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ABSTRACT

Today, in order for businesses to sustain their presence and gain a competitive advantage in the
sector in which they operate, their employees must be able to achieve a high level of performance
consistently. Although there are many factors affecting job performance, a leader-member exchange is
an important concept used to explain the relationship between manager and employee. This study aims
to determine to what extent leader-member exchange affects job performance levels and to determine
the mediating role of work engagement in this interaction. The research population of this study consists
of business employees operating in the textile sector in Gaziantep 5th Organized Industrial Region. The
sample size reached for this study is 284 participants. The data obtained from the participants by the
face-to-face survey was tested by performing explanatory and confirmatory factor analysis, descriptive
statistics, correlation, and bootstrap regression analysis. The results of conceptual and empirical
studies clearly show that there is a statistically significant relation between leader-member exchange
and job performance. However, work engagement has a partial mediating role in the relation between

job performance and leader-member exchange.
Key Words: Work Engagement, Job Performance, Leader-Member Exchange.
Jel Codes: M10, M12, M19.
LiDER-UYE ETKILESIMININ IS PERFORMANSI UZERINDEKI ETKIiSINDE iSE
ADANMISLIGIN ARACILIK ROLU
OZET

Giiniimiizde igletmelerin faaliyetlerini siirdiirdiikleri sektorde varliklarim siirdiirebilmesi ve
rekabet iistiinliigii elde edebilmesi icin ¢alisanlarvin siirdiiriilebilir bir sekilde yiiksek diizeyde

performans elde edebilmesi gerekmektedir. Is performansin etkileyen bircok faktor bulunmakla birlikte,
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lider/yonetici ve iiye/calisan arasindaki iliskiyi agiklamak icin kullanilan lider iiye etkilesim iliskileri
onemli bir kavram olarak karsimiza ¢ikmaktadir. Bu ¢ergevede, arastirmanin temel amaci, lider tiye
etkilesim iliskilerinin is performansi ne élgiide etkiledigi ve bu etkilesimde ise adanmisligin araculik
roliinii incelemektir. Aragtirmanin evrenini Gaziantep 5. Organize Sanayi Bélgesinde tekstil sektoriinde
faaliyet gosteren isletme ¢alisanlar: olusturmaktadir. Arastirma kapsaminda 284 katilimcidan yiiz yiize
anket teknigi elde edilen veriler, aciklayict ve dogrulayict faktor analizi, tamimlayici istatistikler,
korelasyon ve bootstrap regresyon analizleri yapilarak test edilmistir. Kavramsal ve ampirik arastirma
sonucu elde edilen bulgular lider iiye etkilesiminin is performansi iizerinde énemli bir etkiye sahip
oldugunu agik¢a gostermektedir. Bununla birlikte, ise adanmishgin lider iiye degisimine ve is

performanst arasmdaki iliskide kismi araculik rolii oldugunu ortaya konmustur.
Anahtar Kelimeler: ise Adanmuslik, Is Performans:, Lider Uye Etkilesimi.

Jel Kodlari: M10, M12, M19.

1. INTRODUCTION

With the rapid changes and technological innovations in today’s work environment, there are
significant changes in business dynamics. To survive in a competitive environment, businesses have to
increase their performance with their employee. Businesses that have high-performance employees are
in an advantageous position by getting more profits and getting competitive performance with the help
of increasing productivity (Akkog, 2012: 18; Tekin, 2018: 344; Bicer, 2021: 1526). For this reason,
businesses need employees with high performance in their work in order to reach their goals with sure
steps and to win the competition in the sector they are in (Utami and Zakiy, 2020: 122). However, high
performance of work is very important for not only businesses but also employees. Doing jobs as
required and being successful is very important for self-confidence and the source of satisfaction, and
also, it helps workers to get high performance for their jobs, get high-income, better carriers for their
work-life and get a social reputation. But it has to point out that in order to get expected high-
performance for their jobs, employees need to get motivated (Caliskan, 2018: 108). Because there are
a lot of factors that can affect job performance positively or negatively. Managers of the business should
analyse employees’ family relations, friendly relations, health conditions, and every other factor that
can affect employees’ job performance. With the analysis of these effects, the manager should support
workers for the sake of the business (Uludag, 2019: 725).

Factors that affect job performance can be obtained as social and organizational culture, but
leadership is also accepted as one of the crucial factors for job performance. Especially the relationship
between managers and employees is a very important factor for self-performance (Joo, 2012: 25). At
this point, The Leader-Member Exchange (LMX) theory which explains the relationship between leader

and members attracted scholars (Tekin, 2018: 344). LMX relationships mean that it is a process of
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relationship and interaction between leader and member which works and moves because of the leader
and in the meantime it is a mutual interaction between leader and member inside an organization
(Aslaner and Artan, 2019: 1659). LMX theory attention to the relationship between a leader and each of
his subordinates and also gives attention way of the behavioral difference of leaders or managers toward
each subordinate (Sepdiningtyas and Santoso, 2017: 285). According to this theory, low-quality
relationships improve based on a formal employment contract (Babadag, 2020: 335; Duyan and Yildiz,
2018: 1130). On the other hand, high-quality relations have a lot of qualities, such as commitment,
respect, knowledge shared by leaders, participation decision-making process, professional support,
extended and contractual role responsibility, and supportive behaviors (Cerit, 2012: 34). According to
Joo (2012: 26), the quality of relationships between the leader and subordinates also affects some
important organizational results. Relevant literature about LMX theory shows that the quality of the
relationship between a leader and a member can affect an employee’s job performance. However, the
literature also points out that the relation between two structures cannot be only directly (Li et al., 2012:
1060; Biao and Shuping, 2014: 244; Kim et al., 2014: 1; Akman, 2021: 1310). In this context, the
research examines the mediating role of work engagement in the effect of LMX on job performance to

address gaps in the literature.

2. CONCEPTUAL FRAMEWORK
2.1. Leader-Member Exchange

LMX theory was first developed by Dansereau, Graen, and Haga (1975: 47), who explained the
interaction between the leader/manager and the members/subordinates with a vertical dyadic approach.
This approach was called “Vertical Dyad Linkage Model”, and then the theory was named again LMX
in the meanings of today’s world (Ozutku et al., 2008: 193; Karcioglu and Kahya, 2011: 339).
According to Liden and Maslyn (1998: 43), in the theory of LMX leaders don’t use the same method,
attitude, and behaviors in their relationship with their subordinates and he makes different relations with
each subordinate. LMX theory is different from other classic theories in the meaning of dual interactions
with leaders and subordinates (Graen and Uhl-Bien, 1995: 221).

According to LMX theory when leaders and subordinates can improve mature relations
(partnership) and access a lot of benefits from these relations, an impressive leadership process can occur
(Karayel et al., 2018: 305). According to this theory, the leader establishes relationships with his
subordinates in different ways due to time and limited resources or other reasons. This situation causes
the quality of LMX relationship to be at different levels from low to high and is defined as “leader-
member exchange differentiation” (Caligkan, 2018: 108). As a result of differences between leader-
subordinate relations two classes occur. These are “in-group” and “out-group”. Out-group relations are
based on the low level of leader-subordinate relations, and these relations are based on a limited and
formal employment contract. On the other hand, in-group relations are characterized, by high-level
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leader-subordinate interactions, beyond the official labor contract provide other sources such as mutual
respect, trust and sharing of information and assigning duties, education opportunities, mutual

interactions, and emotional support (Liden and Maslyn, 1998: 43; Huang, 2010: 1126).

LMX theory is shaped by the effect of expectancy, role, social exchange theories, and the norm
of reciprocity (Tekin, 2018: 245). According to these theories, different models are suggested for
analyzing leader-member exchange in organizations. Among these models, scholars often use the four
dimension model which was suggested by Liden and Maslyn (1998). That model is analyzed in four-
dimensional. These are contribution, loyalty, affect, and professional respect (Akman, 2021: 1309).
Contribution means; additional works which were done by employees voluntarily out of formal
employment contract with taking responsibilities and such supports are made for these additional works
and the level of possibilities and providing supports by leaders. Loyalty means; trust and commitment
level between leader and employee. Affect means; the emotions between leader and employee out of
professional values in their working life in the official process. Professional respect means feeling the
prestige inside and outside of the organization in order to do work successfully (Turgut et al., 2015: 420;
Biger, 2021: 1524).

2.2. The Relation Between Job Performance and Leader-Member Exchange

Performance is a concept that includes the completion of a certain goal, function, or task in
organizations (Akkog, 2012: 21). The concept means that the level of success achieved by an employee
as a result of all the efforts and attempts to complete the activities performed within a certain period of
time (Sepdiningtyas and Santoso, 2017: 289; Biger, 2021: 1525). Job performance is defined as the
actions of the employees, the effort they make, and the degree to which the organization achieves its
goals as a result of these efforts and actions (Choy vd., 2016: 7; Naz, 2019: 59). Job performance is the
quantity and quality of successful that an individual or a group contributes to the organization (Duyan
and Yildiz, 2018: 1130). In this sense, job performance is accepted as the amount of goods or services
produced at a certain time for the organization, and the level of personal “productivity” and

“effectiveness” for reaching the goal for the employee (Turgut et al., 2015: 419).

LMX theory points out that leader and subordinate can improve their relations differently (Biao
and Shuping, 2014: 245). According to Breevaart et al. (2015: 755), the quality of the LMX relationships
is determined by the degree to which the leader meets employees’ specific job demands with additional
resources such as autonomy, information, and the opportunity to participate in the decision-making
process. High-quality LMX relationships are associated with high expectancies for employees’
performance in return for the leader’s investments. According to Janssen and van Yperen’e (2004: 371),
if subordinates have a high-quality relationship with their leader, subordinates will get more authority
and responsibility, more important and forceful tasks, and more organizational sources, thus

subordinates can be expected to perform higher. According to studies on LMX theory, the quality of
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relationships between subordinates and their superiors are directly related to the job process connected
with high performance, especially for subordinates (Ozutku et al., 2008: 197; Tekin, 2018: 345). Choy
et al. (2016: 8) asserted that, in high-quality relationships between leader and subordinate, both sides
have great adaptable emotions about the work environment. In this situation, subordinates can predict
which movements can be rewarded by the leader. This approach also can provide that, subordinates can
move in the right steps in parallel with leader expectations on behalf of high performance for the job.

The relation between LMX and job performance can be expressed as the results occur in the
organization according to the quality of the LMX relationship. If in-group employees have high-quality
relationships with the leader, they can establish more open communication than employees who are out-
group. In-group employees with the help of taking responsibility and authority can reach organizational
sources and can understand clearly the behavior that was required. In regards to several benefits which
were taken from managers, employees can be willing to provide high performance and make
contributions beyond far more than the formal employment contract (Howell and Hall-Merenda, 1999:
682; Cerit, 2012: 36; Caliskan, 2018: 109). Relevant literature also supports that high-quality LMX
relationships have a positive effect on job performance (Ozutku et al., 2008; Loi et al., 2011; Akkog,
2012; Turgut et al., 2015; Karayel et al, 2018; Tekin, 2018; Duyan and Yildiz, 2018; Akman, 2021;
Bicer, 2021).

Hi= LMX has a positive effect on job performance.
2.3. Mediating Role of Work Engagement

Positive psychology emphasizes empowering people’s strength, optimal functioning, and well-
being to get the advantage of competition and be successful at work. The concept of work engagement
iS a positive organizational behavior that has emerged in recent years (Agarwal et al., 2012: 210). The
concept represents “a positive, fulfilling, work-related cognitive state signalized by vigor, dedication,
and absorption”. Work engagement is more than momentary emotion in a certain situation. It is a kind
of participation and mentions not focusing on a certain person, thing, or behavior and more permanent
and general emotional-cognitive situations (Schaufeli et al., 2002: 74). In this structure, vigor means
that during work, a person has high performance, energy, and mind willingness can stand in tough times.
Dedication is expressed as an individual’s feeling of job commitment, pride, and inspiration about his
work by being deeply connected to his work. Absorption is defined as the individual work fully
concentrating on work and individual doesn’t notice how time passes (Schaufeli et.al., 2008: 176; Ciftcli,
2019: 170).

According to the LMX theory, it is argued that leaders establish sustainable social and interactive
relationships with subordinates that encourage work engagement (Naz, 2019: 60). According to
Babadag (2020: 3351); the relationship between the leader and the employee in an organization not only
can be shaped by the formal rules specified in the employment contract but also can be developed outside
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of these formal rules. In addition, in organizational life, the relationship between leader/manager and
member/employee is considered an important factor that affects the engagement process as well as
behavioral results. The quality of the exchange relationship between leader/manager and
member/employee determines an employee’s degree of engagement in their job role (Chaurasia and
Shukla, 2013: 468). According to Wagner and Koob (2022:2), when LMX relationships are interpreted
positively by employees, they are more likely to respond with a strong engagement to work in the form
of vigor, dedication, and absorption.

Leaders can improve relationships with their own subordinates. It can be either high-quality
relation reflects trust, respect, and loyalty, or low-quality relation reflects untrust, disrespect, and lack
of loyalty (Agarwal et al., 2012: 212). In high-quality LMX relationships, managers/leaders provide
more two-way resources such as trust, knowledge sharing, desired assignments, and educational
opportunities. Because of that high-quality LMX relationships are associated with an exchange of effort
and emotional support (Burch and Guarana, 2014: 8) and it is believed that when the relationship
matures, it develops into a partnership. This situation can help employees to develop constructive
behaviors such as work engagement (Els et al., 2016: 22). According to Breevaart et al. (2015: 757) the
employee, with whom the leader has a high-quality exchange, evaluates this behavior as a positive input,
values this relationship, and thus can develop positive feelings about their job. It can be expected that
these positive emotional situations will make it easier for the person to voluntarily give all her physical
and cognition energy to his/her work and positively affect the level of work engagement (Ciftci, 2019:
171). Relevant literature also supports that high-quality LMX relationships have a positive effect on
work engagement (Agarwal et al., 2012; Altinay et al., 2019; Garg and Dhar, 2015; Aggarwal et al.,
2020; Wagner & Koob, 2022).

H, = LMX has a positive effect on work engagement.

Work engagement is considered a motivational concept. Because it forces employees to fight for
challenging goals and inspires them to succeed (Aggarwal et al., 2020: 3). Els et al. (2020:3) asserted
that dedicated employees are more productive and more willing to fulfill their job requirements. In
addition, work engagement is associated with lower health problems, increased life satisfaction, and job
performance. Sepdiningtyas and Santoso (2017: 286) state that “work engagement is considered the
most inclusive attitude variable in explaining the relationship between stimulus and behavior”. Work
engagement leads to higher job performance by providing a high level of energy, cognition flexibility,
and willingness to exert effort when faced with difficulties. Relevant literature also supports that work
engagement has a positive effect on job performance (Breevaart et al., 2015; Chaurasia and Shukla,
2013; Utami and Zakiy, 2020; Tanskanen et al., 2019).

Hs= Work engagement has a positive effect on job performance.
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Assuming that LMX and work engagement are positively associated with job performance, and
high-quality LMX relationships are also positively associated with the work engagement process, it is
possible that work engagement mediates the relationship between LMX and job performance (Chaurasia
and Shukla, 2013: 471). Sepdiningtyas and Santoso (2017: 291) assert that: “LMX relationships as a
positive stimulus can improve job performance through work engagement”. High-quality LMX
relationships will generate a positive attitude in employees towards their leaders and enable them to use
more of their physical energies, emotions, and cognition to increase job performance. Relevant literature
supports the mediating role of work engagement in the relationship between LMX and job performance
(Lietal., 2012; Chaurasia and Shukla, 2013; Breevaart et al., 2015; Naz, 2019; Utami and Zakiy, 2020).

H.=Work engagement has a mediator role in the relationship between LMX and job performance.

3. METHODOLOGY
3.1. Research Framework

This study aims to examine to what extent LMX affects job performance levels and to examine
the mediating role of work engagement in this interaction. Before starting this study, the ethics
committee approval was obtained from Gaziantep University Social and Human Sciences Ethics
Committee with decision number 06 dated 04.02.2022. Within the scope of the research, first of all, the
literature was searched and the relations related to the variables were examined and the conceptual
structure of the research was formed. A survey technique is used in this study, and the face-to-face
survey was conducted by 284 participants selected by a simple random method among the employees

of a business operating in the textile sector in Gaziantep 5th Organized Industrial Region.
3.2. Data Analysis

IBM SPSS 25 and AMOS 24 programs were used to analyze the data collected from the face-to-
face survey, and PROCESS v3.4 macro developed by Hayes (2018) was used to research the effect of
mediating variables (http://afhayes.com). The first step of the study was to determine the reliability and
construct validity of the scales. Subsequently, correlation analysis was performed to determine the
direction and severity of the relationship between the variables. Finally, according to the research model
created by using PROCESS v3.4 (Model 4) running on IBM SPSS, analyzes were made to determine

the relationships and mediation between the variables. The research model is presented in Figure 1.
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Figure 1. Research Model

Work

Pl Engagement N
H (M) Hs
2

e N

Leader- Ha
Member Job
Exchange P> Perfo:{mance
X) Ha ()

3.3. Measurement

A survey technique, one of the qualitative data collection techniques, was preferred in the study.
The questionnaire form created for the research includes statements about socio-demographic questions,
LMX, job performance, and work engagement. This survey contains a total of 25 questions with a Likert
scale, and the answers given to each item are graded between “strongly disagree” and “strongly agree”,

which are scored between 1-5.

Leader-Member Exchange Scale: “Multidimensionality of Leader-Member Exchange 12 (LMX-
MDX-12)” developed by Liden and Maslyn (1998) and adapted into Turkish by Bas, Keskin, and Mert
(2010: 1025) was used to determine the level of LMX of the participants. The scale includes 12
statements that address the exchange between leader-member or manager and employee in 4
dimensions: affect (3 statements), loyalty (3 statements), contribution (3 statements), and professional
respect (3 statements) (Tetik, 2016: 127).

Work Engagement Scale: “Utrecht Work Engagement Scale-9 (UWES-9)” developed by
Schaufeli and Bakker (2003) and adapted into Turkish by Ozkalp and Meydan (2015: 11) was used to
determine the level of work engagement of the participants. The scale includes 9 statements that address
the level of work engagement of the employees in three dimensions: vigor (3 statements), dedication (3

statements), and absorption (3 statements).

Job Performance Scale: In order to determine the job performance level of the participants, the
“Job Performance Scale”, which was used in the studies conducted by Kirkman and Rosen (1999), Sigler
and Pearson (2000), and adapted into Turkish by Co6l (2008: 41). The scale deals with the job

performance level of the employees in 4 statements.
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3.4. Sampling

The population of this research consists of 680 employees in a business operating in the textile
sector in Gaziantep 5th Organized Industrial Region. By taking the acceptable sample size table as a
reference for the generalization prepared by Yazicioglu and Erdogan (2004: 50), it was revealed that the
sample size should be between 217 and 254 employees with a 95% confidence interval and a 5% margin
of error. After interviewing the relevant business for the research and obtaining the necessary
permissions, a questionnaire was applied to 300 employees working in different departments in the
business between 01-15 April 2022. However, 16 questionnaires were excluded from the evaluation
because they were marked as missing/wrong or unilateral. Analyzes were made on the data obtained
from 284 questionnaires.

According to data 273 (%96.1) men, and 153 (%53.9) married people joined this survey. 51 (%18)
participants are 25 or below age, 156 (%54.9) participants are between 26 and 30 age, 65 (%22.9)
participants are between 31 and 40 age and 12 (%4.2) participants are 41 or above age. In terms of
education level, 22 (%7.7) participants have graduated from middle school, 117 (%41.2) participants
have high school graduates, 103’1 (%36.3) participants have an institute degree, 31 (%10.9) have
bachelor's degree and 11 (%3.9) have a master’s degree or higher. The work experiences of the
participants are as follows: participants 100 (%35.2) have a work experience of 1-5 years, 83 (%29.2)
have 6-10 years of experience, 61 (%21.5) have 11-15 years of experience, 26 (%9.2) have 16-20 years

of experience and 14 (%4.9) have 21 years and above of experience.

4. FINDINGS

Explanatory Factor Analysis (EFA) and Confirmatory Factor Analysis (CFA) were used to test
the basic dimensions and construct validity of the scales used in this study. Table 1 shows the EFA
results performed by applying the basic component analysis and varimax rotation method for the

“Multidimensional LMX Scale”, “Work Engagement Scale” and “Job Performance Scale”.
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Table 1. Explanatory Factor Analysis Results

< S X o] 2 2
¢ 5Ex § % 2E 9s £2
Scales ¥ S5 3 z S 8.2 S5 B2 =4
¢ £8F s & g8 v> g °
3 i > w = g5
Affect 3 0.742-0.877 2.247 18728 72.678 0.804 1311.724 ,000
Loyalty 3 0.814-0.854 2.243 18.695
LMX
Contribution 3 0.790-0.847 2.220 18.503
Respect 3 0.772-0.810 2.010 16.753
Vigor 3 0.691-0.834 2.064 22932 63.251 0.817 646.130 ,000
Work L
Engagement Dedication 3 0.672-0.809 1.836 20.399
Absorption 3 0.676-0.746 1.793 19.920
Job Performance 4 0.753-0.815 2.489 62.213 62.213 0.785 329.455 ,000
Performance

As seen in Table 2, the KMO values for LMX (KMO=0.804; x*=13110.724; p=0.000), work
engagement (KMO=0.817; ¢>=646.130; p=0.000), and job performance (KMO=0.785; %>=329.455;
p=0.000) are greater than 0.60. In addition, the significant chi-square value as a result of the Bartlett
Sphericity test indicates that the data are suitable for factor analysis. It seems that the LMX explained
72,678% of the total variance with four factors with an eigenvalue greater than one. It was determined
that the work engagement scale explained 63.251% of the total variance with three factors with an
eigenvalue greater than one, and 62.213% of the total variance with a single factor with an eigenvalue
of greater than one. Factor loadings of the LMX scale were between 0.742 and 0.854, that of the work
engagement scale was between 0.676 to 0.834 and that of the job performance scale was between 0.753
to 0.815. On the other hand, the skewness and kurtosis values of the expressions were examined in order
to determine whether the expressions of the scales used in the research provided the normality

assumption, and these values were found to be in the range of +1 (Tabachnick and Fidell, 2013: 133).

CFA was performed to confirm the construct validity of the scales used for the research. In this
context, first-level CFA was conducted to confirm the four-factor (contribution, loyalty, affect, and
professional respect) structure of the leader-member exchange scale obtained by EFA, the three-factor
structure of the work engagement scale, and the single-factor structure of job performance. Second-level
CFA analysis was then conducted for the overall leader-member interaction and work engagement

scales. The goodness of fit values obtained by CFA is given in Table 2.
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Table 2. Confirmatory Factor Analysis Goodness of Fit VValues

Scale Model Ay? af Ay RMSEA AGFI GFI CFlI  NFI
f <,08 >90 >90 >90 >,90
<3
LMX First-level 92.323 48 1.923 0.057 0.918 0.949 0.965 0.931
LMX Second-level  104.989 50 2.100 0.062 0.906 0.940 0.957 0.921
Work Engagement First-level 43.177 23 1.877 0.056 0.939 0.969 0.967 0.934

Work Engagement Second-level ~ 48.967 24 2.040 0.061 0.935 0.965 0.960 0.925

Job Performance First-level 4.896 2 2.448 0.072 0.956 0.991 0.991 0.985

As seen in Table 2, it has been determined that LMX scale, work engagement scale, and job
performance scale meet the criteria of good fit in terms of model fit index values obtained as a result of
CFA (Meydan and Sesen, 2011: 37).

The mean, standard deviation, Pearson correlation, and Cronbach o values reflecting the
evaluations of the participants regarding LMX, work engagement, and job performance are given in
Table 3.

Table 3. Mean, Standard Deviation, Correlation and Cronbach a Values

Variable Mean Standard LMX Work Job
Deviation Engagement Performance
LMX 4.018 0.504 (0.813)
Work Engagement 4.199 0.459 0.420** (0.799)
Job Performance 4.130 0.558 0.345** 0.517** (0.797)
**p<0,01

The results of the correlation analysis in Table 3 indicate that there is a moderate and positive
relationship between LMX and work engagement (0.420**) and job performance (0.345**), and that
there is a moderate and positive relationship between work engagement and job performance (0.517*%).
The mean values of the responses of the participants are as follows: 4.018+0.504 for the LMX scale,
4.199+0.459 for the work engagement scale, and 4.130+0.558 for the job performance scale. It was

observed that the Cronbach a coefficient of each scale used for the research was also greater than 0.70.

The mediating role of work engagement, the relationship between leader-member exchange and
job performance was examined with the PROCESS v3.4 macro developed by Andrew F. Hayes (2013)
(http://athayes.com) working on the SPSS 25 program. Using “model 4” for the mediating role tested

according to Hayes’ approach, LMX (X) was defined as the independent variable, job performance ()
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as the dependent variable, and work engagement (M) as the mediator variable. For the regression
(mediation effect analysis) analysis performed with the indirect effect approach based on this bootstrap
technique, the bootstrap technique coefficient was extracted with 5000 bootstrap technique samples
accordingly, the 95% confidence intervals (BootCl [BootLLCI lower limit and BootULCI upper limit]
values were zero (0) value was created (Hayes, 2009: 414).

Table 4. The Effect of LMX (X) on Job Performance (Y)

Result Regression BootClI Model Summary
Variables
b SE t Sig. BootLLCI BootULCI R? Model Sig.
F F
Constant 2.5945 0.2506 10.3547 0.000 2.1013 3.0878 0.1192 38.1549 0.000
X)—(Y) 03822 0.0619 6.1770 0.000 0.2604 0.5040

Table 4 shows the results of the regression analysis performed with the indirect effect approach
based on the bootstrap technique to examine the effect of LMX on job performance. The results of
regression analysis without this mediating variable show that the effect of LMX on job performance is
statistically significant and positive (95% CI [0.2604; 0.5040]; b=0.3822; t=6.1770; p=0.000). The
results of the regression analysis also show that 11.92% of the variation in job performance can be
explained by the LMX (R?=0.1192; F=38.1549; p=0.000).

Table 5. The Effect of LMX (X) on Work Engagement (M)

Result Regression BootClI Model Summary
Variables
b SE t Sig. BootLLCIl BootULCI R? Model  Sig.
F F
Constant 2.6639 0.1992 13.3729 0.000 2.2718 3.0560 0.1763 60.3652 0.000
X)—» ™) 03822 0.0492 7.7695 0.000 0.2854 0.4790

Table 5 shows the results of the regression analysis performed with the indirect impact approach
based on the bootstrap technique to examine the effect of LMX on work engagement. These regression
analysis results show that the effect of LMX on work engagement is statistically significant and positive
(95% CI [0.2854; 0.4790]; b=0.3822; t=7.7695; p =0.000). The results of the regression analysis also
show that 17.63% of the variation in work engagement can be explained by the LMX (R?=0.1763;
F=60.3652; p=0.000).
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Table 6. The LMX (X) and Work Engagement (M) on Job Performance (Y)

Result Regression BootClI Model Summary
Variables
b SE t Sig. BootLLCI BootULCI R? Model Sig.
F F
Constant 1.1308 0.2886 3.9177 0.000 0.5627 1.6990 0.2872 56.6232 0.000
X) — (Y) 0.1722 0.0614 2.8029 0.005 0.0513 0.2931
M) —(Y) 05495 0.0675 8.1401 0.000 0.4166 0.6823

Table 6 shows the results of the regression analysis performed with the indirect effect approach
based on the bootstrap technique to examine the effect of LMX and work engagement on work
performance. The results of these regression analyzes show that when work engagement (95% ClI
[0.4166; 0.6823]; b=0.5495; t=8.1401; p=0.000) is included in the regression model, LMX (95% CI
[0.0513; 0.2931]; b=0.1722; t=2.8029; p=0.005) shows that although the effect on job performance
decreases, it continues and it is statistically significant. When work engagement (M) is included in the
relationship between LMX (X) and job performance (Y), the decrease in the level of influence (partial
mediation effect) indicates the existence of a mediating effect (Preacher and Hayes, 2004: 719). The
results of the regression analysis also show that 28.72% of the variation in job performance can be
explained by LMX and work engagement (R?=0.2872; F=56.6232; p=0.000).

Table 7. Total, Direct and Indirect Effects of LMX (X) on Job Performance (Y)

Leader-Member Exchange (X) — BootCl
Job Performance (Y) Effect BootSE t Sig. BootLLCl BootULCI
Direct effect 0.1722 0.0614 2.8029 0.005 0.0513 0.2931
Total effect 0.3822  0.0629 6.1770 0.000 0.2604 0.5040
Leader-Member Exchange (X) — BootCl
Xgrg e];:;:)gr;gae:;gn(t\((;v[ )= Effect BootSE BootLLCl BootULCI Mediating Effect
Indirect effect 0.2100 0.0466 0.1294 0.3092 Partial Mediating
Sobel Test Z Score Sig.
2.3772 0.017

Table 7 shows the total, direct and indirect effects of LMX on job performance and the bootstrap
confidence interval values showing the significance of these effects. The difference between the total
effect (95% CI [0.2604; 0.5040]; b=0.3822; t=6.1770; p=0.000) and direct effect (95% CI [0.0513;
0.2931]; b=0.1722, t=2.8029, p=0.005) reveals that there is a mediating (indirect) effect (b=0.2100).
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The fact that the bootstrap confidence interval values for the indirect effect are above zero (95% ClI
[0.1294; 0.3092]) has a statistically significant and positive effect on the job performance (Y) through
the LMX (X) work engagement (M) (Preacher and Hayes, 2008: 884). The result of the Sobel test
(z=2.3772 — p=0.017) also confirms that the indirect effect is significant (Fraziar et al., 2004: 128). As
a result, it has been revealed that work engagement has a partial mediating role in the relationship
between LMX and job performance.

7. CONCLUSION AND DISCUSSION

This study examines the mediating role of work engagement in the effect of LMX relationships
on job performance. For this purpose, a study was conducted on the employee of businesses operating
in the textile sector in Gaziantep 5th Organized Industrial Region. Within the scope of the study, it was
revealed that the LMX relationships had a positive and significant effect on job performance at the first
stage (H1 Accepted). These results indicate that the quality of the LMX relationship with the employees
is important in order to achieve the desired results in terms of business. The results obtained in this study
are supported by many studies in the literature, indicating that the quality of the LMX relationship,
which is characterized by a high level of trust, commitment, and loyalty, that the leader will establish
with his subordinates, affects the job performance of the subordinates positively (Ozutku et al., 2008;
Loi etal., 2011; Akkog, 2012; Turgut et al., 2015; Karayel et al., 2018; Tekin, 2018; Duyan and Y1ldiz,
2018; Akman, 2021; Biger, 2021). The conscious increase of the support received from the leader is

reflected as a positive effect on the job performance of the employee.

In the second stage, it was determined that LMX had a positive and significant effect on work
engagement (H, Accepted). This indicates that managers can encourage higher levels of work
engagement among employees by investing in high-quality LMX relationships. The result obtained is
in line with studies that provide strong support for the argument that LMX relationships affect work
engagement (Agarwal et al., 2012; Garg and Dhar, 2015; Altinay et al., 2019; Aggarwal et al., 2020;
Wagner & Koob, 2022). As long as leaders provide high-quality LMX relationships by offering their
subordinates more interesting and desirable tasks, knowledge sharing, and providing resources,
employees are probably to achieve greater status, affect, and benefits. These invaluable benefits allow
the employee to exert higher levels of physical, cognitive, and emotional effort; this will increase the

subordinates’ sense of dedication to their work (Burch and Guarana, 2014: 19).

In the third stage, the mediating role of work engagement in the effect of LMX on job performance
was confirmed (Hs and Hs4 Accepted). These results is generally consistent with prior studies (Li et al.,
2012; Chaurasia and Shukla, 2013; Breevaart et al., 2015; Naz, 2019; Utami and Zakiy, 2020).
However, while work engagement mediates the relationship between LMX and job performance, it is
pointed out that there is a significant and direct relationship between LMX and job performance. In other
words, it has been revealed that work engagement partially mediates the relationship between LMX and
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job performance. There are two ways from LMX to job performance, one of them directly affects job
performance; the other is much stronger than the direct effect, indirectly affecting job performance
through work engagement. High-quality LMX can increase engagement, and the job performance of
dedicated employees will increase. These results indicate that businesses should seek to promote high-
guality LMX relationship that includes mutual respect, trust, and open communication rather than a
formal employment contract relationship. A high-quality LMX relationship impacts employees’ degree
of engagement in their job role and enables better job performance. Therefore, businesses need to
promote a healthy and transparent relationship between the leader or manager and the employee
(Breevaart et al., 2015: 757; Chaurasia and Shukla, 2013: 471; Sepdiningtyas and Santoso, 2017: 287).
In this context, it can be interpreted as increasing the work engagement of employees through the LMX
that takes place in a healthy way, and then the work engagement will increase the work performance of

the employees.

This research has limitations that provide opportunities for future studies. This study is limited to
the employees of a business operating in the textile sector in Gaziantep 5th Organized Industrial Region.
For this reason, it can be considered that it would be a correct approach to repeat the research results in
different sectors and samples in terms of generalizability. Another limitation of this study is that
although the causality relationship between its variables has been described theoretically, it was
conducted in a single-source and cross-sectional time period, which does not allow us to draw definite
conclusions about causality. Therefore, inferences about causality are limited and should be tested with
an experimental or longitudinal research design that includes data collected from multiple sources to

strengthen causality between variables in the future.
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