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Abstract: This study investigates the role of perceived organizational support (POS) in enhancing organizational 

performance (OP) through the mediating impact of employee engagement (EE) and organizational commitment (OC) 

within higher education institutions. A cross-sectional survey design was employed to collect data from employees in 

various degree colleges of Jammu and Kashmir. Analysis was conducted in AMOS 24. The findings of the study revealed 

a significant positive effect of POS on EE, OC, and OP.  Results also uncovered a significant positive effect of EE and OC 

on OP. Moreover, both EE and OC mediated the relationship between POS and OP. The study contributes to existing 

literature and offers valuable insights for higher education-institutions seeking to improve EE and performance. The present 

study is the first to analyze these relationships with a multidimensional mediation of EE and OC in the context of Jammu 

and Kashmir, a region that lacks proper basic educational infrastructure and has underwent decades of socio-political 

turmoil. Previous research offers limited insights into the nexus between the variables within the context of HEIs in this 

region. 
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Introduction 

n the contemporary landscape HEIs are increasingly recognising the critical role of 

human capital in achieving sustainable competitive advantage (Carrell et al., 2022). 

Universities and colleges are striving to enhance their academic reputation, research 

output, and student satisfaction. Central to these efforts is the creation of a supportive 

organisational environment that nurtures employee well-being and productivity. One of the 

most significant elements is perceived organizational support (POS), which measures how 

much workers feel their company appreciates their work and is concerned about their welfare 

(Abdullahi et al., 2025; Eisenberger et al., 1986; Morales-Sánchez & Pasamar, 2020; 

Rhoades & Eisenberger, 2002). Employee engagement (EE), which is defined by workers' 

intellectual and emotional dedication to their company, is known to be strengthened by high 

POS levels. This can ultimately result in improved organizational performance (Kahn, 1990; 

Karim et al, 2025; Saks, 2006). 

Another dimension that has garnered substantial attention in organisational behaviour 

research is employee engagement. It has significantly influenced the productivity, 
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innovation, and overall effectiveness of an organization (Chanana & Sangeeta, 2021; 

Jangbahadur et al, 2025; Harter et al., 2002). In a recent study, Biswakarma and Subedi 

(2025) highlight the important role of EE as a key driver of employee performance, 

particularly in the services sector. Engaged employees exhibit higher levels of job 

satisfaction, reduced turnover intentions, and a greater propensity to go above and beyond 

their prescribed roles (Bakker & Demerouti, 2008; Mohanty & Christopher, 2025). These 

positive outcomes are particularly crucial in the context of higher education, where the 

performance of academic and administrative staff directly influences teaching quality, 

research excellence, and the academic performance of the students (Bond et al., 2020; 

Bowden et al., 2021; Karim, et al., 2025; Shuck & Wollard, 2010; Trowler, 2010).  

Organisational performance in higher education is a convoluted construct encompassing 

various dimensions such as academic outcomes, research achievements, financial stability, 

and institutional reputation (Ngoc-Tan & Gregar, 2019; Sekli & De La Vega, 2021). 

Effective organisational support practices, such as providing adequate resources, fostering 

professional development, and recognising employee achievements, can lead to higher levels 

of OC and OP, which are essential for achieving these outcomes (Allen et al., 2003; Saks, 

2022). Furthermore, the dynamic and competitive nature of the HEIs necessitates continuous 

improvements in employee engagement to maintain and enhance institutional performance 

(Madigan et al., 2023). 

Several theoretical frameworks are used to explain the relationship between POS, EE, and 

OP. According to social exchange theory, employees who perceive high levels of 

organisational support feel obligated to reciprocate with increased engagement and 

performance (Cropanzano & Mitchell, 2005; Cropanzano et al., 2017). Additionally, the job 

demands-resources model suggests that organisational support can act as a key resource that 

mitigates job demands and enhances employee engagement (Bakker & Demerouti, 2007; 

Katou et al., 2022). 

Higher education administrators who want to create an environment that encourages 

excellent performance must comprehend how POS and EE interact. The purpose of this 

study is to investigate the connections between EE, POS, and OP in higher education 

institutions (Figure I). By looking at these connections, this study hopes to shed light on how 

universities might better assist their employees, increase engagement, and eventually boost 

performance results. This study contributes to the ongoing discussion on human resource 

practices in higher education by conducting a thorough review of the literature and 

conducting empirical analysis. It will also provide useful insights for administrators and 

policymakers who are committed to fostering a vibrant academic community.  

While several studies in academia have examined the interplay between POS, EE, OC, and 

OP. For example, Asemota (2024) establishes a significant impact of POS on employee 

engagement in the academic context. Similarly, Rizvi et al. (2023) study the mediating role 

of organisational commitment between POS and employee perception in the case of public 

sector universities. Moreover, Kumar and Bagga (2024) highlight the importance of 

employee engagement in mediating the relationship between POS and OC. Gupta and 

Kashyap (2025) analyzed the impact of employee engagement on teacher attrition in higher 

education context.  However, none of them have taken up the simultaneous mediational role 

of employee engagement and organisational commitment on the POS-OP nexus. The present 

study is the first to analyze these relationships with a multidimensional mediation of EE and 

OC in the context of Jammu and Kashmir, a region that lacks proper basic educational 

infrastructure and has endured decades of socio-political turmoil. Previous research offers 

limited insights into the nexus between the variables within the context of HEIs in this 

region. Furthermore, by selecting various degree colleges across the geographical 

boundaries provided, this study accesses a diverse sample of institutions and individuals, 
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thereby capturing varied socio-cultural exposures. Moreover, the present study explores the 

current theme by simultaneously incorporating EE and OC as the mediating variables. The 

findings highlight the partial mediation of these two constructs, supporting the importance 

of integration both for an unbiased understanding of the relationships in the given context.  

Furthermore, the results support the theoretical underpinnings by establishing the crucial 

role of organisational support in driving employee engagement and commitment, which in 

turn improve organisational performance. Methodologically, the study employs the 

structural equation modelling approach to test the mediational relationships, thereby 

ensuring statistical rigour and robustness of the results. The use of random sampling design 

strengthens the representativeness of the population within this politically sensitive region.  

From practical perspective, the study is unique in offering actionable implications for HEIs 

in the region which can also be extended to other developing regions with similar socio-

cultural and political conditions. Overall, this research emphasizes the importance of 

organisational commitment and employee engagement, beyond academic inputs and 

policies, in shaping employees’ perception of organisational support in higher educational 

institutions, thereby improving overall organisational performance.  

Review of Literature and Hypothesis Development 

Perceived Organizational Support and Organizational Performance 

in Developing Countries 

Performance involves achieving targeted results as outlined in plans, making performance 

evaluation central to performance management (Cardy & Leonard, 2004; Tyagi et al., 2023). 

Both individual and organisational performances are heavily influenced by organisational 

policies, practices, and structure. Organisational performance, viewed as a strategic 

approach within human resources, encompasses various HR activities essential for meeting 

enterprise goals rather than focusing solely on individual tasks (Anitha, 2014; Mohammad 

et al., 2021). It serves as productivity metric and a criterion for organisational development, 

indicating how well an organisation meets its objectives (Choudhary et al., 2013; Jackson et 

al., 2022). 

POS impacts various organisational outcomes, including performance (Utomo et al., 2023). 

Employees are more driven to reach performance goals when they perceive that their 

organization is supporting them, and they feel obligated to return the favor by doing better 

(Eisenberger & Stinglhamber, 2011; Rhoades & Eisenberger, 2002). POS enhances 

organizational performance by fostering individual achievements, promoting collaboration, 

and encouraging innovative work methods (Astuty & Udin, 2020; Kurtessis et al., 2017; 

Rhoades & Eisenberger, 2002). 

Employees are more likely to work harder to improve performance if they believe their 

company appreciates their contributions and offers the assistance they need. Thus, 

organisations that successfully create a perception of support among their employees tend to 

achieve higher performance levels. Previous research has established a positive relationship 

between POS and performance (AlKerdawy, 2014; Baran et al., 2012; Karavardar, 2014; 

Kurtessis et al., 2017; Yücel et al., 2020). Based on the above literature, the following 

hypothesis is developed: 

Hypothesis 1: Organizational performance is significantly improved by POS. 

Perceived organizational support and employee engagement in 

education 
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Employees' perception that their company appreciates their contributions and is concerned 

about their welfare is known as POS.  (Astuty & Udin, 2020). According to Krishnan and 

Mary (2012), it encompasses employees’ perceptions of how much their participation is 

appreciated and recognised by their organisation. Additionally, organisational support 

depicts the feeling of employees towards workplace respect and wellness (Abdullahi et al., 

2025; Eisenberger et al., 1986; Rhoades & Eisenberger, 2002). Since creativity often 

involves taking risks, organisational support can indirectly foster employees’ creativity 

(Jung et al., 2020; Neves & Eisenberger, 2014). Essentially, organisational support involves 

a reciprocal relationship (Ahmed et al., 2013) where the organisation’s commitment to its 

employees fosters a sense of support among them (Baran et al., 2012; Eisenberger et al., 

2020). 

Numerous studies have examined the relationship between POS and EE. According to Deci 

and Ryan (1985), the support employees receive from their supervisors is crucial, 

significantly influencing their engagement levels and their perception of workplace safety. 

This positive perception of their relationship with immediate supervisors enhances employee 

engagement. May et al. (2004) also found that employees’ perceptions of supervisory 

support directly impact their sense of psychological safety. Similarly, Kahn (1990) identified 

psychological safety as a critical aspect of employee engagement. According to Eisenberger 

(2009), POS improves professional workers' engagement and productivity, particularly 

when they feel appreciated and acknowledged by their company. POS is a strong predictor 

of EE, as the two constructs are positively correlated (Aishah & Edros, 2016; Pati & Kumar, 

2010; Sihag, 2021). Zacher and Winter (2011) further supported this by observing a positive 

relationship between POS and work engagement. From the above literature, the following 

hypothesis has been proposed: 

Hypothesis 2: Perceived organisational support has a significant positive impact on 

employee engagement. 

Employee Engagement and Organizational Performance in 

Developing Countries 

Employee engagement has become a central topic of interest for both scholars and business 

practitioners because of its substantial influence on employee attitudes, behaviours, 

performance, and overall well-being (Bailey et al., 2017; Crawford et al., 2010; Halbesleben, 

2010; Saks, 2006; Saks, 2022). It also plays a vital role in determining organisational 

outcomes such as financial performance and customer satisfaction (Harter et al., 2002; 

Schneider et al., 2018). Engagement is considered as the simultaneous investment of an 

individual’s physical, cognitive, and emotional energies in performing their work (Albrecht 

et al., 2015; Rich et al., 2010; Saks, 2022). Kahn (1990) refers to this phenomenon as 

personal involvement, wherein employees express themselves physically, mentally, and 

emotionally while fulfilling their roles within an organisation (Edmondson and Bransby, 

2023). 

In today’s competitive environment, organisations are increasingly prioritising employee 

engagement, which continues to gain global importance. The ongoing debate revolves 

around the tangible benefits of investing in EE, encompassing factors such as employee 

satisfaction, motivation, productivity, and achievement of financial goals. A strong positive 

relationship has been observed between engagement, well-being, and organisational success 

(Armstrong et al., 2016; Andrew and Sofian, 2012; Ellis and Orensen, 2017; Tensay and 

Singh, 2020). In dynamic labour markets, enhanced engagement fosters behaviours that 

drive organisational performance across dimensions such as productivity, profitability, 

safety, customer satisfaction, reputation, commitment, and employee retention (Ahmed et 

al., 2020; Dickson, 2010; Lockwood, 2007; Macey & Schneider, 2008; Mathis & Jackson, 
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2011; Robinson et al., 2004). Therefore, organisations must cultivate an environment 

conducive to engagement to fully leverage their employees’ skills and human capital. 

Macey and Schneider (2008) suggest that employees naturally possess an inclination to 

engage at work, but it is the organisation’s responsibility to create conditions that sustain 

this engagement. When employees collaborate and connect meaningfully, the resulting 

synergy can significantly enhance organisational performance (Tensay & Singh, 2020). 

Moreover, collective organisational engagement—defined as the shared perception that 

members are physically, cognitively, and emotionally invested in their work—has been 

recognised as a unique, value-generating capability linked to firm performance (Barrick et 

al., 2015; Heslina & Syahruni, 2021). Hence, it is crucial for organisations to implement 

initiatives that effectively engage employees from the moment they join.  

Perceived organisational support (POS) nurtures a sense of trust and obligation among 

employees, thereby enhancing engagement. Prior research indicates that employees who 

perceive higher organisational support are more likely to exhibit greater engagement in their 

work (Rhoades et al., 2002; Saks, 2006; Saks, 2022). Such engagement arises from 

employees’ belief that the organisation values their contributions and provides a supportive 

environment that encourages participation and commitment. Engaged employees tend to 

demonstrate higher performance, creativity, and proactive behaviour, which directly 

contribute to organisational success (Ahmed et al., 2020; Bakker & Xanthopoulou, 2009; 

Harter et al., 2002). Empirical evidence further supports the strong link between EE and 

performance outcomes, as organisations with high engagement typically achieve superior 

financial and operational results (Albrecht et al., 2015; Macey et al., 2008). Furthermore, 

empirical research highlights the mediating role of EE in the POS–organisational 

performance (OP) relationship. Alfes et al. (2013) found that engagement fully mediated the 

relationship between POS and OP. Similarly, Caesens et al. (2017) and Imran et al. (2020) 

reported that engagement partially mediated the relationship between POS and various 

performance indicators, including job satisfaction and organisational commitment. 

Therefore, the following hypotheses are proposed; 

Hypothesis 3: Employee engagement has a significant positive impact on organisational 

performance 

Hypothesis 5: Employee engagement serves as the mediators between perceived 

organizational support and organizational performance. 

Organizational commitment and organizational performance in 

education 

Among the most extensively examined topics in organizational development and human 

resource management, employee engagement (EE) and organizational commitment (OC) 

hold particular importance (Kim et al., 2017). These constructs continue to attract 

considerable scholarly attention across psychology, management, and HR disciplines 

(Jeung, 2011; Kim et al., 2013; Mercurio, 2015; Meyer & Herscovitch, 2001). Commitment 

refers to an employee’s psychological and emotional attachment to their organization, which 

depends on how strongly they identify with its values and their sense of belonging (Maiti et 

al., 2021; Marique & Stinglhamber, 2011). 

Meyer and Allen (1991) later introduced a comprehensive, three-dimensional framework 

distinguishing among affective, continuance, and normative commitment. Affective 

commitment reflects an individual’s emotional attachment to and identification with the 

organization. Continuance commitment arises from the perceived costs (financial or social) 

of leaving the organization, while normative commitment stems from a moral obligation to 

remain. Because employees exhibiting strong OC are more inclined to stay with their 



Analyzing the Mediating role of Engagement and Commitment 

64 

organization, it is widely viewed as essential for achieving long-term success (Suliman & 

Al-Junaibi, 2010; Suliman & Iles, 2000). Hence, organizations must find effective ways to 

strengthen employee commitment to foster positive workplace behavior (Albrecht, 2006; 

Meyer & Allen, 1991). Organizational commitment has consistently been recognized as a 

key determinant of both individual and organizational performance (Becker, 1960). 

Within higher education, academic staff serve as a crucial source of competitive advantage, 

given that their expertise and intellectual contributions are difficult to replace (Bowen & 

Ford, 2002; Simmons, 2002). Consequently, universities and colleges cannot sustain 

themselves or produce high-quality academic output without highly committed and engaged 

personnel (Pienaar, 2005). These institutions are expected to host the most accomplished and 

specialized professionals due to their academic stature. Unlike other organizations, 

educational institutions depend heavily on the dedication and participation of their faculty 

members (Oshagbemi, 2000). Since teachers directly influence students’ learning and social 

development, their commitment to the institution plays a vital role in educational progress 

(Maiti et al., 2021). 

Previous research provides strong evidence that organizational commitment often mediates 

relationships among various organizational variables (Akter et al., 2016). For instance, 

Armstrong-Stassen and Schlosser (2010) found that organizational commitment fully 

mediated the link between perceived organizational support and turnover intention among 

older nurses. Similarly, Karatepe (2013) observed that affective commitment mediated the 

relationship between POS, work performance, and extra-role customer service among 

Romanian frontline hotel employees. Yücel et al. (2020) also demonstrated that affective 

commitment served as a significant mediator between POS and individual performance (IP), 

suggesting that POS enhances employees’ emotional attachment to their organization, 

thereby improving IP. Furthermore, Arasanmi and Krishna (2019) found that organizational 

commitment partially mediates the relationship between organizational support and 

employee retention. Based on this body of evidence, the following hypotheses are proposed; 

 

Hypothesis 4: The performance of an organization is significantly improved by 

organizational commitment. 

Hypothesis 6: Organizational commitment serves as a mediator between perceived 

organizational support and organizational performance. 

Conceptual Model 

The conceptual model created in the study is presented in the Figure I. This model gets 

support from the Organizational Support Theory (OST), which was propounded by 

Eisenberger et al. (1986). Employees develop a worldwide perception of how much their 

company appreciates their contributions and is concerned about their welfare, according to 

OST. According to this hypothesis, high EE and commitment are directly correlated with 

POS, and this, in turn, improves performance. According to the paradigm shown in Figure 

I, employees' commitment and engagement are fostered by perceived organizational support, 

which serves as an antecedent. These behavioral and attitudinal changes then result in 

improved performance, which serves as the outcome variable. The model proposes six 

hypotheses that require empirical testing. 
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Figure I: Conceptual Model 

Research Methodology 

Population and Data Collection 

The target population for this study consisted of the teaching faculty from higher education 

institutions in Jammu and Kashmir. The population consisted of both contractual and 

permanent faculty members from Government Degree Colleges. Government Degree 

Colleges were chosen because they are evenly spread out over the Union Territory of Jammu 

and Kashmir, with most districts having 2-3 of them on average. This choice made sure that 

the region's geographical borders were properly represented. A questionnaire was used to 

gather data, and Google Docs was used to build an online version of it. The teaching faculty 

were given access to the questionnaire link. The target population's contact information was 

gathered via faculty WhatsApp groups and institute websites. The survey included only 

individuals who gave voluntary consent, and were informed of the data collection goals 

beforehand. The questionnaire was initially distributed to 446 employees across various 

colleges, resulting in 319 responses and a response rate of 71.52%. Data screening 

subsequently led to the elimination of 17 questionnaires due to higher level of missing 

responses. Consequently, the final sample consisted of 302 responses. 

Research Questionnaire 
The research questionnaire used in this study consists of two parts: classification questions 

and metric scale questions. The classification questions included personal and socio-

demographic inquiries, with responses captured on a nominal scale. The metric scale 

questions consisted of items pertaining to the four constructs shown in Figure I, with 

responses captured on a Likert scale. POS was measured with four items adopted from the 

study by Rhoades et al. (2001). EE was measured with 9 items drawn from research by 

Schaufeli et al. (2006). OC was measured with five items adopted from a study by Meyer 

and Allen (1991). OP was measured with 12 items from Kim (2005). The items were 

carefully scrutinized for any repetition or redundancy, and minor modifications were made 

to some to align with the study's objectives. Before final data collection, the questionnaire 

underwent face validity and content validity assessments. Subject matter specialists in HRM, 

business research methods, psychometrics, and the industry were invited to complete this 

assessment, and their feedback and insights were incorporated into the research instrument. 

The questionnaire along with the items is shown in the Appendix.  

Sampling Methodology 
Data collection was done from March to June, 2025 using proportionate random sampling 

technique. Since sampling frame was easy available, it was very convenient to undertake 

random sampling procedure. All the districts in the UT of Jammu and Kashmir were given 
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due representation in the sample. Faculty members were proportionately selected from the 

Govt. Degree Colleges situated in their respective districts. A sample of 304 respondents 

was drawn from the target population. This sample size was determined by using itemized 

sampling procedure proposed by Hair et al. (1998) and Hinkin (1995). According to this 

procedure sample size should be 5-10 times the number of items in the questionnaire. Given 

our questionnaire has 30 items, a sample size of 150 to 300 would be sufficient for the present 

study. Therefore the present study has taken a sample size of 304 respondents. 

Common Method Variance    
Inflated correlations may result from common method variance (CMV), which occurs when 

several constructs are measured using a single technique. This is especially problematic 

when a respondent answers every question on a questionnaire using the same scale (Malhotra 

et al., 2017). The dataset was subjected to Harman's single-factor test using SPSS in order 

to check for CMB. 49.6% of the variance was explained by a single, non-rotating factor, 

which is less than the 50% threshold (Fuller et al., 2016). These findings show that CMV 

does not affect the data. 

Reliability and Validity Assessment 
A pilot study was performed on a small sample of 97 respondents before testing the 

hypotheses on the full dataset. A measurement model was constructed in AMOS 22 and 

evaluated based on several indicators: model fit indices, CFA loadings, construct reliability 

(CR), construct validity, and discriminant validity (DV). The reason for selecting AMOS 

being that a large sample size of 302 was taken for the study, it ensures sufficient statistical 

power and stable parameter estimates, meeting the recommended minimum sample 

requirements for CB-SEM. According to Nunnally & Bernstein (1994), acceptable 

thresholds were set at 0.70 for CFA loadings and CR, and 0.50 for construct validity 

(Average Variance Extracted, or AVE). The Fornell & Larcker criterion was used for DV. 

The initial model fit indices were found to be slightly below the acceptable thresholds 

(CMIN/DF = 2.15, CFI = 0.883, IFI = 0.884, RMSEA = .109, and RMR = 0.121). Items 

EE9, OC5, OP5, OP9, and OP12 had poor loadings or cross-loading issues. Following the 

procedures outlined by Byrne (2006) and Bhat et al. (2022), these items were sequentially 

removed from the measurement model, and the model was re-run. After nine iterations of 

purification, the final model fit indices were within the acceptable range (CMIN/df = 1.95, 

CFI = 0.925, IFI = 0.925, RMSEA = .069, and RMR = 0.100, as shown in Figure II). 

Cronbach's Alpha (CA) and CR were used to evaluate reliability. Table I shows that all 

constructs had CA and CR values above the 0.70 criterion, indicating strong internal 

consistency. Construct validity was proven using AVE values that were greater than 0.50 for 

each construct and demonstrated high convergent validity. Finally, the Fornell and Larcker 

Criterion was applied to assess discriminant validity. According to this criterion, the square 

root of the AVE for each construct must exceed the correlations between them (Fornell & 

Larcker, 1981; Bagozzi & Yi, 1988). The results in Table I support this, as the inter-construct 

correlation coefficients are less than the bold figures on the diagonal (square root of AVE). 

These data, taken together, provide evidence for the measurement methodology's validity 

and reliability. 
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Figure II: Measurement Model with Model Fit Indices 
Source: AMOS 22 Output 

 

Table I: Confirmatory Factor Analysis and Reliability-Validity Results 

Constructs Items 
Std. Factor 

Loadings 
CA AVE CR 

Discriminant Validity 

POS EE OC OP 

Perceived 

Organizational 

Support (POS) 

POS1 .991 

.965 .872 .964 .934    

POS2 .978 

POS3 .861 

POS4 .899 

Employee 

Engagement 

(EE) 

EE1 .724 

.969 .804 .970 .509 .896   

EE2 .897 

EE3 .972 

EE4 .929 

EE5 .906 

EE6 .927 

EE7 .883 

EE8 .912 

Organizational 

Commitment 

(OC) 

OC1 .940 

.958 .856 .960 .378 .654 .925  OC2 .885 

OC3 .952 
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OC4 .922 

Organizational 

Performance 

(OP) 

OP1 .821 

.968 .774 .968 .667 .656 .561 .880 

OP2 .732 

OP3 .900 

OP4 .860 

OP6 .934 

OP7 .950 

OP8 .851 

OP10 .951 

OP11 .896 

Note: CA- Cronbach’s Alpha, AVE- Average Variance Extracted, CR- Composite Reliability, 

Source: AMOS 22 Output 

Sample description 

As shown in Table II, the maximum number of respondents (66.90%) fell into the age 

bracket of 31-40. The sample was predominantly male, accounting for 85.43% of 

respondents, with females making up 14.57%. Regarding education, 49.34% of respondents, 

making up the largest group, held a Ph.D. Lastly, most respondents were assistant professors, 

accounting for 77.15% of the total sample size. 

Table II: Demographic Profile of the Respondents 
Variable Category Frequency Percentage 

Age Up to 30 13 4.30 

 31-40 202 66.90 

 41-50 68 22.50 

 51-60 19 6.30 

Gender Male 258 85.43 

 Female 44 14.57 

Education Post Graduate 98 32.45 

 M.Phil. 55 18.21 

 Ph.D. 149 49.34 

Designation Associate Professor 22 7.29 

 Assistant Professor 233 77.15 

 Lecturer 47 15.56 

Source: Author’s estimates from the sample 

Results and Discussions 

Assessment of Structural Model 

To evaluate the proposed model and associated hypotheses, a structural model was 

developed in AMOS 23. The maximum likelihood estimation technique was used to test the 

hypotheses. As seen in Figure III, the model's fitness was evaluated using a variety of fit 

indices, all of which fell within an acceptable range (CMIN/DF = 2.16, CFI =.907, IFI =.906, 

and RMSEA =.099). Table III depicts the results of the structural model, which include beta 

coefficients, p-values, t-values, and R-square values. The results indicate that POS has a 

significant positive impact on EE (β = 0.518, t = 5.41, p = 0.000), thereby supporting 

Hypothesis H1. POS explains 27% of the variance in employee engagement (R-square = 

0.27). These results are consistent with earlier research that emphasizes the value of 

organizational support in fostering greater levels of employee engagement (Eisenberger et 

al., 1986; Rhoades & Eisenberger, 2002; Saks, 2006; Zacher & Winter, 2011; Abdullahi et 

al., 2025; Karim et al, 2025). Hypothesis H2 is also supported by the strong positive impact 

that POS has on OC (β = 0.387, t = 3.84, p = 0.000). 15% of the variation in organizational 

commitment may be explained by POS (R-square = 0.15). These findings are also consistent 
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with previous works (Allen et al., 2003; Armstrong-Stassen & Schlosser, 2010; Yücel et al., 

2020), which emphasize that employees perceiving greater organizational support tend to 

develop stronger affective attachment and commitment to their organizations. 

 

Figure III: Structural Model with Model Fit Indices 
Source: AMOS 23 Output 

 

Furthermore, employee engagement has a significant positive effect on OP (β = 0.535, t = 

5.86, p = 0.000), which supports Hypothesis H3 (see Table III). These findings are in line 

with prior studies (Harter et al., 2002; Tensay & Singh, 2020; Nienaber & Martins, 2020; 

Biswakarma and Subedi, 2025; Jangbahadur, 2025; Mohanty & Christopher, 2025), which 

established that engaged employees show higher productivity, motivation, and discretionary 

effort, thereby improving organizational outcomes. In a similar vein, organizational 

commitment has a significant positive effect on organizational performance (β = 0.256, t = 

2.96, p = 0.003), supporting Hypothesis H4. EE and OC jointly explain 41% of the variance 

in OP (R-square = 0.41) as shown in the Table III. These findings are also in line with prior 

studies, (Meyer & Allen, 1991; Suliman & Iles, 2000; Kim et al., 2017; Maiti et al., 2021), 

which highlighted that employees with stronger affective, normative, or continuance 

commitment are more likely to remain loyal to their organizations and contribute positively 

to performance. 

Table III: Results of Structural Model 

Hypotheses Paths β-coefficients t-values p-value Decision R2 

H1 POS   EE 0.518 5.41 0.000 Supported 0.27 

H2 POS  OC 0.387 3.84 0.000 Supported 0.15 

H3 EE  OP 0.535 5.86 0.000 Supported 0.41 

H4 OC  OP 0.256 2.96 0.003 Supported 
Note(s): POS- Perceived Organizational Support; EE- Employee Engagement; OC- Organizational 

Commitment; OP- Organizational Performance; Source: AMOS Output 

Assessment of Mediational Model 
Bias-corrected confidence intervals with 5,000 bootstrap resamples were used to perform 

the mediation analysis in AMOS 23 (Nitzl et al., 2016). According to this method, direct, 

indirect, and total effects are estimated at a 95% confidence interval. Table IV shows the 

mediation results, including direct, indirect, and total effects at a 5% significance level. 

Verifying a strong correlation between the independent and dependent variables, as well as 
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between the mediator and the dependent variable, is a pre-requisite for starting the mediation 

study. All direct associations between the mediator and the dependent variable, as well as 

between the independent variable and mediator, are significant, as indicated by the results in 

Table IV. Since the direct relationships are significant, the mediation results can be 

unambiguously interpreted. 

Table IV reveals that EE partially mediates the effect of POS on OP. This is because the 

direct effects remain significant in the presence of the mediator. Therefore, Hypothesis H5 

is partially supported. These results corroborate earlier studies (Alfes et al., 2013; Caesens 

et al., 2017; Imran et al., 2020), which established that employee engagement acts as 

significant mediator through which perceived organisational support transforms into higher 

organisational performance. Similarly, organizational commitment partially mediates the 

effect of POS on OP because the direct effects remain significant in the presence of the 

mediator. This indicates that Hypothesis H6 is a case of partial mediation. These results are 

supported by previous studies (Armstrong-Stassen & Schlosser, 2010; Yücel et al., 2020; 

Arasanmi & Krishna, 2019), which highlighted the significant mediating role of 

organisational commitment linking supportive organisational practices to higher levels of 

both individual and organisational performance. 
 

Table IV:  Mediation Model Results 

Hypotheses Relationships Total 

Estimate 

Direct  

Estimate  

Indirect 

Estimate 

 

Results 

H5 POS  EE  OP 0.667* 0.450* 0.217* Partial 

Mediation 

H6 POS  OC  OP 0.667* 0.531* 0.136* Partial 

Mediation 
Note(s): * indicates significant at 0.05; POS- Perceived Organizational Support; EE-  Employee 

Engagement; OC- Organizational Commitment; OP- Organizational Performance; Source: AMOS Output 

 

Discussion 

Human resource practices play a pivotal role in fostering both perceived organisational 

support and employee engagement. For instance, comprehensive on boarding programs, 

continuous professional development opportunities, and transparent communication 

channels can significantly enhance employees' perceptions of organizational support (Allen 

et al., 2003; Saks, 2006). Furthermore, performance management systems that include 

regular feedback, recognition, and career advancement prospects can boost employee 

engagement (Bakker & Demerouti, 2008; Alfes et al., 2013). Organizations that also adopt 

wellness initiatives and flexible work arrangements further demonstrate their commitment 

to employee well-being, thereby increasing POS and engagement (Imran et al., 2020). 

The findings of this study underscore the critical role of POS in driving EE and achieving 

superior organizational performance (OP) within higher educational institutions. The 

findings revealed that POS exerts a direct positive influence on both EE and OP, while EE 

and OC act as partial mediators in the POS-OP relationship. This highlights importance of 

implementing strategies that cultivate a supportive work environment for employees in 

higher education. By prioritizing POS, institutions can empower their staff, nurture 

engagement, and ultimately achieve greater organizational success.  

The analysis further showed that when employees perceive high organisational support, they 

display stronger commitment and performance at the workplace. This finding is consistent 

with earlier research demonstrating that perception of the employees being valued and cared 

for by the organisation increases their emotional attachment with the organisation (Allen et 

al., 2003; Battistelli et al., 2016; Kim et al., 2017). The study has revealed a partial mediation 

of commitment between POS and OP. This indicates that employees' affective 
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commitment towards the company can be enhanced by POS, which in turn improves their 

individual performance (Arasanmi & Krishna, 2019). 

Furthermore, the finding reveal that when employees form an emotional connection with the 

company in a high-support work environment, it affects their propensity to go above and 

beyond the call of duty and be engaged (Meyer and Allen, 1991; Maiti et al., 2021). Such 

employees reciprocate the availability of employment resources by exhibiting desired work 

attitudes and behaviors as a result of the development of pleasant affective states. 

Consequently, the results seem to corroborate the idea that POS plays a major role in 

explaining employee attitudes and behavior, as suggested by the literature. 

To sum up, this study adds to the expanding body of research on the relationship among EE, 

OC, POS, and organizational success. A more complex view of how supportive 

organizational practices might result in improved organizational outcomes is provided by 

highlighting the mediating function of OC and EE. Organizations that strategically invest in 

fostering a supportive environment and engaging their employees are likely to reap 

significant performance benefits. 

Contributions and Implications of the Study 

The contributions and implications of the present study can be put under for main headings, 

theoretical, methodological, practical, and academic. Within, the theoretical contributions, 

the present study primarily extends the theoretical foundations of the organisational support 

theory (Eisenberger et al., 1986) and the social exchange theory (Cropanzano & Mitchell, 

2005). It confirms that employees show higher engagement and commitment when they 

perceive higher organisational support which translates into better organisational 

performance. The simultaneous inclusion of EE and OC and their significant mediation role 

in the POS-OP relationship supports the multiple pathways through which organisational 

support impacts organisational performance. The findings of 41% explanatory power of the 

POS-OP relationship through EE and OC reveal the importance of simultaneously modelling 

the mediating variables in the structural model. While previous studies mostly have focussed 

on the POS-OP relationship within the corporate, services, and healthcare sectors, the present 

study validates the theoretical underpinnings within the higher educational institutions 

perspective, thus broadening the scope of these theoretical frameworks. 

The present study also contributed by enriching the findings through complex 

methodological utilization. In this context, the application of SEM adds to methodological 

rigor and robustness of the study. Moreover, the use of proportionate random sampling 

across a diverse range of degree colleges within a large geographical area with varied socio-

cultural dimensions ensure a refined and broader representativeness of the sample. The 

political turmoil added with the lack of educational infrastructure in Jammu and Kashmir 

contributes to the methodological originality of the study, as very few studies have examined 

the POS-OP nexus within the present context. 

From the practical considerations, the present study has important implications for higher 

education institutions. Primarily, the study highlights the important role of supportive culture 

in developing supportive organisational practices and at the same time fostering better 

faculty engagement and commitment. For policy makers, it provides important insights into 

human resource support system for better institutional performance. The study holds 

relevance for developing regions particularly with diverse socio-cultural environment, 

political instability, and lack of proper educational infrastructure like Jammu and Kashmir. 

The study highlights the important role of faculty not only as knowledge providers but as 

vital constituents within the higher educational institutions that enhance the overall 
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organisational performance through better engagement and commitment, thus bridging the 

gap between human resources practices and higher educational institutions. 

Finally, the study enriches the existing literature by adding a multidimensional nexus of 

engagement and commitment in the POS-OP relationship, highlighting the complementary 

nature of these constructs and providing a broader understanding of the how EE and OC 

enhance OP. 

Conclusion  

The present study examines the mediational role of EE and organisational commitment in 

explaining the relationship between POS and OP. The present study is unique in the sense 

that it is the first of its kind to analyse the mediating role of EE and OC in explaining the 

relationship between POS and OP with the context of Jammu and Kashmir. The study uses 

the structural equation modelling and the results of the study establish significant 

relationships between the variables of interest. The findings of partial mediation highlight 

the importance of having both the constructs simultaneously in the empirical model, thus 

establishing their complimentary nature. The random sampling design ensures the 

generalizability of the results to other regions with similar socio-political and political 

scenarios. The study has important implications for academic institutions, policy makers, 

and academia at large.  

Limitations and Potential Avenues for Further Study 

This study has limitations even if it offers insightful information. Our capacity to make 

causal inferences is limited by the cross-sectional design. To prove that these associations 

are causal, longitudinal research is required. Furthermore, the study mostly uses self-

reported measurements, which could be biased by popular methods. Future studies should 

examine potential moderators that might affect these associations, such as company culture 

or leadership styles, and include objective performance measurements. Furthermore, 

broadening the study's scope to include different industries and organizational contexts may 

improve the generalizability of findings. Future studies could examine how organizational 

culture and leadership styles affect these dynamics as well as the efficacy of certain 

interventions meant to improve POS and EE in higher education institutions. 
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Appendix: Questionnaire 

Perceived Organisational Support                                              Source: (Rhoades et al., 

2001) 

POS1. My organization really cares about my well-being. 

POS2. My organization strongly considers my goals and values. 

POS3. My organization cares about my opinions. 

POS4. My organization is willing to help me if I need a special favour. 

Employee Engagement                                                              Source: (Schaufeli et al., 

2006) 

EE1. At my work, I feel bursting with energy. 

EE2. At my job, I feel strong and vigorous. 

EE3. I am enthusiastic about my job 

EE4. My job inspires me. 

EE5. When I get up in the morning, I feel like going to work 

EE6. I feel happy when I am working intensely. 

EE7. I am proud of the work that I do. 
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EE8. I am immersed in my work. 

EE9. I get carried away when I am working. 

Organisational Commitment                                                Source: (Meyer and Allen, 

1991) 

OC1. I feel a strong sense of belonging to my organization.  

OC2. I feel personally attached to my work organization. 

OC3. I am proud to tell others I work at my organization. 

OC4. I would be happy to work at my organization until I retire. 

OC5. I really feel that problems faced by my organization are also my problems. 

Organisational Performance                                                                          Source: Kim 

(2005) 

OP1. My college makes good use of my knowledge and skills in looking for ways to 

become more efficient. 

OP2. My college is trying to reduce costs in managing college and performing works. 

OP3. The productivity of my department improves consistently. 

OP4. Overall, the quality of work performed by my fellow employees in my immediate 

work group is high.  

OP5. My college provides fair and equitable treatment to employees without any 

discrimination. 

OP6. All are treated with respect and dignity in my college irrespective of individual 

status and grade. 

OP7. My college maintains professional relations with outside stakeholders very 

cordially. 

OP8. Big mistakes are hardly made in my college while performing work. 

OP9. The work performed by my department provides the public a worthwhile return on 

their tax money. 

OP10. The occurrence of goal attainment is very high in my college. 

OP11. My college provides fair and equitable services to the public without any 

discrimination. 

OP12. The stakeholder satisfaction towards my college is very high. 

 


