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ABSTRACT 
 

 The aim of this study was to evaluate the relationship of perceived organizational 

support and employees in role and extra role performances. This study has supported the 

hypothesis. The area of this study was education sector, data was collected thorough 

mailing and self-administrated way. The instrument used to collect the data was 

questionnaire from the 147 employees working in higher educational institutions our 

response rate was 79.9%. IBM SPSS 20 software was used for data analysis. Cronbach’s 

alpha was used to check the reliability. Descriptive statistics, correlation analysis has been 

used to analyze the data. 
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1. INTRODUCTION 
 

 Education is the greatest element that contributes to the human growth and 

development significantly. Because of this, a country made its highly developed culture. 

In order to make a strong education system, must focus on its importance and do upgrade 

its quality. Without quality, this pillar fails to manage everything that built upon it. Those 

organizations that show more concern for knowledge and its quality performance built a 

strong employment relationship whom show their loyalty with their organization. In the 

process of reciprocation, employees believe that if they show loyalty and involvement with 

the organization, then in return organization should support them (Francis, 2012; Maan et 

al., 2020). Muse and Stamper divided POS into two concepts such as POS related to the 

job (care about employees’ performance and outcomes) and POS related to resource (care 

about employees’ respect and well-being). This concept is based on job demand resource 

model. In the case of missing elements from any of these would have an effect on the 

employees' general perception about the organizational support (Kurtessis et al., 2015; Hoa 

et al., 2020). The researchers suggested that the quality of employer and employee 

exchange relationship has a significant impact on their employee attitudes (Agarwal & 

Bhargava, 2013).  
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 The firm that has a strong human resource can take a competitive advantage particularly 

in service concern organizations. Without this organization may face difficulties in its 

survival. So, this only happened in the case of organizational support is given to their 

employees. Organizational support is a critical resource of persuading employee’s 

performance & its effectiveness. From the previous researches effects of POS on OCB 

(Caesens & Stinglhamber, 2014; Rubel et al., 2018) are well documented (Agarwal & 

Gupta, 2015). In the context of educational sector, with the increase in the need of skilled 

and experienced employees it is difficult to attract and retain them. This can only happen 

when mainly focus has on renewed the academic centers and working about those factors 

that affect the well-being of lecturer and ignite work behaviors such as extra role behavior. 

In this economy, those organizations have a strong and committed employees may get a 

competitive advantage because it is positively related to work outcomes such as employee 

performance (Schaufeli et al., 2012; Caesens & Stinglhamber, 2014; Breevaart et al., 

2015). Organizations cannot survive without their employees those working and perform 

in a good manner (Rubel et al., 2018). Perceived organizational support (POS) defined as 

“employees’ global beliefs concerning the extent to which the organization values their 

contributions and cares about their well-being”. These views make an understanding about 

work-related attitudes and behaviors of employees (Agarwal & Gupta, 2015; Li et al., 

2020). Employee performance is characterized by employees’ extra -role performance and 

in -role performance (Rubel et al., 2018). 
 

 IRP is related to formal tasks, duties, and responsibilities assigned by the employers to 

the individual employee. These tasks and responsibilities are already mentioned in their 

job description (Rubel et al., 2018). A good citizenship for any organization is necessary 

and it is important to understand its nature and source also this has been on high priority 

for organizational scholars (Singh et al., 2015). OCB can also be called as extra work 

related behaviors like employee perform extra work which is not prescribed in the job 

description (Boerner, Dutschke & Wied, 2008; Ali & Warar 2013). There are some key 

points of organizational citizenship behaviors are the collaboration with peers, regularity 

or timekeeping, perform some extra roles which are not included in the job description, 

help the other volunteering, and positively representative of the organization (Barling, 

Loughlin & Kevin, 2002). OCB defined as “behavior that goes beyond the basic 

requirements of the job, behavior is to a large extent discretionary, and behavior is of 

benefit to the organization” (Alshaabani et al., 2021). 
 

 From the theory about employee behaviors by Calderon, Battistelli & Odoardi (2013) 

suggested that ERP and IRPs are influenced by different motivational crescendos. These 

behaviors are needed in every type of job, but some certain professions like education 

sector have more demand than others. It is analyzed that teachers consistently go beyond 

their responsibilities mentioned in the job description and enhance the goodwill and 

efficiency of the organization. They help the students in their academic and personal 

problems as well (Farooqui & Rehman, 2012). This study is based on educational sector, 

from which public and private universities are mainly in focus. The main purpose of this 

study is to evaluate the relationship of POS with ERP and IRP.  
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1.1 Problem Statement 

 Perceived organizational support has a link with many job related outcomes and from 

one of these employee performance is the mainly targeted either it is related to IR or ERP. 

In the case when employee received support from their organization in performing their 

duty then they become more engaged and committed so the ultimately result would be a 

better performance. But some employers are unconscious about their role and the 

employment relation which may affect the employees IR and ERP. On the other hand 

according to QS ranking Pakistan higher educational institutes did not get the position in 

world top 300 universities. This alarming situation has a lot of reasons e.g. lacking in 

resource availabilities, insufficient & inadequate financial inputs, research culture, 

supportive environment, lower efficiency in implementation of different programs, poor 

quality of management, less highly qualified staff, training of the staff etc. has been in 

noticed which are the ultimate cause of low performance especially teachers performance.  
 

 So the problem statement of this research is stated below: 
 

“How the employees’ perceptions of the organizational supports play its role in the 

enrichment of knowledge worker productivity?” 

 

1.2 Objective of the Study 

 The main objective is to investigate the POS as an important predictor of employee’s 

performances like IR and ERP. 

 

1.3 Significance of the Study 

 This empirical attempt may definitely enable the higher education institutions to 

identify, review and improve their performance. This study would also improve the 

employment relationship and help the decision maker, policy maker and implementer that 

how to improve the quality relations, retain and committed the employees, make a specific 

vision so according to that develop certain strategies and polices which ultimate improve 

employees performances. The present study will also have a valuable contribution to the 

existing literature. First, it will incorporate the literature on POS with employee 

performance like IR and ERP in the context of the education sector, because this sector has 

a potential to improve its efficiency and effectiveness. 

 

2. LITERATURE REVIEW 
 

 According to the OST, the employee and organizational relationship can be 

strengthened by exchanging the positive outcomes between employees and their 

organization. Reciprocation norms suggested that because of perceived organizational 

support, employees show more care about attendance, their positive outputs and 

punctuality as well. Thus, employees received a high level of support from its organization 

should avoid withdrawal behaviors voluntarily , such as engaging in unnecessary 

conversations related to non-work & unnecessary absenteeism, etc. Which would harmful 

for the organization, but meet their personal needs (Eder & Eisenberger, 2008).  
 

 Based on reciprocity norm, POS produce a sense of obligation in the employees and 

make them work harder also increase the commitment level with their organization in order 

to reach its organizational goals (Kurtessis et al., 2015; Li et al., 2020). POS can strengthen 
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the employees believes that their organization readily increases its reward by improving its 

performance (performance-reward expectancies). These would have some positive 

outcomes both for the organization (increase performance, commitment and engagement 

level) and for employees (job satisfaction, heightened positive mood, reduce stress) 

(Beheshtifar, Nezhad, & Moghadam, 2012).  
 

 Eisenberger (1986) suggested that supervisory support, organizational justice and 

reward (fairness) and favorable working conditions are the key concepts of perceived 

organizational support. Fairness about rewards and resource allocation, a good supervisory 

support and favorable working conditions produce positive reciprocation norms and 

resulting in enhanced the employee performances. In contrast, a low level of POS is the 

major cause behind the negative norms of reciprocity. This leads towards negative input 

which will be harmful to the organizations and its representative (Kurtessis et al., 2015; 

Ding et al., 2020).  
 

 Previous researchers have examined the employee behavior through the relationship of 

POS, IRP and ERP and organizational commitment. Helping behavior (altruism) is one of 

the components of organizational citizenship behavior frequently used in studies to 

examine the extra role behavior (Calderon, Battistelli , & Odoardi, 2013). The literature 

suggested that supportive supervision (POS) has a positive relationship with employees’ 

performances (Shanock & Eisenberger, 2006; Ali & Warar, 2013; Giorgi et al., 2020). 

From a Meta-analytic study it is revealed that POS has a weak positive relationship with 

task performance (IRP) (r=0.18, p-value=0.01) and contextual performance (OCB/ERP) 

(r=0.26, p-value=0.001) (Riggle, Edmondson & Hansen, 2009). 
 

 Based on social exchange theory (SET) researcher has suggested that organization and 

employees have exchange relationships when they feel good organizational support 

resulted in the better employee’s performance than who received low organizational 

support (Miao , 2011; Bergeron & Thompson, 2020). Moreover, it is empirical proved that 

POS has a significant relationship with in-role behavior and extra-role behavior (Piercy et 

al., 2006; Putu et al., 2021). It is also found from another study that perceived 

organizational support positively correlated with IRP and ERP (Francis, 2012; Jehanzeb, 

2020).  
 

 The researcher was found standard job activities like IRP and ERP in a positive way 

because of perceived organizational support and this relates to an objective measure of 

performance (Rubel et al., 2018). Furthermore, a strong and positive relationship has been 

found between POS and employee performance (Agarwal & Gupta, 2015; Alshaabani et 

al., 2021). If organizations may focus on the concept of POS in a correct way, they will get 

positive outcomes in the form of better employee performance, high level of engagement 

with their jobs, lessen the negativity in term of mood and behavior also less the desire to 

quit (Mathumbu, 2012).  
 

 Another research has done on the relationship between the POS and employee 

performance. Their results showed a direct influence of POS on employee performance. 

Moreover, it has proved that the employee’s performance is the behavioral outcome 

substantially dependent on the supports from the organization (Chen et al., 2009; Giorgi et 

al., 2020). A meta-analytical study has been done by Rhoades and Eisenberger’ on POS 

comprised 20 studies related to performance. The researchers found out a highly significant 
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relationship of POS with performance. It is revealed from the previous study that POS has 

a stronger relationship with ERP (performance of those activities that support the 

organization) rather than IRP (performance of standard job activities) (Rhoades & 

Eisenberger, 2002; Bergeron & Thompson, 2020).  
 

 After the meta-analysis done by Rhoades & Eisenberger in 2002, another meta-analytic 

study supports the conclusion of previous studies that POS has a strong positive 

relationship with ERP. This is due to the organization widely monitor and limiting the 

opportunities for change in IRP e.g. some organizations often monitor the production rate 

and errors related to one’s work to meet set standards. On the other hand, some extra role 

behaviors like helping the coworker in their work, taking action for the safety of the 

organization against risk, contributing in constructive proposals and gaining the 

knowledge, skills and abilities (KSA) in the benefit to the organization raise the 

opportunities which are not closely monitored (Kurtessis et al., 2015; Ridwan et al., 2020). 
 

 This is strong evidence of give and take relationship that is found in organizational 

support theory (Wang, 2014; Labrague et al., 2020). Support theory proposed that POS has 

a positive relationship with employees’ behavior. POS generates the employee’s sense of 

responsibility to pay their obligations to the organization because of the reciprocation 

norms part of social exchange theory. Both theories (organizational support and social 

exchange) suggested that sense of responsibility about the organization, sense of belonging 

with the feeling of welfare is the favorable outcomes of employees generated by providing 

the organizational support (AlKerdawy, 2014). Employees’ feeling of self-recognition and 

self-importance are being just because of organizational support and take good care of their 

well-being. This result reflected in the employee’s performance. 

 

2.1 Conceptual Framework 

 Based on the review of the literature, from the previous researchers a conceptual 

framework has been proposed. Here, perceived organizational support (POS) acts as an 

independent variable while in-role (IRP) and extra-role performances (ERP) are dependent 

variables.  
 

 
Figure 1: Conceptual Framework 

 

2.2 Hypothesis 

 Based on conceptual framework following hypothesis are formulated 
 

H1: There is positive relationship between perceived organizational support and in-role 

performance. 
 

H2: There is positive relationship between perceived organizational support and extra-

role performance. 

 

POS 

IRP 

ERP 
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3. METHODOLOGY 
 

3.1 Population and Sample of the Study 

 The targeted population of this research is the faculty employees working in higher 

education institutions of Punjab, Pakistan. For this study 147 employees working in the 

higher education institutions have been selected as a sample by use of different sampling 

techniques in a procedure. Universities were divided into two strata, i.e. Public and Private. 

These strata were also divided into the clusters of universities on geographical base. Then, 

from these clusters six universities (University of Gujrat, University of Punjab, University 

of Sargodha, Gift University, University of Lahore, and University of Central Punjab) were 

selected proportionately through simple random sampling. After selecting universities, 

sampling units (i.e. Faculty staff working in those universities) was randomly chosen from 

which data were collected. Those sampling methods have least bias and help to get a large 

number of filled questionnaires, accessible and quick.  

 

3.2 Sample Size 

 For calculating the sample size Zikmund’s (2013) Formula has been followed. 
 

  

2
zs

n
E

 
  
 

 

 

  𝑛  = (1.96*0.310/0.05)2 

   = approximately 147 
 

 So, a sample of 147 faculty staff was selected for this study. 

 

3.3 Data Collection Instrument 

 This is a quantitative nature of research, so the instrument used for this study in order 

to get data collection was a questionnaire. For this research, the questionnaire was used 

consisted of written and multiple choice questions. 

 

3.3.1 Questionnaire Design  

 The questionnaire consists of 2 sections; Section 1 consists of the questions related to 

demographic information (gender, marital status, education level, university type and 

designation/rank). Section 2 consists of questions related to perceived organizational 

support, in-role and extra role performance. Whereas, a five-point Likert rating scale was 

used with the ranging from “strongly disagree” as “1” to “strongly agree” as “5”.  
 

 Perceived Organizational Support: To measure the POS, researcher used 6-items 

version of SPOS (Eisenberger et al., 1986) adapted from Rubel et al. (2018). Recently used 

by Agarwal & Gupta (2015).  
 

 In-Role Performance: 5 items measure of IRP was used adapted from McCook (2002). 

Extra Role Performance: ERP was measured by 4 items adapted from Boerner, Dutschke, 

& Wied (2008). It is a shorten version of OCB-scale developed and validated by 

Staufenbiel and Hartz (2000).  
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3.4 Data Collection Method 

 In this study, data was collected through questionnaire by the use of mailing and self-

administered way from the lecturers of six higher education institutions. The questionnaire 

was distributed to the 147 respondents from which 116 questionnaires were completed with 

the response rate of 79.9%. Cavana, Delahaye & Sekaran (2001) stated that between 80 

and 200 numbers of respondents are perfect. Factors like accessibility and time were the 

major concern about this study.  

 

4. DATA ANALYSIS 
 

4.1 Reliability and Validity 

 Reliability test is used to measure the strength or consistency of items of variables 

which are used in this study. Internal reliability is measured by using Cronbach’s Alpha. 

Table R-2 shows the value of Cronbach’s Alpha of POS, IRP and ERP were 0.891 which 

means the instrument is highly reliable while in table R-1 values of Cronbach’s Alpha of 

all variables individually were given. Since all the variables have the value greater than 0.6 

so it mean questionnaire is acceptable for the research.  

 

Table R-1 

Reliability Statistics 

Construct Cronbach’s Alpha # of Item 

Perceived Organizational Support .818 6 

In Role Performance .798 5 

Extra Role Performance .702 4 

 

Table R-2 

Reliability Statistics 

Cronbach's Alpha N of Items 

.924 29 

 

 The questionnaire used in this study to collect the data was also followed from other 

previous researches. Same as, the scale for POS used in this study was a survey of perceived 

organizational support has developed by Eisenberger et al. (1986) and further modified by 

Eisenberger et al. (1990). This scale was also used in the previous study of Agarwal & 

Gupta, (2015). Furthermore, previous researchers like McCook (2002) used the scale of in-

role performance in their study, while Boerner, Dutschke, & Wied (2008) and Staufenbiel 

& Hartz (2000) have used the scale of extra-role performance in their studies. Therefore, 

researchers have developed the shorten version of the scale for extra role performance 

(Staufenbiel & Hartz, 2000). So, in the question of validation of the items, these researchers 

have already checked the validity of items and they all are satisfied with their results. 

Hence, the researcher has satisfied with the validation of items that used in this study. 
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4.2. Descriptive Statistics 

4.2.1. Respondents Demographic 

 

Table R-3 

 Frequency Percentage 

Gender 
Male 63 54.3 

Female 53 45.7 

Marital  

Status 

Married 48 41.4 

Unmarried 68 58.6 

Education 

Graduate 30 25.9 

Post Graduate 65 56.0 

Doctorate 21 18.1 

Designation/ 

Ranks 

Associate lecturer 38 32.8 

Lecturer 45 38.8 

Assistant professor 12 10.3 

Professor 21 18.1 

University 
Public sector 85 73.3 

Private sector 31 26.7 

Monthly  

Income 

Less than 35,000 21 18.1 

35,001-60,000 42 36.2 

60,001-100,000 34 29.3 
More than 100,001 19 16.4 

 

 The response rate of this study was 79.9%, out of 147 questionnaires we received 116 

complete responses from the respondents of public and private sector universities. Table 

R-3 shows that 63 respondents in this study were male (54.3%) which 53 were female 

(45.7%). 48 were married (41.1%) whereas 68 were unmarried (58.6%). 30 respondents 

were graduates (25.9%), 65 were post graduates (56%) while 21 were doctorates (18.1%). 

38 respondents perform work as an associate lecturer (32.8%), 45 respondents were 

lecturer (38.8), 12 respondents were assistant professor (10.3), whereas 21 respondents 

were professor (18.1). 85 respondents were associated with public sector universities 

(73.3%) while 31 were associated with private sector universities (26.7%). 21 respondents 

have a salary range is less than 35,000 (18.1%), 42 have a salary range between 35,001-

60,000 (36.2%), 34 have a salary range between 60,001-100,000 (29.3%), 19 have salary 

range is more than 100,001 (16.4%). 

 

4.2.2. Study of Variables 
 

Table R-4 

 Mean S.D 

POS 3.09 .878 

IRP 3.32 .865 

ERP 3.36 .780 

 

 Table R-4 shows the value of the mean and standard deviation (S.D) of the study 

variables (POS, IRP, and ERP). The mean value of POS is 3.09, IRP is 3.32 and ERPP) is 
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3.36. The most of the mean score value of study variables lies between 3 and 4, which 

described as respondents show a moderate level of agreement with the statement (a five 

point Likert scale was used ranging from 1=strongly disagree to 5= strongly agree). In 

proceeding, the range of standard deviation (S.D) of study variables is from 0.780 to 0.878 

showed that the data was homogeneous. 

 

4.3 Correlation Analysis 
 

Table R-5 

Hypothesis   r Results 

H1 POS IRP 0.594** Supported 

H2 POS ERP 0.547** Supported 

P-value < 0.01** 

 

 Correlation has used to find out the relationship between dependent and independent 

variables. In order to test the hypothesis 1 & 2 Pearson correlation was calculated for the 

variables. Table (R-5) of correlations describe that all of the variables have a significant 

positive relationship. Correlational values of POS with IRP and ERP are 0.594** and 

0.547** respectively, which describe that there is a significant positive relationship 

between POS and IRP and POS and ERP.  

 
5. DISCUSSION AND CONCLUSION 

 

 This study continued the recent developments or researches in the view of 

organizational support and social exchange theories also reciprocity norms perceptive of 

POS and employee performances. The researcher has tested all the hypotheses, where these 

all are accepted through the empirical findings. From the first hypothesis, a direct and a 

strong relationship has found between POS, IR and ERPs. Consequently, the findings of 

this study has supported by the exiting results from other researches like (Miao , 2011; 

Francis, 2012; Detnakarin & Rurkkhum, 2019). POS was explained as an employee’s 

perception about its organization’s consideration, care and concern for their success and 

performance. Eisenberger et al. (1990) stated in his study that perceived organizational 

support always linked with the positive work-related outcomes and behaviors like job 

satisfaction, job commitment, job engagement, job involvement and job performance and 

the other terms those are had linked with the feel-good factor about their organization and 

job as well (Riggle, Edmondson & Hansen, 2009; Khalid et al., 2021).  
 

 Perceived organizational support reinforces employees’ effort and its work in the 

organization may fulfill the organizational goals. According to the OST, reciprocation of 

the high level of support, employees perform better in order to reach the organizational 

goals because organizational support has a significant effect on employees positive work 

outcomes e.g. Employees’ job performance. When organizations build a favorable and 

supportive environment, quality management, highly qualified staff and sufficient financial 

then it may improve the employment relationship which leads to enhancing the work 

related attitude and outcomes those are beneficial and valuable for the organizational and 

employee performance. Thus, based on these findings, the present study confirmed the 

statement with the help of results that a proper and favorable support from the organization 

is necessary for employee performance.  
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 The study has some limitations such as it has limited generalization as it involves only 

the education sector of one province. Furthermore, it is a cross-sectional study that provides 

evidence for a single time. A longitudinal study can be conducted on similar topic. In 

addition, the sample size was small as compared to other studies on the same area and 

variables used in this study. So, the findings of this research between the relationships 

effect among variables was relatively low. This study only covers the employee perception 

about organizational support and its measure the employee performance, future researcher 

may extend it to employer perception. 
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APPENDIX 

 

QUESTIONNAIRE 
 

Section A: Demographic Information 

1. Gender:      Male       Female  

2. Marital status    Married      Unmarried  

3. Education     Graduate      Post Graduate     Doctorate 

4. Designation / Rank:  Professor      Associate Professor 

        Assistant Professor    Lecturer 

5. University     Public Sector    Private Sector  

6. Monthly Income   Less than 35,000   35,001 – 60,000 

        60,001 – 100,000   More than 100,001 
 

Section B 

 Please read each statement carefully and indicate the extent of your agreement and 

disagreement by ticking (√) the appropriate number. 
 

Strongly Disagree Disagree Neutral Agree Strongly Agree 

1 2 3 4 5 
 

Perceived Organizational Support 

1 My organization cares about my opinions. 1 2 3 4 5 

2 My organization really cares about my wellbeing. 1 2 3 4 5 

3 My organization strongly considers my goals and values. 1 2 3 4 5 

4 Help is available from my organization when I have a problem. 1 2 3 4 5 

5 My organization would forgive an honest mistake on my part. 1 2 3 4 5 

6 My organization is willing to help me if I need a special favor. 1 2 3 4 5 

In-Role Performance 

7 I adequately complete assigned duties. 1 2 3 4 5 

8 I fulfills the responsibilities specified in the job description. 1 2 3 4 5 

9 I meet the formal performance requirements of the job. 1 2 3 4 5 

10 I neglect some aspects of the job those are obliged to perform. 1 2 3 4 5 

11 I perform those tasks that are expected of me. 1 2 3 4 5 

Extra-Role Performance 

12 I help others who face heavy workloads. 1 2 3 4 5 

13 I do not complain about a trivial matter. 1 2 3 4 5 

14 I try to keep abreast with changes within the organization. 1 2 3 4 5 

15 I don’t take extra breaks. 1 2 3 4 5 
 


