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LAMPIRAN

Lampiran 1. 1 Kuisioner Penelitian

Pengaruh Kepemimpinan
Transformasional dan Perceived
Organizational Support terhadap
Komitmen Organisasional: Peran
Mediasi Keterlibatan Karyawan pada
Sektor Jasa di Yogyakarta

‘fth. Bapak/Ibu/Saudara/i
Selamat Pagi/Siang/ Sore/Malam.

Perkenalkan saya Sondang Monika Gultom mahasiswa Manajemen Sumber Daya
Manusia, Fakultas Bisnis dan Ekenomika, Universitas Atma Jaya Yogyakarta. Saat ini saya
zedang melakukan penelitian tugas akhir yang berjudul:

"Pengaruh Kepemimpinan Transformasional dan Perceived Organizational Support
terhadap Komitmen Qrganisasional: Peran Mediasi Keterlibatan Karyawan pada Sektor
Jasa di Yogyakarta"

Penelitian ini bertujuan untuk menganalisis sejauh mana pengaruh kepemimpinan

transformasional dan dukungan organisasi yang diraszkan (perceived organizational
support) tethadap komitmen organisasional karyawan, serta bagaimana keterlibatan
karyawan berperan sebagai variabel mediazi dalam hubungan tersebut. Penelitian ini

difokuskan pada karyawan yang bekerja di sektor jasa, khususnya pada bidang perbankan,

pendidikan dan layanan kesehatan di Yogyakarta.

Kriteria Responden:

1. Karyawan tetap yang bekerja di sektor jasa (perbankan, pendidikan, dan layanan
kesehatan).

2. Bekerja di wilayah Yogyakarta dengan pengalaman kerja minimal 2 tahun.

3. Memiliki atasan langsung (supervisor/leader) dalam pekerjaan sehari-hari.
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Ketentuan Kuesioner:

1. Pengisian kuesioner memerlukan waktu sekitar 10 - 12 menit.

2. Tidak ada jawaban yang benar atau salah. Mochon menjawab sesuai kondisi yang anda
rasakan sejujurnya.

3. Seluruh data yang anda berikan bersifat rahasia dan hanya akan digunakan untuk
kepentingan penelitian.

Partisipasi Anda sangat berarti bagi keberhasilan penelitian ini serta memberikan
kontribusi dalam pengembangan praktik manajemen sumber daya manusia, khususnya di
=ektor jaza.

Jika ada pertanyaan lebih lanjut atau kezulitan dalam mengisi kuesioner ini, bisa kontak
saya melalui
Email: sendangmonikagultom@gmail.com

Atas waktu dan ketersediaan rekan-rekan, saya ucapkan terima kasih yang sebesar-
besarnya.

Salam Hangat,

Sondang Monika Gultom



Lampiran 1. 2 Pertanyaan Filter Dan Data Diri Responden

Pengaruh Kepemimpinan
Transformasional dan Perceived
Organizational Support terhadap
Komitmen Organisasional: Peran
Mediasi Keterlibatan Karyawan pada
Sektor Jasa di Yogyakarta

i il.com Ganti akun

E2 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib diisi

Meohon isi dengan jujur

Apakah anda merupakan karyawan tetap? *

O Ya

Apakah anda bekerja di sektor jasa (perbankan, pendidikan, dan layanan
kesenatan) di Yogyakarta 7

O Ya

Apakah anda telah bekerja selama 2 tahun atau lebih? *

O Ya

Apakah anda memiliki atasan? *

O Ya
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il.com Ganti skun ey

Eg Tidak dibagikan

* Menunjukkzn perianyaan yang wajib diisi

Identitas Responden

Mehon isi dengan jujur

Jenis Kelamin *

O Pria
O Wanita

Umur *

() 20-251ahun
) 2630 tahun
() 31-35tahun

() »36tahun

Pendidikan Terakhir
() SMA/SMK/Sederajat
O Diploma (D3)

() sarjana (1)

O Pascasarjana (S2/53)

Di sektor mana anda bekerja? *

O Perbankan
() Pendidikan

O Layanan Kesehatan

Sudah berapa lama anda bekerja? *

O 2-4 tahun

O 5-7 tahun

() »81ahun



Lampiran 1. 3 Pertanyaan Terkait Kepemimpinan Transformasional

Pengaruh Kepemimpinan
Transformasional dan Perceived
Organizational Support terhadap
Komitmen Organisasional: Peran
Mediasi Keterlibatan Karyawan pada
Sektor Jasa di Yogyakarta

ikagult |.com Ganti akun &
E2 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib diisi

Kepemimpinan Transformasional

Kepemimpinan transformasional adalah gaya kepemimpinan di mana seorang pemimpin
berupaya inspirasi, ivasi, dan karyawan sehingga mereka

tidak hanya bekerja untuk kepentingan pribadi, tetapi juga berkomitmen terhadap tujuan

organisasi secara lebih luas

Silekan berikan penilaian berdasarkan pengalaman Anda dengan menggunakan skala
berikut:

1 = Sangat Tidak Setuju

2 = Tidak Setuju

3 = Netral

4 = Sewiju

5 = Sangat Setuju

Mohon menjawab setiap pernyataan dengan jujur sesuai dengan kondisi yang Anda
alami. Tidak ada jawaban yang benar atau salah.

Atasan saya membuat saya bangga bisa bekerja atau berhubungan dengannya. *
1 2 3 4 5

Sangat Tidak Setuju O O O O C Sangat Setuju

Atasan saya menunjukkan keyakinan bahwa tujuan akan tercapai. *
1 2 3 4 5

o 0 o 0 O

Sangat Tidak Setuju Sangat Setuju

Atasan saya mencari berbagai sudut pandang saat memecahkan masalan. *
1 2 3 4 5

o o0 o o O

Sangat Tidak Setuju Sangat Setuju

Atasan saya mengusulkan cara baru dalam menyelesaikan pekerjaan. *
1 2 3 4 s

c 0 o o0 O

Sangat Tidak Setuju Sangat Setuju

Atasan saya menerima masukan dari orang lain dalam menyelesaikan masalah. *
1 2 3 4 5

o o0 0 O O

Sangat Tidak Setuju Sangat Setuju

Atasan saya meluangkan wakiu untuk membimbing dan melatih. *

1 2 3 4 3

o 0 o 0 O

Sangat Tidak Setuju Sangat Setuju

Atasan saya mengutamakan kepentingan kelompok di atas kepentingan pribadi. *
1 2 3 4 5

©c o 0O o ©

Sangat Tidak Setuju Sangat Setuju

Atasan saya bertindak dengan cara yang menumbuhkan rasa hormat saya. *

1 & 3 4 b
Sangat Tidak Setuju O O O O O Sangat Setuju
Atasan saya menunjukkan sikap percaya diri dan berwibawa *
1 2 3 4 5
Sangar Tidak Setuju @] O O @] O Sangat Setuju
Atasan saya berbicara tentang nilai dan keyakinan yang menurutnya paling -
penting.
1 & 3 4 5
Sangat Tidak Setuju O O O O sangatseniu
Atasan saya menekankan pentingnya memiliki tujuan yang kuat. *
1 2 3 4 5
SengatTidskSeu ) ' 0 (0 O Sangarsewju

Atasan saya memperlakukan setiap karyawan sebagai individu, bukan sekadar
anggota kelompok.

1 2 3 4 5

Sangat Tidak Setuju O O ':J O O Sangat Setuju

Atasan saya memahami bahwa saya memiliki kebutuhan, kemampuan, dan
aspirasi yang berbeda dari orang Iain.

1 2 3 4 5
Sangat Tidak Setuju O O O O O Sangat Setuju
Atasan saya membantu saya mengembangkan kekuatan saya. *
1 2 3 4 5
Sangat Tidak Setuju O O O O O Sangat Setuju

Atasan saya meninjau kembali asumsi dan pertanyaan untuk memastikan
kebenarannya

12 3 4 5
© © ©0 O ©

Sangat Tidak Setuju Sangat Setuju
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Atasan saya mempertimbangkan konsekuensi moral dan etika dalam

pengambilan keputusan.

Sangat Tidak Setuju

1 2 3 4 S

c 0 0 O O

Sangat Setuju

Atasan saya menekankan pentingnya memiliki misi bersama dalam kelompok. *

Sangat Tidak Setuju

1 2 3 4 5

o o o o O

Atasan saya berbicara dengan optimis tentang masa depan. *

Sangat Tidak Setuju

1 2 3 4 s

o o0 o 0o O

Sengat Setuju

Sangat Setuju

Atasan saya menggambarkan peluang dan harapan baru yang menarik di masa

depan

Sangat Tidak Satuju

Atasan saya mengemukakan visi masa depan yang menarik. *

Sangat Tidak Setuju

1 2 3 4 s

o o0 0o 0o O

1 2 3 4 S

o o o o O

Sangat Setuju

Sangat Setuju



Lampiran 1. 4 Pertanyaan Terkait Perceived Organizational Support

Pengaruh Kepemimpinan
Transformasional dan Perceived
Organizational Support terhadap
Komitmen Organisasional: Peran
Mediasi Keterlibatan Karyawan pada
Sektor Jasa di Yogyakarta

sondangmonikagultom@gmail.com Ganti akun e

3 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib diisi

Perceived Organizational Support (POS) adalah persepsi atau keyakinan karyawan
mengenai sejauh mana organisasi menghargai kontribusi mereka dan peduli terhadap
kesejahteraan mereka.

Silakan berikan penilaian berdasarkan pengalaman Anda dengan menggunakan skala
berikut:

1 = Sangat Tidak Setuju
2 = Tidak Setuju

3 = Netral

4 = Setuju

5 = Sangat Setuju

Mohon menjawab setiap pernyataan dengan jujur sesuai dengan kondisi yang Anda
alami. Tidak ada jawaban yang benar atau salah.

Organisasi saya sangat mempertimbangkan tujuan dan nilai. *

1 2 3 4 5

Sangat Tidak Setuju O O O O O Sangat Setuju

QOrganisasi saya peduli terhadap kesejahteraan saya. *

1 2 3 4 5

Sangat Tidak Setuju O O O O O Sangat Setuju

Organisasi saya memaafkan kesalahan jujur yang saya lakukan. *

1 2 3 4 5

Sangat Tidak Setuju O O O O O Sangat Setuju

QOrganisasi saya peduli terhadap pendapat saya. *
1 2 3 4 5

Sangat Tidak Setuju O O O O O Sangat Setuju

Saya mendapatkan bantuan dari organisasi ketika menghadapi masalah. *

1 2 3 4 5

Sangat Tidak Setuju O O O O O Sangat Setuju

QOrganisasi bersedia mendukung saya ketika saya membutuhkan bantuan khusus. *
1 2 3 4 5

Zangat Tidak Setuju O O \, O O Sangat Setuju

Organisasi menunjukkan sangat sedikit kepedulian terhadap saya. (R) *
1 2 3 4 5

Sangat Setuju O O O O O Sangat Tidak Setuju

Jika ada kesempatan, organisasi akan memanfaatkan saya. *

1 2 3 4 5

Sangat Tidak Setuju O O O O O Sangat Setuju
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Lampiran 1. 5 Pertanyaan Terkait Keterlibatan Karyawan

Pengaruh Kepemimpinan
Transformasional dan Perceived
Organizational Support terhadap
Komitmen Organisasional: Peran
Mediasi Keterlibatan Karyawan pada
Sektor Jasa di Yogyakarta

ikagult il.com Ganti akun &
B2 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib diisi

Keterli Karyawan

Keterlibatan karyawan adalah tingkat keterikatan emasional, kognitif, dan perilaku
karyawan terhadap pekerjaannya, di mana karyawan menunjukkan semangat, dedikasi, dan
keterlibatan penuh dalam menjalankan tugas.

Silakan berikan penilaian berdasarkan pengalaman Anda dengan menggunakan skala
berikut:

1= Sangat Tidak Setuju

2 = Tidak Setuju

3 = Netral

4 = Setuju

5 = Sangat Setuju

Mohon menjawab setiap pernyataan dengan jujur sesuai dengan kondisi yang Anda
alami. Tidak ada jawaban yang benar atau salah.

Ditempat kerja, saya merasa penun dengan energi *
1 2 3 4 5

sangatTidaksewy O 0 O O O sangasewju

Saya merasa senang ketika saya bekerja secara intens. *

Sangat Tidak Setuju

Saya merasa menyatu dalam pekerjaan saya. *

Sangat Tidak Setuju

Saya terbawa suasana ketika saya bekerja. *

Sangat Tidak Setuju

(&)

Pada pekerjaan saya, saya merasa kuat dan bertenaga. *
1 2 3 4 5

Sangat Tidak Setuju O O O O O Sangat Setuju

Saat saya bangun di pagi hari, saya merasa bersemangat dalam bekerja. *
1 2 3 4 5

Sangat Tidak Setuju O O O O O ‘Sangat Setuju

Saya sangat antusias dengan pekerjaan saya. *
1 2 3 4 5

Sangat Tidak Setuju O O O O O ‘Sangat Setuju

Pekerjaan saya menginspirasi saya. *
1 2 & 4 5

Sangat Tidak Setuju O O O O O ‘Sangat Setuju

Saya bangga dengan pekerjaan yang saya lakukan.
1 2 3 4 5

Sangat Tidak Setuju o O O O O Sangat Setuju

O O O O O Sangat Setuju

O O O O O Sangat Setuju

O O O O O Sangat Setuju



Lampiran 1. 6 Pertanyaan Terkait Komitmen Organisasional

Pengaruh Kepemimpinan Saya merasa masalzh organisasi adalah masalah saya juga. * i::;z:;as:ys;am ini, bertahan di organisasi ini adalah kebutuhan sekaligus
Transformasional dan Perceived T

Organizational Support terhadap smgatigaksewy O O O O O SangeSenin
Komitmen Organisasional: Peran

Mediasi Keterlibatan Karyawan pada - N

Sektor Jasa di Yogyakarta Saya akan merasa bersalah jika meninggalkan organisasi ini sekarang. *

1 2 3 4 5

1 2 3 4 g

Sangat Tidak Setuju O O O O O Sangat Setuju

1 2 3 4 s

Sangat Tidak Setuju O O O O O Sangat Setuju

PR

l.com Ganti akun &

sangetTidaksewy O O O O O sangat Sewiu

E3 Tidak dibagikan

* Menunjukkan pertanyaan yang wajib diisi

Saya tidak merasa terikat secara emosional dengan organisasi ini. (R)*

Komitmen Organisasional B 5 3 " - Saya merasa organisasi ini layak mendapatkan loyalitas saya *

Komitmen organisasional adalah tingkat keterikatan psikologis karyawan terhadap Sangat Setuju O O O O O Sangat Tidak Setuju 1 2 3 4 5
organisasi, yang tercermin dari keinginan untuk tetap menjadi bagian dari organisasi,
kesediaan berkontribusi, dan penerimaan terhadap nilai serta tujuan organisasi. Sangat Tidak Setuju O O O O O Sangat Setuju

Silakan berikan penilaian berdasarkan pengalaman Anda dengan menggunakan skala

Saya merasa akan sangat sulit bagi saya meninggalkan pekerjaan ini sekarang,

berikut:
. ) meskipun saya menginginkannya
1= Sangat T"'?k Setuju Saya tidak akan meninggalkan organisasi ini karena rasa kewajiban saya
idak Setuju 1 2 3 4 5 terhadapnya
3= Netral "
4 = Sewju y p
5 = Sangat Setuju Sangat Tidak Setuju O D O D O Sangat Setuju 1 2 3 4 5

Mohon menjawab setiap pernyataan dengan jujur sesuai dengan kondisi yang Anda
alami. Tidak ada jawaban yang benar atau salah.

Sangat Tidak Setuju O O O O O ‘Sangat Setuju

Saya merasa kehidupan saya akan banyak terganggu jika saya meninggalkan

organisasi ini.
Saya senang menghabiskan karier saya di organisasi ini. , N . . . Saya merasa memiliki banyak tanggung jawab terhadap organisasi ini. *
1 2 3 4 5 . 1 2 3 4 5
Sangat Tidak Setuju O O @ C O Sangat Setuju
Sangat Tidak Setuju O O O O -) Sangat Setuju Sangat Tidak Sewiju O O O O O Sangat Setuju

Pengaruh Kepemimpinan
Transformasional dan Perceived
Organizational Support terhadap
Komitmen Organisasional: Peran
Mediasi Keterlibatan Karyawan pada
Sektor Jasa di Yogyakarta

d ikagul ail.com Ganti akun &
B3 Tidak dibagikan

Terima kasih banyak atas kesediaan Bapak/Ibu/Saudara/i meluangkan waktu untuk
mengisi kuasioner ini.

Kontribusi yang Bapak/Ibu/Saudara/i berikan sangat berarti bagi kelancaran dan
keberhasilan penelitian ini. Seluruh jawaban yang diberikan akan dijaga kerahasiaannya dan
hanya digunakan untuk kepentingan akademis.

Semoga kebaikan Bapak/Ibu/Saudara/i mendapatkan balasan yang setimpal.

Salam hangat,
Sondang Monika Gultom
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Outer loadings
Matrix

Lampiran 1. 7 Hasil Outer Loading

0,826
0,867]
0,782
0,854]
0,836
0,817]
0,812
0,83
0,811
0,772
0,811
0,814
0,836]
0,815
0,839
0,808
0,805
0,823
0,796
0,786
0,784
0,810
0,826
0,835
0,801
0,827
0,808|

0,79

0,805

0,797

0,845

0,857

0,817

0,812

0,830
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Lampiran 1. 8 Hasil Uji Reliabilitas

Construct reliability and validity

Overview
Cronbach's alpha  Composite reliability (r! Composite reliability (rho_c) Average variance extracted (AVE)
0,573] 0,641]
0,951 0,685
0,954] 0,656
0,942 0,668

1 Support (X2)

Lampiran 1. 9 Hasil Uji Validitas Diskriminan

Fornell-Larcker criterion

nal Support [X2)

KomitmenOrganisasional (Y)

mimpinan Transformasiona

Kepemimpinan Transf
0,555 0,827
Kemitmen O 0253 0649 0,810
0,060) 0,502 0517 0218

Support (X2}

Perceived Organi
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Lampiran 1. 10 Statistik Deskriptif

Name No. Type | Missings | Mean Median | Scale min Scale max Dhse_wad Observed S“'_"h_"d Excess kurtosis | Skewness (fmmeHmn
min max deviation Mises p value

KT1 1 MET 0 4.149 4.000 1.000 5.000 1.000 5.000 0.971 0.545 -1.006 0.000
KT2 2 MET 0 4.059 4.000 1.000 5.000 1.000 5.000 1.022 0.439 -1.021 0.000
KI3 3 MET 0 4.099 4.000 1.000 5.000 1.000 5.000 0.976 0.681 -1.044 0.000
KT4 4 MET 0 4141 4.000 1.000 5.000 1.000 5.000 0.961 0.609 -1.040 0.000
KIS 5 MET 0 4145 4.000 1.000 5.000 1.000 5.000 0.942 0.099 -0.200 0.000
KT8 5] MET 0 4134 4.000 1.000 5.000 1.000 5.000 0.913 0.740 -0.965 0.000
KI7. 7 MET 0 4.202 4.000 1.000 5.000 1.000 5.000 0.809 -0.285 -0.811 0.000
KT8 8 MET 0 4115 4.000 1.000 5.000 1.000 5.000 0.858 -0.165 -0.807 0.000
KT9 9 MET 0 4107 4.000 1.000 5.000 1.000 5.000 0.935 0.658 -0.976 0.000
KT10 10 MET 0 4153 4.000 1.000 5.000 1.000 5.000 0.988 0.969 -1.170 0.000
KT11 11 MET 0 4.160 4.000 1.000 5.000 1.000 5.000 0.848 0.084 -0.921 0.000
KT12 12 MET 0 4.076 4.000 1.000 5.000 1.000 5.000 1.049 0.733 -1.110 0.000
KT13 13 MET 0 4126 4.000 1.000 5.000 1.000 5.000 0.951 0.458 -0.851 0.000
KT14 14 MET 0 4.0595 4.000 1.000 5.000 1.000 5.000 0.987 0.259 -0.942 0.000
KT15 15 MET 0 4179 4.000 1.000 5.000 1.000 5.000 0.909 0.520 -1.007 0.000
KT16 16 MET 0 4134 4.000 1.000 5.000 1.000 5.000 0.846 -0.466 -0.733 0.000
KT17 17 MET 0 4118 4.000 1.000 5.000 1.000 5.000 0.968 0.129 -0.200 0.000
KT18 18 MET 0 4118 4.000 1.000 5.000 1.000 5.000 0.976 0.277 -0.934 0.000
KT19 19 MET 0 4137 4.000 1.000 5.000 1.000 5.000 0.910 -0.224 -0.764 0.000
KT20 20 MET 0 4122 4.000 1.000 5.000 1.000 5.000 0.961 0.661 -1.051 0.000
POS1 21 MET 0 4149 4.000 1.000 5.000 1.000 5.000 0.839 -0.057 -0.885 0.000
POS2 22 MET 0 4191 4.000 1.000 5.000 1.000 5.000 0.870 0.155 -0.870 0.000
POS3 23 MET 0 4.126 4.000 1.000 5.000 1.000 5.000 0.955 0.298 -0.843 0.000
POS4 24 MET 0 4134 4.000 1.000 5.000 1.000 5.000 0.842 -0.207 -0.822 0.000
POS5 25 MET 0 4073 4.000 1.000 5.000 1.000 5.000 0.856 -0.275 -0.725 0.000
POS6 26 MET a 4.000 5.000 5.000 -0.912 0.000
POS7 27 MET 1] 4.000 5.000 5.000 -0.803 0.000
POS8 28 MET 0 4.000 5.000 5.000 -0.844 0.000
KK1 28 MET 0 4.000 5.000 5.000 -0.863 0.000
KK2 30 MET a 4.000 5.000 5.000 -0.874 0.000
KK3 31 MET 1] 4.000 5.000 5.000 -0.898 0.000
KK4 32 MET 0 4.000 5.000 5.000 -1.003 0.000
KK5 33 MET a 4.000 5.000 5.000 -1.001 0.000
KK6 34 MET (0] 4.000 5.000 5.000 -0.767 0.000
KK7 35 MET 1] 4.000 5.000 5.000 -0.878 0.000
KK8 36 MET 0 4.000 5.000 5.000 -0.821 0.000
KK9 37 MET 1] 4.000 5.000 5.000 -0.867 0.000
Ko1 38 MET 1] 4.000 5.000 5.000 -0.994 0.000
K02 39 MET 1] 4.000 5.000 5.000 -0.823 0.000
KO3 A0 MET 0 4.000 1.000 5.000 5.000 -0.683 0.000
Ko4 41 MET a 4.000 1.000 5.000 5.000 -0.868 0.000
KOS 42 MET 1] 4.000 1.000 5.000 5.000 -0.816 0.000
K06 43 MET 0 4.000 1.000 5.000 5.000 -0.882 0.000
KO7 44 MET 0 4.000 1.000 5.000 5.000 -1.119 0.000
KO8 45 MET 1] 4.000 1.000 5.000 5.000 -0.805 0.000
K09 46 MET 1] 4.000 1.000 5.000 5.000 -0.933 0.000
K010 47 MET 0 5.000 1.000 5.000 5.000 -1.012 0.000
K011 48 MET 0 4.000 1.000 5.000 5.000 -0.842 0.000
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ABSTRACT

This study propased a conceprual model and cxamined the nature of
the relarionship berween ransformarional leadership (TFL), perceived
organisational support (POS), employee engagement (EE), and organisational
commitment (OC) amang emplayees in the Indian IT sector. It then
cxamined the mediaring effect of EE an the relarionship between TFL,
POS, and OC. The partial least squares equation modelling (PLS-SEM)
was applicd to validate the conceprual model. The findings revealed thas
TEL, POS and EE were significantly and positively related to OC. TFL
had a grearer significant effect on OC than POS, EE was found ro partially
mediate the relasionship between TFL, POS, and OC. Control variables
had a weak effect on EE and OC. However, Multigroup Analysis (MGA)
revealed a significan difference in the EE of TEL berween the lower and
middle level managers. The findings confirm that direce policymakers
and HR deparrments influcnce TFL and EE by adopting organisational
inrerventions. Besides, its effect is also manifested in increasing the posirive
avtirude and commitment towards the employees’ work.
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According 1 repores by several global consulsing firms such as Nasscom and McKinsey, the
Indian IT sccror accounted for 8% of India's GDP in F¥20and is expected ro graw to 10% in
FY25 (IBEF, 2021; Mathur, 2021). Despite thriving, the [T sector in India is confronting many.
extemal challenges, including growing insccurity smong co-workers and disengaged cmployees,
which is leading to seshuffling the internal equilibrium of the [adian IT sectar (Manjunach
& Chandni, 2018}. It has becomie a challenge for the IT sector 1o keep its employees engaged
and commined (Ahmad & Oranye, 2010). According 1o Rana ot al. (2019), TEL and POS
can probably screngehen the commirment of the Indian IT sector to achicving compericive and
affirmarive business advantage by ensuring EE towards OC.

There is a dearch of studies that confirm a systematic relationship among TFL, POS, EE, and
€. To bridge this gap, this study proposed a model so examine the natuse of the relationship
between these variables. Subsequently, the mediating effect of EE on the relationship herween
TFL, POS. and OC in Indian T sector employees was cxamined.

The navelsy of the study is noreworthy in the sense that the factors examined have not been
studicd in the Indian and global context before. Most norably, no prior study has successfully
validted the mediating effect of EE an the relationship berween TFL, POS and OC in the Indian
IT secvor. This study merirs the combination of explorarory and descriprive analysis, The partial
least squares equation modelling (PLS-SEM) was applied ta validace the study’s model. This was
followed by hyporhesis development, rescarch methods, result and discussion, conclusions, and
implications.

2. THEORETICAL BACKGROUND AND HYPOTHESIS
DEVELOPMENT

2.1, LINKING TRANSFORMATIONAL LEADERSHIP WITH ORGANISATIONAL COMMITMENT

Several existing studies have confismed the posicive relationship berween TFL and OC (Lo
eral, 2010; Othman exal, 2013). However, based on the cheoretical background, the present
study followed the study of Allen and Meyer (1990) 1o examine the association of TFL with
EE and its role in enhancing OC. Rahmawari (2019), Silitonga et al. (2020), and Udin (2020)
found the positive and significant effect of TFL on OU, Their findings concluded that if TFL
could be utilised correedy, emplayees’ sarisfaction and OC would be berter formed, The same
findings were confirmed by Cavazotse eral. (2020}, Gulluce er al. (2016} explored the significan
relationship berween TFL and OC as perceived by bank employees in Kars, Turkey. Malik et al
{2017) affirmed the same in case of Islamic banks of Pakistan, Given these nores, the following
hypothesis was formulared:

* HI: THL is poitively related 10 OC.

2.2, LINKING TRANSFORMATIONAL LEADERSHIP AND EMPLOYEE ENGAGEMENT

Schaufeli (2015) was a ploncer in embedding the leadership style as a precursor in the JD-R
model (Bakker & Demerouti, 2007) and provided a theorerical basis for TFL and EE. Many
studics claimed 3 positive and significant relacionchip beoween TFL and EE (Park, 2019; Lin
et al,, 2020). Amor et al. (2020} and Balwant ec al. {2019) findings supported 1 positive link
berween TFL and EE in the rourism secror and recail sectar (10 shopping malls), respectively.
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Relagio. da Lideranga Trans e do Suporte Org 1
bido com o € o I: O Papel Mediad
do Engajamenta dos Funcioniries

RESUMO
Este estuda propés um modelo conceirual ¢ examinou a narureza da relagio entre lideranca
1(LTF), izacional percebida (SOP), it d iondri

(EF) G iacional (CO) s do setor de Tl indiano. Em
seguida, o efeito mediador da EF na relagio entre ITE, SOP ¢ CO foi examinado. A modelagem
de cquagies de minimos quadrados parciais (PLS-SEM) foi aplicada para validae o modelo
canceirual. Os achados revelarsm que LTF, SOP ¢ EF foram significariva ¢ posirivamente
relacionados a0 CO. A LTF teve um efeito mais significativa no CO do que o SOP Verificou-se
que 3 EF medeia parcialiment a relacso entre LTE, SOP ¢ CO. As varidveis de controle riveram
wm efeiro fraco em EF ¢ CO. No entanto, 1 Andlisc Mulrigrupo (MGA) revelou uma diferenga
significativa no EF de LTF entre os gerentes de nivel inferior e médio. Os resultados confirmam
que os formuladores de politicas dirctas ¢ os departamentos de RH influcnciam a LTF ¢ a EF
adorando intervengbes organizacionais, Além disso, scu clcito ambém se manifese no aumento
daatisude positivi ¢ do compromisso com o trabalho dos funcionirios.

PALAVRAS-CHAVE
Lideranga Transformacional. Suporte Organizacional Percebido, Envalvimento dos Funciondsios,
Compromisso Orgunizacional, PLS-SEM

1. INTRODUCTION

Th is limited anly w acquiring h I, maingi d them.
i s wark lives. However, the increasing focus of academia and. practitiancrs is on emplayee
engagement (EE) (Mansur & Felix, 2021), and they leave no stone unturned w discover new
approaches to identify thar EE is associated with work-relared employee arcributes/outcomes
such as organisational commitment (OC) (Bagga & Haque, 2020), productivity, and ultimare
performance (Cole e al., 2012). The antecedents of EE that are gaining aention in the cursent
seenatio are transformational leadership (1¥L) and pesceived organisarional support (POS)
(Balwanr et al., 2019). Although styles of leadership, TFL has a greater impact
on EE and OC (Al-Serhan ecal., 2021; Hnmm,npm 2020; Jekelle, 2021; Susucu ex al., 2020)
Lai ex al. (2020) staed that emplayees morivated by rransformational leaders are more engaged
in their work, leading to berter task performance and OC. Casado (2018) and Lakshmi (2020)
further expliined thar sransformational leadess are generally cager and upbear, which exents the
same oprimistic influence on the employees around them. Employees in today's multinational
culture have high expecrations of their organizaion (elix & Cavazorte, 201%; Felix, 2020),
which prompred sesearchers 1o explore whether POS ereares an emational connection with
the organization. However, there is 2 paucity of exhaustive studies on the contingencies that
restructure various cortelates of engagement such as leadership and POS (Bakker eral, 2011)
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They further revealed that wransformarienal leaders foster by accessing resources and
apportunities. Qabool and Jalecs (2017) concluded that TEL nat only significanly positively
affects OC but also has 2 more substantial effect on EE. The above discussion forms the premise
that the TEL style strengrhens BE: therefore, the following hypothesis was praposed

o H2: TFL is positively related w0 EE.

2.3, LINKING EMPLOYEE ENGAGEMENT AND ORGANISATIONAL COMMITMENT

The consistent findings of many previous studics suggesed EE as an antecedent of OC and
concluded that EE has 3 positive relatienship with OC (Ahakwa ecal., 2021; Linggiallo ec al.,
2021). Based on the Indian IT sector, Lolitha (2015) examined thar EE pasitively affects OC.
Simiturly, Rameshkumar (2020) and Suciyem (2020) concluded  positive association berween
EE and OC (affective and normative) in the banking sector. In this sense, the hypothesis was
formulared char:

© H3: EE is positively velited to OC.

2.4. LINKING TRANSFORMATIONAL LEADERSHIP AND ORGANISATIONAL COMMITMENT
THROUGH EMPLOYEE ENGAGEMENT AS A MEDIATOR

Purvanova ral. {2006) found char EE serves as a significant modiaring variable berween TFL
and OC. Thereafter, Park eral. (2021) confirmed the similar mediating effect of EE berween TFL
and OC (affective], At present, the literanure docsnt carraborate the relasianship berween TFL
and OC through EE as a mediaror in the Indian contest. To the best of the authars” knowledge,
no prior study bas yer cxplosed the mediating role of EE an the relationship beoween TEL and
OC, especially in the Indian 1T secror. Given these nases, the following hypothesis was propesed:

o H4: EE mediates the relationship betiween TFL and OC.

2.5. LINKING PERCEIVED ORGANISATIONAL SUPPORT AND ORGANISATIONAL COMMITMENT

The pasitive relarionship berween POS and OC is conceprualised from the perspective of the
sacial exchange (Blau, 1964). Many researchers fundamencally idensificd POS as a predicror
of OC and praved a positive associarion berween POS and OC (Khurram, 2009 Panaccio
2 Vandenberghe, 2009). Arshadi (2011) conducted a study an 325 employees of industrial
organisations in lran and found that POS was positively related to OC. In the sudies by Donald ex
al (2016) and Aube etal (2007), authoes found thar there was a signifieant eelationship berween
POS and affective commitment (AC) and berween POS and continuance commitment (CC)
but found no significant relationship with normarive continuance (NC). Similarly, i a study by
Sherwani (2019), the authors revealed a significant and pasicive relationship berween OC and
POS. In conclusion, the findings of e g studics seinforce the face, or undersnding. thas
the ion will cagerly d and support to its employees, while
cmplayees in recurn respond and get paid b, demonstrating organisaional commirment (Garg
& Dhar, 2014). Hence, the following hypothesis was prapased:

+ H5: POS i pasitively related 10 OC.
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2.6. LINKING PERCEIVED ORGANISATIONAL SUPPORT AND EMPLOVE

GAGEMENT

POS s scen as an important construct for understanding mativarion amang cmployecs,
sesulting in greater employee engagement. Kurtessis et al. (2015} shares thar emplayees with low
POS ate mote skepical. whereas, when POS is high, emplyees find their work cnvironment
acecptable and are mote engaged in their work. Abundant refecences confirming a positive
and significant effece of POS on EE can be found in the existing literature (Dai & Qin, 2016;
Murchy, 2017; Imran e al., 2020). In line wich the current scudy. Sihag (2020} established 2
s selaionship bevween POS and EE among 420 IT piofesionss i the ndion region
The in-depth analyses furcher revealed that requisite suppy Id incee
the level of among mid-level [T Is. Based on these the
following hypothesis was proposed:

+ H: POS is pasitsely related to EE.

2.7. LINKING PERC SUFPORT AND COMMITMENT
THROUGH EMPLOYEE ENGAGEMENT AS A MEDIATOR.

It is recognised that when employees experience a higher level of organisational support, it
sesults in 2 highet level of participation (Gupta ct al., 2015) which is reflected in the form of
higher achievement, OC, and performance. However, unless the POS gives impetus for more
EE. itmen based on I will not be onc of In addicion,
according 1o the social exchange approach based on the SET, employees act as social beings
when exchanges occur and bank on reward and pecform cost analysis (Blau, 19641, Schaufeli
and Bakker (2004) further contributed that emplayees with highet levels of engagement, which
stems from POS, tend so reciprocate with affective commitment. Lee and OK (2016) noted that
favouricism done to employees might include affective commitment, Morcoves. based on the
findings of the following ics, the present study intervening role
of EE on the relationship berween POS and OC (Biswas & Bhatnagar, 2013); POS and affective
commicment (Gokul et al., 2012). To the best of the authors’ knawledge, no peior study has yer
explored the mediating role of EE on the relationship berween POS and OC, especially in the.
Indian IT sector. So, the following hypothesis was proposed:

v H7: EE mediates the relationship betiveen POS and OC.

After a thorough literature review, minimal empirical studies were found thar swudied POS,
EE, and OC rogether and studied these variables with the mediating role of EE. Whereas to the
best of the authors’ knowledge, there is no such study available in che context of the Indian IT
sector. As a result, the execution of chis study in the Indian IT sector became important enough
ta caver this licrature gap.

The proposed conceptual framework (Figure 1) indicates thar TFL and POS (exogenous) have
a significant relationship with EE. which in urn indicare a positive relationship (incervening)
with OC; and TFL and POS also havea di i i ith OC. The th 1
rationale fot cach propased tclationship in the model is duly discussed in the relevant seerions
of the literature review.
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Table 1
Demogiphic infirmasion of the respandews i the chacresritios of the organizations
Factor | Chamcreristics Frequency  Percentage (%)
Conter Male 195 55.1
Fe 159 449
=) years 127 n9
Age 3135 years 158 531
235 years 3 1
Educational “Graduate 171 i85
Qualificat Shasrer 153 517
Non-managerial i Emplayees 26i
L 55 10211 pears b
anagerial inich ML :Hm-'l::an ad 138
ﬂ'pmen:e level)
UL =15 years 18 51
o s .
Direct Repart L 15 <20
uL 20
Values
Name (revenue; mkecaps
cmployees)
1524.978; 8453.378;
res nAzM
§73715: 2820288
Infns i
HCLuech, 656.438; 1533.708;

0.1763M
0378 1530430
Wipro lud 0.1600M

Redingian India kd. 479.968; 44388 1.561K
351198 70LA18;

Tech Mahindrs Id. D3N

100.148; 203.028;
Lactld BIK
Mphasis I, 79.738: 17.388: 12K
Mindree Ird 73750 118.558; 21K
Hesaware Tech,Ird. 53,068 101,655 18291K
Toul 354 100

Mate. Revenue and marke cap values are in USD. LL, lower level: ML, middle Jevel; UL, upper level; B, billian;
M, millian; K, thousand. HCL rech., Hindustan Computers Technalogy Itd; L&CT, Liren & Toubeo Infatcch

Ind; TCS, Tara Cansultancy Services.
Sanrce: Authors.

Initially, Google Forms were circulated theough various social networking sites, followed
by a face-to-face approach as both appraaches were required for the maximum passible cqual
tepresentation of all demographic characteristics in the sample (Kumar & Nisa, 2021a; Kumar,
2022). Duc to bias in the lower level of personnel. the telephanic/face-to-fice mechods were
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Figure 1. Propacd Conecpeusl Framework.
Saurce: Authars.

3. RESEARCH METHODOLOGY

3.1, SAMPLE CHARACTERISTICS AND SAMPLING

CHNIQUE

For the rarionale of the preseat study, a descriptive rescarch design with a survey approach
was considered. Since the sampling frame could not be determined due tw the pandemic, the
Purpasive sumpling rechnique with elements of Convenience sampling was adopred 10 get
responses from the op 10 1T companies in India. Rating firms ke Deloitse. Grriner, MeKinsey,
and othes rate top IT companics based on theie revenue. Correspondingly, informatian on the
Tip 5 IT Comparies in India by sevenue is provided by [BEE TECHGIG, and other sources.,
Since the cursent study did not want to be limited w only the op 5 /7 Companier based on
the Top 10 IT campanies were sclected {irmespective of a slight mismarch in ranking)
able anline soueces based on revenue. markes cap (moneycontrol.com, 2021), and
. 2021). The companies thas were approached for
collecting the dara include Tara Consultancy Services, Infosys, HCL Technologies, Wipro Lid.,
Reddington India Ltd., Tech Mahindra Lrd., Larsen & Toubro Inforech Ld_, Mphasis Lid.,
Mindtree L., and Hexaware Technologies Lrd. See Table 1 for the seventie (in USD), market
ap (i USD).and el couns o hese companics

The data d was fram April 2021 ber 2021. The study focused on
the praminentciries of Delhi and the Narional Capital Region (NCR), where several mulinational
IT comjpanies have their offices (including the wp IT companies). Delhi-NCR s the ideal
place Tn India to study employee behaviour with people of different cultures and diversicy
and a dense population of 28 million (Delhi, 19; Noida a Greater Noida, 1.057; Gurgaon,
1502011}, Faridabad, 3.8; and Ghasisbad, 2.78) (Kumar & Nisa, 2021b). Self-administered

4 d (consisti

mainly of telcphanic intervicws followed by face-ta-face methods). The sampling elements in
this study comprised horh non-managerial (cmplayces) and managerial professionals emplayed
in Delhi-NCR. Non-managerial (employees) and managerial professionals were chasified on
i basis of expericnie (1op .l 2020) and p:m:uhrlyan diect repurts (Sarsos exal., 2015).

and
‘managerial professionals were classified intw theee levels, including bow level, middle level and
uppet level, See Table 1 for classification and other essential decails.
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adoped ro receive respanses from middle and upper | s Overall, £10 resp
received. Th d ho didn't he cri for a minimum k i 5
datl di for arespondent in ledershipyp weren' considered.
buained which s considercd sufficient far further suaistical

Thus, asample of 354
analysis (Roscoc, 1975; Falec al., 2009), especlally for PLS-SEM. (Goodbue et al,, 2012). Fible !
shows the descriptive statiseics for the demographic variables.

3.2. RESEARC

DESIGN

In the exploratory phase. existing studics wete scarched for coverage and gaps. In the descriptive
phase, quanricaive daa analysis wis p_.forma 0 arive  speifc fndings with che help of
ddhrougha

inco two pares. The first parc ufrh:qur_nmun_um included the personal information bank of
employees as displayed in Fable 1. The second part contained indicarors adapred from standardised
instruments (smlr_:) to measure the latent construces, including ransformaional lL-adr:nlnp
(TFL).p sarional support (POS), employce eng (EE), and

commitment (OC), as shown in Table 3. All the items were rated on the 5-point Likert scale
(1=Strangly Disagree, 2-Disageee. 3-Newrral, 4=Agtec, 5-Strongly Agece). Previous rescarchers
have adapred the certified scales accarding to the suitabilicy of their studics. For instance, Lin
etal. (2020 12-irems), Hai et al. (2020; 8-iems), and Hee ¢t al. (2018; 10-icems) adapred the
shortened version of Multifactor Leadership Questionnaire (MLQ) developed by Bass and Avolio
(1995) for TFL Jin and Tang (2021 and Imean ecal. (2020) adupted che shortencd version of
Seitems POS scale given by Eisenberger ex al. (1986). Balwant ex al. (2020) and Vermeulen and
Scheepers (2020), adapted the shortened version of 9-itens from Uttecht Work Engagement
Scale (UWES) developed by Schaufeli et al. (2006) for EE. Craw e al. {2012; 5-items) and
Palalic (2020; 1 2-items) adapred the shortened version of OC developed by Meyer eral. (1993)

Based on the evidence from these studies, chis study adapred 20-items for TFL, -items for PO,
9-itenns for EE, and 1l-items for OC from above-mentioned scales. Refer ta Section 4.3 and
Table 2 for more details.

The li Bstantiaes chat d hic ch

may pa

employee w their which may
in chis study. Therefore, the direct effects of gender, age, cdu:annmlqmllﬁ(nlmn and devignation
on OC were examined as control variables. Demographic variables were coded as dummy
variables and the assigned codes were as follows. For gender, male = 1 and female = 2. For age,

<30 years = 1, 31-35 years = 2, and »35 years = 3. For education qualificarion, undergraduare
=1, =postgraduace = 2. For designation, employee = 0, junior level = 1, middle level =
upper level = 3.

4. RESULTS & DISCUSSIONS

4.1, ASSESSMENT OF COMMON METHOD BUAS

The dara for the conceprsal models utent vasiabl fram che singl dencsina one-
time survey data, so common method bias was w be cffecrively examined. Therefore, procedural
and staristical approaches were assessed for minimizing the potential common method bias
(CMB) (Podsakoff et al., 2003). Regarding the procedural procedures, the auchors ensu
confidentiality and anonymiy of the da provided by the emplayees as this controls the passi

the
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that the ltspond»cnu ould sespond il o dishoncsly (Podsoff . 2003). Ao, the
proposed mode t reduce ¢ cause
and effect association among the latent constructs (Kumar, 2022). As considering the statistical
techniques, a full collinearity tese based on variance inflation factors (VIFs) was recommended
by Kock's (2015h) and Kock and Lynn's (2012) procedure in Smare PLS-SEM. This approach
explains that when an inner VIFs value was 2 3.3 threshold, indicating a collinearity issue, it
ultimately suggests the presence of CMB. The inner VIF valucs for the proposed conceptual
model ranged from 1.267 to 1.701, implying thar CMB was not a significant ssuc in this rescarch
scudy. Refer to Section 4.4 and Tible 4 for more desails.

4.2. DATA ANALYSIS PROCESS.

PLS-SEM was applied to investigate the association of the four variables: TFL, POS, EE, and
OC. Smarc PLS v3.3.3 was practised to validate the study’s research model. In utilising PLS-SEM,
evaluation of the conceprual model involves two scages (Hulland, 1999). In the first phase, the
measurement model with relibilty and vlidiy of the v:uuh]cs were asessed. In the second
step, seructueal model ips between variables
were estimated (Dimaunahan & Amora, 2016).

4.3. ASSESSMENT OF THE MEASUREMENT MODEL

F:‘urezduphys the structural model eeflcting sl variabls along with their actorsloading,

ing cffect of EE on the relationship between TFL-OC & POS—OC, and combined

50 i conrl vaables (CVs) on OC. The Explained Vasiance (R?) for EE and OC were
obsained 1 0.571 and 0534 repectively (.. above moderae). This sty included CVs .,

a nder, designation and

variables wil
study (Kumar, 2022). Huwrvev, the mulu mdxncd lhc insi
the actual effect of CV variables, de

Figure 2. Structural model: regr
Source: Authors.
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Table 2
Measurement Model
p— s,::,‘:‘_":,,,"’::" Loading AVE  CA CR
TFLL: My leadler instills pride in me for being associated with himiher 0744
TFL2: My leacler goes bepand sel.interes for the good afshe proup 0626
1903 Acts in & way shar builds my respect 0638
T¥L4: Displays a sense af powes and confidence 0796
TELS: Talks abous their most imporsant values and belich 0.693
116 Speciies the importance of having a scrang sense of purpose 0705
T$17: Considers he maral and ethical consequences of decisions 0679
“TFLS: Emphasises the imporiance of having a collective sense of mission. 0728
“TFL9: Talks aprimistcally sbout the furure 0756
“TFLID: Envisions exciting new poasibilitics ar hand 0.761
Basand vl 1995 "mmm":w"m:mmdm - e 115 0990 0955
“TFLI2: Expresses confidence thar goals will be achieved 0705
19113 Socks diffesing porspectives when sobving problems 0723
THL14: Suggests new wayx of laoking a how ta complere sssigamenss 0675
“TFL13: Gains input from others in solving 2 problem. ori6
1$L16: Spends sime waching and coaching 0647
THL17: Trears all eonployees as individuals rrher than just s member of the group 0778
TELIS: Consid baving different nesds, sbilices. and fram oshers. 0714
“TFLI9: Helps me ra develap my screngh. 0758
1$120: Examines assumpeians w0 quessions w verify accuracy. 0648
POSL: My organisrion suangly considers goals and values. 0L
POIS2: Cares shout my well-being. 0.897
Eenberger ccal. (1988) POSY: Forgive an haness mistake on my pars 0572 051 0909 092
POS4; Cares shous my apinions. 0503
POISS: Help i nvilable from my organization when | have a prablem, 0529
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Figure 3. Strucrural models: regression values of construces showing direct and indirect effect (miniature model)
aftes exclusion of CVs and tw items having factor loading 20.6, <., EES (0.597) and POS (0.565).
Source: Authors.

change in R by including all CVs in the model (Figure 2) and subsequenty eliminating chem in
the final model (Figure 3). After subtracting the R value of the initial model including CVs with
d\e final mnd:l cxdudmg CVs, the change in R* value was obrained as 0.008 (0.554 - 0.546),

dicai in R* with the incl fCVs in the model (refer o R*
values of Figure 2 & 3). Nevertheless, the study analysed the control vasiables by grouping them
into a single reflective variable using the PLS-SEM bootstrapping technique (5000 boorscrap
samples) (eefer to Section 4.6).

The manifest conseructs assessed theoretical variables to examine the PLS-SEM measurement
model. PLS-SEM employed a reflective model to gauge the constructs, and its items/factors were
evaluated through convergent and discriminant validity (reliability and validity results). Firstly,
the reliability of the scale was scrutinised by Cronbachs alpha (CA) and composite reliability
{CR) (Hair ecal., 2011). Secondly, convergent validity assessed che value of the set of irems in the
same manner as was exphained by the respondents and gauged by average value extracted (AVE)
measures. Lasily, discriminane validity determined the items related to one construce should not
measure the indicators of the other construct (Kock, 2017). As shown in Table 2, all the factors’
loadings were scatistically sigaificant and were equal or grearer than the minimum cut-off value
ofo 5 (Barclay ecal., 1995; Kock, 2015a). However, this study included all the facrors 20.6 and 2
. EE§ (0.597) and POSS (0.567)) wuen:mwcd duc o factor loading <0.6. Evenuully
46 items with fictor 0.626-0.8¢ d. Table 2also displayed that
TFL, POS, EE, and OC met the criterion Sorulnbu scale. CA and CR were used o measure
the internal consistency of the scale. All the values of CA and CR surpassed the minimum limic
value of 0.70, showing good reliability (Chin, 2010). Next, to ensure the convergent validity, the
AVE for all atent conscructs should be 0.5 (Fornell & Larcker, 1981 1) Sinceall coeficients of

AVE were 20.5, elabil d the approptiate model.
. BBR, Bess. Bus. R, FUCAPE, Espica Saano, 212, 20221196, 2024
Tible2
G
BER e A v s tnirrr Lowing AVE €A CR
Posex - ek specia o
Eisabicgs e L. {1986) - POS7i My rgasizaion shows eyl concenn fos ™ a2 0t 0w oo
12 PSS, Fgven e oppeiinity, mp ogansaon wosld ke adraptageof . 0s6s
EEL s morky e illy rgeic osa
EE2: 1 forge everyshing <l saund e while ki, ore
EES:Lam enthwecic abauemy work. )
EEG My work iplied me. ooz
etk GG g5 1 amprad afthe work | do. 07oi 0ss nEE aon
EEG: During wock. | el s and vigorous. o7t
EE7: el happy when 1 wark incmely o
EER- el the wark | do hat  purpose. o
EED. L i iy vk o7
OC1: Happy 1o spend my carer i this aranaaion. o
OC2: 1ee s i oganision's prble s my aw, o
0C3 Organiaaion hs  gres deal o pesonal mesning o e o
oci: Jdmmll-d‘ﬂwvilmi"yi(mh:dmvhilwymmxm". o
Je— " wamed o 0811
Meperesal (1993 ocs: wmmnnrmw.kwumm,.,dmwgr.m,n.p..mn.. omi om0 09l
0 Righ it my o 31 1 ko deire, 0640
OC8: T woult el gy i et thic oganizaion e 060
0C3: This rganiasion deerves my Lol e
ookl orin
acu |n..“,..-.az.1..,.i..m,,mu.,.. )
N A, Gronbacks lpha; CH, <ormpo o HL Jeudeship; POS,pesceied

iaarional suppors: EE, m,l«ym.wem. OC, anganizarionsl commirmens.

Saurce: Authars,
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Tble 3 exhibies the mean (M), standard deviation (SD}, and the square oot of AVE cocflicients
and correlation among the larent constructs ta reveal the discriminant validiry of the construct
developed by (Fornell & Larcker, 1981), The mean values of the study vasiables shown in Table 3
indicared har EE was higher on the average scare (3.64), follawed by OC (3.59), POS (3.47),
and TFL (3.41). All mean valucs were well above the neutral mean score (2.5}, concluding this
as a pasitive sign for the 10 organizations approached in this study and suggesting thar theic
employces demonstrared a supportive behavious roward these domains.

Table 3

Dscriminant tulidiny and carvelasion cacfficients af camseructs
Construct M sD EE o ros TFL
EE 364 074 0.763 -
oo 159 n7s 0.658 8731 -
PrOS 347 073 0.392 0509 0.807 -
TFL 141 0.78 0.5% 608 0.459 4718

Nore. M, mean: SO, standard deviatian; Diagonal clements depict square raot of AVE coefficienss. O Dizgomal
clements shows the carrelatian berween construces. Refer Tibie 2 for variables' abbreviatians.
Source: Authors.

As required, the square roats of cach latent construc’s AVE (diagonal values) were geearer
than the off-diagonal values as proposed by (Flair et al, 2011). Thus, the results showed that
the measures used in the study had adequate discriminant validicy.

4.4. ASSESSMENT OF THE STRUCTURAL MODEL AND MEDIATION ANALYSIS

The study urilised the buorstrapping rechniques to caleulare the indirees effect of the coneeprual
mediarion madel as propased by (Preacher & Hayes, 2008 Hair e al., 2011). Figure 3 displays
the serucrural model of the present study reflecring all the loading of the factors (variable) and
items along with the mediasing effecs, However, this sudy included all the facrors 20,6 and.
semoved 2 irems {fi.c., EES (0.597) and POSS (0.565))

Table  exhibirs the parameter resules of the direct effecemadel. Tirse, the path analysis revealed
that TFL was pasitively and significantly associared with OC. { 6, p=0.000, H1 supporced)
This implies that if cransformational leaders are sound in the organisation, employees' commitment
towards the firm becomes more cvident. The resules of this srudy were alse substantiared by
previous rescarch studies (Feizi et al, 2014; Qaboal & Jales, 2017). First, the existence of
cransfarmarional leaders plays 1 vital role in enhancing employees’ commitment, crearing a positive
environment, and developing emplayees’ morale. Second, the path analysis showed a positive
and sigaificant relacionship of TEL with EE (=0.523, p=0.000, H2 supported). This positive
selarianship indicared chat EE increases when employees experience transformational leadership
in the organisarion. The finding of this cursene srudy was consistent with prior rescarch papers
{Bexuidenhour & Schultz, 2013; Singh, 20193). Third, fuscher analysis revealed that EE had 2
positive and significant relarionship with OC (= 0.417, p=0.000, H3 supparted). The finding
was in line with the study of Prerana (2017), This affirmarive relarionship concluded thar an
engaged employee was satisficd with their job and invohved with the work role (Cavalcanti ecal.,
2022). It lee to the sense of cmplayees’ commitment cowrds the organisation, Fourth, the findings
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Similarly, che indircct effect of EE on the relationship berween POS and OC was also found
statistically significant (B= 0.063, p=0,000, H7 supported). The VAF was calculased at about
21.57% (0.2157), wich an indircer cffect of 0.063. Heace, the findings confirmed thar EE alio
partially mediaces berween POS and OC and thus covers ehe literanure gap. In addition, this
implicd that the emplayees felt 1 sense of helonging when they recognised the support from the
organisation, and as a result, the EE automatically incseased, which evenrually led to the OC.

4.5. MODEL FIT AND EXPLAINED VARIANCE (PREDICTION POWER) OF THE MODEL

The predicting power of die model was assessed theough the structural framework with the
presence of a mediaror (i.c. EE) by investigating the cocfficient of determination (R of the
endogenous constructs. R explained the amount of variance in the latent construct. As shavwn in
Figure 2, the R* values for T and OC were obrained 37% and 54.6%, respectively [t described
that the model had a moderate predicive value and was able to exphin all the endogenous
construcrs. (Hair eral,, 2011; Henseler et al., 2009). Thereafies, the blindfolding procedure o1
the Stone—Gelsser F (PLS-Predicr) was perfarmed to ascertain the predictive selevance of the
structural model with the cross-validared redundancy index (CF) for endogenous constructs. 1f
all Q@ values are above zera, evidence pointed that the model has predictive relevance (Chin,
2010). In Table 5, the findings confirm that the scructural model had a significant predictive
selevance. More precisely, the Q*value for OC and EE were 0.418 and 0.396, which was well
abave zero, indicaring the model’ predictive relevance. The effect size (Cohen's F) for TEL=OC,
POS—EE, and POS—=OC was found above small (i.c., 0.085, 0.029, 0.088), Whereas the effect
size (Coben's F) far TEL4EE & EE-OC was found above medium (i.c., 0.343, 0.241)

The model fit results obtained the SRMR value 0.063 (<01.08), indicating thar model fir was
achieved (Hu & Beneler, 1998). The sms Theta less or equal to 0.12 indicated a well-ficed model.
The rms Theta for the current study was achieved as 0.124, which indicated a well-fitred model
(Hair et al., 2017). However, the model fit is 4 rising field; unlike in CB-SEM (confirmatory
analysis), its urilisation is not mandatory in exploeatory and predictive analysis (ie. PLS-SEM)
{Hair et al, 2017; Sarsteds ex al., 2011; Kumar, 2022).

Table 5
Mardel it effct size, ame grectictive relevance
Pash relationship 3 '3 SRMR RMS,
TFL—= 0C 0.085
THL— EE 0.343
EE - 00 0.241
OIS — OC .08
POOS — EE 0.0
EE (MV) 035
0C (V) 0.8 0077 ni2d

Note is the Cohen's (1988) effect size (£2): 0.02=small, 0.15=medium, 0.35=large; MV, medisting variable; DV,
dependent variable.
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Table 4
Tirnanseserspeir af the dinecteffce el

Hypothesis l=|nl::{:ﬂup DE sp | vvalue ) Poslue Rewls  VIF
0 THL=OC 0256 anm2 BUD  Suppored 1701
2 THL — EE 052 ansi BOI0 Suppored 1267
H3 EE=0C 217 Q046 9055 B0 Supponed  15ES
Hs POS 40 0229 W06l A7E B0 Suppored 13D
Hé OS — EE 1152 0058 2603 B9 Supponed 1267
Mediation effece
(IDE)  (TE) (VAR
Hi TRSEE aas 04m nde0 008 652 BMO Sapponed

""’;l,tt 0063 0292 D216 0073 2407 B016  Supported

v effecr; IDE. indirecs effect: TE, rosal effect {DE + IDE): $£, standard ervor; VAE value ad jusrment
facor; Refer Tible 2 for variables’ abbseviasions

Sowrce: Authors.

showed that POS and OC was significantly positive (B=0.229, p=0.000, H5 supporeed). This
finding was also corraborated by previous research works that determined POS asa determinant
of OC (Aljj eral, 2013; Moh h, 2016). They indicated that arganisational
suppore leads human resources to build a sense of pleasure and belongingness in their company:
sesuliing in enlarged organisational commitment. Finally, pah resulis sevealed a pusicive and
significant relationship berween POS and EE (B=0.181, p=0.000, H6 supported). This pasitive
selutionship implied that when the firms value employees' concribution and care about cheir
camforr; they fed vigorous and morc cngaged in their job roles. These results were corroboraced
in previous sudies linking POS to EE (Kose, 2016; Koodamara, 2019). Mulsicollinearity was
measured theough VIE To eliminare the possibility of mulricollincariry issues herween variables,
the vasiance inflation facror (VIF) should be = 3.3 (Kock, 2017), and as can be seen in Table 4,
the VIF values for all vasiables were below the maximum threshold value,

4.4.1. Mediating effect

Table 4 explains the parameter results of the mediation medel. The indirect effect of EE on
the relationship berween TEL and O was found scatistically significant [[= 0.218, p=0.000, H4
suppored). To further check the strength ofthe indirect mediating effect, VAF (value adjustment
factor) was used by dividing the indiscct effect value by toral cffect value. I VAF < 20 % the no
mediation occurs, iFVAE > 20 but < 80 % concluded partial mediarion effect, else VAF » 80 %
sesulis in Full mediation effect (Haireval., 2012). The VAF for Hé was calculared about 46.08%
{0.4608), with an indirect effect of 0.218. This confirmed thar EE parcially mediares herween
TFL and OC and thus covers the sesearch gap and concludes that a significant increase in OC
can be seen if leaders with a ransformarional style encourage higher EE in the organisation
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4.6, DIRECT EFFECT OF CONTROL VARIABLES ON THE ORGANISATIONAL COMMITMENT

Tiable & exhibived the direce effects of the control variables and the comprised groups on OC.
Four control vasiables (gender, age; qualification, and designation) were included in the model
and amalysed to determine whether the degree of their impact on organizarional commirment
was significant. The resules emphasized thar the relationship between gender and OC was highly
insignificant (0,05}, indicaring gender as an inexpressive variable of OC among IT employees
in the sudy area. Furcher in-depth analysis revealed thar there was no significant difference
berween males and females in their commitment ta the orgasization (>0.05). The findings were
in line with Kuruuzum et al. (2009), Mathicu and Zajav (1990), and Mwesiwa et al. (2019)
and in contrasr o Aydin eral {2012). In which author reported thar males have higher levels
of commitment than their female counterpares. Similarly, chere was no significant effect of age
on the OC (0.05). Fusther, there was no sigaificant difference aceoss all age groups on the OC
{=0.05). This was in consistent with Kuruuzum et al. {2009) and Igbal eral. (2011} and in conteast
with Nanjundeswaraswamy (2021) and Mwesiwa e al. (2019). Educarion level failed to reveal a
significant effect on OC by a small margin ac the 0.05 significance level (p = 0.065). This finding
was in Jine with Mathicu and Zajac (1990, Iybal ecal. {2011), and Manjundeswaraswamy (2021)
and in conteast with Lok and Crawfoed (2004). However, further analysis confirmed that employess
ar the postgraduare and above education level had a positive cammitment ta the organization
compared to undergraduates and below, concluding that employees’ organizational commitment
increased with their education level. Ultimately, as with other demographic characteristics, the
regression results also showed no significant effect of designation and camprised groups on OC
{20.05). This finding was consistent with thar of Lok and Crawdond (2001), Kuruuzum er al.
(2009, and Nanjundeswaraswamy (2021} but in contrast to Mwesiwa et al. (2019).

Table 6
el of direet eféca af cantral veriables aond comprized gross om €.
Path relationship B SE tovalue povalue oyl
Giender — O 0.005 0078 10z 019
Male —+ OC 019 193 1026 0.305
Female = O 0.198 0199 0599 0318
Age = OC 04095 0065 1681 0034
30— O 0146 0.051 2891 0004
3135 00 0.115 154 0746 0456
235 00 0139 0.077 1795 0073
Qualificarion — OC 2100 0679 1854 0.065 g
£Grnduate = OF D186 0.052 2561 2000
2P = O 0186 0068 2725 2007
Designatian — 0C 0.060, 0.044 1068 0278
Fang, = OC - 0089 0084 1.055 029
i = oc 0.178 0167 1063 0288
ML= 00 0473 0135 0540 0.589
UL 0 0.142 0.093 1518 0130

1OV, dependent variable: Emp., employee; Grad, graduae: PG, posr-gracuste: L., junios.

Hote: B, parh coefficien:
level: L, upper-level.

L, middle-level
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5. CONCLUSIONS

o studics have investgated the narure of he relaionship beeween transformational eadessbip.
pesceived arganisational support, emplayee and I These
studics have taken only the role of employecs as an cssential influencing variable and ignored
the vital role of managerial level professionals, o vice versa. The present study cxamined both
aspeces equally. The study's findings successfully contribured ro the significant disclosure thar
wansformational leadership, perceived organizational support, and employee eagagement,
sigaificanty influenced arganizational commirment. Nowably, the contibution of this study
was novel in that it provided theorerical findings to prior employee engagement rescarch by
contributing and validating aa empirical model twith significant predictive selevance and effect
size, which deflncd chat employee engagement partally mediaced the associaion besween

wansformational keadership and and perccived
support and berween perceived nrganisational support and organ Esper

in the Indian IT sector. Other significant key findings derived from the srudy were as Follows
Transformational leadership eahanced employec and ional

Perceived arganisational support enhanced employee and !

Employee engagement dircctly and significantly enhanced organisational commitment. Control
variables had no significant effect on organizational commirment. However, in-depeh analysis
confirmed thar emplayees” organizational commitment increased with their cducation level,

5.1, PRACTICAL AND MANAGERIAL IMPLICATIONS

This srudy provides insight into the emerging impartance of organisational supporr for
academicians and practitioners, as it facuscs on the engagement level of employees in IT induseries.
Thercfore, the implications of the study’s findings are able ro contribute to how leaders of
hicrarchical organizatians can empower theit employecs. Several practical implicarions emerge
ar the managerial level. Firsily, employees of [T companics express that the role of their leaders
inspircs cahusiasm amang them thaaugh discussion and conversations, Thereby they are
motivared by positive organizational goals and values which narurally inculcate in them a
sense of commitment towasds the organization's loyalty and commitment. This imply that IT
organizatians with berter transformasional leadership praceices are he key carlystin generating
enhanced levels of emplayce engagement and erganizarional commicment. In osder 10 enhance
the organizational commiement of the employees, equal opporcunity should be asured by the
IT firms in their work roles so thar the emplayees can come with enthusiasm and be deeply
immersed in performing their tasks.

Sccand, the EE’s mediating role in the POS-OC selarionship implies that senior IT leaders
should emphasize the suppare felt by employees to enhance the mentoring and coaching process

Belicving that the members of the ornganization feel that the organization cares for their well-being
and opinions, forgive their honest mistakes, provides full eiors sl specal Favor in need. As
a resuls, a higher level of work h will be

observed among the employees. The mediating mkufcmplnyc:c‘ngagcm:m in the relarionship
Sereen transformarional \cmﬂmp and organizational commitment has implications far
wansforming IT fiems’ wansformarional leaders 1o actively develop a team of enetgeric and
passionare employees with a strong perspecrive rowards cheir organization’s goals and values. Al
such cransfarmarional practices that support emplayees and take care of their needs help escablish
and strengrhen the qualicy of emplayee-organizarion relationships.
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Third, the profound findings divulge the implications that IT managers” adaption of
cransformarional leadership practices (particularly, secking divergent perspectives when solving
problems, considering the moral and echical consequences of decisions, emphasizing the
of having a callective sense of mission, anticulating and reinforcing a compelling vision,
exciting possibilicics, and ereating all emplayees as individuals) creares a positive
within the organtzation. This encourages emplayees to feel happy and energeric and o exhibic
discrerionary behaviour in the workplace, narurally leading them 1o higher engagement and
organizational commitment.

Fourth, the study outcomes propound the provision af higher levels of perceived organizational
support from upper management while developing an action plan to achicve higher levels of
emplayee engagement and positive work outcomes. In conchusion, IT firms are suggested o
‘maintin pasitive artirude and behavious in staff by i ional leadership style
while focusing on employee marivation and psychology. Simul Iy leaders are suggested ro
shaw 3 human-centred approach to achicve an affirmarive environment thar ultimarely enhances

emplayee engagement.

5.2. LIMITATIONS AND RECOMMENDATION FOR THE FUTURE RESEARCH

'

This study was cross-sectional and deals with data gathered ar one point in time, so the
path of causalicy cannor be investigated. Furthermore, few studies on employee engagement
suggest that emplayee engagement can change over time, so longiudinal analysis may also be
comsidered in furcher research. The scudy was confined to the tap 10 1T com panies locased waly
in the Delhi-NCR, 50, the findings may differ in other regions of the cousery. The model of
the presens sudy also lcaves the oprion open to inchade other variables such as tumover intent,
crganizational citizenship behaviour, job sarisfaction, rewards and recagnicion, and athers thas
may be included by furure scudics.
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