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Abstract 

This research aims to assess the influence of supervisor work-life support on bank employees’ performance linking 
work autonomy and employee workload in this relationship. A survey was conducted among bank employees in the 
Central Zone regions of Tanzania. Bank workers completed 417 survey questionnaires in total. The data was then ana-
lysed using structural equation modelling. The researchers use Smart PLS, a data analysis tool, to see if there are any 
theoretically supported connections between variables of interest. SPSS, on the other hand, handled data coding and 
descriptive statistics. The study results revealed that work autonomy mediated significantly the association among 
supervisor work-life support and work performance. Contrary to expectation, the linking of workload in the correla-
tion between supervisor work-life support and work performance was negative and insignificant. Moreover, work 
autonomy and workload significantly influence bank employees’ job performance in this study. Similarly, the study 
findings indicated that supervisor work-life support positively impacts employee performance. The study has impor-
tant implications for managers since it improves understanding of the strengths of their organizations’ work-life prac-
tices. Such as workload and work autonomy when linked with supervisor work-life support on influencing employee 
job performance and developing new strategies that may enhance employee’s well-being. Again, the findings imply 
that there should be supportive work-life practices that moderate the balance between home and work realms to 
attain effective organizational performance.
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Introduction
Changes and the conflicts between the various roles that 
individuals perform necessitate organizations to continu-
ally be forced to offer and implement different work-life 
practices to promote the efforts of workers to meet their 
employment, family, and personal-related obligations [1]. 
Organizational work-life/family support modifies human 
resource management policies, practices, as well as job 

structures to increase flexibility and provide employees 
greater discretion over where, when, and how much work 
they perform [2]. Supervisor work-life support (SWLS) 
primarily “provides additional instrumental resources, 
such as knowledge and direct services, to enable employ-
ees to combine work with caring for family members 
or other vital nonwork activities” [3]. It is believed that 
employees can better manage their job duties and fam-
ily expectations with the assistance of a supervisor in 
balancing work and life demands. In terms of incentives 
to work and well-being, highly efficient businesses fos-
ter performance quality and employee flourishing. This 
study investigates whether or not the linking supervisor 
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work-life support will influence the association between 
work autonomy, workload, and employees’ job perfor-
mance in the banking sector.

Supervisor work-life support is some management 
behaviours that enhance employee autonomy, including 
respecting employees’ viewpoints, offering alternatives, 
providing relevant feedback, promoting initiating, mak-
ing assignments optimally demanding, and distributing 
resources [4]. Employees who believe their supervisors 
are supportive have more satisfied with job, perform 
better, and are well committed to the company. Burn-
out syndrome, work stress, and the intention to quit are 
more likely to occur in an organization where supervisor 
work-life support is low, which can have adverse conse-
quences on the organization’s labour force [5]. Likewise, 
work autonomy results in a crucial psychological state 
in which experienced accountability for the task’s out-
comes leads to improved work performance and internal 
job motivation. That is, autonomy is vital in escalating 
employee performance and job satisfaction and alleviat-
ing job stress, frustration, and anxiety among employees 
[6]. Work autonomy is "the level of freedom and discre-
tion granted to individual employees to carry out their 
work tasks" [7]. According to empirical studies, work-
place autonomy support from supervisors or managers 
can result in various excellent job outcomes, including 
general creativity and job performance [4, 8].

On the other hand, the high workload can impact nega-
tively employee job performance by successfully exhaust-
ing time and energy (resources) needed to complete job 
responsibilities [9]. Employee workload is a term that 
relates to the amount of time spent on specific tasks. It 
can also be regarded as the number of tasks that has been 
assigned to a worker in a given time [10], which requires 
the employee to devote his energy and time to execute it.

Tanzania made low progress in the area of decent 
hours. Most Tanzanians continue to work excessive 
hours of more than 48  h per week [11]. Accordingly, 
bank employees in Tanzania work incredibly long hours 
based on this study results, defined as above 50  h per 
week as well as more than 9 h per day, which is higher 
than the 48  h as stipulated by ILO, Convention, 1930 
(No. 30) [12]. The Convention restricts the work-
ing hours of those subject to it to 48  h per week and 
eight hours per day [13]. The ILO convention (No. 156), 
approved in 1981, insists that it is vital for organiza-
tions of all type to assist workers to achieve a healthy 
balance between job and family (life) obligations [14]. 
In recent years, the bank sector in Africa has also 
gained a reputation for having an insufficient work-life 
balance, excessive working hours, weekend work, and a 
very stressful and inflexible working atmosphere [15]. 

Thus, supervisor work-life support at work, in this case, 
is vital to encourage employees by providing autonomy 
to fulfil the job and nonwork commitments and duties, 
hence lessening their heavy workload. Again, SWLS 
may increase employee job performance since employ-
ees who see that their supervisors are supportive are 
more likely to be content with their work environment.

Although there is previous research examined super-
visor support with work autonomy and or with work-
load focused on workplace outcomes and employee’s 
well-being, e.g. mental health [7], turnover inten-
tion [16], on job satisfaction [10, 17], and emotional 
exhaustion [18]. None of these studies assessed the 
influence of supervisor work-life support on work-
load, work autonomy (as mediators) and job perfor-
mance. In addition, further examination of previously 
published studies reveals conflicting findings in terms 
of the consequences of workload on job performance 
[19–22]. The empirical research relevant to the associa-
tion between work autonomy and performance is also 
inconclusive in its conclusions [22, 23]. Inconsistent 
results regarding the correlation among work auton-
omy, workload, and employees’ performance may have 
been partly caused by direct relationship assessment 
only. Having come to this realization, the current study, 
in contrast to a dearth of previous and recent studies, 
investigates the role of supervisor work-family/life sup-
port on workload and work autonomy as mediators and 
employee job performance. Thus, our study addresses 
the need to prove this ambiguous relationship and tests 
the impact of supervisor work-life support on these 
relationships, extending this research stream to other 
societies and potentially contributing to richer insights 
into the supportive workplace in the bank setting.

However, several studies have investigated work 
autonomy and workload in different fields. To the 
best of researchers’ knowledge, this is the new study 
to assess the mediating role of workload and work 
autonomy in the correlation between supervisor 
work-life support and employees’ performance. This 
research aims to fill this gap in prior banking sector 
research by concentrating on the correlations between 
these constructs. This study will help managers and 
businesses understand the importance of supervisor 
work-life support on subordinates’ work flexibility and 
reasonable workload on performance, thus improving 
the work environment by altering job design and work-
load management. This study’s structure comprises an 
introduction, literature review as well as the forma-
tion of hypotheses, Methodology, Results,  Discussion, 
and   study implications, and conclusion  and study 
limitations.
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Review of literature and development 
of hypothesis
Theoretical perspectives
In the course of our research, we constructed and vali-
dated a research model that is grounded on the “job 
demand–resource (JD-R) model” [24] as well as “Con-
servation of Resource (COR) theory” [25] to describe 
how supervisors work-life support linked with work 
autonomy and workload are resourceful on influenc-
ing employees’ job performance. The JD-R includes two 
theoretical concepts: job demands (workload) as well as 
job resources such as social support (supervisor support) 
as well as job autonomy [26]. By investing in emotional 
resources acquired from supervisors through reshaping 
the work place condition for higher support resources 
and lower to moderate demands, human resource prac-
titioners will be able to improve employees’ work-family 
balance and performance, which is a crucial role in the 
current model. Through two mediating mechanisms: 
health impairment and motivation, JD-R affects employ-
ees’ welfare or performance outcomes. According to the 
JD-R model, high workloads drain workers’ mental as 
well as physical resources, which results in health prob-
lems, low job satisfaction, and less performance [27]. 
Workplace resources (supervisor support) boost employ-
ees’ mental and physical energies during the motivating 
process, resulting in higher job engagement, satisfaction, 
and performance [28].

Also, according to the COR, time is the most finite and 
tangible resource; an hour committed to the job domain 
means an hour not accessible for other life spheres, 
diminishing the ability of people to meet personal and 
family needs. Studies have linked long working hours to 
WFC and lower life satisfaction [18]. In Tanzania banks, 
employees experience long working hours and an inflex-
ible workplace, as explained earlier. It is assumed that 
excessive workload can reduce existing resources by 
draining emotional and physical energies or taking much 
of one’s time, or preventing a person from gaining new 
resources [9]. Hobfoll [25] mentioned that resources are 
personal kills, objects, energies, time, and money treas-
ured by the individual.

Supervisor work‑life support and employee job 
performance
Employee belief that their managers care about their 
well-being, respect their work, and are generally helpful 
is defined as supervisor support [29]. Mas-machuca [30] 
asserted that supervisor support in work-family/life is a 
representation of an employee’s impression of whether 
their supervisor is sympathetic to their nonwork inter-
ests. Similarly, we can refer to supervisor work-life sup-
port behaviour as the level to which employees trust that 

their superior is concern about their work and personal 
life demands (employee well-being) and hence assist 
them in achieving a healthy work-life balance. Work, 
life, and family support from supervisors can take many 
forms, including consideration of employees’ families and 
other personal commitments, demonstration of respect, 
understanding, sympathy, and sensitivity regarding fam-
ily responsibilities, and the facilitation of employees’ 
feelings of ease when discussing challenges pertaining 
to their families [31]. In that case, effective supervision 
is regarded as a developmental and persuasive resource 
in organizational contexts. Supervisors are well-versed 
in a wide range of knowledge and are acutely aware of 
the demands of their subordinates [32]. More impor-
tantly, the supervisor fosters value congruence for both 
employees and supervisors and plays a critical role in 
maximizing employees’ organizational outcomes [33, 34]. 
Supervisors have the ability to function as a link between 
a business and its staff members, and the acts they do 
can dramatically affect how workers perceive the work-
family balance policy of their employer [27]. As a result, 
it affects employees’ attitudes about work, which in turn 
impacts their performance. Supervisory support in previ-
ous studies indicate that is positively with job outcomes, 
e.g. job satisfaction and innovative behaviour [35], 
reduced turnover intention [36] and increased employee 
performance [5, 32, 37]. Also, a study by [27] on the asso-
ciation among employees’ supportive supervisor and 
performance via work-life balance reported a positive 
correlation among the variables. When an employee con-
siders his or her supervisor to be sympathetic, coopera-
tive and encouraging on matters of work-life balance, the 
person will attempt to reciprocate by contributing via his 
or her performance and by meeting the supervisor’s goals 
[32, 38, 39]. Employees feel heard, respected, and cared 
for when they have strong supervisory support in work 
and life issues. Supportive bosses recognize their subor-
dinates’ relationships and a positive work environment. 
Employees who have confidence in their supervisors sup-
port them are more likely to be encouraged, contributing 
to a more favourable work environment. As a result, indi-
viduals may improve their work performance by more 
successfully committing to the firm [5, 40]. Employees 
who consider their bosses supportive report job satisfac-
tion and performance [41]. In this scenario, we believe 
that when employees manage to maintain a good balance 
between their personal and professional responsibilities, 
they will respond by being committed to the organiza-
tion. Therefore, this study contends that SWLS contrib-
utes to increased employee job performance.

H1 Supervisor work-family/life support influence 
employee job performance.
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Supervisor work‑family/life support and work autonomy
Supervisor support for employee work autonomy refers 
to a “supervisor’s capacity to comprehend and appreciate 
their subordinates’ viewpoints, allow choice where availa-
ble, provide relevant rationale when the choice is limited, 
encourage self-initiation, and relieve pressure” [4]. The 
Job Demand resource (JD-R) Model regards supervisor 
support a job resource assisting employees in achieving a 
healthy work-life [27]. That supervisor, as a resource, sup-
ports work autonomy by granting employees the freedom 
to schedule their work, make work-related decisions, and 
choose different work methods, provided they concen-
trate on meeting organizational objectives. Job autonomy 
can be regarded as a human resource practice, as well 
as supervisors can play a significant role in granting job 
autonomy to their subordinates. It is easy for subordi-
nates to believe that their superior appreciates their con-
tributions and is concerned about their well-being when 
they receive such valuable resources as autonomy [38].

To put it another way, when employees see their bosses 
are offering them valuable resources (job autonomy), 
they will interpret that they are supportive. In particu-
lar, subordinates may take this voluntary activity as a 
sign that their superior is supportive when a supervisor 
offers them job autonomy. Supervisors that have a high 
level of job autonomy are in a good position to provide 
additional resources for their staff, because autonomy 
influences their decision making capacity [42]. Mcguire 
[43] revealed that supervisors with sufficient autonomy 
may provide a conducive work environment to subordi-
nates injured at work more than supervisors with limited 
autonomy. Hence, we propose that;

H2 Supervisor work-life support behaviour influences 
employee work autonomy.

Work autonomy and employee job performance
Work autonomy is can be described as the “degree to 
which work gives a person significant freedom, inde-
pendence, and flexibility in scheduling work and select-
ing how it will be completed” [29, 44]. Similarly, work 
autonomy refers to the amount to which employees 
may choose when, where, and how they do their duties 
[18]. Therefore, we can refer to job autonomy as how 
much workers believe they have flexibility in making 
job-related decisions, implying that the organization 
values their input and ability to make good decisions. 
Work autonomy is a multifaceted concept that includes 
three key elements: work methods, scheduling, and 
decision-making [34]. Theory (SDT) state that “creating 

a work environment where employees are inspired in 
their autonomy is not only a good goal in itself, but 
it also leads to increased employee satisfaction and 
thriving, as well as other organizational benefits such 
as increased work performance (productivity)” [45]. 
Beenen [46] explain further that self-determination 
is the initiation and regulation of purposeful activity 
along with an intrinsic-extrinsic spectrum. SD theory 
further posits that the level of motivation that employ-
ees have for their work has an impact on both their 
performance and their well-being. STD motivation is a 
strong predictor of a wide range of psychological out-
comes, including intrinsic motivation, self-esteem, and 
general well-being; cognitive outcomes, including crea-
tivity and learning; and behavioural outcomes, includ-
ing job performance, job satisfaction, engagement, and 
lower burnout [46]. Employees’ motivation is improved, 
and turnover is reduced when they have the freedom to 
choose their work schedule for completing specified 
tasks. Providing employees with the power to influence 
decision-making could improve job efficiency, effective-
ness, and satisfaction.

According to previous research, more significant 
work autonomy contributes to being respected and 
trusted and a sense of pride in achieving organizational 
outcomes that reflect their decision-making talents. 
Work autonomy is among the several core job design 
features [22, 47]. Equally important, they opined that 
autonomy leads to a vital psychological state in which 
professional accountability for the task outcomes leads 
to increased job performance and higher internal moti-
vation. This factor is positioned to result in a more 
motivated and effective job. Job satisfaction, perfor-
mance at work, responsibility, intrinsic motivation, and 
workplace involvement have all been positively corre-
lated with autonomy [48, 49]. Research on work auton-
omy has demonstrated a positive correlation among job 
autonomy and performance [22, 48]. That autonomy 
increases motivation and works efficiency.

Autonomy replicates the degree to which a job 
requires an individual’s self-determination, the right to 
arrange work or make decisions. Employee autonomy 
has a beneficial impact on the morale and efficiency of 
the workers. Generally, it is evidenced that this motiva-
tional impact of work autonomy is widely accepted, and 
it is an underlying premise in other research related 
to autonomy. Autonomy can be vital in escalating 
employee job satisfaction and, in turn, increasing job 
performance among bank employees. Thus, we hypoth-
esize as follows;

H3 Work Autonomy influences bank Employees’ job 
Performance.
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Supervisor work‑life support, work autonomy, and job 
performance
Supervisor work-life support (SWLS) primarily pro-
vides additional instrumental resources, e.g. knowl-
edge as well as direct services, to assist employees to 
combine work with caring for family members or other 
vital nonwork activities [3, 50] and hence improved 
performance. As a result, supervisory support is widely 
considered a precondition for organizational support. 
Organizational Support Theory (OST) defines Super-
visor Support (as organization’s agent) as the extent 
to which workers believe their organization recognize 
their contributions and is concerned about employees’ 
well-being [34, 51]. In terms of performance, supervi-
sor support on employees’ autonomy is anticipated to 
improve and maintain their performance over time. 
The OST also states that when a company supports 
its employees, they feel obligated to help them reach 
their goals and objectives, and a supervisor is a crucial 
part of that support. A supportive supervisor believes 
in the subordinate’s talents and may convey this belief 
through vocal expressions of trust, appreciation, and 
faith. In this method, the supervisor can persuade the 
staff that they can achieve the set objectives by sup-
porting work autonomy and thus, lead to improved 
performance [34, 52]. A person’s high level of auton-
omy as well as support will have the ability to make 
use of his psychological resources such as cognitive, 
which will, in turn, enable the person to generate ideas 
that are both original and beneficial to the individual 
as organization performance. Employees believe that 
accomplishing their responsibilities is advantageous to 
their self-selected goals when supervisors support their 
autonomy because they like the working process and 
value the outcome of the activity [38]. The authors dis-
covered that work autonomy is linked to participatory 
management methods, individual values, and supervi-
sors’ interpersonal orientation, all of which influence 
the degree of support for subordinates’ autonomy [53].

A previous study found that employees feel driven 
and answerable for their behaviour, respond favour-
ably to work, and attain better job outcomes when they 
believe their supervisors supporting work autonomy 
[54]. However, the study by [34] revealed that supervi-
sor support does not directly influence employee per-
formance, which necessitates further investigation. 
As a result, we posit that supervisor work-life support 
behaviour, such as granting employee work autonomy, 
aids the underlying motivational mechanism that 
guides as well as energizes workers, resulting in various 
positive related work outcomes, specifically improved 
performance. Therefore, we hypothesize that;

H4 Work autonomy mediates the association between 
Supervisor work-family/life support and performance.

Supervisor work‑life support and workload
According to COR theory, workload reflects unfavour-
able working situations that contribute to resource 
reduction and emotional tiredness [55, 56]. COR 
theory states that fears to resource loss come in the 
form of role demands represented in excessive work-
load. On top of that, the theory further assumes that 
job resources such as supervisor support can lessen 
employee stress associated with a high workload. We 
propose that work-life support supervisor, defined “as 
the belief that one’s manager or supervisor value one’s 
work-life issues” [57], influences employees’ workload 
by providing emotional support.

Employees who receive more emotional instrumen-
tal support from their work supervisors in coping 
with life and family concerns can less prone to experi-
ence job interfering with their personal lives and caus-
ing them to feel burdened, even when the workload is 
high [2, 58]. Workers perceive supervisory support as 
an indication that their bosses care about their hap-
piness and their needs, thus decreasing the resource 
depletion caused by work-family conflict and job 
demands (workload) [59]. As mentioned earlier, job 
Demand Resource (JD-R) regards supervisor support 
as a valuable work resource that assists employees in 
managing work and life concerns. In that scenario, we 
believe that work/life-supportive supervisors are a cru-
cial resource that assist employees in coping with the 
effects of high workloads, especially given that supervi-
sors are directly accountable for their employees’ work-
loads. Thus, the supervisor may act as a job resource 
[60] who assists employees in reaching a higher perfor-
mance rate. Again, supervisor support can be regarded 
as the perception of a supervisor’s value for subordi-
nates’ contributions and overseeing their well-being, 
such as shielding subordinates from heavy workloads 
[34]. Likewise, it is assumed that social support from 
supervisors will substantially impact workload. Super-
visor work-family resources are believed to support 
stress resistance. They have good impacts on employees 
since they are frequently implemented in response to 
employees’ wants and values as well as fit under Hob-
foll definition of resources [61]. Therefore, explains why 
performance and attitudes are directly correlated with 
organizational work-family resources.

H5 Supervisor work-family/life support has impact on 
employee workload.
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Workload and employee job performance
Employee workload may be the number of tasks allocated 
to or required from a worker over a given period. Thus, 
workload applies to all tasks concerning the time work-
ers spend executing professional duties, obligations, and 
interests at work [10, 62]. The workload is also referred 
to as “a form of danger to resource loss that concerns 
time-related demands believed by employees to describe 
their occupations, such as the sense of having too many 
things to do within a limited time” [63]. The COR the-
ory predicts that employees’ well-being will be jeopard-
ized anytime they are threatened with a prospective loss 
of resources, suffers an actual loss of resources, or fail to 
acquire new resources after investing existing resources.

Employee workload is a critical factor in employee effi-
ciency and turnover. Suppose their workload is below 
the normal workload. In that case, it will invoke laziness 
and allow employees to be idle and engage in unproduc-
tive practices such as community politics, with its con-
sequent performance implications. Accordingly, when 
the workload is greater than the normal workload, which 
is termed role/work overload. As a result, the employee 
may become overwhelmed. In turn, this will result in 
threats such as exhaustion and resulting breakdowns, ill 
feelings, frustration, and eventually cause them to leave 
the job [16].

Role overload arises when a person is faced with too 
many tasks within the available time. Work overload 
can lead to increased job dissatisfaction, increased pro-
duction, decreased performance quality, and feelings of 
anxiety, rage, and personal failure [28, 64]. According to 
COR theory [65] and JD-R, as explained earlier [66], we 
suggest that workload is a job demand that indicates con-
sumption of time, energy, and psychological resources 
based on this paradigm. An increase in such demands 
necessitates using extra resources in the work environ-
ment. Because of the limited resources an employee has 
(time and energy), fewer resources will be available to 
meet other life demands [57]. A high workload depletes 
resources, which has an impact on employee role/job 
performance. Recently, employees are becoming increas-
ingly worried about the amount of work they have to do, 
the stresses that come with it, and the quality of time 
they spend with their families. Thus, this situation leads 
to reduced employee morale and work performance. 
Siswanto [20] demonstrated that the workload is the 
determinant of employee performance, which could sig-
nificantly increase employees’ performance, or the higher 
the workload, the higher the output.

The research on the correlation between workload 
and job performance is contradictory. Several research-
ers found that workload negatively and insignificantly 
impacts employee job performance [21, 22]. Others 

asserted that the highest performance occurs when the 
workload is moderate and that there is a positive cor-
relation between workload and performance [19, 20]. A 
study by [19], for instance, revealed an inverted-U corre-
lation between employee workload and job performance, 
meaning that output per worker grows as workload 
increases up to a certain level, beyond which output per 
employee drops dramatically. The findings from previ-
ous studies are contradicting, hence necessitating fur-
ther study. Thus, we assume that a high workload would 
impact bank employee job performance. Therefore, we 
hypothesize that;

H6 Workload significantly impact on Bank Employees’ 
Performance.

Supervisor work‑life support, workload, and job 
performance
Employees who receive high supervisor support will 
experience low work stress and improved psychologi-
cal well-being. Hence, more internal resource to deal 
with increased workload and thus meet the organiza-
tional goals of maximizing performance. In other words, 
employees are driven when they feel supported by their 
employer and respond by producing high-quality work 
[67]. An employee’s capacity to attain WLB improves 
when resources such as physical, cognitive, or emo-
tional resources are more than demands. In contrast, 
this capacity declines when demands exceed the num-
ber of resources accessible to the employee [50]. Hav-
ing a supportive boss may make it easier for workers to 
rearrange their work to accommodate family obligations, 
allowing them to have enough resources. Organizational 
job resources or social resources such as supervisor sup-
port, social networking, and psychological resources are 
essential in increasing workers job satisfaction and per-
formance [27]. Supervisory support is likely to operate as 
a resource gained at the workplace, enriching the experi-
ence of family life and leading to improved job satisfac-
tion and thus employee performance.

Simply put, when workers receive social support from 
bosses, they can expect a reduction in their burden, 
whether real or perceived. With the aid of the COR the-
ory, this study proposes that supervisor work-life support 
stimulates colleague support, which might supply various 
resources to boost fair workload and, in turn, the high job 
performance of bank employees. Hence, the workload 
can mediate one’s daily work-to-personal life and family 
interference between supervisor work-life support and 
job performance. Because supervisor gives employees 
more resources to deal with the adverse effects of exces-
sive workloads. Accordingly, we hypothesize that,
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H7 Workload mediates the correlation between Super-
visor work-life support and job performance.

Employee job performance
From an organizational standpoint, performance is 
explained as the number of goods and or services pro-
duced in a certain period. When treated individually, per-
formance can be defined as effectiveness and efficiency 
in achieving the aim and the pace of achieving goals [5]. 
Employee performance is an employee’s product, which 
they produce in exchange for tangible and non-tangible 
returns [68]. In this case, employee performance is all 
about employee productivity. The amount of contribu-
tion that employee makes to the organization is deter-
mined by their performance, which includes the quantity 
of production, quality of output, participation in work 
and attendance, and cooperative attitude. Employee per-
formance is a significant aspect of any company’s opera-
tions. It assists a company in increasing and maximizing 
its human resource capabilities. As a result, outstanding 
service delivery and interaction are achieved, touching 
every part of the business. Thus, whether a manufac-
turing or service provider organization, performance is 
critical in determining its success [69]. A bank is a ser-
vice-oriented business that places a high value on per-
formance to determine success. To succeed, banks need 
to devise strategies that will promote employee perfor-
mance. However, improving performance is dependent 
not just on employees’ knowledge, abilities, and efforts 
but also on organization and human resource practices as 
well as managers’ or supervisors’ efforts to create a con-
ducive organizational environment that encourages that 
effort and success as well as enhance balanced work life. 
For all these reasons, it is thought that it is vital to inves-
tigate the elements that influence employee performance 
in all companies, particularly those operating in service 
industries (banks) where labour is heavily utilized.

Methodology
This study examines whether workload and work auton-
omy as mediators can affect the association between 
supervisor work-life support and performance. The 
cross-sectional survey was used to collect the research 
data of selected commercial banks employees located 
Central Zone regions of Tanzania. Structured question-
naires were used to gather data for the study from per-
manent employees in the selected commercial banks. 
Respondents were kindly invited to participate in this 
study through email sent to them by their employers. 
Researchers physically visited timely to distribute ques-
tionnaires and request them to respond to questions 
related to the variable under study. In order to limit the 

occurrence of response misrepresentation, respondents 
were informed that their replies would be treated as con-
fidential when responding to the survey. Respondents 
were asked to complete anonymous, self-administered 
surveys. Survey questionnaires were distributed to 500 
bank employees in these commercial banks. Among the 
distributed questionnaires, 435 questionnaires, which 
equals to 87% response rate, were returned. From which 
417 questionnaires qualified for analysis after exclud-
ing the responses with more than fifteen per cent miss-
ing data of survey items related to latent variables of 
this study. The employed questionnaire survey in this 
research was adopted from sources and modified by 
researchers to suit the study context. Twenty-seven 
items with the Likert scale of five-point starting from 1- 
‘Strongly Disagree to 5-Strongly Agree’ were employed to 
measure constructs under study.

Participant characteristics
Male respondents made up the majority of the employees 
polled at 53.96% and females at 45.1%. Of which 57.8% of 
the respondents were between the age of 30 to 40 years, 
above 40  years were 10%, and 31.9 were under 30. The 
majority of respondents, 266 (63.79%), had a first degree. 
Master’s degree holders accounted for 50 (11.99%), 
Advance Diploma holders were 75 (17.98%), diploma 
holders 18 (4.32%), college certificate 4 (0.96%) and oth-
ers (secondary certificate) were 4 (0.96%). Regarding 
work experience, 69.1% of respondents had worked in 
the banking sector for 1 to 10 years, 22.8% had worked in 
the banks between 11 to 15 years, and 8.1% had worked 
for above 15  years. Respondents with such much bank 
industry knowledge may be able to provide significantly 
more valuable comments on the survey questions.

Data analysis technique
IBM SPSS version 26.0 and Structural equation model-
ling were used to analyse research data. IBM SPSS was 
used to code, enter data and handle descriptive analysis 
(frequency) of the information gathered from respond-
ents. Following that, SEM was used to analyse the data. 
PLS-SEM was used to establish the construct’s valid-
ity and reliability of data through measurement model 
assessment. Also, by evaluating the structural model, 
PLS-SEM was used to assess the proposed association 
between latent variables under study. Because work 
autonomy, workload, and supervisor support were han-
dled as latent variables, the choice of PLS-SEM was influ-
enced by its aptitude for analysing problems involving 
latent construct [70].

The researchers tested construct reliability by observ-
ing the Cronbach’s α, rho-A, and CR (composite reli-
ability) with a minimum value of 0.700 [71]. Similarly, 
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the researchers conducted construct validity to check 
for AVE as well as discriminant validity by using Fornel 
Larcker Criterion and HTMT (Heterotrait Monotrait 
Ratio), and the established criteria were achieved (see 
Tables 2 and 3). We assessed a Structural model to deter-
mine the influence of employees’ workload and work 
autonomy as mediators in the association between super-
visor work-life support on job performance among bank 
employees.

Measurement of latent variables
This study comprises four latent variables. Three of them 
are exogenous variables, workload (WL), work autonomy 
(WA), and supervisor work-life support (SWLS), and one 
endogenous variable is job performance (JP).

The first exogenous variable is Job/work autonomy. 
The term "autonomy" is the desire to control one’s eve-
ryday activities. Work autonomy was measured with Six 
items used to assess job autonomy, adapted from [72]. 
The sample item for this construct is “I am free to choose 
the methods to carry out my work.” Respondents were 
asked to respond to the questionnaire’s constructs, pre-
pared on a 5-point Likert scale, starting from 1-strongly 
disagree to 5-strongly agree.

Workload (WL). A job’s workload is the amount of 
work that must be done. Six questions were adopted to 
measure the workload factor, comparable to those used 
by [73]. One item for example is “how often does your job 
require you to work very fast?”. In the study, respondents 
were asked to rate how significant aspects of workload 
influence their job performance.

Supervisor Support. Five items were used to examine 
supervisor work-life support (SWLS). The study adapted 
these items from the work of [74] [75]; one item from this 
construct is “My supervisor is a good role model for work 
and nonwork balance.”

Employee job performance is an employee’s product, 
which they produce in exchange for tangible and non-
tangible returns [68]. Employee performance was meas-
ured with ten items chosen from the original 14 items 
[76] used to gauge job performance. An example of one 
item in this construct is ““I fulfill responsibilities speci-
fied in the job description.” The mediating role of work 
autonomy and workload in the relationship between 
supervisor work-life support and employee performance 
(Fig. 1). 

Results
Reflective measurement model assessment
The constructs’ validity and reliability were assessed 
using the measurement model (See Table 1). First, most 
of the model’s item loadings of all construct are more 
than 0.700, which is the minimum allowable value [70, 

77]. Although a factor loading of > 0.700 is desired [78], 
researchers in the social science field commonly obtain 
weaker item loadings (< 0.70). Rather than automati-
cally eliminating indicators, researchers have to evalu-
ate the consequences of removing the item on content, 
convergent validity, and composite reliability. The outer 
loadings of items between 0.400 and 0.700 should only 
be removed if they improve composite reliability or 
AVE above the suggested value [70, 79]. Because the 
construct values were already over the required level, 
removing the item WL3 and WA 5, with loading 0.521 
& 0.595, respectively, would not have resulted in a sig-
nificant gain in composite reliability and AVE in the 
current study. We removed only two items from work 
autonomy (WA), workload (WL), and job performance 
(JP) from the analysis to increase the average variance 
extracted (AVE)  (See Fig.  2). Furthermore, an exami-
nation of the loadings’ confidence intervals revealed 
that none of the outside loading’s values in the items 
include a zero. As a result, the remaining items in the 
study were all included for further investigation.(See 
Table 6 and Fig. 2). 

The assessment of reliability was done using CR 
(composite reliability), rho_A, and Cronbach’s alpha. 
Both statistics were above the recommended value 
of 0.70 and below 0.950 [70, 80]. The study found the 
rho-A value was “between Cronbach’s alpha and com-
posite reliability” [70], and it was also over 0.70, indi-
cating good reliability (See Table  1). Researchers 
further assess Convergent validity, in which the AVE is 
a good criterion. The constructs AVE was found to be 
more than 0.500, which is acceptable convergent valid-
ity. When the AVE is 0.5 or more, “it indicates that the 
latent construct explains at least fifty per cent of the 
variance in its elements” [81] (See Table 1).

Construct validity (discriminant)
The divergent validity of the latent variables was deter-
mined by comparing the associations among them 

Employee 
Job 

Performance

Work 
Autonomy

Workload

Supervisor 
Work-life 
Support

Fig. 1 A proposed conceptual model
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with the square root of each construct AVE [70, 82]. 
The Extracted Average Variance (AVE)’ square root, 
referred to as Fornel-Larcker Criterion was established 

[83]. Because the values obtained for each latent 
construct in this research were above the highest 

Table 1 Item loading, constructs’ reliability, and validity

Constructs Measurement Items Items Loading Cronbach’s Alpha rho_A CR AVE

Job performance JP1 0.661 0.878 0.892 0.904 0.544

JP10 0.735

JP3 0.631

JP5 0.702

JP6 0.701

JP7 0.724

JP8 0.838

JP9 0.873

Supervisor work-life support SWLS1 0.803 0.856 0.866 0.897 0.635

SWLS2 0.829

SWLS3 0.849

SWLS4 0.768

SWLS5 0.730

Work Autonomy WA1 0.740 0.700 0.722 0.814 0.525

WA2 0.767

WA5 0.595

WA6 0.781

Workload WL3 0.521 0.709 0.864 0.798 0.505

WL4 0.703

WL5 0.692

WL6 0.881

Fig. 2 Structural model
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correlation with the rest of the variables, this study met 
the Fornell-Larker criterion, See Table 2.

HTML of correlations is a recently recommended 
measure of discriminant validity proposed by [84]. The 
HTMT correlations are “the mean of all indicators across 
constructs measuring distinct constructs relative to the 
mean of the average correlations of indicators measuring 

the same construct” [70]. HTML of correlations was used 
to compare the correlations between the latent variables, 
and values were satisfactory (below the threshold of 0.85) 
[84].

Therefore, the validity of the study constructs meets 
the established conditions (See Tables 2 and 3).

Structural model assessment
The structural model mirrors the hypothesized paths in 
the study’s paths. Before assessing the significant path, 
researchers first examined the multicollinearity of the con-
structs. Thus, VIF (Variance Inflation Ratio) was used to 
determine to construct multicollinearity (WL, WA, SWLS, 
and JP). The recommended VIF values should be below 
three and not exceed 5 [70, 82]. The findings show that the 
values of the VIF statistics are less than 3, hence no colline-
arity issue (See Table 4), which satisfies established criteria.

Second, the valuation of the structural model was 
based on the  Q2, R2, and paths’ significance. The model’s 
“predictive power is determined by the strength of each 
structural path determined by the R2 value for the endog-
enous construct” [79]; the value for R2 is recommended 
to be equal to or over 0.1 [70]. The R2 measures “the 
explanatory power of the because it measures the dispar-
ity explained in the endogenous variables” [81]. The study 
results indicate that all R2 values are more than 0.1 (See 
Table 5). Thus, the predictive capability is satisfactory.

Further,  Q2 demonstrates the “predictive relevance 
of the endogenous constructs” [82].  Q2 is another way 
of assessing PLS-SEM predictive model accuracy. A  Q2 
greater than ‘0’ indicates that the model has predictive 
significance [81]. The study results demonstrate that pre-
dictive significance is satisfactory since  Q2 is above 0 (see 
Table 5).

The hypotheses were evaluated to determine the asso-
ciation’s relevance among the latent variables.  H1 SWLS 
influence JP significantly (β = 0.413, t = 9.156, p < 0.05), 
 H2 investigate whether SWLS has effect on WA. The 

Table 2 Fornell-Larcker criterion

Constructs JP SWLS WA WL

Job Performance (JP) 0.737

Supervisor work-life Sup-
port (SWLS

0.437 0.797

Work Autonomy (WA) 0.225 0.322 0.725

Workload (WL) 0.225  − 0.045  − 0.075 0.710

Table 3 HTMT (Heterotrait-Monotrait ratio)

Constructs JP SWLS WA WL

Job Performance (JP)

Supervisor work-life Sup-
port (SWLS)

0.490

Work Autonomy (WA) 0.271 0.400

Workload (WL) 0.231 0.167 0.141

Table 4 VIF (Inner values)

Constructs JP SWLS WA WL

Job performance

Supervisor work-life support 1.116

Work Autonomy 1.120 1.000 1.000

Workload 1.006

Table 5 Testing the direct relationship

βI bias-corrected confidence interval, WA Work autonomy, JP Job performance, WL workload, SWLS supervisor work-life support

Constructs Path coefficient SD T statistics p values BI [2.50%,97.50%] Decision

SWLS—> JP 0.413 0.045 9.156 0.000 [0.324, 0.501] Supported

SWLS—> WA 0.322 0.047 6.836 0.000 [0.218, 0.401] Supported

SWLS—> WL  − 0.045 0.080 0.571 0.569 [ − 0.200, 0.094] Not Supported

WA—> JP 0.110 0.047 2.344 0.019 [0.013, 0.207] Supported

WL—> JP 0.252 0.051 4.967 0.000 [0.154, 0.339] Supported

R2 JP = 0.262

WA = 0.104

WL = 0.002

Q2 JP = 0.128

WA = 0.047

WL = 0.001
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findings showed that SWLS positively impacts WA 
(β = 0.322, t = 6.836, p < 0.05). as a result,  H2 is supported. 
Again,  H3 work autonomy (WA) indicated a significant 
effect on JP (β = . 320, t = 2.344, p < 0.050), and thus  H3 
was confirmed.

H5 assess the impact of SWLS on employee WL. The 
results indicate that SWLS has a negative and insignifi-
cant influence on WL (β = − 0.045, t = 0.571, p > 0.05). 
As a result,  H5 is not confirmed, and lastly, H6 results 
revealed that WL significantly impacts JP ((β = 0.252, 
t = 4.967, p < 0.050), which means hypothesis  H6 is sup-
ported (See Table 5).

Table  5 indicates the 95 per cent confidence intervals 
generated by the 5,000 resamples used in this investi-
gation. A confidence interval that is not zero shows the 
existence of a tangible link. Moreover, Table  5 summa-
rizes the outcomes of the hypothesis testing of the direct 
relationship.

Mediation analysis
The mediation assessment was conducted to determine 
the mediating influence of WA and WL in the associa-
tion between SWLS and JP. The results in Table 6 dem-
onstrated that the total effect of SWLS on JP is significant 
(β = 0.437, p < 0.05). With the inclusion of WA and WL as 
mediating constructs, SWLS’s impact on JP remains sig-
nificant (β = 0.413, p < 0.050). That means bank employ-
ees with more job autonomy perceived high support 
from their supervisors.

The bootstrapping method was used to investigate the 
relevance of the indirect link between SWLS and job 
performance through WA and WL. The indirect con-
nection between SWLS and JP through WA was p < 0.05, 
with a 95% confidence interval of 0.004 to 0.069. At the 
same time, the mediating role of WL in the correlation 
between SWLS and JP was p > 0.05 with a confidence 
interval of − 0.046 to 0.024. As a result, the equations in 
Table 6 partially met the mediation testing criteria, dem-
onstrating that WA mediated the association between 
SWLS and job performance, and WL failed to mediate 
SWLS and JP. The indirect effect of SWLS through WA 
on JP was substantial (β = 0.036, t = 2.142, p < 0.05). On 
the other hand, WL fails to mediate the hypothesized 
association between SWLS and JP; hence it was negative 
and insignificant (β = − 0.011, t = 0.603, p > 0.05). 

Discussion and study implications
This study meant to add to the human resource’s body 
of knowledge by examining the link of supervisor work-
life support in the connection between work autonomy 
and workload on Tanzanian bank employees’ perfor-
mance. The results of the PLS-SEM analysis confirmed 
that there is a favourable association between work 
autonomy, workload, and supervisor work-life support 
on bank employees’ job performance. Consistent with the 
previous research, this study demonstrates that super-
visor work-life support was significantly and positively 
associated with job performance. The result shows that 
SWLS significantly influences job performance among 
bank employees. This finding support the earlier studies 
that show supervisor support and job performance are 
strongly related [7].

Furthermore, the study found that work autonomy 
was positively related to employee performance, con-
gruent with [22], which found that work autonomy can 
help employees improve work performance more effi-
ciently. It means the higher the work autonomy, the high 
the bank employee’s job performance. In contrast, the 
results of this study, as expected, found that the asso-
ciation between workload and bank employees’ perfor-
mance was significant positively and was in line with [20], 
who found a positive correlation between workload and 
employees’ job performance. Contrary, other studies [21, 
22] found a negative association between workload and 
performance. That means of employee’s workload level is 
crucial in determining organizational productivity.

Further, the result revealed that bank employees’ 
work autonomy significantly mediated the association 
between supervisor work-life support and employee job 
performance. It implies that the supervisor role is vital 
in improving employees’ morale and thus increasing 
organizational output. On the other hand, the linking of 
employee’s workload in the relation between supervi-
sor work-life support and job performance was negative 
and insignificant. It shows that workload directly affects 
bank employees’ performance. COR theory states that 
excessive workload consumes an employee’s emotional 
or physical energies or time. It prevents one from acquir-
ing the new resources and hence leaves the employee 
with insufficient time for skills development and thus 
may prevent one from cultivating strong interpersonal 

Table 6 Mediation analysis

Constructs Total effect Direct effect Specific indirect effects

Coefficient P‑value Coefficient p‑value Path coefficient SD T Value p‑Value Confidence interval

SWLS—> JP 0.437 0.000 0.413 0.000 SWLS—> WA—> JP 0.036 0.017 2.142 0.033 [0.004, 0.069]

SWLS—> WL—> JP  − 0.011 0.019 0.603 0.547 [ − 0.046, 0.024]
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relationships. In turn, the resources lost due to high 
workload negatively impact employee well-being and 
reciprocate with supervisors and coworkers.

In the same line, the study found a positive impact of 
supervisor work-life support on work autonomy, while 
the influence of supervisor work-life support on work-
load is insignificant and negatively related. This insignifi-
cant result might be due to a high workload in one role, 
which takes up a lot of energy and time, making it chal-
lenging for employees and leaving them with too little 
time to study new knowledge or managing a high work-
load can prevents one from fostering high interpersonal 
relationships with supervisors and coworkers, negatively 
impacting job performance.

On top of that, the study has significant implications 
for managers regarding work design. In particular, the 
implications for the banking industry. To begin with, 
granting a high level of autonomy will increase intrin-
sic motivation, resulting in increased job performance 
and contentment. Also, this research has demonstrated 
the importance of supervisor work-life support on bank 
employees’ job performance. As a result, the study sug-
gests that it is vital for businesses and managers to rec-
ognize that employees who appreciated by their boss are 
more likely to perform better at work, engage in activity 
beyond their job description, and direct their actions to 
benefit the company. Thus, the manager must discover 
a means to boost employees’ morale to improve organi-
zational performance, such as granting employee work 
autonomy. Employment happiness can be improved by 
offering job autonomy and a pleasant, supportive work-
ing environment.

Additionally, heavy workloads are not inherent in most 
occupations [9]. As a result, bank management may 
ensure that employees are not given excessive work-
loads. Organizations need to take necessary measures 
to integrate these findings into their training schedule 
to overcome this. Organizations should, for example, 
give workers with sufficient opportunity to obtain con-
trol over time available to spend on different job needs in 
order to reduce workload. Training programs concentrat-
ing on time as well as stress management skills may assist 
employees in setting realistic goals and prioritizing them, 
allowing them to cope with a heavy workload.

Further, let their leaders/ managers be aware of the 
importance of employee workload on job performance 
and the benefits of having good interpersonal relations 
(being supportive) with workers in the workplace and 
avoiding exerting control on employees’ daily work activ-
ities. More importantly, to reduce the disparities between 
low, normal, and high workloads, these findings must 
be prioritized to minimize the differences between nor-
mal, low, as well as high workloads. They also become 

essential for management in order to reduce the prob-
lems associated with employee workload and employee 
job performance. For instance, organizations should 
equip supervisors to recognize the effect of excessive 
workload, focus their hiring efforts, and promote man-
agers with the knowledge, skills, and capacities to match 
their positions’ mental and physical demands and estab-
lish regulations to diminish understaffing. The previous 
study opined that managers trained on the autonomy-
supportive factors such as offering reasons for demands, 
fostering employees’ motivating resources, accepting 
employees’ viewpoints, including negative affect expres-
sions, and using non-controlling language exhibited 
greater autonomy-supportive behaviours with their staff 
[8].

This shows that companies interested in improving 
employee attitudes and behaviours towards work and 
reducing work-life tension should concentrate on Super-
visor work-life support. It has been posited that when 
workers believe their managers are concerned about the 
demands their families place on them, they may respond 
by developing more favourable perceptions of the envi-
ronment in which they perform their jobs. As a result, it 
may manifest as increased job satisfaction and a greater 
desire to remain employed by the same company. In turn, 
this would result in employees experiencing a better life 
and fewer interference between the realms of work and 
family. Thus, work-life initiatives, such as those aimed at 
establishing family-supportive leadership should be pro-
moted by organizations. Thus, granting a high level of 
autonomy will increase intrinsic motivation, resulting in 
increased job performance. Because of supportive super-
visory behaviours, it may be suitable for organizations to 
establish methods to increase supervisors’ skills in sup-
porting work and life difficulties.

Conclusion and study limitations
The study’s assessed the influence of supervisor work-
life support in the correlation between workload, work 
autonomy, and job performance among banking employ-
ees in Tanzania’s central zone regions. Also, the study 
evaluated the impact of supervisor work-life support on 
employee performance. In order to address this main 
study objective, hypotheses were developed and backed 
up with theoretical explanations. This study has signifi-
cant implications for managers when it comes to work 
design. In particular, it has consequences for the banking 
industry due to current research findings.

This research adds Human resource (HR) literature 
and backs up a popular belief based on previous stud-
ies. While earlier research has examined a direct link 
between supervisor support and employee’s perfor-
mance, our study adds to the knowledge by assessing the 
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mediation role of work autonomy and workload on the 
association between supervisor work-life support and 
job performance. The result evidenced that the effect of 
supervisor work-life support on performance is strong 
and positively mediated by work autonomy. Also, the 
study showed that supervisor work-life support impacts 
performance substantially. This finding indicates that a 
supportive supervisor in work and personal life is a cru-
cial predictor of employee behaviour and attitudes in the 
workplace. Moreover, workload and work autonomy as 
mediators significantly influence job performance.

However, contrary to our expectations, workload fails 
to mediate the association between supervisor work-
life support and employee job performance. That means 
workload does not seem to affect job performance indi-
rectly; instead, it directly affects the endogenous variable.

The study’s outcome suggests that workload, work 
autonomy, and supervisor work-life support are major 
factors determining bank employees’ job performance. 
Perhaps the most significant contribution of this research 
is demonstrating that work autonomy is a key mediator 
in the correlation between supervisor work-life support 
and bank workers’ performance. To our knowledge, this 
may be the first study to assess on influence of supervi-
sor work-life support on bank employees’ workload, work 
autonomy and performance. Thus, our study shows how 
the supportive behaviour of supervisors’ impacts bank 
employees’ work autonomy, workload and job perfor-
mance. COR theory asserts that supervisor work-life sup-
port acts as a job resource on one’s daily work, personal 
life, and family interference because it gives employees 
more resources to deal with the adverse impacts of exces-
sive workloads and thus high job performance.

Therefore, the study results will help companies inter-
ested in improving employee work attitudes and behav-
iours (e.g. employee job performance) towards work and 
reducing work-life tension to concentrate on work-fam-
ily/life supportive supervisor. Mas-machuca [30] asserted 
that it is simpler for individual worker to perceive a high 
level of WLB if managers have faith in and support work-
life concerns such as providing autonomy in work sched-
uling and supervisor assistance to employees, as a result, 
leads to increased employee outcomes (job satisfaction 
and performance). Also, [34] posit that supervisor fos-
ters value congruence for both employees and supervi-
sors, and it plays a critical role in maximizing employees’ 
organizational outcomes. Given supportive supervisory 
behaviours is vital resource, it will be suitable for organi-
zations to establish methods to increase supervisors’ 
skills in supporting work and life difficulties.

Finally, the findings of our research should be seen in 
the context of many limitations or opportunities. First, 
the findings discussed in this study pertain to a specific 

sector (banking) in the context of Tanzania’s environ-
ment, which has distinct culture and her local work-
ing environment. This may cause some people to have 
reservations regarding the question of generalizability. 
Since culture differs from one nation to another, thus 
the generalizability of these findings beyond Tanzania 
should be taken with greater caution. The use of a sin-
gle industry, on the other hand, appears to eradicate 
issues that arise as a result of the effects of industry 
heterogeneity [85] [86]. In the future, cross-national 
comparative studies can seek more comprehensive 
knowledge of how the work-life policies investigated in 
this study of different countries affect bank employees’ 
job performance.

Second, because our study’s data were obtained at the 
same time, it is hard to make causal inferences. As a 
result, longitudinal investigations are needed to under-
stand further causal inferences on the correlations 
between latent variables. Moreover, alternative mediators 
or moderators on the connection between supervisor 
work-family/life support and employee job performance 
would be an intriguing area for future research and com-
parative studies using longitudinal designs. Another 
disadvantage of this study is that response bias is possi-
ble because all of the data was acquired from the same 
source, which was employees. Specifically, employees’ job 
performance was measured using self-assessment data. 
As a result, the data may contain self-report bias. The 
participants in this study may have responded the ques-
tions in a way they believed can make them seem to be 
socially acceptable. It is possible for an employee in the 
organization to exhibit significant levels of self-present-
ing while failing to communicate this in an appropri-
ate manner. Future researchers may collect data from a 
variety of sources, such as immediate employee super-
visors, who can provide information about employee 
performance.

Abbreviations
WA: Work autonomy; WL: Workload; SWLS: Supervisor work-life support; ILO: 
International Labour Organization; JP: Job performance; COR: Conversation of 
resource theory; SDT: Self determination theory.

Acknowledgements
Not Applicable.

Author contributions
On behalf of the co-author, I agree to accept full responsibility for the submis-
sion, and I hereby certify that all authors named on the title page have made 
significant contributions to the final product of this study. Specifically, MSM 
has written all parts of the manuscript, collected research data, did analysis, 
and interpreted the data regarding the link of workload, work autonomy in 
the association between supervisor work-life support and bank employees’ 
job performance in Tanzanian commercial banks located in Central Regions. 
Author 2 (ABK) (my research supervisor) proof read and approved the final 
manuscript. This article is part of her Ph.D. dissertation topic. The paper has 
been read and approved by all of the authors.



Page 14 of 16Msuya and Kumar  Future Business Journal            (2022) 8:26 

Funding
The author received no financial support for the research.

 Availability of data and materials
The datasets that were used and/or analysed during the current study may be 
obtained from the corresponding author upon reasonable request.

Declarations

Ethics approval and consent to participate
Not applicable in this section.

Consent for publication
Not applicable in this section.

Competing interests
I declare that there are no conflicts of interest between authors regarding the 
publication of this paper.

Author details
1 Management Department, Sri Krishnadevaraya University, Anantapur, Andhra 
Pradesh 515003, India. 2 From College of Business Education (CBE), Dodoma, 
Tanzania. 

Received: 5 May 2022   Accepted: 29 July 2022

References
 1. Pan S, Chuang A, Yeh Y (2020) Linking supervisor and subordinate ’ 

s negative work—family experience : the role of family supportive 
supervisor behavior. J Leadersh Organ Stud 28(1):1–14

 2. Kossek EE, Pichler S, Hammer LB (2012) Workplace social support and 
work family conflict : a meta-analysis clarifying the influence of general 
and work—family-specific supervisor and organizational support. Pers 
Psychol 64(2):1–21

 3. Kossek EE, Lewis S, Hammer LB (2009) Work-life initiatives and organi-
zational change: Overcoming mixed messages to move from the 
margin to the mainstream. Hum Relat 63(1):3–19

 4. Zhang Y, Zhang J, Gu J, Tse HH (2021) Employee radical creativity : the 
roles of supervisor autonomy support and employee intrinsic work 
goal orientation. Innovation 24(2):272–289

 5. Tarcan GY, Kartal N, Koca GS, Karahan A (2021) The effect of mushroom 
management style and perceived supervisor support on employee 
performance: ‘an application with university hospital employees. Int 
Heal Plan Manag 36(2):532–544

 6. Saragih S (2011) The effects of job autonomy on work outcomes: self 
efficacy as an intervening variable. Int Res J Bus Stud 4(3):203–215

 7. Park R, Jang SJ (2015) Mediating role of perceived supervisor support 
in the relationship between job autonomy and mental health : moder-
ating role of value—means fit: 5192.

 8. Kanat-maymon Y (2017) Supervisors autonomy support as a predictor 
of job performance trajectories. Appl Psychol An Int Rev 66(3):468–486

 9. Bowling NA, Alarcon GM, Bragg CB, Hartman MJ (2015) A meta-analytic 
examination of the potential correlates and consequences of work-
load. Work Stress 29(2):95–113

 10. Inegbedion H, Inegbedion E, Peter A, Harry L (2020) Perception of 
workload balance and employee job satisfaction in work organisations. 
Heliyon 6(1):03160

 11. International Labour Organization, (2010) Decent Work Country Profile 
Tanzania (mainland). https:// www. ilo. org/ wcmsp5/ groups/ publi c/--- 
dgrep orts/--- integ ration/ docum ents/ publi cation/ wcms_ 124584. pdf. 
accessed on February 2022

 12. ILO, “Convention C030 (1930) Hours of Work (Commerce and Offices) 
Convention, 1930 (No. 30),” ILO Publication [Online]. https:// www. ilo. org/ 
dyn/ norml ex/ en/f?p [Accessed: 01-Mar-2022]

 13. ILO (2005) Report III (Part 1B): General Survey of the Reports Concerning 
the Hours of Work (Industry) Convention, 1919(No. 1) and the Hours of 
Work (Commerce and Offices) Convention, 1930 (No. 30)

 14. Afrianty TW (2013) Work life balance policies in the indonesian context 
no. November, 267, 2013

 15. Wang P, Lawler JJ, Shi K (2011) Implementing family-friendly employment 
practices in banking industry: evidences from some African and Asian 
countries. J Occup Organ Psychol 84(3):493–517

 16. Liu H, Lo V (2017) An integrated model of workload, autonomy, burnout, 
job satisfaction, and turnover intention among Taiwanese reporters. 
Asian J Commun 28(2):1–17

 17. Fuadiputra IR, Novianti KR (2020) The effect of work autonomy and 
workload on job satisfaction of female workers in the banking sector: 
mediating the role of work life balance. Winners 21:85–91

 18. Charoensukmongkol P (2022) Management review supervisor-subordi-
nate guanxi and emotional exhaustion: the moderating effect of supervi-
sor job autonomy and workload levels in organizations. Asia Pacific 
Manag Rev 27(1):40–49

 19. Bruggen A (2015) An empirical investigation of the relationship between 
workload and performance. Manag Decis 53(10):2377–2389

 20. Siswanto S, Supriyanto AS, Nimah U, Asnawi N, Wekke IS (2019) Does a 
workload influence the performance of bank employees? Manag Sci Lett 
51:639–650

 21. Dhelvia R (2019) The Influence Workload and Competence on Employee 
Performance in PT X Finance. Proc Int Conf Business Econ Soc Sci 
Humanit (ICOBEST 2018) 225:135–138

 22. Johari J, Tan FY, Iwani Z, Zulkarnain T (2020) Autonomy, workload, work-
life balance and job performance among teachers. Int J Educ Mnag 
Emerald Publ Ltd 32(1):107–120

 23. Scott E (1983) The experimental effects of " autonomy " on performance 
and self-reports of satisfaction. Organ Behav Hum Perform 222:203–222

 24. Demerouti E, Bakker AB, Schaufeli WB (2001) The job demands-resources 
model of burnout”. J Appl Psychol 86(3):499–512

 25. Hobfoll SE (1989) Conservation of resources a new attempt at conceptu-
alizing stress. Am Psychol 44(3):513–524

 26. Sarwar F, Panatik SA, Saipol M, Sukor M, Rusbadrol N (2021) A job 
demand—resource model of satisfaction with work—family balance 
among academic faculty : mediating roles of psychological capital, work-
to-family conflict, and enrichment. SAGE Open. https:// doi. org/ 10. 1177/ 
21582 44021 10061 42

 27. Talukder AMH, Galang MC (2021) supervisor support for employee 
performance in Australia: mediating role of work-life balance, job, and life 
attitude. J Employ Couns 58(1):2–22

 28. Anasi SN (2020) Perceived influence of work relationship, work load and 
physical work environment on job satisfaction of librarians in. Glob Knowl 
Mem Commun 69(6/7):377–398

 29. Jafri H (2018) Moderating role of job autonomy and supervisor support 
in trait emotional intelligence and employee creativity relationship. J Bus 
Perspect 22(3):1–11

 30. Mas-machuca M, Berbegal-mirabent J, Alegre I (2016) Work-life balance 
and its relationship with organizational pride and job satisfaction. J 
Manag Psychol 31(2):586–602

 31. Wang P, Walumbwa FO, Wang H, Aryee S (2013) Unraveling the relation-
ship between family-supportive supervisor and employee performance. 
Gr Organ Manag 38(2):258–287

 32. Afzal S, Arshad M, Saleem S, Farooq O (2019) The impact of perceived 
supervisor support on employees’ turnover intention and task perfor-
mance: mediation of self-efficacy. J Manag Dev 38(5):369–382

 33. Weber TJ, Avey JB (2019) Speaking up when values are aligned role of 
employee voice. Balt J Manag 14(4):578–596

 34. Tran LT, Hien HT, Baker J (2020) When supportive workplaces positively 
help work performance. Balt J Manag 16(2):208–227

 35. Li J, Han X, Qi J, He X (2020) Managing one ’ s career : the joint effects of 
job autonomy, supervisor support, and calling”. J Career Dev 48(6):1–14

 36. Nur S, Ibrahim H (2019) The effects of supervisor support and self-efficacy 
on call center employees ’ work engagement and quitting intentions. Int 
J Manpow 40(4):688–703

 37. Haas EJ, Haas EJ (2019) The role of supervisory support on workers ’ 
health and safety performance the role of supervisory support on work-
ers ’ health and safety performance. Health Commun 35(3):364–374

 38. Park R, Jang SJ (2015) Mediating role of perceived supervisor support in 
the relationship between job autonomy and mental health: moderating 
role of value–means fit. Int J Hum Resour Taylor Fr 28(5):703–723

https://www.ilo.org/wcmsp5/groups/public/---dgreports/---integration/documents/publication/wcms_124584.pdf
https://www.ilo.org/wcmsp5/groups/public/---dgreports/---integration/documents/publication/wcms_124584.pdf
https://www.ilo.org/dyn/normlex/en/f?p
https://www.ilo.org/dyn/normlex/en/f?p
https://doi.org/10.1177/21582440211006142
https://doi.org/10.1177/21582440211006142


Page 15 of 16Msuya and Kumar  Future Business Journal            (2022) 8:26  

 39. Sunyoung EJK, Park H-S (2018) The role of supervisor support on employ-
ees’ training and job performance: an empirical study. Eur J Train Dev 
40(6):407–429

 40. Chen T, Wu C (2020) Can newcomers perform better at hotels? Examining 
the roles of transformational leadership, supervisor-triggered posi-
tive affect, and perceived supervisor support. Tour Manag Perspect 
33(529):100587

 41. Kalliath P, Kalliath T, Chan XW, Chan C (2020) Enhancing job satisfaction 
through Job work—family enrichment and perceived supervisor support: 
the case of Australian social workers. Pers Rev 49(9):2055–2072

 42. Cho J, Schilpzand P, Huang L, Paterson T (2020) How and when humble 
leadership facilitates employee job performance: the roles of feeling 
trusted and job autonomy. J Leadersh Organ Stud 28(2):1–16

 43. Mcguire C, Kristman VL, Williams-whitt K, Reguly P, Soklaridis S (2016) 
Supervisor autonomy and considerate leadership style are associated 
with supervisors ’ likelihood to accommodate back injured workers. J 
Occup Rehabil 25(3):589–598

 44. Hackman JR, Oldham GR (1975) Development of the job diagnostic 
survey. J Appl Psychol 60(2):159–170

 45. Deci EL, Olafsen AH, Ryan RM (2017) Self-determination theory in work 
organizations: the state of a science. Annu Rev Organ Psychol Organ 
Behav 4:19–43

 46. Beenen G, Pichler S, Levy PE (2016) Self-determined feedback seeking: 
the role of perceived supervisor autonomy support. Hum Resour Manage 
56(4):555–569

 47. Oldham GR, Hackman JR, Pearce JL (1976) Conditions under which 
employees respond positively to enriched work. J Appl Psychol 
61(4):395–403

 48. Nesheim T, Olsen KM, Sandvik AM (2017) Never walk alone: achieving 
work performance through networking ability and autonomy. Empl Relat 
39(2):240–253

 49. Wattoo MA, Zhao S, Xi M (2019) High-performance work systems and 
work—family interface: job autonomy and self- efficacy as mediators. 
Asian Pac J Hum Resour 58(1):128–148

 50. Kossek EE, Pichler S, Bodner T, Hammer LB (2011) Workplace social sup-
port and work-family conflict: a meta-analysis clarifying the influence of 
general and work-family-specific supervisor and organizational support. 
Pers Psychol 64(2):289–313

 51. Dawley DD, Andrews MC, Bucklew NS (2008) Mentoring, supervisor 
support, and perceived organizational support: What matters most? 
Leadersh Organ Dev J 29(3):235–247

 52. Varma A, Katou A (2020) Supervisor-subordinate relationships and 
employee performance appraisals: a multi-source investigation in Croatia. 
Br J Manag 43(1):45–62

 53. Casper WJ, Harris C, Taylor-Bianco A, Wayne JH (2011) Work-family conflict, 
perceived supervisor support and organizational commitment among 
Brazilian professionals. J Vocat Behav 79(3):640–652

 54. Gillet N, Colombat P, Michinov E, Pronost A, Fouquereau E (2013) 
Procedural justice, supervisor autonomy support, work satisfaction, 
organizational identification and job performance: the mediating role 
of need satisfaction and perceived organizational support. J Adv Nurs 
69(11):2560–2571

 55. Hobfoll S (2011) Conservation of resources theory: its implication for 
stress, health, and resilience. APA PsycNet.Org, 127–147

 56. Hobfoll S, Vinokur A, Pierce L, Lewandowisk-Romps PF (2012) The com-
bined stress of family life, work, and war in Air Force men and women: a 
test of conservation of resources theory. J Stress Manage 19(3):217–237

 57. Goh Z, Ilies R, Wilson KS (2015) Supportive supervisors improve employ-
ees’ daily lives: the role supervisors play in the impact of daily workload 
on life satisfaction via work-family conflict. J Vocat Behav 89:65–73

 58. Van Der Kleij R, Hueting T, Maarten J (2018) Change detection support for 
supervisory controllers of highly automated systems: effects on perfor-
mance, mental workload, and recovery of situation awareness following 
interruptions. Int J Ind Ergon 66:75–84

 59. Gillis N (2017) Work-to-family interface and well-being: the role of work-
load, emotional load, support and recognition from supervisors. SA J Ind 
Psychol 46(1):1–13

 60. Liaw YJ, Chi NW, Chuang A (2010) Examining the mechanisms linking 
transformational leadership, employee customer orientation, and 
service performance: the mediating roles of perceived supervisor and 
coworker support. J Bus Psychol 25(3):477–492

 61. Talukder AKM, Vickers M, Khan A (2018) Supervisor support and work-
life balance: impacts on job performance in the Australian financial 
sector Abstract. Pers Rev 47(3):727–744

 62. Che XX, Zhou ZE, Kessler SR, Spector PE (2017) Stressors beget 
stressors: the effect of passive leadership on employee health through 
workload and work–family conflict. Work Stress 31(4):338–354

 63. Shirom A, Nirel N, Vinokur AD (2010) Work hours and caseload as 
predictors of physician burnout: the mediating effects by perceived 
workload and by autonomy. Appl Psychol 59(4):539–565

 64. Kirmeyer SL, Dougherty TW (1988) Work load, tension, and coping: 
moderating effects of supervisor support. Pers Psychol 41(1):125–139

 65. Hobfoll SE, Halbesleben J, Neveu JP, Westman M (2018) Conservation 
of resources in the organizational context: the reality of resources and 
their consequences. Annu Rev Organ Psychol Organ Behav 5:103–128

 66. Haar JM, Sune A, Russo M, Ollier-Malaterre A (2019) A cross-national 
study on the antecedents of work-life balance from the fit and balance 
perspective. Soc Indic Res 142(1):261–282

 67. Ali Memon M, Salleh R, Noor Rosli Baharom M (2018) Does supervisor 
support make a difference in employees’ training and job perfor-
mance? An empirical study of a professional development program. 
Eur J Train Dev 40(6):407–429

 68. Bataineh KA (2019) Impact of work-life balance, happiness at work, on 
employee performance. Int Bus Res 12(2):99

 69. Pawirosumarto S, Sarjana PK, Gunawan R (2017) The effect of work 
environment, leadership style, and organizational culture towards job 
satisfaction and its implication towards employee performance in Para-
dor hotels and resorts, Indonesia. Int J Law Manag 59(6):1337–1358

 70. Hair JF, Hult GTM, Ringle CM (2017) A primer on partial least squares 
structural equation modeling (PLS-SEM), 2ND edn. SAGE Publications 
Inc., USA

 71. Hair JF, Ringle CM, Hult M (2014) Partial least squares structural equa-
tion modeling (PLS-SEM). SAGE Publications Inc, London

 72. Breaugh JA (1999) Further investigation of the work autonomy scales: 
two studies. J Bus Psychol 13(3):357–373

 73. Spector PE, Jex SM (1998) Development of four self-report measures of 
job stressors and strain : interpersonal conflict at work scale, organiza-
tional constraints scale, quantitative workload inventory, and physical 
symptoms inventory. J Occup Health Psychol 3(4):356–367

 74. Thompson CA, Beauvais LL, Lyness KS (1999) When work—family ben-
efits are not enough: the influence of work—family culture on benefit 
utilization, organizational attachment, and work—family conflict. J 
Vocat Behav 415:392–415

 75. Clark SC (2001) Work cultures and work/family balance. J Vocat Behav 
58(3):348–365

 76. Anderson W (1991) The evolution of library and information services 
for special groups: the role of performance review and the user. IFLA J 
17(2):135–141

 77. Hair JF, Sarstedt M, Ringle CM (2019) Rethinking some of the rethinking 
of partial least squares”. Eur J Mark 53(4):566–584

 78. Vinzi VE, Wang H, Chin WW, Henseler J (2010) Handbook of partial least 
squares: concepts methods and applications. Springer, Heidelberg 
Dordrecht, London

 79. Latif KF, Shaukat MB (2020) Revisiting the relationship between 
corporate social responsibility and organizational performance: the 
mediating role of team outcomes. Corp Soc Responsib Environ Manag 
27(4):1–12

 80. Hair JF, Ringle CM, Sarstedt M, Gudergan SP (2018) Advance issues on 
partial least squares sructural equation modeling. SAGE Publications 
Inc, London

 81. Hair JF, Risher JJ, Sarstedt M, Ringle CM (2019) When to use and how to 
report the results of PLS-SEM. Eur Bus Rev 31(1):2–24

 82. Ringle CM, Sarstedt M, Mitchell R, Siegfried P (2018) Partial least 
squares structural equation modeling in HRM research. Int J Hum 
Resour Manag 31(12):1–27

 83. Fornell D, Claes L (1981) Evaluating structural equation models with 
unobservable variables and measurement error. J Mark Res 18(1):39–50

 84. Henseler J, Ringle CM, Sarstedt M (2015) A new criterion for assessing 
discriminant validity in variance-based structural equation modelling. J 
Acad Mark Sci 43:115–135



Page 16 of 16Msuya and Kumar  Future Business Journal            (2022) 8:26 

 85. Karatepe OM (2013) The effects of work overload and work-family conflict 
on job embeddedness and job performance: the mediation of emotional 
exhaustion. Int J Contemp Hosp Manag 25(4):614–634

 86. Medina-Garrido JA, Biedma-Ferrer JM, Ramos-Rodríguez AR (2017) 
Relationship between work-family balance, employee well-being and job 
performance. Acad Rev Latinoam Adm 30(1):40–58

Publisher’s note
Springer Nature remains neutral with regard to jurisdictional claims in pub-
lished maps and institutional affiliations.


	The role of supervisor work-life support on the correlation between work autonomy, workload and performance: perspective from Tanzania banking employees
	Abstract 
	Introduction
	Review of literature and development of hypothesis
	Theoretical perspectives
	Supervisor work-life support and employee job performance
	Supervisor work-familylife support and work autonomy
	Work autonomy and employee job performance
	Supervisor work-life support, work autonomy, and job performance
	Supervisor work-life support and workload
	Workload and employee job performance
	Supervisor work-life support, workload, and job performance
	Employee job performance

	Methodology
	Participant characteristics
	Data analysis technique
	Measurement of latent variables

	Results
	Reflective measurement model assessment
	Construct validity (discriminant)
	Structural model assessment
	Mediation analysis

	Discussion and study implications
	Conclusion and study limitations
	Acknowledgements
	References




