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Design/methodology/approach – The data were collected via questionnaires and simple random
sampling while including middle school teachers in a city of Turkey as participants. In addition,
data were gathered in October and November 2019. The reason why teachers were selected for this
study is the fact that there is limited amount of studies in the literature doing so. In order to test the
hypotheses, hierarchical regression analysis, sobel test and moderated mediation analysis were
used.
Findings – The findings show that leader-member exchange positively and significantly affects job
crafting and additionally perceived supervisor support has a mediating role in this relationship.
Along with this, it is also defined that supervisor support affects job crafting positively and
significantly while self-efficacy has a moderating role in this relationship. Finally, it is seen that selfefficacy has a moderating role in the indirect effect of leader-member exchange on job crafting, when
combined with supervisor support.
Discussion – The study tries to put forward the effects of leader-member exchange, perceived
supervisor support and self-efficacy on job crafting in a single model with a multilevel perspective.
Additionally, there was no studies found in the literature that takes all these variables into
consideration together and that looks into the relationship between these variables for teachers. For
this reason, it can be stated that the obtained findings are important both for the literature and for
practitioners.

1. INTRODUCTION
From past to present, employees have been seen as one of the important factors for organizations. The reason
for this is the fact that the behaviours, attitudes, and performance of the employees is what makes the
organization reach its goals. Correspondingly, the behaviours of the teachers can be evaluated as even more
important for the organizations they work for. Because in most of the organizations except for schools, the
behaviours and attitudes of the employees only concern the organization’s future, teachers’ behaviours and
attitudes affect both the success and future of the organization as well as the students. For this reason, it is
seen as important to look into the behaviours and attitudes of teachers for the future of organizations, students,
and societies. Additionally, when the literature is reviewed, it is seen that positive behaviours and attitudes of
the employees bring along important outcomes such as increasing their performances (Mallick et al., 2014) and
their work engagement (Garg et al., 2018). Thus it is needed to uncover and increase the positive behaviours
and attitudes of teachers as well.
Job crafting, which is evaluated as a proactive behaviour type and which refers to changes made in the taskrelated, relational, cognitive scope of work (Wrzesniewski and Dutton, 2001), is believed to be a factor
revealing the positive behaviours of the employees (Ingusci et al., 2016). Correspondingly, studies show that
job crafting increases the performance, health, and job satisfaction of the employees (Alonso et al., 2019; Leana
et al., 2009; Zito et al., 2019). On the other hand, scientific developments, advancements in information and
communication technologies, and political transformations made it essential to have individuals who are able
to make critical judgements, who are ready to communicate to solve problems and cooperate, who are willing
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to search for alternatives to form a better society, who are autonomous (Alonso et al., 2019) and who are able
to make changes in the scale of their work. However, when compared to other occupations, it is reckoned that
teachers have limited power and authority in making important decisions related to their work. This limited
authority manifests itself more clearly in the Turkish education system. The reason for this is the centralistic
structure of the Turkish education system, which means curriculums, textbooks, lessons, and in-service
training are defined by the central authority, out of the teachers’ control (Colak et al., 2017). For this reason, it
seems difficult for teachers to display job crafting behaviour in the context of Turkey. Nonetheless, it is
presumed that with their self-confidence and with supervisor support, teachers can overcome this and display
job crafting behaviour. In this context, this study focuses on the effect of high-quality leader-member exchange,
perceived supervisor support and self-efficacy on job crafting.
The contributions of this study to the literature from three aspects. To begin with, it has been seen that there
are indeed studies that relate the variables of leader-member exchange, job crafting, supervisor support and
self-efficacy with each other. But these studies are very few. Additionally, in the literature, it is seen that no
studies are taking these variables altogether as a subject and also defining the mediating role of supervisor
support within the relation between leader-member exchange and job crafting and the moderating role of selfefficacy within the relationship between supervisor support and job crafting. In addition to all these, no studies
found investigating the moderating role of self-efficacy within the indirect effect of leader-member exchange
with perceived supervisor support on job crafting. For this reason, the study evaluates whether these factors
have any effect on job crafting with a moderated mediation model and with a multi-level perspective. The
study aims to contribute to the literature significantly with its findings. Secondly, it has been found that there
is a limited number of studies determining the job crafting behaviours of teachers and no studies are looking
into the effect of high-quality leader-member exchange on job crafting behaviour of teachers. On top of this,
this study does not only focus on the effect of high-quality leader-member exchange on job crafting behaviour
of teachers, but it also tries to define the effects of perceived supervisor support and self-efficacy in this
relationship. Finally, the study will contribute to the literature in a cultural context as well. Because Turkey is
a country that has a high power distance (Hofstede, 1983). And in a society with high power distance,
individuals are expected to show low job crafting behaviours (Wang et al., 2016). In a society with high power
distance, is the job crafting behaviour indeed at a low level? This study seeks answers to this question and
tries to significantly contribute to the literature.

2. CONCEPTUAL FRAMEWORK AND HYPOTHESES
2.1. Leader-Member Exchange
To begin with, Leader-Member Exchange Model (Graen and Uhl-Bien, 1995), which was developed based on
Vertical Dyad Linkage Model, which was suggested by Dansereau et al. in 1975, proposes that leaders develop
different relations with each audience (employees) (Berdicchia, 2015).
According to the theory, while the relationship between the leader and the employee can be shaped solely by
the formal rules stated in the work agreement (Graen and Cashman, 1975), it could also be developed outside
of these formal rules (Sparrowe and Liden, 1997). The determining factor at this point is the perception of the
leader towards his/her followers. This perception leads the leaders categorizing subordinates within the
organization as “high-quality lmx group” and “low-quality lmx group” (Radstaak and Hennes, 2017). Leaders
especially choose this path and bond with certain employees as time, energy and resources are limited
(Alshamasi, 2012). The leader-member relationship only builds up over time as they learn more about each
other (Gerstner and Day, 1997). It is reckoned that from this angle, the Leader-Member Exchange Theory can
be grounded on Role Theory and Social Exchange Theory (Venkataramani et al., 2010). Because, in the LeaderMember Exchange Theory, the relationships originates between leader and followers are based on a series of
role behaviours. The first step is the step of taking a role and here, the leader conveys his/her expectation out
of this role and expects a response from his/her followers about this expectation (Sin et al., 2009). Additionally,
the role-taking step reflects the period in which the employees have recently started the job and they do not
know each other with the leader (Cekmecelioglu and Ulker, 2014). For this reason, it is thought that the
relationship between the leader and the employees is shaped by whether there is any similarity in terms of
demographics or personality (Bolat 2011). The second step is explained as role-playing. The role-playing stage
is when the followers fulfill the role or not, which is given to them by the leader, as per the leader's expectations
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(Graen and Cashman, 1975). This step also makes it possible for the Leader-Member Exchange Theory to be
explained by the Social Exchange Theory. Because Social Exchange Theory, which is based on reciprocity
norm, states that leader and member reciprocatively have certain expectations and the relationship continues
as long as these expectations are fulfilled (Babadag, 2018). In the role-playing step, the leader expects the
members to play their roles as per his/her wish and the members who can do this are evaluated in a group
with which the leader is in a high-quality relationship and which is seen as an in-group. As a result, the leader
offers the employees what they expect in return (Li, 2015). Additionally, especially in the role-playing step, it
can be said that the relationships between the leader and the members are shaped according to the
performance of the followers (Bolat, 2011). The last step is to routinize the role. In this step, the relationship
between the leader and the member becomes a routine and both the behaviours of the leader and the members
become standardized. This way, the quality of the relationship between the leader and the members starts to
become permanent (Bauer and Green, 1996).
In the dual structure that is created between the leader and the followers by a series of role behaviours and
social interactions, different behaviours are displayed by the leader and the followers and these behaviours
have different reflections both for the organization and for the employees. For instance, in an in-group or in a
group in which the leader has high-quality relationships, the followers make extra efforts for these
relationships and feel a personal commitment to their superiors. Also, they engage in activities that would
help increase the resources and also motivating and challenging job demands (Tims et al., 2012). As for the
leaders, they respond by socially supporting the members with whom they have high-quality relationships,
by presenting organizational resources to them and by rewarding them (Schriesheim et al., 2001). In addition
to this, the leaders develop low-quality exchange relationships based only on formal work agreement
principals with followers who are evaluated in the out-groups or with whom they are in a low-quality
relationship (Bauer and Green, 1996). Between the leader and members who are in a low-quality relationship,
a low level of trust, influence, and support are seen (Wang et al., 2018). Accordingly, it is expected to see more
positive attitudes and behaviours from the followers who are in high-quality relationships with their leaders,
towards the organization and the leader. Hence, in previous studies, it was defined that the members who are
in a high-quality relationship with the leaders show increased organizational commitment, work engagement,
job satisfaction, performance, organizational citizenship behaviour and decreased intention to leave
(Eisenberger et al., 2010; Dulebohn et al., 2012; Gerstner and Day, 1997; Hsieh, 2012; Ilies et al., 2007; Martin et
al., 2016; Radstaak and Hennes, 2017; Venkataramani et al., 2010). For this reason, it can be stated that the highquality relationship between leaders and members is a more desired kind of exchange for organizations.
2.2. The relation between the Leader-Member Exchange and Job Crafting
The concept of job crafting, which was brought in the literature in a 2001 study by Wrzesniewski and Dutton,
is a behaviour pattern in which the employees re-design their work (Wrzesniewski and Dutton 2001). In job
crafting, employees take personal initiatives to change their tasks or the attributes of their work (Tims et al.,
2012). This way, the employee is freed from being a passive factor in job crafting behaviour (Kerse, 2017) and
is able to redesign his/her work as per personal interest or values. As a result, the work becomes more suitable
to the employee’s skills and expectations (Tims et al., 2015).
When the results of the job crafting are reviewed, it is seen that job crafting brings along many positive
outcomes for organizations (Cheng et al., 2016; Ogbuanya and Chukwuedo, 2017; Singh and Singh, 2018; Zito
et al., 2019). For this reason, for organizations, job crafting can be evaluated as an important way of behaviour
that needs to be revealed. Many factors reveal job crafting. As a result of the literature review, some of these
factors are determined. Some of these factors revealing job crafting are personality traits (Bell and Njoli, 2016;
Rudolph et al., 2017), need for personal growth (Hornung, 2017), self-efficacy (Tims et al., 2014), management
type, leadership style (Bavik et al., 2017; Kerse and Babadag, 2019; Radstaak and Hennes, 2017), job
characteristics (Sen and Dulara, 2017).
It is reckoned that the leader-member exchange is also among the factors revealing job crafting (Li, 2015). The
main reason for this exchange can be explained with the social exchange theory. Because, as expressed earlier,
as per social exchange theory, as long as the leader and the member mutually fulfill each other’s expectations,
the mutual exchange continues. In leader-member exchange, the leader offers plenty of resources to the
member with whom they are in a high-quality relationship or in other words, who they evaluate as inside the
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in-group. Among these resources, the leader displays many different behaviours such as social and emotional
support, providing autonomy, giving more responsibility, providing information and feedback, and enabling
them to join the decision-making processes (Berdicchia and Masino, 2017). To provide more benefit to the
leader, the employees may have more work motivation in return (Liden et al., 1997). Additionally, in a work
environment like this, employees will feel psychologically more secure and with this sense of security, they
take more risks within the scope of their work and make changes (Radstaak and Hennes, 2017). With the
change done in the scope of work, the employee may think that he/she will become wore successfully and as
a response to the resources provided by the supervisor, he/she will be able to do things that will bring more
benefits to the supervisor and the organization. On the other hand, with the sense of security given by the
high-quality leader-member exchange, even if the performed change on the scope of work brings negative
outputs, the employee may think that the supervisor will defend himself/herself. When the literature is
reviewed, it is seen that studies are supporting this thought. For instance, Li (2015) performed a study in China
with a large public corporation and collected data from 277 participants. As a result of this study, it was seen
that high-quality leader-member exchange has a positive and significant effect on job crafting. Berdicchia and
Masino (2017), collected data from 172 employees of a large Italian wholesale company and saw after the
analysis that high-quality leader-member exchange has a positive and significant effect on job crafting as well.
Van Dam et al. (2013) collected data from 260 employees from different companies and concluded that highquality leader-member exchange increases job crafting. In parallel with these explanations and research
findings, the below hypothesis is developed.
H1: High-quality leader-member exchange has a positive and significant effect on job crafting.
2.3. The Relation Between Leader-Member Exchange and Perception of Supervisor Support
Employees believe that the organization has a negative or positive opinion about their contributions and also
their happiness is cared for by the organization (Eisenberger et al., 2002). What clarifies this thought is the
behaviour and attitude of supervisors towards employees. Because the supervisors represent the organization
by being the ones who evaluate and direct the performance of employees (Eisenberger et al., 1986). For this
reason, while the positive behaviour and attitude of supervisors imply the existence of supervisor support,
negative behaviour and attitude imply otherwise. Among the other behaviour that imply the existence of
supervisor support, one can consider assigning tasks which may enable the employees to develop new skills,
sparing the time about employees’ career goals, and supporting training plans intended for the employees’
career goals (Cakmak-Otluoglu, 2012), guiding the employees, and providing feedback about the activities of
employees (Yang et al., 2018). All these and similar behaviours increase the perception of supervisor support
in an employee. Increased supervisor support perception leads to many beneficial outcomes for organizations.
Some of these outcomes include a decrease in job stress (Yang, et al., 2016), exhaustion (Emhan et al., 2014);
and an increase in organizational commitment (Cakmak-Otluoglu, 2012) and job satisfaction (Qureshi et al.,
2018). Thus, it will not be wrong to say that supervisor support is a very important factor for organizations.
It is considered that leader-member exchange will affect the perception of supervisor support. Because as
stated earlier, in leader-member exchange, the leaders divide the employees into two groups such as the ones
they are in a high-quality relationship with and the ones they are in a low-quality relationship with. And the
leaders offer more social support and organizational resources to the ones in high-quality relationship group
(Schriesheim et al., 2001). On the other hand, they only fulfill the requisites of the formal work agreement with
the ones in low-quality relationship groups (Bauer and Green, 1996). For this reason, it is expected from the
employees who have a high-quality relationship with their leaders to have a high perception of supervisor
support. Studies are confirming this high perception in the literature. In one of these studies, Hsieh (2012)
collected data from 370 bank employees and as a result of the study, it was concluded that high-quality leadermember exchange affects the perception of supervisor support positively and significantly. In the study Bryant
(2008) performed, it was similarly concluded that leader-member exchange has a positive and significant effect
on the perception of supervisor support. As per the above discussion and research findings, the below
hypothesis is developed.
H2: High-quality leader-member exchange has a positive and significant effect on the perception of supervisor
support.
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2.4. The Relation Between Leader-Member Exchange, Perception of Supervisor Support and Job Crafting
The relation between the perception of supervisor support and job crafting can be explained with
Fredrickson’s (2001) Broaden-and-Build Theory of Positive Emotions. Because according to the theory,
positive emotion experiences, help individuals create personal resources, from physiological and intellectual
resources to social and psychological ones. Additionally, along with claiming to broaden the individuals’
thought-action repertoires, it also suggests that positive emotions revive the individuals’ urges to look for new
information, to gain experiences, and to discover (Fredrickson, 2001). Moreover, it states that individuals who
experience positive emotions are capable of more holistic thoughts, have stronger attention, and are able to
notice smaller details (Fredrickson, 2013) as well as being able to exhibit more creative ideas and actions at
work (Kim et al, 2018). Considering all of these explanations, literature shows that organizational support
reveals positive emotions (Arnold and Dupré, 2012). Supervisor support can be considered as organizational
support by employees (Eisenberger et al., 2002). For this reason, it can be reckoned that supervisor support
will reveal positive emotions in employees. As a result of the perception of supervisor support, the employees
with revealed positive emotions would be able to make changes in the scope and limits of the work. When
literature is reviewed, it is seen that there is a limited number of studies supporting this idea. One of these
studies was performed by Kim et al. (2018) with employees of a five-star hotel in South Korea. As a result of
this study, it was seen that perception of supervisor support has a positive and significant effect on job crafting,
relational crafting, and cognitive crafting. Leana et al. (2009) concluded from their study that supportive
management has a positive and significant effect on collaborative job crafting. In light of these statements, the
below hypothesis is developed.
H3: Perception of supervisor support has a positive and significant effect on job crafting.
Along with these statements, it is considered that in the effect of high-quality leader-member exchange on job
crafting, perceived supervisor support has an mediating role. As the leader offers more support to the
employees with whom they are in high-quality relationships, this will enable supervisor support to be
perceived and as a result, the employees will psychologically feel more secure and will be able to make changes
on the scope of their work. However, there were no studies seen in the literature which present the mediating
role of supervisor support on the relation between leader-member exchange and job crafting. On the other
hand, as previously stated, there are studies in the literature showing the existence of the dual relationship
between these variables (Berdicchia and Masino, 2017; Bryant, 2008; Hsieh, 2012; Kim et al., 2018; Leana et al.,
2009; Li, 2015; Van Dam et al., 2013). Additionally, there are studies in the literature evaluating supervisor
support as a mediating variable in the relations of other variables. For instance, Hsieh (2012) concluded as a
result of the study performed on bank employees that in the relation between high-quality leader-member
exchange and organizational commitment, perceived supervisor support has a mediating role. Park and Jang
(2017), in the study they developed in the USA, have seen that perceived supervisor support has a partial
mediating role in the relation between job autonomy and mental health. As can be seen with these examples,
perceived supervisor support has mediating roles between different variables. From this point of view, it can
also be said that perceived supervisor support may have a mediating role in the relation between high-quality
leader-member exchange and job crafting. In light of these explanations, the below hypothesis is developed.
H4: Perceived supervisor support has a mediating role in the relation between high-quality leader-member
exchange and job crafting.
2.5. Moderating Role of Self-Efficacy in the Relation Between Perceived Supervisor Support and Job
Crafting
Bandura (1977) bases self-efficacy upon social cognitive theory and states that it refers to the faith the
individuals have for the skills to achieve certain tasks (Bandura, 1997). In other words, self-efficacy is the faith
the individuals have in their skills to successfully complete a task (Bandura, 2009). The individuals who have
high assurance about their skills think of the challenging tasks as difficulties to be addressed, not as threats to
avoid (Bandura, 1994). However, when an individual thinks his/her skills are not enough for that work, he/she
avoids doing it (Bandura, 1977). From this point of view, it can be stated that the perception of self-efficacy
has an impact on individuals’ behaviours (Bandura and Adams, 1977). As a matter of fact, in organizations, it
is observed that the individuals who have a high sense of self-efficacy keep on staying with their tasks even
when they come across difficulties and misfortunes, make more efforts, handle stressful situations more
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efficiently and show more proactive behaviours compared to the individuals who have a low sense of selfefficacy (Kanten, 2014; Niessen et al., 2016).
Since job crafting is evaluated as a proactive behaviour pattern, it is projected that a high sense of self-efficacy
would have a similar effect on job crafting as well. Employees with high self-efficacy believe that they can use
new resources positively. They may also want the challenging task requests more, without minding the
possible sanctions of failure (Berdicchia and Masino, 2017; Morrison and Phelps, 1999). For this reason, it can
be stated that self-efficacy has an important effect on the emergence of job crafting behaviours. There are
empirical studies in the literature reaching this conclusion (Kanten, 2014; Tims et al., 2014). In addition to
this Niessen et al. (2016) found that between the need for human connection and relational crafting, perception
of self-efficacy has a moderating role. From this perspective, it can be said that the perception of self-efficacy
can also be evaluated as a moderating variable.
It is also reckoned in this study that self-efficacy perception may have a moderating role in the relation between
perceived supervisor support and job crafting behaviour. Especially when the employees who perceive their
supervisor’s support and tend towards job crafting behaviour have a high self-efficacy, an increase in job
crafting behaviour is expected. The main reason for this can be explained with the Job Demands-Resources
Model / JD-R. According to the Job Demands-Resources Model, it is reckoned that individuals endeavor to
increase personal resources, structural job resources, and social job resources. Because individuals with
increased resources can more easily deal with difficulties and reach their goals (Xanthopoulou et al., 2009).
Self-efficacy is among individuals’ personal resources (Schaufeli and Taris, 2014). Supervisor support is among
the individuals’ social job resources (Tims et al., 2015). For this reason, supervisor support may enable
individuals to take risks and handle difficulties easily, when combined with self-efficacy which is seen as a
personal resource. From this perspective, it is projected that in the relation between perceived supervisor
support and job crafting, self-efficacy may have a moderating role.
H5: Self-efficacy has a moderating role in the relationship between perceived supervisor support and job
crafting.
Based on the previously stated information and hypotheses, it is expected to see an increase in the indirect
effect of high-quality leader-member exchange on job crafting emerging with supervisor support, when it is
combined with self-efficacy. Because, as stated previously, in high-quality leader-member exchange, the leader
offers more opportunities to employees with whom they develop a relationship apart from the formal one.
This way the employee can perceive the supervisor support more. And as a result, the employee navigates
towards job crafting behaviour. In the meantime, when the faith in self and own skills, in other words, selfefficacy is high, the individual is able to take risks more easily and thus it is expected to see an increase in the
indirect effect of leader-member exchange on job crafting when combined with perceived supervisor support.
There were no studies found evaluating this expectation. However, as stated previously, studies are showing
the dual relationships between different variables. As per these studies and explanations, the below hypothesis
is developed.
H6: In the indirect effect of high-quality leader-member exchange on job crafting with perceived supervisor
support, self-efficacy has a moderating role.
Per these explanations and hypotheses, the below research model is created.
Self-Efficacy

High Quality
LMX

Supervisor
Support

Job Crafting

Figure 1. Research Model
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3. RESEARCH METHOD
3.1. The Purpose of the Study, Sample, and Scales
This study aims to define the mediating role of supervisor support in the effect of high-quality leader-member
exchange on job crafting and the moderating role of self-efficacy in the effect of supervisor support on job
crafting. The data has been collected via questionnaires and with a simple random sampling method in
October and November 2019. The population chosen for this study is teachers of a middle school in a city of
Turkey. The participants were asked to join the study voluntarily and 300 questionnaires were distributed to
teachers. 243 of the distributed questionnaires were returned. However, due to the fact that there was a loss
of data in some of them, the ones with missing answers were left out of the assessment. Finally, 225
questionnaires were assessed.
The questionnaire used in the study consisted of 5 sections and except for the ones asking for demographic
data, it used the 5-Point Likert Scale (1-Strongly Disagree 5-Strongly Agree). In the first section of the
questionnaire, six questions were asked to gather the demographic information of the teachers. As per the
answers of the participating teachers, the demographic data is as follows: 68,9% of the participants were
women and 73,8% were married. Most of the participants were between the ages of 26 and 35 (44%). As for
the educational background, 90,2% of the participants had bachelor’s degrees. Additionally, most of the
participants had been working for the same organization which was the one included in the study for more
than 5 years (50,3%). Finally, 55,1% of the participants had a monthly income between 4000 TL and 4500 TL.
In the second section of the questionnaire, in order to measure leader-member exchange, Leader-Member
Exchange-7 (LMX-7) scale, developed by Scandura and Graen (1984), was used. The scale consists of 7
expressions and measures leader-member exchange under one dimension. In the third section of the
questionnaire supervisor support scale, developed by Karasek et al. (1985) was used. There are no sub-factors
of this scale and it consists of 7 items. In the fourth section of the questionnaire, the job crafting scale of Slemp
and Vella-Brodrick (2013) was used. This scale consists of 19 expressions and 3 sub-dimensions. The
researchers who developed the scale named the sub-dimensions of job crafting scale as task crafting, cognitive
crafting, and relational crafting. In the fifth section, in order to measure the self-efficacy of participants,
Schwarzer and Jerusalem’s (1995) General Self Efficacy Scale was used. The scale consists of 10 items and there
are no sub-factors.
3.2. Findings
3.2.1. Validity and Reliability Analyses of the Scales
Scales used in the study are tested for structural validity by using exploratory factor analysis and confirmatory
factor analysis. At first, exploratory factor analysis is performed on the scales. In exploratory factor analysis,
KMO (Kaiser-Mayer-Olkin) value is expected to be higher than 0,60, and Barlett Sphericity Test value is
expected to be significant (p<0,05). Additionally, factor loads are expected to be higher than 0,40. In light of
these values, exploratory factor analysis with varimax rotation is performed on the scales and it is seen that
job crafting gathers under 3 sub-factors and leader-member exchange, perceived supervisor support, and selfefficacy consists of 1 factor and that all of the scales meet reference values. Afterward, a confirmatory factor
analysis is performed on each scale. In confirmatory factor analysis, the comparative fit index (CFI), the
Tucker-Lewis index (TLI), incremental fit index (IFI), root mean square error approximation (RMSEA),
standardized root mean residual (SRMR) and χ2 statistic divided by the degrees of freedom (χ2 /df) indices
are used. Regarding model fit, the following conditions are taken as reference: CFI>0.90; TLI>0.90; IFI>0.90;
RMSEA<0.08; SRMR<0.10 and (χ2 / df)≤5 (Arbuckle, 2006). It is seen that if some modifications were to be
made on certain items, the goodness of fit values of the scales would increase. Thus, modifications are made
between some items. Finally, it is concluded that referred scales meet the model fit index values (see, Table 1).
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Table 1. Results of Model Fit Index of Scales
Variables
Leader Member Exchange (LMX)
Perceived Supervisor Support (PSS)
Self-Efficacy (SE)
Job Crafting (JC)

CMIN/DF
(0< χ2/sd ≤ 5)
1,979
2,337
2,141
2,368

SRMR
(≤,10)
,020
,016
,018
,034

CFI
(≥,90)
,989
,988
,981
,928

IFI
(≥,90)
,989
,988
,982
,929

TLI
(≥,90)
,980
,980
,970
,916

RMSEA
(≤,08)
,066
,077
,071
,078

After eliminating the question marks regarding the structural validity of scales, Cronbach alpha values, which
show internal consistency, are calculated in order to define the reliability of scales. For a scale to be accepted
as reliable, Cronbach alfa value needs to be at least 0,70 or above (Morgan et al., 2004). As a result of the
analysis, the Cronbach alfa value of leader-member exchange was defined as 0,911, perceived supervisor
support scale as 0,948, self-efficacy scale as 0,943 and job crafting scale as 0,935. These values show that the
scales used in this study are reliable. In the study, the average variance extracted (AVE) values and composite
reliability values (CR) were also investigated. It is seen that the AVE value of the leader-member exchange
scale is 0,657, CR value is 0,929, AVE value of perceived supervisor support scale is 0,765, CR value is 0,957
and AVE value of self-efficacy scale is 0,665, CR value is 0,952. AVE value of task crafting dimension of job
crafting scale is 0,512, CR value is 0,839, AVE value of cognitive crafting dimension is 0,626, CR value is 0,893
and AVE value of relational crafting dimension is 0,564, CR value is 0,886. These figures show that the scales
used in this study meet desired conditions in terms of AVE and CR values. Because to ensure convergent
validity, AVE value needs to be higher than 0,50 and CR value needs to be higher than 0,70, as a prerequisite
(Hair et al., 2014).
Later on in the study, a Common method bias analysis is performed. Because during the data collecting phase,
the participants were asked to respond to items measuring different variables at the same time. It is reckoned
that this may lead to systematic error variance (Podsakoff et al., 2003). This systematic error variance can cause
common method bias and can also bias the estimated relationships among variables or measures (Jakobsen
and Jensen, 2015; Campbell and Fiske, 1959). For this reason, in order to see whether there is a common method
bias, Harman’s single-factor test is performed. In the analysis, all of the items related to the scales are included
in factor analysis at the same time and no rotation is performed on the factor analysis. As a result of this
analysis, it is defined that scale items form a 5-factor structure and that the first factor explains only 42% of the
total variance. Depending on this result, it is concluded that there is no common variance bias (Podsakoff et
al., 2003).
3.2.2. Tests of the Hypotheses
Before testing the hypotheses, correlation analysis is made to determine the direction and power of the
relations between variables and mean values are checked to see the levels of variables. The findings are
gathered in Table 2.
Table 2. Correlation Analysis Findings
Variables

X

SD

1

1-Leader Member Exchange (LMX)

4,118

,729

1

2-Perceived Supervisor Support (PSS)
3-Self-Efficacy (SE)
4-Job Crafting (JC)

4,043
4,054
4,171

,644
,831
,558

,481**
,891**
,570**

2

3

4

1
,410**
,713**

1
,512**

1

**p<0,01

When Table 2 is reviewed, it is seen that leader-member exchange has a positive and significant relationship
with perceived supervisor support (r = ,481**), and similarly, the leader-member exchange has a positive and
significant relationship with self-efficacy (r= ,891**) and job crafting (r = ,570**). Additionally, it is observed
from the table that perceived supervisor support has positive and significant relationships between both selfefficacy (r = ,410**) and job crafting (r = ,713**) and self-efficacy has a positive and significant relationship with
job crafting (r = ,512**). Apart from these, it is understood from the table that participants perceive a high level
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of leader-member exchange (mean = 4,118) and supervisor support (mean = 4,043) in their organization.
Similarly, the self-efficacy of participants is also high (mean = 4,054). Participants also show a high level of job
crafting behaviour (mean = 4,171).
After reaching these findings, whether there is an issue of multicollinearity between independent variables is
reviewed. Accordingly, variance inflation factors (VIF) and tolerance indices of independent variables are
reviewed and it is seen that; VIF values of variables are below 10 (LMX=5,259; PSS=1,303; SE=4,863), and
tolerance indices are above 0,10 (LMX=,190; PSS=,768; SE=,206). For this reason, it is concluded that there are
no issues of collinearity. Despite this conclusion, in order to completely contain multicollinearity, analyses are
made by centralizing all independent variables, as recommended by Aiken et al. (1991).
Hierarchical regression analysis and Sobel test are performed to show the mediating effect of perceived
supervisor support in the effect of high-quality leader-member exchange on job crafting. On the first step, to
contain the effects of demographic factors, a model is created which measures the effect of demographic factors
on job crafting. In the second step, the leader-member exchange is included in the model. On the third step,
the leader-member exchange is removed and perceived supervisor support is added. On the final step, both
leader-member exchange and perceived supervisor support are added into the model at the same time and
results are evaluated. Another model measuring the effect of leader-member exchange on perceived
supervisor support is created and a separate analysis is performed. With this analysis, all of the conditions
Baron and Kenny (1986) suggested regarding mediator relations are evaluated. The findings are shown in
Table 3.
Table 3. Hierarchical regression analysis results for testing mediation
Variables

Gender
Marital Status
Age
Educational Level
Work Tenure
Monthly Income
Leader Member Exchange
(LMX)
Perceived Supervisor Support
(PSS)
F
R2
Adjusted R2

Dependent Variable:
Job Crafting

Dependent Variable:
Perceived Supervisor
Support

Step 1

Step 2

Step 3

Step 4

Step 1

Step 2

-,095
,039
,026
,301**
,031
-,071
-

-,010
,098
-,002
,229**
,042
-,082**
,439**

-,007
,015
-,003
,145
,031
-,038
-

,022
,052
-,013
,138
,037
-,051
,238**

-,145
,040
,049
,257**
,218
-,055

-,064
,096
,022
,189
,010
-,065
,414**

-

-

,607**

17,011**
,354
,333

33,172**
,517
,501

1,777
,047
,020

,483**
38,573**
,588
,573

-

-

1,595
,042
,016

10,234**
,248
,224

**p < 0.01

When Step 2 in the first column of Table 3 is reviewed, it is seen that leader-member exchange has a positive
and significant effect on job crafting (β =0.439, p < 0.01). Depending on this result, it can be said that H1 (Highquality leader-member exchange has a positive and significant effect on job crafting) is supported. When Step 3 in the
first column is reviewed, it is understood that perceived supervisor support has a positive and significant
effect on job crafting (β =0.607, p < 0.01). This finding could express that H3 (Perception of supervisor support has
a positive and significant effect on job crafting) is supported as well. On Step 2 of the second column, it can be seen
that the leader-member exchange effects perception of supervisor support positively and significantly (β
=0.414, p < 0.01). Thus H2 (High-quality leader-member exchange has a positive and significant effect on the perception
of supervisor support) is supported. On step 4 of the first column, leader-member exchange and perceived
supervisor support are added into the model at the same time and the effect on job crafting is observed. It is
seen that compared to the step (2) in which the effect of leader-member exchange considered by itself, the
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effect is decreased (β =0.238, p < 0.01). This result implies that on the effect of leader-member exchange on job
crafting, perceived supervisor support has a partial mediating role. Additionally, after this result is achieved,
the mediating role is reviewed by the Sobel test (1982) and it is defined that perceived supervisor support has
a mediating role on the effect of leader-member exchange on job crafting (p < 0.01). Hierarchical regression
analysis and Sobel test results support H4 (Perceived supervisor support has an intermediary role in the relation
between high-quality leader-member exchange and job crafting).
Later on, an analysis is made via Conditional Process Macro, which was developed by Andrew F. Hayes (2013)
for SPSS, showing the moderating role of self-efficacy in the effect of supervisor support on job crafting. The
results of this analysis are shown in Table 4.
Table 4. Results for testing the moderation of self-efficacy on the relationship between perceived supervisor
support and job crafting
Variables
Perceived Supervisor Support
(PSS)
Self-Efficacy (SE)
PSS*SE (Moderator)
Model Summary

B

SE

t

p

LLCI

ULCI

,788

,1097

7,191

,0000

,5726

1,0050

,467
-,075
R2=,5790

,1159
,0288
F=101,2956

4,038
-2,609
p=,0000

,0001
,0097

,2396
-,1321

,6963
-,0184

The Effect of Perceived Supervisor Support on Job Crafting in Different Levels of Self Efficacy
-1 SD
M
+1 SD

Effect
,546
,483
,421

SE
,0424
,0442
,0572

t
12,8946
10,9349
7,3653

p
,0000
,0000
,0000

LLCI
,4628
,3965
,3084

ULCI
,6298
,5709
,5338

When Table 4 is reviewed, it is understood that the moderating role of self-efficacy on the effect of perceived
supervisor support on job crafting is significant (p<0.001). Also, the fact that LLCI (-,1321) value, which is the
lower limit of the confidence interval and ULCI (-,0184) value, which is the upper limit of confidence interval
do not contain zero is another proof of interaction term to be significant. These proofs show that self-efficacy
has a moderator effect on the relationship between perceived supervisor support and job crafting. Besides, as
suggested by Aiken et al. (1991), a graphic showing the different levels of moderating variable (low, medium,
high) in the effect of the independent variable on the dependent, and this graphic are shown in Figure 2.

Figure 2. Plots of moderated relationship
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When Figure 2 is reviewed, it is seen that the point where perceived supervisor support has the highest effect
on job crafting is the point where self-efficacy is at the highest as well. Additionally, the figure is showing that
in the effect of perceived supervisor support on job crafting, different levels of self-efficacy has a moderating
role. This finding shows that if the employees who perceive supervisor support have a high self-efficacy, they
display job crafting behaviour more. As per the findings of Table 4 and Figure 2, it can be stated that H5 (Selfefficacy may have a moderating role in the relationship between perceived supervisor support and job crafting) is
supported.
Based on these findings, it is determined that the required conditions for moderated mediation analysis
(Preacher et al., 2007) are fulfilled. Afterward, whether the indirect effect of leader-member exchange on job
crafting with supervisor support is based on employees’ perception of self-efficacy is defined via moderated
mediation analysis. Moderated mediation analysis is performed via Conditional Process Macro, which is
developed by Andrew F. Hayes (2013) for SPSS. The number of bootstrap samples is taken as 5000, the
confidence interval is taken as 95% in the analysis. As a result of the study, the index of moderated mediation
is seen to be significant (index = −.0309; bias and accelerated 95% CI: −,0601 −.0057), in other words, in the
indirect effect of leader-member exchange on job crafting with perceived supervisor support, self-efficacy has
a moderator role. It is also concluded that when self-efficacy is high, the indirect effect of leader-member
exchange on job crafting with perceived supervisor support is significant (β = 0.194, LLCI = -,0499, ULCI = ,0047). Thus, H6 (In the indirect effect of high-quality leader-member exchange on job crafting with perceived supervisor
support, self-efficacy has a moderating role) is supported.

4. RESULTS AND EVALUATION
The findings in the literature showing that job crafting increases employees’ job satisfaction, job commitment,
organization commitment, person-job fit, person-organization fit, organizational citizenship behaviour and
performance (Cheng et al., 2016; Ingusci et al., 2016; Irvin, 2017; Kerse, 2018; Kim et al., 2018; Leana et al., 2009;
Lee and Lee, 2018; Ogbuanya and Chukwuedo, 2017; Rudolph et al., 2017; Shusha, 2014; Zito et al., 2019)
indicate how important job crafting is for the organizations. For this reason, it is believed to be important to
look into the factors revealing job crafting. In this context, the study endeavours to evaluate the effect of highquality leader-member exchange perceived supervisor support and self-efficacy on job crafting. In other
words, with a multilevel perspective, direct, mediating and moderating effects of leader-member exchange,
perceived supervisor support and self-efficacy, all at the same time on job crafting are reviewed. As a result of
the study performed with the participation of teachers, it is concluded that high-quality leader-member
exchange positively and significantly affects job crafting. It is also defined that in the effect of high-quality
leader-member exchange on job crafting, perceived supervisor support has a mediating role. And in the effect
of perceived supervisor support on job crafting, self-efficacy has a moderating role. Along with these findings,
finally, it is found that self-efficacy has a moderator role in the indirect effect of high-quality leader-member
exchange on job crafting with perceived supervisor support. In other words, it is seen that the indirect effect
of leader-member exchange and perceived supervisor support on job crafting increases when the employees
have high self-efficacy.
4.1. Theoretical and Practical Inferences
The study contributes to the literature both theoretically and practically. Primarily, it was investigated whether
there were any studies in the literature looking into the effect of leader-member exchange on job crafting and
it is seen that within the limited number of studies found, relations with only dual variables are studied
(Berdicchia and Masino, 2017; Qi et al., 2019; Radstaak and Hennes, 2017). In the previous studies found in the
literature, it is seen that high-quality leader-member exchange positively and significantly affect job crafting.
As a result of this study, findings are supporting the studies found in the literature. It is defined in this study
that high-quality leader-member exchange effects job crafting positively and significantly. This result shows
that job crafting behaviour, which was thought to be a behaviour occurring from the bottom to the top can
occur from the top to the bottom as well. Because the leader offers the employees, with whom they developed
a close relationship, more resources for job crafting and thus makes job crafting behaviour somewhat easier.
As a result, employees are able to show job crafting behaviour.
Secondly, the effect of high-quality leader-member exchange on job crafting is reviewed with a multilevel
perspective and also the mediating effect of perceived supervisor support on this relationship is investigated.
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Additionally, it is considered whether there is a mediating role of self-efficacy in the moderating effect of highquality leader-member exchange and perceived supervisor support on job crafting. As there were no similar
studies seen in the literature, the findings of this study are important both for the literature and for the
organizations. Additionally, Berdicchia and Masino (2017) looked into the mediating effect of role breadth
self-efficacy in the effect of leader-member exchange on job crafting and found that in the effect of leadermember exchange on job crafting, role breadth self-efficacy has a mediating effect. In another study, the effect
of job crafting on self-efficacy and the moderator role of leader-member exchange in the effect are reviewed
(Gashi et al., 2018). Gashi Tresi and Mihelič found in their study that job crafting effects self-efficacy positively
and significantly and also leader-member exchange in this effect has a moderator role. What is different in this
study from previous ones is the existence of mediating effect of supervisor support on the effect of leadermember exchange on job crafting is checked and it is found that there was indeed a mediating effect. On the
other hand, as a difference from previous studies, the study reviews the moderating role of general selfefficacy in the indirect effect of leader-member exchange and perceived supervisor support on job crafting. As
another difference from other studies, the reason behind the fact that general self-efficacy is evaluated as a
moderating variable is the thought suggesting that it can exist in individuals independent from these variables.
Hence, as a result of the study, it is seen that self-efficacy both has a moderating role in the effect of supervisor
support on job crafting and also a moderating effect in the indirect effect of high-quality leader-member
exchange and supervisor support on the job.
As a third step, the study contributes to the literature in terms of its sample. Because generally, the studies
investigating the effect of leader-member exchange on job crafting used employees of retail companies, mail
companies, and manufacturing companies as their sample. (Berdicchia and Masino, 2017; Qi et al., 2019;
Radstaak and Hennes, 2017). However, in this study, teachers, who are considered to be of capital importance
for societies, are selected as sample. Since there is a limited number of studies in the literature performed on
teachers regarding job crafting, it can be stated that the findings of this study are important also in the context
of the sample. Additionally, it is an undeniable fact that teachers are utterly important for societies. Because
teachers have roles in the development of society as the ones bringing up our children. For a teacher to be able
to raise the children and youth properly and to provide them the correct education, first they need to be loving
the work they do. Stereotyped methods, in other words, with standard lesson procedures may make the
teacher find his/her work boring over time. Many factors would help the teachers overcome this thought. The
changes they can do on the scopes of their work is thought to be one of these factors. Indeed, in the study of
Bhutta, Hussain and Zhao (2018) performed with university teachers, it is found that job crafting increases job
satisfaction. For this reason, due to the positive results the job crafting behaviour of teachers can bring along,
the factors helping job crafting behaviour to emerge are investigated in this study. And as a result of this study,
it is seen that leader-member exchange, perceived supervisor support, and self-efficacy affects the job crafting
behaviour of teachers.
Another contribution of this study to the literature is in terms of culture. Because Turkey is a country with a
high power distance (Hofstede, 1983). When the power distance is high in a society, it means that people
believe there is inequality among themselves and power becomes centralized in one person or just a few
people (Hofstede, 1980). In other words, in societies with high power distance, decisions are made by rulers
and society is acting according to these rules. In these kinds of societies, people believe that the ones who have
the power would know what is best and expect to be told what to do (Umar and Hassan, 2013). For this reason,
in societies with high power distance, individuals in organizations may not be able to show the courage to
make changes in the scope of their work. (Wang et al., 2016). Thus, in Turkey, as a society with high power
distance, it is expected to see low job crafting. However, as a result of this study, the teachers in the sample
showed a high mean value of 4,17 for job crafting behaviour. This result indicates that when the right steps
are taken in a society with high power distance, job crafting may increase. From this perspective, it can be
stated that a culturally important finding has been achieved.
There are contributions of this study in terms of application as well. In the organizations who want to reveal
or increase job crafting behaviour, needs to make sure that first, the leader needs to develop a high-quality
relationship with employees. In other words, the leader has to be supporting the employees socially and
emotionally, provide autonomy, give more responsibilities, provide information and feedback and also
include them in the decision making processes. This way, the employees will perceive the leader as someone
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who is supporting them in the organization and will feel more powerful with support provided them by their
leaders. As a result, they may navigate to job crafting behaviour. Additionally, to develop job crafting, There
need to be behaviours which would increase self-efficacy as well. In this context, various training programs
can be provided to the employees in order to increase their qualifications and skills. As teachers formed the
scope of this study, for instance, it can be suggested to direct teachers to post-graduate degrees such as masters
or doctorate degrees. This way, the expertise of teachers in their own field of work would be increased. A
person with increased qualifications, especially if this increase is related to the field of own work, may have
an increased sense of self-efficacy. As per the findings of this research, it can be expected from individuals
with high self-efficacy, in a case in which they perceive high-quality leader-member exchange and supervisor
support, to navigate to job crafting behaviours.
4.2. Limitations of Research and Suggestions
There are some limitations of the study. First of these limitations is the fact that this is a cross-sectional study
which reflects the teachers’ thoughts at the specific moment of providing their responses. In other words, the
participants were asked how much they agree or disagree with the statements in the questionnaire but no
further investigation was made about what they think at different times. This situation is a limitation of this
study. A longitudinal study would be suggested for the researchers who want to study this topic and want to
overcome this limitation and reach more reliable results.
The second limitation of this study is the fact that it is performed with the teachers working in only a city in
Turkey. For this reason, the obtained findings cannot be generalized and reflect only the opinions of teachers
working in the middle schools of the specific city. For this reason, to be able to generalize the findings,
researchers can be advised to perform the research with teachers in different countries and evaluate the results.
The third limitation of the study is the fact that it only examines the effects of variables such as high-quality
leader-member exchange, perceived supervisor support, and self-efficacy on job crafting. The reason why this
situation is considered a limitation is that factors such as transformational leadership, ethical leadership,
organizational culture, organizational climate, management style and the personality traits of employees
could also have effects on job crafting. In other words, the study ignored variables that may have effects on
job crafting, except for high-quality leader-member exchange, perceived supervisor support and self-efficacy.
Additionally, the fact that the study did not make the factors that may be created by job crafting a subject of
research could also be considered as a limitation. For this reason, the future researchers who will investigate
the subject of job crafting could be recommended to include different variables than the high-quality leadermember exchange, perceived supervisor support, and self-efficacy in their study. They can even be suggested
to enlarge the scope of their study by including factors such as job satisfaction, organizational commitment,
exhaustion and job alienation which may be affected by job crafting.
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