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Abstract

The objective of this paper is to evaluate the affiliation of perceived support from the
organization and commitment towards the organization of the faculty members in
government-run higher academic institutions (HEIs) in Bangladesh. Specifically,
how does perceived organizational support (POS) affect teachers' organizational
commitment (OC) level with the influence of work satisfaction (WS)? By applying a
convenient sampling approach, a structured questionnaire was spread to the
teachers serving in the public universities of Bangladesh. In turn, data were
collected from 210 respondents. The PLS-SEM was utilized for data analysis.
Analyses found that POS and OC have no significant relationship. However, the
POS has positively affected the WS. Additionally, WA fully mediates the link between
POS and OC. The results have contributed value to existing organizational support,
commitment, and satisfaction theories. The study provides empirical evidence that
POS, WS, and OC are connected in university settings. The research used a unique
model that included assumptions related to organizational support and satisfaction
to examine creative commitment. The integrated model provided evidence for the
theoretical propositions that work satisfaction contributes to support-commitment
relationships. Government and institutional authority should cultivate an
environment that promotes organizational support, commitment, and work
satisfaction. In the future, studies could employ longitudinal surveys, adding socio-
economic variables and incorporating primary and secondary levels of education.

Keywords: Commitment, Work satisfaction, Perceived organizational support,
Mediation, PLS-SEM, Social Exchange Theory
1. Introduction

Since organizations consist of people who collaborate in a structured manner towards
a shared goal, organizations require individuals with a psychological attachment to
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their present and future tasks (Bakker et al., 2011). According to Visanh & Xu (2018)
and van Rossenberg et al. (2018), it is critical to look at how employees' attachments
to their jobs form and grow as a result of the changing work and organizational
landscape brought about by technological advancements, gender concerns, work-life
balance, compensation, and issues with mental and physical health. Klein et al.
(2012) have identified commitment as a sort of attachment that staff might develop.
Also, commitment has been a focus of academic research for many years since it is
strongly connected to the long-term performance of executives (Naumann, 1993).

For higher academic institutions, the study of commitment is crucial because
university faculty members possess distinct employment characteristics that
distinguish them from personnel employed by other commercial organizations
(Donglong et al., 2020). Commitment is crucial for profrssors' unique expertise, as
educators must maintain their motivation to meet academic requirements, student
needs, and personal objectives (Pennington, 2015). Therefore, teachers'
organizational commitment (OC) plays a vital role in the success of universities or
higher education institutions (HEIs). This is due to the significant pressure to retain
outstanding faculty and enhance their loyalty, passion, and diligence. These factors
improve lecture and research quality, enhance university education, and fulfill
community demand (Donglong et al., 2020). According to Miller & Lee (2001) and
Innes & Wimsatt (1999), institutional support, communal atmosphere, locus of
control, and motivation are crucial in determining teacher satisfaction at academic
institutions.

Perceived organizational support (POS), which is frequently discussed in the research
literature as a factor that influences the organizational commitment (OC) and work
satisfaction (WS) of employees (Rhoades & Eisenberger, 2002), needs to be
researched to study the commitment level of faculty members. Social exchange
theory (SET) offers a conceptual basis for assessing POS by positing that exchange
characterizes relationships; individuals feel obligated to repay the provider when they
receive impressive value. Based on the norms of social exchange theory, when
organizations support employees and are treated well by the company, they are
committed to responding positively through employee performance (Gupta et al.,
2016). In addition, the research of Kurtessis et al. (2015) shows that POS plays a vital
role in increasing work satisfaction (WS). The results of WS levels and employee
attitudes corroborate the findings associated with POS, according to research
conducted by Riggle et al. (2009). With this notion, studying the association of
commitment with perceived organizational support and faculty satisfaction will be
exciting and beneficial to the education sector and the country.

1.1 Problem Statement: According to Tsui & Cheng (1999), comprehending a
teacher's behaviors and attitudes is particularly crucial in an educational environment
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as the success of a university primarily relies on its faculty members, who should
demonstrate dedication and contentment. Given that Bangladesh has over 55 public
and 114 private universities (UGC, 2024), it is imperative to investigate university
faculties' organizational commitment (OC). In the single-year category of 2021, a
total of 83 academics and scientists affiliated with public institutions worldwide
achieved rankings within the upper two percent, as reported by Khan (2022).
Furthermore, a total of 22 scientists and academics were honored in the career-long
category. Several scholars from Bangladesh have also gained worldwide recognition
for their research and invention. However, the Times Higher Education Ranking for
the Asia University Ranking category in 2024 has only included a limited number of
universities in Bangladesh (Chowdhury et al., 2020). The contradictory findings have
sparked investigations into the faculty member's apparent lack of dedication and the
underlying circumstances that contribute to it.

According to Jasim's (2022) findings, public university teachers have a tendency to
serve as adjunct faculty at private institutions and exhibit less commitment to
academic and research pursuits. Furthermore, the considerable burden of overseeing
many pupils might also be a source of worry. The Bangladesh Education Statistics
for 2021 indicate that private universities had 194 faculty members on average,
compared to 309 at public universities. In addition, the teacher-to-student ratio at
public universities was significantly lower at 1:58 than at private institutions, where it
was 1:22. The research also notes the absence of residential facilities at numerous
public institutions. Furthermore, there has been a substantial increase in faculty
members' intentions to resign (Ashraf, 2019; Jalil, 2009). Since its establishment in
the early 1990s, improving the quality of education in HEIs in Bangladesh has
remained a critical concern (Osman et al., 2020).

Jasim (2023) attributed the inequalities to insufficient organizational assistance, such
as inadequate money distribution and the lack of accommodation, transportation, and
leisure options. The lack of comprehensive support for faculty development also
deters highly accomplished academics from remaining in the local academic
environment (Basher, 2023). According to Chowdhury et al. (2020), the funding
allocated for higher education till 2017 accounted for less than two percent of the
GDP. Frequently, institutions allocate finances and resources towards political
advantages, disregarding academic research domains and innovation (Ahsan &
Panday, 2023). The lack of research incentives in the institutions has led to a
significant number of highly qualified researchers seeking more lucrative
opportunities elsewhere, resulting in a brain drain. Therefore, it also sparks a
discussion on whether a perceived absence of support from the organization
diminishes faculty dedication.

Historically, most of the research on commitment was carried out by occupational
and industrial-organizational psychologists (Mueller at al., 1992). Limited research
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has been undertaken in Bangladesh regarding OC in educational settings. Multiple
empirical research (Sabiu et al., 2016) have shown that job transitioning at private
universities in Bangladesh is influenced by psychological variables, namely the
absence of organizational commitment (OC) and work satisfaction (WS).
Furthermore, this matter has also been associated with substandard personnel
management procedures, such as an unjust compensation framework, inadequate
oversight and assessment, insufficient training, and a dearth of empowerment
(Joarder et al., 2021; Jahangir, 2011). Nevertheless, the aforementioned research has
not examined the influence of POS on the level of dedication that teachers have
towards the mediating function of WS within the academic community of publicly
run HElIs.

1.2 Research Questions: Considering the arguments in the previous problem
statement, this study inquires the following questions:

e How does the perceived organizational support (POS) affect faculty
members' commitment to their institution?

e Is there any association between the support teachers get from their
institutions and work satisfaction (WS)?

e Does the WS have any association with their organizational commitment
(OC) level? and

e How does the WS mediate the link between POS and OC?

1.3 Research Obijectives: The current study endeavors to provide answers to the
preceding queries by achieving the following objectives:

a) to evaluate the effect of POS on OC,;

b) to analyze the association between POS and WS;

c) to study the association of WS and OC; and

d) to analyze the effect of WS on the connection between POS and OC.

2. Literature Review and Hypotheses Development

2.1 Organizational Commitment (OC): OC refers to the extent employees value and
are motivated to continue working for the organization, aligning with its goals and
objectives (Apalia 2017). Commitment is seen as the pinnacle of a relationship tie,
according to Martono et al. (2020). Dannhauser (2007) defines OC as the genuine
wish to continue as a fellow of the company, a readiness to put the effort in line with
the company goals, devotion to particular organizational values, and endorsement of
its ethics and purposes. Robbins & Judge (2015) define OC as comprising of
affective commitment (AC), continuance commitment (CC), and normative
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commitment (NC). AC refers to an individual's loyalty to a certain organization,
emphasizing their connection and active involvement in the workplace (Porter et al.,
1974). CC refers to the perceived financial benefit of being a member of the
organization rather than leaving. In contrast, NC indicates how people connect with
the organization and prioritize the behavior of its members. The central focus is the
moral duty or emotional connection of employees, which is developed via their
socialization process toward the objectives and principles of the organization (Allen
& Meyer, 1990; Weiner, 1982).

2.2 Perceived Organizational Support (POS): POS, as defined by Eisenberger et al.
(1986) and Riggle et al. (2009), pertains to the perception that employees have
concerning the extent to which their organizations recognize and value their efforts
and concern for their welfare. By satisfying its socioemotional needs, an organization
can facilitate the growth of its employees' POS. Rhoades & Eisenberger (2002) found
that when workers get support from their colleagues inside the organization, they
have a greater sense of accountability for their jobs. Employees who experience high
levels of support from their workplace have enhanced novelty (Shantz et al., 2016),
increased dedication (Gupta et al., 2016), and optimum working (Vatankhah et al.,
2017). Based on the POS theory, when workers perceive support from the company,
their level of accountability for the organization's well-being and objectives is
enhanced (Park et al., 2016). Lastly, the POS theory, which was introduced by
Eisenberger et al. in 1986, provides the fundamental basis for POS (Bano et al.,
2017). Executives desire to maintain and cultivate financial relationships and benefits
that they perceive as mutually advantageous (Park et al., 2016; Newman et al., 2016).
Furthermore, employees develop attitudes and beliefs regarding their work
environments, which are influenced by two key factors: the availability of essential
resources and their sense of worth as contributors (Cullen et al., 2014).

2.3 Work Satisfaction (WS): Despite its heterogeneous nature, WS remains the most
investigated concept in organizational behavior research. Lu et al. (2012) define WS
as the perceptions and attitudes of individuals concerning their place of employment.
According to Hackman and Oldham's work characteristics theory in 1976, workers
would experience more job satisfaction if they were motivated by internal factors.
The key characteristics of intrinsic motivation include varied skill sets, autonomy,
task identification, reaction, and meaningful tasks. Several elements contribute to
workplace satisfaction, such as a fair promotion system, favorable working
conditions, competent leadership, sufficient compensation, a meaningful job, and
positive connections. Tett & Meyer (1993) assert that external and internal variables
have a role in determining job satisfaction. The insufficiency of salary, working
conditions, development chances, and supervision are highlighted as factors that do
not guarantee an individual's pleasure. When considering external elements, it is
essential to consider internal aspects such as interpersonal connections, emotions,
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inspired mood, and personality features (Mohammad et al., 2019).

2.4 Association of POS and OC: POS has been the subject of many studies, with
particular attention to its relationship to OC (Pattnaik et al., 2023; Riska et al., 2023;
Putranto et al., 2021; Mishra et al., 2023; and Rhoades & Eisenberger, 2002). The
impact of POS on OC has been examined in studies by Alshaabani et al. (2021),
Ridwan et al. (2020), and Astuty & Udin (2020). According to the results of their
study, employees who believe that their company recognizes and supports them as
people are far more devoted to it. Additionally, the relationship between POS and OC
can be understood by examining social identity theory. According to the social
identity theory, employees will remain loyal if they believe in and respect their
organization's values (Tajfel & Turner, 1979). Tajfel and Turner (1979) suggested
that individuals derive a portion of their self-concept from membership in social
organizations. Also, the theory endeavors to elucidate the cognitive processes and
social conditions that underlie intergroup behaviors, particularly those associated
with prejudice, bias, and discrimination in organizational support. Furthermore, the
theory suggested that the organizations individuals belonged to were significant
sources of self-esteem and pride. Tyler (1999) provided further details regarding
social identity theory, which posits that when individuals perceive that their
organization values and appreciates them, it indicates reverence for their elevated
status. The social identity of individuals is likely to be enhanced by high status,
which increases their organizational commitment (Fuller et al., 2003).

2.5 Association of POS and WS: Multiple research investigations have shown a
correlation between OS and WS (Maan et al., 2020; Oubibi et al., 2022; Purwanto,
2020; & Capone et al., 2022). Ahmad & Yekta (2010) found a significant correlation
between OS and WS. Eisenberger et al. (1997) discovered a direct relationship
between POS and WS. In their study, Kwak et al. (2010) found a direct relationship
between WS and burnout attributed to a deficiency in OC. Wann-Yih and Htaik
(2011) found a direct relationship between WS and POS, indicating that an increase
in WS is associated with an increase in POS. Eisenberger & Stinglhamber (2011)
state that the significant correlation between POS and WS has been the subject of few
explanations in prior research. Providing personnel with assistance and essential
supplies will result in a high POS. Additionally, the study suggested that employees
experience a sense of contentment when their socio-emotional requirements are met
via POS (Emerson, 2013). In social exchange theory, an employee attempts to
compensate by continuing to collaborate with the organization when it
psychologically empowers them. Employees experience feelings of empowerment
and satisfaction due to the perception that their organization prioritizes their socio-
emotional needs and is concerned about their welfare (Eder et al., 2008).

2.6 Association of WS and OC: Scholarly publications suggest that WS positively
impacts OC beyond the academic sphere. A multitude of examples can be observed
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across diverse sectors, including manufacturing, insurance, IT, and civil aviation
(Shah et al., 2014; Fu & Deshpande, 2014; Karim & Rehman, 2012; Yicel, 2012;
Dalkrani & Dimitriadis, 2018). The behavior and attitudes of teachers in academic
institutions directly impact their pupils' academic achievements. Hence, it is crucial
to provide support in ways that augment their commitment and the gratification they
derive from their work (Bashir & Gani, 2019). Increased university output results
from promoting OC (Sabri et al., 2011); WS results from an environment that fosters
employee positivity and productivity (Anari, 2012). Conversely, a lack of WS might
lead to demotivation, which lowers OC (Bashir & Gani, 2019). According to social
exchange theory (SET), individuals perform favors for others in anticipation of a
future benefit (Blau, 1964; Gouldner, 1960). SET assumes that relatively long-term
relationships are based on intrinsic and extrinsic benefits (Blau, 1964; Molm, 1997).
Therefore, employees are considerably more inclined to demonstrate advantageous
conduct when they believe the organization values and reciprocates their
contributions (Cropanzano & Mitchell, 2005). Employees who feel that the
organization appreciates and reciprocates their contributions report greater job
satisfaction and commitment (Rhoades & Eisenberger, 2002; Cropanzano &
Mitchell, 2005).

2.7 Effect WS the link between POS and OC: Prior research has shown that WS is
affected by POS and results in OC. POS is seen as a precursor to WS due to its ability
to fulfill a worker's social and psychological requirements, as shown by Rhoades and
Eisenberger in 2002. These data suggest that WS mediates the relationship between
OC and POS. Researchers have suggested connecting models of OC in which the
effect of support from peers and supervisors (Gaertner, 1999) and the influence of
care from peers and managers (Lok & Crawford, 2001) on commitment is influenced
by their impact on WS. This research proposes that WS is a mediator between OS
and OC. Considering WS as a mediator variable will significantly reduce the
influence of OS on OC components.

Based on the above literature, the following hypotheses and conceptual framework
can be formed:

Hi. Perceived organizational support is positively related to organizational
commitment;

H,. Perceived organizational support is positively associated with work satisfaction;
Hs. Work satisfaction is positively related to organizational commitment; and

Ha. Work satisfaction mediates the relationship between perceived organizational
support and organizational commitment.
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Figure 1: Study Model

3. Methodology

3.1 Sample and Procedure: The research was conducted on public universities in
Bangladesh. The convenient sampling approach was used to gather data effectively
and expeditiously. Data was collected via an online survey operated using Google
Forms. The survey did not include sections for their names or affiliations to protect
the respondents' privacy. In addition, all respondents were told that their replies
would be private. The ultimate sample size consisted of 210 responses and met the
criteria for PLS modeling, as stated by Henseler et al. (2016). Once more, the PLS-
SEM literature demonstrated that to predict a specific reflective construct, a sample
size should be ten times the number of structural pathways (Hair et al., 2016). Since
the model has only one pathway, the sample size is justified.

3.2 Instruments Used: A structured questionnaire containing 36 items, which
includes three established scales (affective commitment, perceived organizational
support, and work satisfaction), was used to collect the primary data. The survey
gathers the data required to authenticate the underlying constructs. The 8-item
affective commitment scale by Allen & Meyer (1991) was utilized to measure overall
organizational commitment. Example items measuring affective commitment
include, "I am very happy to be a member of this organization”. Grube & Castaneda
(1994) reported that the Alpha coefficient for AC varied between 0.74 and 0.84,
whereas Meyer & Allen (1990) stated an Alpha value of 0.87 for AC. The 8-item
POS scale by Eisenberger et al. (2001) was used to measure the POS of the faculty
members. Example items measuring POS include, "My organization strongly
considers my goals and values". Eisenberger et al., (2004) stated o, 0.92. Finally, the
20-item "Minnesota Satisfaction Questionnaire (MSQ)" developed by Weiss et al.
(1967) was used to evaluate teachers' work satisfaction, for example, satisfaction
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with "The promise | get for doing a good job". Martin (2007) achieved a Cronbach's
Alpha value of 0.898, indicating satisfactory reliability.

3.3 Statistical Measurement: The questionnaire was used to gather the primary data,
and the PLS-SEM technique was used to analyze the data. The data were
bootstrapped 5000 times using PLS 4.1.0 to assess the representativeness of the
sample data. The objective was to ensure the survey data accurately represented the
entire population (Hair et al., 2014). Standard sample data were employed since the
PLS-SEM system does not necessitate a standard assumption test(Hair et al., 2014).
The utilization of the PLS-SEM method was justified due to the latent characteristics
of the variables, which hindered direct measurement. The primary factors of interest
in this research are POS, which serves as an exogenous variable; WA, which acts as a
mediator; and OC, which is an endogenous variable. Each measurement system was
assessed using a five-point Likert scale ranging from strongly satisfied (5) to strongly
dissatisfied (1)

4. Results and Analyses

4.1 Respondents Profile: The survey received responses from 210 participants,
comprised of 142 males (68%) and 68 females (32%). Almost 71% of the teachers
had a postgraduate degree, 17% had additional foreign masters/MPhil degrees, and
12% had a PhD degree. Around 66% of respondents were 31-40 years old, 23% were
between 41-50 years old, and the rest of the teachers were over 50 years. Regarding
job experience, 65% of the respondents reported less than 10 years, 30% reported 11
to 20 years, and 5% had over 20 years. Regarding designation, around 47% of the
respondents were Lecturer, 32% were Assistant Professor, 12% were Associate
Professor, and only 9% were Professors.

4.2 Measurement Model: The measurement model test categorizes the reliability and
validity tests as prerequisites for PLS-SEM, which assess the interplay among each
indicator and its hidden variables. The current research used measurement model
testing to assess construct and internal consistency reliability and validity (AVE), as
shown in Table 1. Hair et al. (2014) said the factor loading value should exceed
0.700, and values in this investigation varied between 0.711 and 0.953. The
recommended threshold for two reliability measures, o and rho A, are 0.700 and
more, as Hair et al. (2014) stated. Table 1 displays that the o and rho A values are
above the threshold. The findings indicate that all constructs have reliability ratings
over 0.700, which suggests they surpass the limit values for o and rho A.
Additionally, the convergent validity test assesses the AVE, which must be > 0.500,
the average value of the squared loadings of the items related to the construct. AVE
values are 0.768, 0.753, and 0.686 for OC, WS, and OS, respectively.

Table 1: Factor loading, reliability, and AVE outcomes
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Construct Factor M SD Cronbach's o Composite ~ AVE

Loading Reliability
Organizational Commitment (OC) 0.938 0.943 0.768
OC1 0.943 4395 0.611
0cC2 0.881 4371 0.574
0C3 0.711 4500 0.612
OCé6 0.937 4371  0.599
ocC7 0.869 4442  0.507
0ocCs8 0.897 4366 0.530
Work Satisfaction (WS) 0.978 0.941 0.753
WS1 0.715 4457 0.719
WS10 0.942 4552 0.800
WS11 0.864 4514 0.746
WS12 0.837 4.666 0.694
WS13 0.816 4561 0.625
WS14 0.888 4357 0.758
WS15 0.953 4571 0.749
WS16 0.944 4561 0.750
WS2 0.816 4490 0.759
WS3 0.860 4461 0.847
WS4 0.837 4433 0.916
WS5 0.880 4.642 0.752
WS 6 0.847 4542 0.725
WS7 0.885 4547 0.776
WS8 0.864 4509 0.814
WS9 0.905 4461 0.875
Perceived Organizational Support (POS) 0.935 0.941 0. 686
POS1 0.848 4.685 0.646
POS2 0.856 4423  0.850
POS3 0.772 4319 0.723

POS4 0.887 4485 0.842
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POS5 0.808 4576  0.653
POS6 0.780 4442  0.763
POSY 0.851 4.528 0.897
POS8 0.818 4.685 0.646

(Source: Author's own calculation based on survey data)

The Fornell-Larker Criteria and HTMT were measured to measure the discriminant
validity in Table 2. The AVE's square root was compared to the link of latent
variables as part of the discriminant validity test; the AVE has a higher correlation
value than the other constructs, thereby supporting the threshold (Hair et al., 2014).
Hence, the OC, WS, and POS constructs exhibit favorable levels of discriminant
validity. Once more, the results of the HTMT ratio provide additional evidence that
the constructs possess strong discriminant validity, as all HTMT values are less than
0.850 (Hair et al., 2014).

Table 2: Discriminant validity outcomes

Construct AVE Fornell-Larcker Criterion HTMT Ratio

oC POS WS
ocC 0.768 0.877 POS<->0C 0.588
POS 0.686 0.739 0.828 WS<->0C 0.705
WS 0.753 0.798 0.773 0.868 WS<&->POS 0.782

Note. OC: Organizational Commitment, WS: Work Satisfaction, POS: Perceived
Organizational Support. (Source: Author's own calculation based on survey data)

4.3 Structural Model: Analyses of structural models depend on the VIF, R?, and
values of the path coefficient, which are obtained from PLS and depicted in Table 3
and Table 4. VIF values establish connections between exogenous variables, test for
multicollinearity, and ascertain the absence of substantial collinearity. Table 3 shows
that the VIF values fall below the critical value of 5.00 (Hair et al., 2014). Therefore,
the proposed constructs do not exhibit multicollinearity.

Table 3: Collinearity test results

Connecting Variables VIF

POS ->0OC 2.483 < 3.000
POS -> WS 1.000 < 3.000
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WS ->0C 2.483 < 3.000

Note. SE: OC: Organizational Commitment, WS: Work Satisfaction, POS: Perceived
Organizational Support. (Source: Author's own calculation based on survey data)

The determinant coefficient test, which ranges from 0 to 1, assesses the precision of
the model's predictive value, representing the collective influence of exogenous and
endogenous variables. The predictive accuracy of this research model increases with
value (Hair et al.,, 2014). The OC and WS variables are endogenous in this
investigation. The obtained R-square values are presented in Table 4. As indicated by
the results, POS accounted for 48% of OC and 60% of WS.

Table 4: Coefficient determinant test results

Variables R-square
ocC 0.478
WS 0.597

Note. OC: Organizational Commitment, WS: Work Satisfaction. (Source: Author's own
calculation based on survey data)

The path coefficient value was utilized to test hypotheses, as summarized in Table 5,
to determine the connection between the variables under investigation. H1 evaluates
whether there is a positive association between POS and OC. The result revealed that
POS has an insignificant impact on OC (B= 0.134, t = 1.589, p = 0.112). Hence, H1
was not supported. Then, H2 evaluates that POS significantly impacts WS (p= 0.773,
t = 21.366, p = 0.000). Thus, H2 is supported. Next, H3 evaluates that WS
significantly impacts OC (p= 0.583, t = 7.495, p = 0.000). Therefore, H3 is also
proved.

Table 5: Direct relationship analysis results

Hypotheses B SE t p Results
H1: POS ->0C 0.134 0.084 1.589 0.112  Not supported
H2: POS -> WS 0.773 0.036 21.366 0.000 supported
H3: WS -> OC 0.583 0.078 7.495 0.000 supported

Note. SE: Standard Error, OC: Organizational Commitment, WS: Work Satisfaction, POS:
Perceived Organizational Support. (Source: Author's own calculation based on survey data)

A significant result (B = 0.584, t = 0.029, p = 0.000) was found to indicate the total
impact of POS on OC outcome in Table 6. The direct effect of POS on OC was found
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to be substantial (f = 0.134, t = 1.589, p = 0.000). The impact of POS on OC with the
mediating variable WS was significant (f = 0.450, t = 6.400, p = 0.000). Therefore,
H4 is supported.

Table 6: Mediation analysis results

Percentile
Total effect Direct effect Indirect effect of bootstrap 95%
(POS -> OC) (POS -> OC) POS on OC confidence
interval
B t p B t p H4: B SE t p Lower Upper
POS>
0.584 0.029 0.000 0.134 1.589 0.112 WS>0C 0.450 0.070 6.400 0.000 0.325 0.599

Note. SE: Standard Error, OC: Organizational Commitment, WS: Work Satisfaction, POS:
Perceived Organizational Support. (Source: Author's own calculation based on survey data)

Based on the analysis, the research framework, including the path coefficients, is
presented as WS = 0.773 POS + 0.403 and OC = 0.134 POS + 0.583 WS + 0.522, as
shown in Figure 2. Again, the thickness of the path further illustrates the effect of one
variable on the other. For instance, the path from POS to WS was the thickest, and
POS described WS as the most and OC as the least.

POS

0.134 (0.112)

oc

0.773 (0.000)

0.583 (0.000)

WS

Figure 2: Research Model

5. Discussion

However, the research indicates positive path coefficients exist between exogenous
and endogenous variables, except for the relationship between Organizational
Commitment (OC) and Perceived Organizational Support (POS). The first hypothesis
is not supported by the result (t = 1.589, p = 0.112), which suggests no significant
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direct effect of POS on OC. Alshaabani et al. (2021), Lew (2009), and Danish et al.
(2013) reported comparable results. In contrast to the initial hypothesis, this study
indicates that organizational support alone does not significantly improve teachers'
commitment. This finding suggests that other factors, such as intrinsic motivations or
various aspects of the work environment, may more significantly impact university
teachers' commitment. The complexity of commitment and the necessity of taking a
broader perspective on multiple factors when attempting to improve the level of
organizational commitment among teachers are underscored.

The research findings strongly support the second hypothesis, demonstrating a robust
statistical result (t = 21.366, p = 0.000) indicating a significant positive correlation
between POS and WS. Similar relationships were observed in the research conducted
by Ahmad & Yekta (2010), Wann-Yih and Htaik (2011), and Oubibi et al. (2022).
This suggests that teachers experience increased satisfaction when they perceive high
levels of organizational support. These results emphasize the importance of
organizational support in improving job satisfaction, a prerequisite for developing a
positive and productive work environment. Consequently, organizations should
prioritize implementing supportive measures to enhance their employees' overall
satisfaction and well-being.

The data firmly supports the third hypothesis, which posits that WS positively
impacts OC (t = 7.495, p = 0.000). This finding is consistent with the findings of
Wang et al. (2020), Eslami & Gharakhani (2012), and Bashir & Gani (2019), who
also discovered that increased levels of satisfaction result in more significant
commitment. This consistency among studies underscores the significance of
promoting work satisfaction as a critical factor in improving the dedication and
loyalty of employees to their organization. Institutions seeking to enhance
commitment should prioritize initiatives that enhance work contentment.

The research confirms the final hypothesis, which shows that WS mediates the
relationship between POS and OC. The results are significant (t = 6.400, p = 0.000).
Ullah et al. (2020), Lok & Crawford (2001), and Gaertner (1999) have conducted
related studies that support this finding. The model, therefore, implies that teachers'
commitment is positively influenced by organizational support; however, this effect
is considerably amplified when teachers are content with their work. This emphasizes
the dual significance of fostering a committed workforce by providing support and
ensuring job contentment. Organizations should prioritize both of these components
to optimize employee commitment and organizational efficacy.

6. Conclusions and Future Research Directions

From the above discussion, it is evident that in publicly run universities, the
academicians' OC is highly affected by WS. POS alone cannot affect the
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commitment level of the teachers. POS enhances the satisfaction level and, in turn,
improves the OC level of the faculty members. The teaching profession depends
heavily on OC because it shapes the students who will eventually serve the nation.
Deeply committed academicians are more likely to perform better and produce more
work. They are also less likely to look for other opportunities to further their careers
and are more likely to provide students with helpful guidance, advice, and support.
Thus, measures could improve academic commitment in Bangladesh's public
universities. These measures could include policies that offer financial assistance for
attending conferences, workshops, and seminars and additional training and skill
development opportunities, which are vital because they support academics'
continued professional development. Next, government laws that reward and
recognize academics for their outstanding work and achievements should be
implemented. Then, the tenure and promotion processes should ensure equality and
openness. Establish clear guidelines and procedures for advancement, provide
academics with helpful feedback and guidance on their professional growth, and
ensure that decisions are based on achievement and merit. Subsequently, regulations
might be developed to motivate academics to prioritize their well-being and preserve
a healthy work-life balance. Finally, Programs that encourage telecommuting,
flexible scheduling, and good physical and mental health should also be supported.

The findings of this study provide insight into the intricate relationships between
POS, OC, and WS in higher academic institutions. However, there are numerous
opportunities for future research to elucidate these dynamics further and contribute to
a more comprehensive understanding of how these factors interact and influence
employee outcomes in academic settings. Initially, data were gathered through self-
report questionnaires, which may result in socially desirable responses and introduce
method bias. Furthermore, contextual variables, including socio-economic aspects,
governmental systems, cultural norms, and social behaviors, were somewhat
disregarded in the research. Future research should implement longitudinal designs to
evaluate the causal relationships between POS, OC, and WS. The temporal sequence
of these constructs and the impact of changes in perceived support and commitment
over time on work satisfaction and other related outcomes could be established
through longitudinal studies. Conducting cross-cultural studies in light of the
diversity of academic institutions worldwide is imperative. A more comprehensive
comprehension of the factors that bolster or diminish these concepts may be achieved
by examining the influence of specific job attributes, such as job autonomy, task
importance, and job diversity, in conjunction with POS, OC, and WS. Additional
mediating and moderating factors that may influence the relationships between POS,
OC, and WS should be investigated in future research. For example, exploring how
variables such as job stress, work-life balance, and professional development
opportunities mediate or moderate these relationships is imperative. Although this
research predominantly focuses on higher academic institutions, comparing the



56 Md. Shawfiqul Islam

results with those from other educational levels, such as elementary and secondary
instruction, would be advantageous. This more comprehensive comparison could
assist in identifying distinctive and shared factors that influence POS, OC, and WS in
various educational contexts.
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