
DOI: 10.4018/IJHCITP.2021040103

International Journal of Human Capital and Information Technology Professionals
Volume 12 • Issue 2 • April-June 2021


Copyright©2021,IGIGlobal.CopyingordistributinginprintorelectronicformswithoutwrittenpermissionofIGIGlobalisprohibited.



35

The Impact of Perceived Organizational 
Support on Employee Engagement:
A Study of Indian IT Industry
Priyanka Sihag, Malaviya National Institute of Technology (MNIT), India

ABSTRACT

Inthecurrentchallengingandcompetitiveenvironment,theperceivedsupportfromtheorganization
has a large impacton employeeperception, attitude,workbehavior, andemployee return to the
organization.Thepresentstudyinvestigateswhetherperceivedorganizationalsupport(POS)contribute
tothelevelofemployeeengagement(EE)formiddlelevelITprofessionalsinIndiancontext.Four
hundredtwentysamples(i.e.,ITprofessionalsworkingatmiddlelevel)werecollectedfromdifferent
ITindustrylocatedinIndiabyusingonlinesurveyquestionnaires.Thedatacollectedwasfurther
analyzedusingregressionanalysis,factoranalysis,reliabilityandvalidityanalysis,SEM(structural
equationmodeling),andmodelfitindicesanalysis.Resultsofallanalysesrevealedapositiveand
strongrelationshipbetweenPOSandEE.Furthermore,afitmodelwasexploredbetweenPOSand
EEwiththeirfactors.Thisstudywouldassistpractitionersofhumanresourcesandorganizational
developmentinimprovingthepositiveattitudeandcommitmenttowardstheworkofemployees.
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1. INTROdUCTION

Lately, Indiahasbecomeoneof the foremost Information technology (IT) capitalsof theworld
involving several major TNC/MNC and myriad start-up companies as part of Indian IT sector.
AccordingtoNASSCOM,thissectorwillofferdirectemploymentto2.5-3.00millionpeopleby2025
(PressInformationBureau,GovernmentofIndia,MinistryofElectronics&IT,2017).Moreover,
IndianITindustryisexpectedtogrowfromthepresentUSD150+BilliontoUSD350Billionin
revenueby2025(MediaReports,PressInformationBureau(PIB),DepartmentofIndustrialPolicy
andPromotion(DIPP)statistics,DepartmentofInformationandTechnology,UnionBudget2017-18;
Singh,M.,2018;InformationTechnology,SectorAnalysis).Likewise,theITindustryiscontributing
7-8%toIndia’sGDP(Singh,M.,2018;InformationTechnology,SectorAnalysis).

Thereforeitcanbestatedthat,Informationtechnology(IT)asasectorhasgrownconsiderablyin
pastdecadeinIndiaandmadeitspresencefeltworldwide.Thisemergingsectorhasitsownhuman
resourcechallengethatneedstobeaddressed.Oneamongthemishighattritionrate(TimesofIndia
news)i.e.13.2%inyear2017(Source:LinkedIn’sanalysis),and14.6%inyear2018(Source:statista.
com)ofsoftwareprofessionals.Thishighrateofturnoverisoneofthemostchallengingproblemfor
allglobalorganizationsandextremelycostlyanddamagingfortheorganizations(Gamble&Huang,
2008).Thoughtherearenumberofreasonsforleavingtheorganization,interventionstocontrolit
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isdifficult.Instead,itisbettertoincreaseactiveengagementofemployeessothattheyareretained
intheorganization(JyotsnaBhatnagar,2007).Similarly,Existingliteraturealsostatesthatthereis
strongnegativeimpactofperceivedorganizationalsupportonemployeewithdrawalbehaviors(Eder&
Eisenberger,2007),andturnoverintentions(Tuzun&Kalemci,2012).Therefore,itbecameimportant
toaddressthisproblem,andexaminethefactorsthataffectperceivedorganizationalsupport(POS)
andemployeeengagement(EE)inIndiancontext.

Thechallengingenvironmentinthecurrentscenarioandthechangingorganizationalcontext
requirehighercommitmentfromemployeestosurvive,growandacquirecompetitiveadvantages,and
iforganizationshowshighercommitmenttowardstheiremployees,thentheywillalsoreciprocates
withmorecommitmentandengagementtowardsorganizationalobjectives(supportedbytheNorm
ofReciprocity,TheSocialExchangeTheory-SET,andorganizationalsupporttheory-OST).TheOST
(Eisenbergeretal.,1986andShore&Shore,1995;Rhoades&Eisenberger,2002)framesuggeststhat
providingemployeeswithfairprocedures,organizationalrewards,supervisorsupportandpositivejob
conditions(Rhoades&Eisenberger,2002)contributestoincreasedfeelingsofemployeesofbeing
caredandvalued(i.e.perceivedorganizationalsupport,POS)bytheorganization(Eisenbergeret al.,
1986).Ifemployeesfeelthattheirorganizationispayingmoreattentiontotheirneedandwell-being,
theyalsocontributemore to theorganization i.e.perceivedorganizational supportofemployees
showsastrongmonotonicallyincreasingcorrelationtoarangeofpositiveoutcomesofemployees
likeorganizationalcommitment,employeeengagement,jobperformanceandreducedwithdrawal
behaviour(Rhoades&Eisenberger,2002).Eisenbergeret al.(1986,p.74)introducedPOSasthe
degreetowhichanorganizationcaresforthewellbeingofitsemployees,andvaluestheircontribution
andeffort.Similarly,accordingtoEisenberger&Rhoades(2002),POSisavitaltomeasuresocial
andemotionalaffairsbecauseitisrelatedtoemployeeengagement.

Therefore employee well-being should be also key focus area of all types of organizations.
AccordingtoCarvalho&Chambel(2013),well-beingattheworkplacehasbecomeanimportant
indicatorforqualityoflifeatworkintheareasofeducation,psychology,andmanagement.Oneof
theprincipalelementsofworkplacewell-beingremainsworkengagementdescribedintermsofvigor,
dedication, andabsorption (Schaufeli,Bakker&Salanova,2006).Moreover,mostorganizations
(includingITindustry)havenoticedthata‘satisfied’employeeisnotsurelythe‘best’employee
withregardstoproductivity&loyalty,itisan‘activelyengagedemployee’whoismoreemotionally
and intellectuallyconnectedwith theorganization,andcommitted towards itscorevalues,goals
andachievements.Equally,Employeesarealwaysperceivedtobecoreassetsforanyorganization
(Lockwood, 2007); and help to gain competitive advantages and improve productivity in the
organization(MacLeodandClarke,2011).

Employeeengagementconcepthasbeengainingmoresignificanceinthecurrentbusinessworld
andisconsideredasacriticalmeasurebyorganization’smanagement(Welbourne2007)because
engagedemployeesshowedmoredevotiontotheorganizationandtaskorientationattheworkplace
(MaceyandSchneider,2008).Thusemployeeengagementisanimportantaspectfororganizationaland
employee’sdevelopmentandalsohelptheorganizationtoacquirecompetitiveadvantages.Employee
engagementisapositiveforcewhichconnectsandmotivatesemployeesphysically,emotionallyand
cognitivelywiththeirorganization(Kahn,1990;WellinsandConcelman,2005).

According to Ibrahim and Falasi (2014), all managers must recognize the significance of
employee’sengagementinUAE’s(theUnitedArabEmirates)publicsectorsoastoimprovejob
satisfaction,andemployeeperformance,whichfurthercanhelporganizationstomeettheirgoals.
Henceforwardemployeeengagementremainsanimportantissueforleadersoforganizations(Seijts
andCrim,2006).Consequently,employeeengagement(EE),retention,satisfactionandmotivation
havebecomethecentralresponsibilityofalltheorganizations(includingtheITindustry).

AccordingtofindingsfromGallup(GallupReport,2018),worldwidearound87%ofemployees
arenotengagedwiththeirwork,andcompanies(withhighlyengagedemployees)performbetter
thantheirpeersby147%inEPS(EarningsPerShare).
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