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current study aims to understand the effect of perceived
organizational support and perceived organizational
justice on work engagement and also study the impact
of work engagement on two potential consequences
i.e. organizational citizenship behaviour and job
satisfaction.
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 Research Methodology

Work Engagement: Work Engagement is described
as a positive work related mindset that leads to
discretionary efforts. It is referred to as focused energy
directed towards organizational goals (Kahn, 1990;
Macey, et.al. 2009). Schaufeli and Bakker (2004) define
work engagement 'as a positive, fulfilling work related
state characterized by vigor, dedication and absorption'.
On the other hand Macey and Schneider (2008) define
engagement as consists of high activation (absorption,
vigor), high energy and enthusiasm (dedication). Work
engagement is the willingness to exert energy, take
pride in, accept challenge and exert discretionary effort
(Macey, Schneider, 2008).

 Results & Analysis
 Conclusion
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ABSTRACT
The primary objective of this research was to
examine the mediating role of work engagement in the
relationship between perceived organizational support,
perceived organizational justice as antecedents of work
engagement and organizational citizenship behavior and
job satisfaction as the consequence of work
engagement. A survey was administered to 246
respondents. Results supported the hypothesis that
perceived organizational support and perceived
organizational justice positive influences work
engagement. Also work engagement has a positive
relationship between organizational citizenship
behaviour and job satisfaction. This paper contributes
to theory building as also offers suggestions for working
managers.
KEYWORDS: Job Satisfaction,Organizational
Citizenship Behaviour,Perceived Organizational
Justice, Perceived Organizational Support, Work
Engagement.
INTRODUCTION
The challenging workplaces today demand energetic
and committed employees who have commitment
(Bhatnagar & Sharma, 2009) and are enthusiastic
about their work roles. Identif y strategies to
simultaneously enhance the productivity and workplace
wellbeing of the employees is a major challenge among
the HR managers. Extant research confirms the
positive relationship between work engagement and
positive business results (Harter et al., 2002). The

Perceived Organizational Support (POS):
Committed employees expect organizations to
reciprocate and be committed towards them (Makanjee,
Hartzer, & Uys, 2006). Employees developes beliefs
about organizations (Levinson ,1965) personify the
organization and expect organizational support.
Perceived Organization Support is the extent to which
the organization values the contributions of its
employees, cares about their well-being and provides
assurance when needed (Biswas and Bhatnagar, 2013).
Extant research confirms positive relationship between
perceived organization support and employee
engagement (Biswas and Bhatnagar, 2013; Yang, Yeh,
Yang, & Mui, 2013).
Perceived Organizational Justice: This term relates
to how an employee perceives the behavior of the
organization (Greenberg, 1987). Extant research
examines the processes by which employees
determine whether they have been treated fairly in their
jobs (Pillai, Williams, & Tan, 2001) and make an overall
sense of fairness (Lind,2001) while forming impressions
of justice (Greenberg, 2001). Various studies including
the work of Ambrose & Schminke (2009), Lind (2001),
Tornblom & Vermunt (1999) have suggested that overall
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justice perceptions are shaped by multiple dimensuons
of justice. According to Saks (2006), employees who
percieve higher level of justice feel more gratified and
hence exhibit higher level of engagement (DeLara, 2001).

satisfaction.

Organizational Citizenship Behavior: Organ (1988)
define organizational citizenship behaviour as 'individual
behaviour that is discretionary, not directly or explicitly
recognized by the formal reward system, and in the
aggregate promotes the efficient and effective
functioning of the organization'. Five categories of OCB
are conscientiousness, altruism; civic v irtue,
sportsmanship and courtesy (Organ, 1990). Existing
research confirms the positive relationship between
Organizational citizenship behaviors (OCB) and
organizational performance (Marinova et al., 2010);
work engagement and OCB (Halbesleben & Wheeler,
2008; Macey & Scheider, 2008).

RESEARCH METHODOLOGY

Job Satisfaction: Job satisfaction is defined as "the
extent to which people like or dislike their job' (Spector,
1997, p.2). According to Broaden-and-Build theory
(Fredrickson, 2001) employees who are highly engaged
will experience positive emotions (e.g., joy) and
therefore shall feel more satisfied in their jobs. Existing
research confirms that satisfied employees with
experience overall well being (DeLange et al., 2004).
OBJECTIVE
The primary objective of this research was to examine
the mediating role of work engagement in the
relationship between perceived organizational support,
perceived organizational justice as antecedents of work
engagement and organizational citizenship behavior
and job satisfaction as the consequence of work
engagement.
Based on these arguments we can hypothesize
following hypotheses:
H1: Perceived Organizational Support will be positively
related to work engagement.
H2: Perceived organizational justice will be positively
related to work engagement.
H3: Work engagement will be positively related to
organizational citizenship behaviour.
H4: Work engagement will be positively related to job
Figure 1: Hypothesized Relationships

43

OCB - Organizational Citizenship Behaviour; JS - Job
Satisfaction

Sample and Procedure: The target populations for the
study were teachers employed in the senior secondary
school from 367 senior secondary school teachers
working in chain of private schools in Jammu (India).
Prior to the survey, a pilot study was conducted on the
sample of 48 respondents to ensure the consistency
of the questionnaire. Initially, private school having more
number of teachers was identified and the researcher
personally visited to get questionnaire filled from the
respondents based on simple random sampling
approach in Jammu. They responded very politely and
on the same time they were asked to get this filled
from their colleagues as well. Subsequently, they were
asked to evaluate their responses on the basis of the
certain questions on 7 point likert scale. The survey
questionnaire included items on demographic profile,
work engagement, perceived organizational support,
perceived organizational justice, organizational
citizenship behavior and job satisfaction. A total of 246
completely filled questionnaires were returned
representing a response rate of 67 percent.
Measures: Work engagement was measured with the
17-item Utrecht Work Engagement Scale (UWES-17)
includes three subscales Vigor (six items), Dedication
(five items), and Absorption (six items) developed by
Schaufeli et al. (2002). Whereas POB have been
measured using 6 items based on Ambrose and
Schminke (2009). Similarly, POS has been measured
using 8-item POS Survey based on Eisenberger et al
(1986) scale. Based on the argument of LePine et al.
(2002) and Hoffman, Blair, Meriac & Woehr (2007)
concluded that single latent construct was the best
fitting model for the underlying structure of citizenship
performance; therefore this study has used unifactorial
citizenship performance measure developed by
(Poropat and Jones, 2009). Job satisfaction was
measured with a 4-item scale as used in a study
conducted by Caprara et al. (2003).

RESULTS & ANALYSIS: AMOS (version 20.0) was
used to assess the relationship between the
hypothesized constructs. The proposed model was
assessed by testing internal reliability of the scale,
convergent and discriminant validity (Joseph and
Tomas, 2016). The reliability of the questionnaire was
determined by Cronbach's alpha. The values of the
cronbach alpha are shown in Table 1 which is more
POS-Perceived Organizational Support; POJ - than 0.7 in all cases. The descriptive statistics including
Perceived Organizational Justice;
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Table 2: Regression Estimates

Table 1: Descriptive Statistics

Variable Mean

SD

α

POS

POJ

WE

OCB

JS

POS

5.72

0.41

0.77

0.73

0.23

0.10

0.22 0.14

POJ

5.41

0.52

0.81

0.48

0.75

0.08

0.10 0.18

WE

6.12

0.63

0.72

0.32

0.28

0.69

0.22 0.20

OCB

5.12

0.71

0.88

0.47

0.31

0.47

0.79 0.19

JS

5.93

0.62

0.79

0.37

0.42

0.45

0.44 0.74

Note: The average variances extracted are presented
in the diagonal. The inter correlations are presented
below the diagonal and squared correlations are
presented above the diagonal.
mean, standard deviation, internal reliabilities, validity
of the scale and inter correlations are presented in
Table 1.
Discriminant Validity of Constructs:
To ensure the accuracy and consistency of the scale
reliability & validity was measured. Its aim is to
distinguish between measures of dissimilar constructs
(Hubley, 2014). The value that is presented diagonally
in Table 1 should be greater than their corresponding
inter correlations (Zhaohua et al., 2014). Hence
discriminant validity is also achieved and allowing to
go for further analysis.
Figure 2: Results of Hypothesis Testing

Model
POS ->
Work
Engage
ment
POJ ->
Work
Engage
ment
Work
Engage
ment ->
OCB
Work
Engage
ment ->
JS

Unstandardized Coefficients
B
Standard Error
0.21
0.05

Standardized Coefficients
CR
0.39
3.69

Remarks

β

H1 accepted

0.24

0.05

0.45

4.62

H2 accepted

1.42

0.19

0.83

6.69

H3 accepted

1.02

0.23

0.87

4.43

H4 accepted

(β = 0.87, p<0.01) are significantly and positively
associated with Work engagement.
Mediator Analysis: Using Baron and Kenny (1986)
approach we examined whether an alternate model
would lead to significant improvement in fit indices as
compared to hypothesized model. Model 1 included
work engagement as the mediator between POS, POJ
and OCB, Job Satisfaction whereas model 2 examines
the direct relationship between the predictor and
criterion variables. The fit indices of both the models
are presented in Table 3. The findings suggest that
model 1 indicates better fit indices and RMSEA value
below 0.05. Based on these findings we accept the
hypothesis that work engagement mediates the
relationship between predictors i.e. POS and POJ and
the criterion variables i.e. organizational citizenship
behavior and job satisfaction.
Table 3: Fit Indices
Fit Indices
Normed

GFI

CFI

NFI

RFI

TLI

RMSEA

χ2
Model 1

1.35

0.95 0.98 0.94 0.86 0.97

0.04

Model 2

3.47

0.75 0.76 0.72 0.64 0.73

0.09

Note: GFI = Goodness of Fit Index; CFI = Comparative
Fit Index; NFI = Normed Fit Index; RFI = Relative Fit
Index; TLI = Tucker-Lewis Index; RMSEA = Root Mean
Square Error of Approximation.
CONCLUSION:
Relationship between Constructs: The standardized
regression estimates are presented in Table 2. The
standardized regression coefficients values suggest
that work engagement regress significantly on POS
(β = 0.39, p<0.01) and POJ (β = 0.45, p<0.01) and
also OCB (β = 0.83, p<0.01) and Job Satisfaction

The findings support the theoretical model as proposed
by us. Findings depicts first hypothesis is supported.
It is essential to create a culture of transparency within
the organization which will result in mutual trust among
the employees and therefore the result is higher POS.
Our second hypothesis stated that perceived
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organizational justice predicts work engagement.
Previous work reported that wherever employee feels
that they have been unjustly treated, it leads to negative
emotion and behaviour (Latham & Pinder, 2005). It is
therefore important for managers to be aware of fair
procedures and policies that serve for the well being of
employees. This study indicates that there is a
significant relationship between work engagement and
organizational citizenship behaviour. This is important,
especially in the context of school teachers, as the
teachers play an important role in building up of the
society. Our findings suggest that enhancing the
engagement of teachers can encourage teachers to
engage in citizenship behaviour. Finally, work
engagement found significant with job satisfaction as
consistent with previous findings (Biswas & Bhatnagar,
2013). Therefore satisfied employees find their work
more meaningful and thus are able to devote their
energies onto work related tasks
Limitations and areas of Future Research: There
is a possibility of common source bias (Podsakoff et
al., 2003) as the information about POS, POJ, WE,
OCB has been collected from single respondent. It
can be studied into different context. Future studies
can collect data from diverse respondents and also
increase the sample size thereby increasing the
external validity of the study. Future studies can include
all the dimensions of organizational justice i.e.
distributive, procedural, interactional and informational
justice and examine their relationships with work
engagement.
REFERENCES
Ambrose, M. L., & Schminke, M. (2009). The
role of overall justice judgments in organizational
justice research: A test of mediation. Journal of
Applied Psychology , 94, 491-500.
Bakker, A. (2011). An evidence- based model of
employee engagement. Current directions in
psychological science , 20 (4), 265-269.
Baron, R. M., & Kenny, D. A. (1986). The
moderator–mediator variable distinction in social
psychological research: Conceptual, strategic,
and statistical considerations. Journal of
Personality and Social Psychology , 51, 11731182.
Bhatnagar, J. , & Sharm a, A. (2009).
Organizational commitment and performance in
an Indian context. In The changing face of
people management in India. London:
Routledge: Taylor and Francis.
Biswas, S., & Bhatnagar, J. (2013). Mediator
Analysis of Employee Engagement: Role of
Perceived Organizational Support, P-O Fit,
Organizational Commit ment and Job
Satisfaction. Vikalpa , Vol 38 (1), 27-40.

45

Caprara, G. V., Barbaranelli, C., Borgogni, L.,
& Steca, P. (2003). Eff icacy beliefs as
det erminants
of
t eachers’
job
sat isf action. Journal of Educational
Psychology, 95(4), 821.
De Lange, A. H., Taris, T. W., Kompier, M. J., &
Houtman, I. (2004). Work characteristics and
psychological well being: Testing normal,
reversed, and reciprocal relationships within the
4-wave SMASH study. Work and Stress , 18,
149-166.
De Lara, P. M. (2001). Fairness, teachers’ nontask behaviour and satisfaction: The influence
of group commitment. Journal of Educational
Administration , 46 (4), 514-538.
Deng, Z., Mo, X., & Liu, S. (2014). Comparison
of the middle-aged and older medical
informatics, 83(3), 210-224.
Fornell, C., & Larcker, D. F. (1981). Structural
equation models with unobservable variables and
measurem ent
error:
Algebra
and
statistics. Journal of marketing research, 382388.
Fredrickson, B. L. (2001). The role of positive
emotions in positive psychology:the broadenand-build theory of positive emotions. American
Psychologist , 56, 218-226.
Greenberg, J. (2001). Setting the justice agenda:
Seven unanswered questions about ‘what, why,
and how.’. Journal of Vocational Behavior , 58,
210-219.
Halbesleben, J. B., & Wheeler, A. R. (2008).
The relativ e roles of engagement and
embeddedness in predicting job performance
and intention to leave. Work and Stress , 22,
242-256.
Harter, J. K., Schmidt, F. L., & Hayes, T. L.
(2002). Business-unit-level relationship between
employee satisfaction, employee engagement,
and business outcomes: a meta-analysis.
Hoffman, B. J., Blair, C. A., Meriac, J. P., &
Woehr, D. J. (2007). Expanding the criterion
domain? A quantitative review of the OCB
literature.
Hubley A.M. (2014) Discriminant Validity. In:
Michalos A.C. (eds) Encyclopedia of Quality of
Life and Well-Being Research. Springer,
Dordrecht.&
Kahn, W. A. (1990). Psychological conditions
of personal engagement and disengagement at
work. Academy of Management Journal , 33,
692-724.

46

NEELIKA ARORA & NEERAJ DHIMAN

Latham, G. P., & Pinder, C. C. (2005). Work
motivation theory and research at the dawn of
the twenty-first century. Annu. Rev. Psychol., 56,
485-516.
LePine, J. A., Erez, A., & Johnson, D. E. (2002).
The nature and dimensionality of organizational
citizenship behavior: a critical review and metaanalysis.
Levinson, H. (1965). Reciprocation: The
relationship between Man and Organization.
Administrative Science Quarterly , 9, 370-390.
Lind, E. A. (2001). Thinking critically about justice
judgments. Journal of Vocational Behaviour , 58,
220-226.
Macey, W. H., & Schneider, B. (2008). Engaged
in engagement: We are delighted we did it.
Industrial and Organizational Psychology , 1(1),
76-83.
Macey, W. H., & Schneider, B. (2008). The
meaning of employee engagement. Industrial
and Organizational Psychology , 1, 3-30.
Macey, W. H., Schneider, B., Barbera, K., &
Young, S. A. (2009). Employee engagement:
Tools for analysis, practice, and competitive
advantage. London, England: Blackwell.
Makanjee, C. R., Hartzer, Y. F., & Uys, I. L.
(2006). The effect of perceived organizational
support on organizational committment of
diagonstic imaging radiographers. Radiography,
12 (2), 118-126.
Marinova, S. V., Moon, H., & Van Dyne, L.
(2010). Are all good soldier behaviour the same?
Supporting multidimensionality of organizational
citizenship behaviours based on rewards and
roles. Human Relations , 1463-1485.
Meyer, J. P., Becker, T. E., & Vandenberghe, C.
(2004). Employee commitment and motivation:
A conceptual analysis and integrative model.
Journal of Applied Psychology , 89, 991–1007.
O’Reilly, C. A., & Chatman, J. A. (1986).
Organizational commitment and psychological
attachment: The ef f ects of compliance,
identification, and internalization of prosocial
behavior. Journal of Applied Psychology , 71,
492–499.
Organ, D. W. (1990). The motivational basis of
organizational citizenship behavior. In B. M.
Staw, & L. L. Cum mings, Research in
Organizational Behavior (pp. 43-72). Greenwich
CT: JAJ Press.
Pillai, R., Williams, E. S., & Tan, J. J. (2001).
Are the Scales Tipped in Favor of Procedural or
Distributive Justice? An Investigation of the U.S.,

India, Germany and Hong Kong. International
Journal of Conflict Management , 2, 312-332.
Podsakoff, P. M., MacKenzie, S. B., Lee, J., &
Podsakoff, N. P. (2003). Common method biases
in behavioral research: A critical review of the
literature and recommended remedies. Journal
of Applied Psychology , 88, 879-903.
Poropat, A. E., & Jones, L. (2009). Development
and validation of a unifactorial measure of
cit izenship perf ormance. Journal
of
Occupational
and
O rganizational
Psychology, 82(4), 851-869.
Saks, A. M. (2006). Antecedents and
consequences of employee engagement.
Journal of Managerial Psychology , 21 (7), 600619.
Schaufeli, W. B., & Bakker, A. B. (2004). Job
demands, job resources, and their relationship
with burnout and engagement: a multi-sample
study. Journal of Organizational Behavior , 25,
293-315.
Schaufeli, W. B., Salanova, M., González-Romá,
V., & Bakker, A. B. (2002). The measurement of
engagement and burnout: A two sample
confirmatory factor analytic approach. Journal of
Happiness studies, 3(1), 71-92.
Sonnentag, S., Mojza, E. J., Binnewies, C., &
Scholl, A. (2008). Being engaged at work and
detached at home: A week-level study on work
engagement, psychological detachment and
affect. Work and Stress , 22, 257-276.
Tornblom, K. Y., & Vermunt, R. (1999). An
int egrativ e
perspecti v e
on
social
justice:Distributive and procedural fairness
evaluations of positive and negative outcome
allocations. Social Justice Research , 12, 39-64.
Yang, M. H., Yeh, C. T., Yang, H. W., & Mui, W.
C. (2013). The Impacts of Percei v ed
Organizational Support and Psychological
Capital on Sport Burnout of Junior High School
Physical Education Students. Life Science
Journal , 10 (3), 1946-52.
Zhou, T., Lu, Y. and Wang, B. (2010), “Integrating
TTF and UTAUT to explain mobile banking user
adoption”, Computers in human behavior, 26(4),
pp.760-767.

