 and MVN: NO). Although several 
studies have been carried out to ensure the normal distribution of data by using 
conversion methods such as square root, logarithmic and squaring, the multiva-
riate normal distribution of the study data has not been achieved. For the rea-
sons explained, the structural equation model based on variance, in other words, 
Partial Least Square Structural Equation Model (PLS-SEM) was used. PLS-SEM 
is a nonparametric method used when the above-mentioned specifications are 
not met, and although the minimum sample size has not reached 209, it does not 
affect the results of the analyzes made with PLS-SEM (Hair et al, 2017). 

The analysis of the model, which was established in order to achieve the pur-
pose determined in the study, was carried out in two stages in the Smart PLS 
package program. In the first stage, the validity and reliability of the scales were 
checked by factor analysis, and in the second stage, the structure of the model 
established by road analysis was tested. 

3.7. Validity and Reliability Studies of Scales 

Within the scope of validity studies of the scales used in the study; 
Firstly, expert opinion (20 experts) was consulted for its scope and logical va-

lidity, it was determined that the items of the scale received Content Validity Ra-
tio (CVR) values above 0.42, which was the reference value of 0.05 significance 
level, and all of the Content Validity Index (CVI) values of the scale were deter-
mined to receive values above the reference value of 0.67. For this reason, it was 
decided to use the scales in the same way without any changes. 

Subsequently, the construct validity, reliability analysis and path analysis of 
the model were performed, respectively. All of these analyzes can be done on the 
model installed in the SmartPLS package program (Compeau & Higgins, 1995: 
p. 128). Hair et al. (2017), indicate that a 3-step process can be followed in 
PLS-SEM analysis. These stages are namely; determining model specifications 
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(determining the relationships between hidden variables and variables that can 
be measured with variables), evaluation of the external model (control of the va-
lidity and reliability of the model) and evaluation of the internal model (evalua-
tion of the structure of the model). In this context, firstly factor analysis and 
then path analysis related to scales were made in SmartPLS package program. In 
the first attempt in the analysis of the factor, due to the reason that factor loads 
of POS2, POS6 and POS11 measurable variables relating with POS variable 
among factor loads were found to be very low, these items were removed from 
analysis and second experiment was conducted. Factor loads in the PLS-SEM 
method show the degree of relevance of the expressions in the scales and it is 
preferred that these values obtained in the SmartPLS package program be above 
70%. In this context, after the second attempt, the research model established in 
the SmartPLS package program, which includes POS Scale (1 sub-dimension and 
9 items), SCS Scale (8 sub-dimensions and 3 items in each sub-dimension), and 
the ITR Scale (1 sub-dimension and 3 items). Its formal representation is given 
in Figure 2.  

When factor loads of the research (measurement) model in Figure 2 are ex-
amined; it is seen that all factor loads are above the reference value in the litera-
ture (70%) or very close (POS1, POS7, POS8, POS9). Therefore, it was decided 
to use the model in Figure 2 exactly. 

In addition to looking at the factor loads related to the validity and reliability 
of the model installed in the SmartPLS package program, internal consistency 
coefficient (Cronbach’s Alpha Coefficient) and convergence validity (Data Con-
sistency (Rho_A) Coefficient, Combined Reliability Coefficient and AVE (Aver-
age Variance Extracted) values and decomposition validity (Fornell-Larcker 
Criteria and Heterotrait Monotrait Rate) are also considered. The statistical re-
sults calculated in the SmartPLS package program regarding the validity and re-
liability of the model established in this scope are given in Table 1. 
 
Table 1. Validity and reliability statistics of scales. 

Scales 
Cronbach’s 

Alpha 
Coefficient > 0.70* 

Data 
Consistency 

Coefficient > 0.70* 

Combined 
Confidence 

Coefficient > 0.70* 

Average 
Variance Extracted 

0.50* 

POS 0.902 0.928 0.919 0.562 
SCS 0.961 0.965 0.965 0.537 

SCS1 0.914 0.917 0.946 0.854 
SCS2 0.904 0.906 0.939 0.838 
SCS3 0.891 0.895 0.932 0.822 
SCS4 0.859 0.860 0.914 0.780 

SCS5 0.857 0.874 0.912 0.776 

SCS6 0.821 0.822 0.893 0.736 

SCS7 0.932 0.934 0.956 0.880 

SCS8 0.944 0.948 0.964 0.899 

ITR 0.824 0.839 0.894 0.738 

*Fornell and Larcker (1981). 
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Figure 2. Research (measurement) model in SmartPLS package program. 

 
When the statistics related to the validity and reliability of the model in Table 

1 are examined; it is seen that these values are above the threshold levels. By 
means of these statistical data, it is concluded that the scales have sufficient in-
ternal consistency and convergence validity. 

In determining the separation validity in the study, Fornell-Larcker crite-
ria proposed by Fornell and Larcker (1981) and Henseler et al. (2015) and 
Heterotrait-Monotrait ratio have been used. According to the Fornell-Larcker 
criteria, the square root of the Extracted Common Variance values should be 
higher than the correlations between the structures in the study. Hetero-
trait-Monotrait ratio is the ratio of mean of the correlations of the expressions of 
all variables in the research to the geometric means of the correlations of expres-
sions of the same variable and it is preferred for this ratio to be smaller than 0.85 
or 0.90. The calculated values related to the decomposition validity of the model 
established in this context are given in Table 2. 

When the values related to Fornell-Larcker criteria and Heterotrait-Monotrait 
ratio within the scope of decomposition validity in Table 2 are examined, it is 
seen that these values are in agreement with the reference values in the literature. 
Furthermore, it was determined that there is a meaningful, same-directional and 
strong level relationship (r = 0.582, p < 0.05) between POS and SCS, a meaning-
ful, same-directional and medium-level relationship (r = 0.757, p < 0.05)  

https://doi.org/10.4236/ojbm.2020.85135


K. Eroğluer et al. 
 

 

DOI: 10.4236/ojbm.2020.85135 2218 Open Journal of Business and Management 

 

Table 2. Decomposition validity coefficients of the model. 

Fornell-Larcker Criteria Heterotrait-Monotrait Ratio 

Scales POS SCS ITR Scales POS SCS ITR 

POS 0.750*   POS    

SCS 0.582** 0.733*  SCS 0.602   

ITR 0.757** 0.611** 859* ITR 0.823 0.682  

*Calculated values are the square root of the Extracted Common Variance values. **Calculated values are 
correlation coefficients between latent variables. 

 
between POS and ITR, and a meaningful, same-directional and strong level rela-
tionship (r = 0.611, p < 0.05) between SCS and ITR.  

The last statistics to be considered within the scope of the validity and reliabil-
ity of the model are the VIF values and R2 values, which are goodness of fit val-
ues. SRMR and NFI goodness of fit values are used in PLS-SEM models as 
goodness of fit values. In the model, SRMR goodness of fit value is between 0 
and 0.08 and NFI goodness of fit is between 0.90 - 1.00 (Hair et al., 2017). While 
VIF values provide information about the multiple connections between inde-
pendent variables in the established model, R2 is a statistical value used in the 
evaluation of the internal model and expresses how much of the dependent 
change in percent by independent variables is explained. In addition, R2 is one of 
the basic evaluation criteria that should be used in evaluating the structural 
model with road coefficients and significance. The calculated goodness of fit 
values of the model established within this scope are namely, SRMR: 0.022 and 
NFI: 0.907 and VIF values and R2 values are given in Table 3. 

When SRMR and NFI goodness of fit values are examined; it was observed 
that the goodness of fit values was among the reference values (SRMR < 0.08 and 
NFI > 0.90) and it was concluded that the model established was a well-fit mod-
el.  

When VIF values and R2 values in Table 3 are examined; since all the VIF 
values between the variables are lower than the reference value of 5 in the litera-
ture, it is seen that there is no multiple connection problem between the va-
riables and the obtained parameters give reliable results and according to R2 val-
ues, in the first model in which POS variable is independent variable, SCS varia-
ble is dependent variable, it was determined that POS could explain SCS by the 
ratio of 33.9% and that in the second model, where the POS variable is an inde-
pendent variable and the ITR variable is this time dependent variable, it was de-
termined that POS could explain SCS with a ratio of 61.5%. These values are 
above 26%, which can be accepted as the reference value in the literature, and 
that accordingly, it was reached to the conclusion that these were appropriate 
values. (R2 is small if it takes values between 0.02 ≤ R2 < 0.13; It is categorized as 
medium if it takes values between 0.13 ≤ R2 < 0.26 and it is considered to have a 
large effect if it takes values as 0.26 ≤ R2) (Cohen, 1988). 
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Table 3. VIF and R2 values of established module. 

VIF values R2 values 

Scales SCS ITR Scales R2 Correction R2 

POS  2.154 ITR 0.615 0.606 

SCS  2.257 SCS 0.339 0.357 

3.8. Structural Examination of Established Model 

In order to test the structural examination of the model being established, in the 
SmartPLS package program, which allows a clear calculation of each variable 
scores PLS-SEM method road analysis was applied and in order to evaluate the 
statistical significance of the relationships defined in this scope, the resampling 
method (bootstrapping resampling methods) was used (Chin, 1998). 

The resampling method involves generating randomly selected sub-sampling 
cases to replace the original data (Hair et al., 2017). Direct impact values or path 
coefficients (β) and indirect impact values calculated for each randomly selected 
sub-sample are calculated and these values are given in Table 4 and Table 5. 
Standardized values of latent variables were used in the calculation of the values, 
as in the relationship analysis. 

When the calculated path coefficient (direct effect values) values of the model 
in Table 4 are examined; it was reached to the conclusion that there was a mea-
ningful and positive directional impact of POS on SCS (β = 0.593, p (0.000) < 
0.05), of POS on ITR (β = 0.594, p (0.000) < 0.05) and of SCS on ITR (β = 0.273, 
p (0.042) < 0.05). H1, H2 and H3 hypotheses were accepted from the hypotheses 
established in this context. 

When the indirect impact values of the variables in the model set up in Table 
5 are examined; it was determined that the indirect effect path between POS, 
SCS and ITR is meaningless (β = 0.167, p (0.102) > 0.05). When this result is 
evaluated together with the direct effect values among the variables in Table 5, it 
reveals that the SCS does not have an intermediary role between POS and ITR. 
Therefore, it was decided not to accept the H4 hypothesis from among the estab-
lished hypotheses. 

4. Findings 

In the study first of all three scales being used to collect the data have been con-
trolled with respect to their context and logical validity, even though they have 
been used in various studies in Turkey and it was decided not to make any 
changes in relation to questions regarding the scales. Subsequently, the model 
established in the SmartPLS package program was tested within the scope of the 
construct validity and reliability of three scales. In the SmartPLS package pro-
gram, the construct validity and reliability analysis of the scales were made on 
the model established and factor loads, Cronbach’s alpha coefficient values, data 
consistency coefficient, combined reliability coefficient, common variances  
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Table 4. Path Coefficients of the model established (Direct effect). 

Scales 
Original Standardized 
Sample β Coefficient 

Standardized Sample 
β Coefficient 

Standard 
Deviation 

T P 

POS → SCS 0.582 0.593 0.098 5.966 0.000 

POS → ITR 0.605 0.594 0.119 5.103 0.000 

SCS → ITR 0.259 0.273 0.026 2.041 0.042 

 
Table 5. Indirect impact value of the model established. 

Scales 
Original Standardized 
Sample β Coefficient 

Standardized Sample 
β Coefficient 

Standard 
Deviation 

T P 

POS → SCS → ITR 0.150 0.167 0.092 1.641 0.102 

 
extracted, Fornell-Larcker Criteria, Heterotrait-Monotrait Ratios, correlation 
coefficients, VIF and R2 values were examined. Factor loads of scales were found 
as 0.600 - 0.889 for POS scale, 0.844 - 0.965 for SCS scale, 0.827 - 0.883 for ITR 
scale; Cronbach’s alpha coefficient values were found in the range of 0.821 - 
0.961; data consistency coefficients were found in the range of 0.822 - 0.965; 
combined confidence coefficients were found in the range of 0.893 - 0.965; 
common variance values were found between 0.537 - 0.899; Fornell-Larcker 
Criteria values were found between 0.733 - 0.859; correlation coefficients were 
found between 0.582 - 0.757; Heterotrait-Monotrait Ratios were found in the 
range of 0.602 - 0.823; goodness fit values were found as SRMR: 0.022, NFI: 
0.907; VIF values were found as 2.154 and 2.257; R2 values were found as 0.615 
and 0.339. It has been determined that all of the found values are in accordance 
with the reference values in the literature, and as a result, it has been decided 
that the model established is a valid and reliable model and after these proce-
dures, the structure of the model established has been examined.  

Path analysis method and resampling were used during the examination of the 
model’s structure. In this context, β coefficients, t tests and significance coeffi-
cients of the variables, direct and indirect interference values between the va-
riables were calculated. As a result of calculations being made, it was determined 
that direct interactions between POS → SCS (β = 0.593, p < 0.05), SCS → ITR (β 
= 0.594, p < 0.05) and POS → ITR (β = 0.273, p < 0.05) variables were meaning-
ful but that indirect interaction between POS → SCS → ITR (β = 0.167, p > 0.05) 
variables was not meaningful. In this context, H1, H2 and H3 hypotheses were 
accepted, but H4 hypothesis was not accepted. Therefore, according to the results 
obtained, it was concluded that SCS in the relationship between POS and ITR 
does not have an intermediary role. 

5. Conclusion 

When the analysis results are examined; a positive and significant relationship 
was detected between POS and ITR and SCS. In order for organizations to be 
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successful, their employees must be qualified and supported by their colleagues 
and managers. This support may include material and spiritual elements. The 
organization’s belief in the contribution of its employees, its support for its em-
ployees, its support for all levels of employees will make employees feel safe. 
Employees’ being supported by their colleagues and managers will make the em-
ployees feel valuable. This will positively affect employees’ ITR. Therefore, it is 
very important to support the organization in order to increase the intention of 
qualified personnel to remain at work. This will also create a sense of accom-
plishment suited to the individual characteristics of the employee. Therefore, 
SCS will increase the ITR. 

In the research conducted, it was seen that SCS did not have a mediating effect 
between POS and ITR, contrary to expectations. The mediating effect is a varia-
ble that helps to understand how and why the relationship between the two va-
riables occurs. When evaluated in this context, it was seen that POS did not in-
crease the ITR due to the effect of SCS, in other words, when SCS was taken into 
account, it did not change the effect of POS on the ITR. In this context, it can be 
stated that POS is an important variable both in terms of SCS and ITR. 

This research also has some limitations. It is an important limitation that the 
research was conducted only on academics. Because academics are the intellec-
tuals of the society. Academics have a duty to educate university students, con-
duct research and inform the society. It is expected that academicians are sup-
ported by the university administration and the state while fulfilling these duties. 
In addition, the motivation for research and enlightenment for academics is 
more important than career success. Because of this, different results can be ob-
tained if the research is applied in other sectors. Another important limitation is 
that the research is not longitudinal. Findings obtained in different steps may be 
more revealing.  
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