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ABSTRACT

There is little empirical data on how perceived organizational support (POS) affects organizational citizenship
behaviour (OCB), especially in the context of the University of Mumbai, as higher education institutions
depend more and more on academicians' discretionary actions to improve institutional effectiveness. In order
to close this gap, the current study looks at how POS affects OCB and investigates the mediating function of
organizational commitment. Based on the Job Demands-Resources Model, Social Exchange Theory, and Self-
Determination Theory, the study suggests that academic staff members' good work attitudes and voluntary
behaviours are fostered by institutional support. 300 academicians chosen by stratified random sampling from
connected colleges were given a structured questionnaire as part of a quantitative study design. POS,
organizational commitment, and OCB aspects were evaluated using standardized measuring scales. To test
the proposed relationships, descriptive statistics, correlation analysis, and partial least squares structural
equation modelling (PLS-SEM) were used to analyse the gathered data. Random forest method was also used
as a method of predictive analytics. The results show a strong positive correlation between POS and OCB,
suggesting that academicians' engagement in civic virtue, sportsmanship, altruism, conscientiousness, and
civility is improved by larger levels of perceived support. Furthermore, this link was found to be partially
mediated by organizational commitment, indicating that pro-social and voluntary behaviours are encouraged
by supportive institutional environments that enhance emotional attachment. This research confirms that
increasing professors perceived organizational support has a significant effect on improving their
organizational citizenship behaviour by putting into place equitable policy frameworks, acknowledging
professors, providing professional development opportunities and encouraging professor leadership. It will
help University Administrators and Policymakers generate academic staff who are cooperative, committed
and high-performing in the workplace and will contribute to advancing both theoretical and practical research.
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INTRODUCTION

Higher Education Institutions (HEIs) are at the
forefront of innovation, knowledge creation and
socio-economic development. In the current
academic setting, the effectiveness of the institution
is no longer based solely on the formal duties of
faculty (teaching and research) but also on the
additional (voluntary and discretionary)
contributions of faculty. These additional roles,
referred to as Organizational Citizenship Behaviours
(OCB), include activities such as mentoring students,
assisting  colleagues, and participating in
Institutional Governance as well as contributing to
academic and administrative initiatives. The use of
OCBs enhances the overall functioning, adaptability
and performance of the HEIs. Therefore, identifying
the factors that influence discretionary behaviours
has become an important area for research in
organizational behaviour and higher education.

Perceived Organizational Support (POS) is one of
the overwhelming forerunners of OCB. POS is
characterized as the degree to which representatives
accept their association values their commitment and
is concerned approximately their well-being. In
scholastic settings, POS is operationalised through
reasonable and  straightforward  regulation
arrangements and methods, acknowledgment of
scholarly achievements, steady authority and
proficient development and advancement openings.
Academicians who see tall levels of POS are likely to
create positive demeanours such as believe,
fulfilment, and commitment — all of which lead to
more noteworthy engagement in practices that
surpass their formal parts. POS is hence a key asset
to empower person well-being as well as
organization viability.

The current think about is based on three well-
established hypothetical systems that give a
comprehensive understanding of the relationship
between POS and worker practices. The Job
Demands-Resources (JD-R) Model identifies POS as
a valuable resource, or means of meeting job
demands, thereby motivating employees, as well as
reducing job stress. In the academic context,
resources support the individual's ability to manage
increased job demands, while ensuring that the
individual remains engaged and productive.

According to Social Exchange Theory (SET), there
is a reciprocal relationship between employees and
organisations; when the employee perceives their
organisation as supportive and Valuing, the
employee feels that they have an obligation to return
the favour by exhibiting OCB. In an academic

organisation, this reciprocity may be expressed
through collaboration, voluntary activity and
development of the organisation.

Self-Determination Theory (SDT) stresses the
significance of intrinsic motivation in influencing
positive behaviours. This theory also explains that
individuals are more inclined to participate in
voluntary, proactive behaviours if their essential
psychological needs are satisfied (autonomy,
competence  and  relatedness). Supportive
organisational settings that promote academic
freedom, opportunities for skills development and
collegial relationships can result in the fulfilment of
these  psychological needs; therefore, the
organisations will be more likely to benefit from
OCB.

In addition to examining the theoretical
frameworks of JD-R, SET and SDT, this study will
include Organizational Commitment (OC) as a
mediating variable. OC indicates the level of
emotional attachment, identification and
involvement of the employee to the organisation.
High levels of POS lead academics to develop an
emotional attachment to the organisation (loyalty
and belonging); in turn, this creates a motivation for
them to engage in discretionary behaviours that are
beneficial to the success of the organisation.
Therefore, OC serves to mediate the effects of POS on
OCB. While the concepts outlined above have
received increased recognition, HEIs, particularly
those comprising the University of Mumbai system,
continue to face challenges related to academic
workload, limited institutional resources,
bureaucratic administrative systems and little
recognition or support for academic contributions
beyond the formal job. Such challenges may
contribute to lower motivation levels among
academics, when performing in their roles, as well as
lower levels of engagement in discretionary activities
as defined in OCB. Academic faculty play a critical
role in achieving academic excellence, research
productivity and institutional = development;
therefore, it is important to explore the factors that
can impact faculty engagement and commitment.

To date, few empirical studies have examined the
relationship between POS and OCB specifically
related to academics in Indian HEIs. Furthermore,
there has been limited attention paid to the mediating
role of OC between POS and OCB, and limited
studies combining the previously discussed
theoretical constraints related to OC and OCB.
Therefore, there exists a need for a more context-
specific and theory-driven investigation of these
concepts.
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In order to address the gaps identified, this study
takes a quantitative approach to collect data using a
structured questionnaire completed by 300
academics; these academics will be randomly
selected using a stratified sampling technique from
private and public colleges associated with the
University of Mumbai. The goal of this quantitative
research is to understand both the direct and indirect
relationships among POS, OC and OCB using Partial
Least Squares Structural Equation Modelling (PLS-
SEM).

This study contributes to a greater understanding
of how supportive academic environments influence
faculty performance in HEIs through the integration
of theoretical concepts and empirical research
findings. The results will inform university
administrators and policymakers as they develop
methods to support and enhance faculty engagement
and OC and as they promote collaboration and
excellence in the academic organisational setting.

Theoretical Framework

The field of psychology and organization science
are used as the basis for evaluating how Institutions
are supportive to Academics to formulate positive
behaviour in Higher Education Institutions.
Specifically, the Job Demands - Resources (JD - R)
Model, Social Exchange Theory (SET), and Self -
Determination Theory (SDT) will be integrated to
evaluate the relationships between Perceived
Organizational Support (POS), Organizational
Commitment (OC), and Organizational Citizenship
Behaviour (OCB). By using multiple Theoretical
Perspectives together, a multi-faceted rationale will
be provided for how Organizational Support
translates into positive discretionary behaviours of
Faculty.

The JD - R Model will be the primary conceptual
framework wused to articulate how workplace
characteristics influence employee well-being,
motivation, and performance. Based on JD-R, job
demands  (i.e, workload, time pressure,
administrative responsibilities) will lead to stress and
burnout when job resources do not sufficiently
mitigate them. Job resources are the characteristics of
a job (such as POS, recognition, autonomy, and
opportunities for professional development) that
assist employees in dealing with job demands and
motivate them. In the context of Higher Education,
Academics frequently have increased expectations as
a result of their teaching workload, research load,
and attendance to their administrative duties.
Therefore, in these environments, POS is a critical job
resource for Faculty to deal with job demands. When

Faculty perceive that they have sufficient POS from
the institution, they are less likely to experience
stress, are more satisfied with their job, and are more
engaged in their job. Therefore, the support for
dealing with job demands will influence Faculty to
exhibit OCB.

Additionally, Social Exchange Theory (SET)
supports this idea by framing this relationship as a
two-way street between organizations and their
employees. The premise of consequently relates to
reciprocity in social interactions whereby employees
provide positive behaviours as a result of how they
are treated by the organization. When employees
perceive that the organization appreciates their
contributions and cares for their well-being, they
demonstrate obligation to reciprocate with positive
attitudes and behaviours. In this study, POS
represents the organization's investment in its
employees and OCB represents how employees
reciprocate the organization's investment in them.
For Academics, this reciprocation will manifest itself
in many forms such as mentorship to the students,
supporting other faculty members, involvement in
institution activities, and contribution to institutional
governance. Therefore, SET provides theoretical
justification for why supportive Organizational
practices will lead to increased voluntary and
prosocial behaviour of Faculty.

Self-Determination Theory provides additional
theoretical support regarding the motivational
processes that underlie employee behaviour. SDT
suggests that when individuals' intrinsic motivations
are enhanced by the fulfilment of their three basic
psychological needs (autonomy, competence, and
relatedness) they will be more likely to demonstrate
positive and proactive behaviours. Academic
environments provide opportunities for Academics
to fulfil their basic psychological needs through
supportive leadership, opportunities for skill
development, and recognition of achievements in a
collaborative work environment. Providing these
psychological needs to Academics enhances their
intrinsic motivation; thus, enhancing the likelihood
that they will engage in behaviours that are not
formally required of them, but are beneficial to the
organization. Therefore, POS indirectly leads to
enhanced OCB through the enhancement of intrinsic
motivation.

Lastly, the relationship between POS and OCB
will be mediated by Organizational Commitment
(OC). The emotional attachment, affiliation, and
engagement that workers have with their companies
is known as organizational commitment (OC). One of
the most extensively researched indicators of
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employee behaviour in work environments is OC.
According to the JD-R Model, SET, and SDT, OC can
arise when academics believe their school offers them
POS, which in turn fosters a sense of loyalty and
belonging. Therefore, OC enhances the willingness of
Academics to contribute above and beyond the
formal job requirements. Thus, OC provides a
psychological mechanism through which POS
becomes expressed in Employee OCB.

The study proposes that POS influences OCB both
directly and indirectly through OC. The JD - R Model
explains how POS functions as a resource to enhance
Academics’ motivation; SET explains how POS is
reciprocated by Employees; and SDT explains how
intrinsic motivation fuels voluntary behaviours.
Thus, these Theoretical Perspectives provide an
integrated and comprehensive perspective to
understand Faculty behaviour in Higher Education
institutions.

The integrated Theoretical Perspective presented
in this paper will not only provide a grounded
conceptual base for the study but also facilitate the
development and testing of Hypotheses and
development of a structured Analytical Model. The
structure and Hypotheses will also provide an in-
depth understanding of how POS influences Faculty
engagement, OC, and discretionary contributions;
thus, providing useful information to Academic
Research and Policy-making at Institutions of Higher
Education.

LITERATURE REVIEW

Hassan et al. [11] investigate how organizational
commitment and seen organizational back impact
the conduct of instructors in private colleges to create
citizen-like associations by improving the teacher's
improvement inside and exterior the work
environment. The consider employments relapse
investigation to look at a information set of 140
instructors and concludes that there is a noteworthy
relationship between organizational commitment as
well as seen organizational bolster and authoritative
citizenship conduct. This consider bolsters the social
trade hypothesis by appearing that if private colleges
need to increment citizenship-based practices among
workers, they must to begin with make conditions in
which representatives see that their association
bolsters them.

The research by Mangadu Paramasivam et al. [12]
analyses the effects of Family Supportive
Organization Perception (FSOP) and self-efficacy on
the organisational citizenship behaviours (OCB) of
engineering college teachers in Southern India. A
survey of 183 teachers found that general self-efficacy

positively relates to all dimensions of a teachers'
OCB, while FSOP also has a positive relationship
with OCB related to the organisation, especially
when self-efficacy enhances the impact of FSOP on
OCB. The findings of this study support the idea that
creating a supportive organisational culture will help
teachers maintain a healthy work-life balance and
therefore encourage teacher involvement in
organisation-based activities. This study is unique
because it studies the impact of sources and
dimensions of teacher OCB in engineering colleges.

The inquire about conducted by Jain et al. [13]
investigations how part stressors affect OCB whereas
too dissecting the impact of seen association back on
the relationship between part stressors and OCB.
Information was collected from a test of 402 call
middle administrators in Mumbai and dissected
utilizing relapse investigation. The consider found an
upward slant among POS and OCB and a negative
relationship among stresses and OCB. The ponder
moreover found that the affiliation between portion
stressors and OCB was guided by POS. One
confinement of this inquire about is that it was
conducted in the BPO division and may not be
appropriate in other businesses. The consider
distinguishes the require for compelling alter
administration methodologies, which are contrarily
influenced by tall levels of representative push and
result in diminished commitment levels and
practices. This article contributes to the progressing
talk approximately the effect of stressors on OCB in
businesses that require representatives to perform at
a tall level, such as the BPO industry in India.

Singh et al. [14] look at the connections between
POS, OCB, and part over-burden for first-level
supervisors in open and private divisions. The
creators conjectured that POS adversely directed the
effect of part over-burden on OCB. They found a
positive relationship between POS and OCB, in this
way supporting the hypothesis that POS serves as a
positive go between of the relationship between
portion over-burden and OCB. At final, the makers
look at future ask around proposals and the
centrality of moving forward both the individual and
the organisation's adequacy.

The point of the investigate conducted by Kumar
et al. [15] was to look at the impacts of seen back and
OCB among the instructing staff working in different
educate and businesses in Mangalore and Udupi. A
survey instrument was developed based on
Podsakoff's (1996) OCB scale and the Eisenberger's
perceived organisational support scale and sent to
302 teaching faculty members and 217 individuals
working within industrial organisations within
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Mangalore and Udupi. Data were analysed utilizing
the Statistical Package for Social Sciences (SPSS),
resulting in reliabilities of 0.8022 and 0.6869 for the
OCB scale among universities and industries
respectively. Perceived OCB was found to be greater
than perceived support in the case of universities and
vice versa for the companies; in the case of
companies, the Cronbach's alpha for the perceived
OCB scale was higher (0.7261) than that of perceived
support (0.6581) and for universities.

The  affiliation  between  Organizational
Citizenship Behaviour (OCB) among Mumbai
college custodians, the impact of transformational
administration (TL), and the work of seen
organizational bolster (POS) in intervening the
relationship are all inspected by Babu et al. [16]. The
comes about of this consider appear that TL and OCB
have a positive affiliation and that POS has a
directing part in this interaction. Information from a
test of 121 college curators appears that authority and
organizational bolster have a useful effect on OCB
through representative correspondence and dynamic
citizenship behaviours. The current study employs a
partial least squares method to examine the
structural relationships and discusses both the
theoretical and practical implications of the results.

Dewangan et al. [17] created a swell impact
demonstrate that associated Quality of Work Life
(QWL), Mental Well-Being (PWB), Organizational
Part Stretch (ORS), and Organizational Citizenship
Conduct (OCB) for staff in College of Mumbai.
Comes about from a test of 303 workforce
demonstrate a positive relationship between QWL
and PWB, and a negative relationship between QWL
and ORS. There were moreover relationships
between PWB and ORS, and between PWB and OCB.
The swell impact demonstrate illustrated the critical
intervening impacts of both mental and stress-related
components, whereby QWL emphatically impacts
OCB through both of these components. The results
of this study indicate that systemic organizational
change is necessary to improve faculty engagement
and well-being, with practical recommendations,
such as workload autonomy and flexibility, that will
facilitate better institutional performance.

Demir et al. [18] inspected the intervening part of

organizational = recognizable  proof between
organizational equity, organizational bolster, and
OCB among Turkish preschool instructors.
Discernments of organizational equity,
organizational ~ bolster, and  organizational

distinguishing proof were measured by regulating a
overview to 169 preschool instructors. Auxiliary
condition demonstrating was utilized to examine the

information, and it was found that 70% of the
fluctuation in organizational recognizable proof
seem be clarified by discernments of organizational
equity and organizational bolster, and that
organizational recognizable proof clarified 79% of
the change in OCB. These discoveries propose that
teachers' distinguishing proof with their schools is an
imperative facilitator of OCB and that principals
ought to consider the variables that impact OCB
when endeavouring to move forward school
adequacy.

Noruzy et al. [19] inspected the causal connections
between organizational equity and OCB, with seen
organizational back intervening the relationship
between organizational equity and OCB. A test of 177
instructive specialists from an assortment of teach
was studied, and the information was examined
utilizing auxiliary condition displaying. The comes
about show that organizational equity is a critical
indicator of both seen organizational bolster and
OCB, and that seen organizational back has a
coordinate impact on OCB. Thus, the information
proposes that seen organizational bolster serves as a
arbiter between organizational equity and OCB.

Biswas et al. [20] investigated how
organizational believe intervenes the relationship
between seen organizational bolster and
organizational equity, in connection to worker in-
role execution and organizational negativity.
Information was collected from 237 administrative
representatives and 156 bosses working at seven
private fabricating and benefit organizations in
India; this information was examined utilizing
auxiliary condition demonstrating (SEM). The
comes about of this consider demonstrate that
organizational believe essentially intercedes the
relationship between seen organizational bolster
and organizational equity, and worker in-role
execution; also, the comes about demonstrate that
organizational believe essentially intercedes the
relationship between seen organizational bolster
and organizational criticism. Thus, it is essential for
organizations to build trust in order to enhance
employee performance, while reducing levels of
cynicism. This also has important implications for
managers, as they should engage in supportive
interactions with employees in order to meet their
employees' need for affiliation. The study suffers
from several limitations, including a cross-sectional
design, and a focus on privately owned firms; as
such, there are limitations in generalizing the
findings to other contexts. This research contributes
to the literature on social exchange theory and
equity theory in a Mumbai context.
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Research Gap

There is an expanding amount of literature
around Perceived Organizational Support (POS) and
Organizational Citizenship Behaviour (OCB), but
several major gaps remain, especially within the
higher education context in India. Most of the
research to date has focused on corporate or
industrial contexts; there is relatively little research
on academicians in universities, where there is a
significant difference in the structures of work,
motivation and regulation. This points to the need for
context-specific research that reflects the unique
characteristics of academic environments.

Furthermore, in spite of the fact that earlier
inquire about has built up a positive relationship
between POS and OCB, there is inadequately
experimental prove analysing this relationship inside
the College of Mumbai setting, which speaks to a
differing and complex higher instruction framework
comprising both open and private educate. The
inconstancy in regulation arrangements,
administration styles, and asset accessibility inside
this framework requires a more centred
investigation.

Another basic hole lies in the constrained
integration of hypothetical systems in past thinks
about. Whereas POS and OCB have been broadly
examined, less ponders have at the same time
connected the Work Demands-Resources Show,
Social Trade Hypothesis, and Self-Determination
Hypothesis to clarify how organizational bolster
impacts workforce conduct. This need of
hypothetical integration limits a comprehensive
understanding of the mental and motivational
instruments fundamental academicians’ optional
behaviours.

Moreover, the  mediating  portion  of
Organizational Commitment in the relationship
between POS and OCB has not been satisfactorily
explored in the higher instruction section. Most
analysts have considered coordinate connections, in
this manner ignoring the cognitive forms that change
seen back into purposefulness practices.

In addition, many previous researchers have
relied on elementary statistical methods and have
had very limited use of advanced methods such as
Partial Least Squares Structural Equation Modelling
(PLS-SEM) to investigate complex relationships and
mediation effects. This underscores the need for
more robust analytical methods to enhance the
validity and empirical strength of findings.

Thus, this study addresses these gaps by
investigating the POS-OCB relationship among
academic staff at the University of Mumbai using

organisational ~commitment as a mediator,
employing established theoretical models, and
utilising PLS-SEM for comprehensive analysis. The
study aims to provide both theoretical elaboration
and practical insights into developing positive
organisational behaviours in higher education.

Problem Statement:

In show disdain toward of the significance of OCB
to upgrading the supportability of organizations,
small investigate has been conducted on the
relationship between seen organizational bolster and
OCB in the scholastic community in Indian colleges,
and particularly in connection to the College of
Mumbai. Besides, the part of organizational
commitment as a connecting instrument remains
underexplored.

Objectives of the Study:

The essential objective of this think about is to
look at the effect of Perceived Organizational
Support (POS) on Organizational Citizenship
Behaviour (OCB) among academicians in colleges
associated with the College of Mumbai. In arrange to
accomplish this, they consider centres on the taking
after particular destinations:
¢ To examine the level of Seen Organizational Back

among Academicians in the College of Mumbai.
e To look at the degree of Organizational

Citizenship Conduct illustrated by scholarly staff

over its measurements, counting benevolence,

honesty, civic ethicalness, cordiality, and
sportsmanship.

e To look into the relationship between perceived
organizational back, behaviour, and

organizational citizenship.

e To evaluate the impact
organizational support on
organizational commitment.

e To assess the relationship between corporate
citizenship  behaviour and organizational
commitment.

e To investigate the role that Organizational
Commitment plays in mediating the relationship
between Seen Organizational Bolster and
Organizational Citizenship Conduct.

¢ To give university administrators useful advice on
how to improve faculty dedication, engagement,
and voluntary work behaviours through
encouraging institutional practices.

of perceived
academicians'

Hypothesis Development:

The following theories are put out in light of the
theoretical underpinnings and earlier studies:
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e H1: Organizational Citizenship Behaviour (OCB)
is significantly positively impacted by perceived
organizational support (POS).

e H2: Organizational commitment is significantly
positively impacted by perceived organizational
support (POS).

e H3: Organizational Citizenship behaviour (OCB)
is  significantly  positively impacted by
organizational commitment.

e H4: The association between perceived
organizational support and organizational
citizenship  behaviour is mediated by

organizational commitment.
RESEARCH METHODOLOGY
Research Design

In this research project, a data-driven analytical
approach will be used to examine the influence of
Perceived Organizational Support (POS) on
Organizational Citizenship Behaviour (OCB) among
academic staff from colleges affiliated with the
University of Mumbai. Given the need to measure
and statistically analyse faculty perceptions and
attitudes, the study will adopt a quantitative research
design.

The data is collected from respondents at a single
point in time by using a cross-sectional survey
methodology. This truly depicts the attitudes,
behaviours, and sentiments of academic
professionals within their respective institutions. The

Perceived Organizational
Support (POS)

Influence

study is theoretically supported by the Job
Demands-Resources (JD-R) theory, Social Exchange
Theory (SET), Self-Determination Theory (SDT) and
Technology Acceptance Model (TAM)., all of which
work together to explain how organization-based
support serves as a key motivator, fosters loyalty,
and influences discretionary behaviour.

The research methodology includes establishing a
conceptual framework that identifies Perceived
Organizational Support (POS) as the independent
variable and Organizational Citizenship Behaviour
(OCB) as the dependent variable. It will also establish
Organisational Commitment (OC) to act as a
moderator. Additionally, the definition for OCB will
include five factors (altruism, conscientiousness,
civic duty, courtesy and sport) that together will
make up the voluntary behaviours that support the
effectiveness of the organisation in excess of the
formal job description.

To provide empirical support for the proposed
relationships, the study will employ Partial Least
Squares Structural Equation Modelling (PLS-SEM) as
its primary methodological approach. PLS-SEM is an
effective tool for studying multidimensional models
that incorporate multiple latent variables, mediation
effects and complex interaction paths. Both the
measurement model (construct reliability and
validity) and the theoretical model (hypothesised
relationships among all variables)
simultaneously,were used making it the best option
for studying perceptions and behaviour.

Organizational Citizenship

Behavior (OCB)
—P[ Conscientiousness ]

Altruism

Civic Virtue

Courtesy ]

_,[
_,[
_,(

Sportsmanship J

Figure 1: Conceptual Framework Linking Perceived Organizational Support and Organizational Citizenship
Behaviour

Data Collection Methods

Data were collected via a fixed-format survey that
utilized established and validated measures
developed by past researchers about organizational

behaviour. The questionnaire was designed to ensure
clarity, coherence, and relevance for both researchers
and the academic context. It was structured into four
main sections:
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e Demographic Information (e.g., age, gender,
academic rank, years of experience)
e Perceived Organizational Support (POS) Scale
¢ Organizational Commitment (OC) Scale
e Organizational Citizenship Behaviour
Scale
The POS scale measured academicians’
perceptions of institutional support, including
recognition, fairness, leadership support, and
concern for employee well-being. To measure the
emotional connection and sense of belonging
towards their institution, faculty members were
measured using the OC scale. The OCB scale was
designed to measure behaviours which were
voluntary in nature such as helping colleagues,
participation in institutional activities and
maintaining positive interpersonal relationships.
Data was gathered from academician respondents
from public and private colleges affiliated with the
University of Mumbai. A stratified random sampling
method was used to ensure that various types of
faculties across differing areas of responsibility

(OCB)

Perceived

Perceived Organizational
Support (POS)

Organizational

(assistant, associate, and full professors) were
properly  represented, thus improving the
generalizability of the results by enabling inclusion
of multiple academic perspectives.300 valid
responses were collected and then used for analysis
(N=300). An online survey system was used to
distribute the questionnaire, as well as via
institutional communication systems, to ensure that
all potential participants had at least one way to
reach their target audience.

A five-point Likert scale, with one representing
strongly disagree and five representing strongly
agree, was used by participants to rate each
statement.

Pilot research was carried out with a sample
group of thirty academician respondents (N=30)
prior to the main part of data collection to ascertain
the validity, reliability, and clarity of the instrument.
In order to ensure that the final questionnaire was
dependable and relevant to the field of research for
the target demographic, a few minor adjustments
were made in response to input.

Organizational Citizenship
Behavior (OCB)

}

Altruism

—P[ Conscientiousness

v

- - W W

—»‘ Civic Virtue
—>[ Courtesy

v

Sportsmanship j

‘,(

Figure 2: Research Model Illustrating the Relationship between POS and OCB Dimensions

Data Analysis Techniques

Expressive and inferential measurements were
utilized to examine the information to allow a total
evaluation of the proposed investigate show. Since
the develops are perception-based, estimation
exactness and hypothetical consistency were
emphasised.

Descriptive insights were utilized to abridge the
statistic characteristics of the respondents and to
deliver an outline of reaction designs for each build.
Measures of central inclination (cruel) and

inconstancy (standard deviation) were calculated to
donate an sign of the central area of the data.

Cronbach’s alpha and composite reliability (CR)
were utilized to evaluate the unwavering quality of
the estimation scales, demonstrating inner
consistency among the things utilized to degree POS
(Seen Organizational Bolster), OC (Organizational
Commitment), and OCB (Organizational Citizenship
Conduct). Values over the 0.70 limit for both
Cronbach's alpha and CR shown a satisfactory level
of reliability.

CFA (Corroborative Calculate Examination) was
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conducted to evaluate the legitimacy of the develops
utilizing PLS-SEM (Fractional Slightest Squares Basic
Condition Displaying). The figure loadings and
Normal Change Extricated (AVE) were utilized to
assess merged legitimacy; discriminant legitimacy
was surveyed to affirm that each develop was a
single and one-of-a-kind construct.

PLS-SEM was utilized to look at the theorized
connections between the develops. The auxiliary show
investigation evaluated both the coordinate impact of
POS on OCB and the backhanded impact of POS
through OC. Way coefficients, t-values, and importance
levels were evaluated to decide the quality and sort of
the relationship between POS and OCB.

Bootstrapping was used to assess the mediating
effect of OC. Bootstrapping provides reliable
estimates of the indirect effect and its significance.

Perceived
Organizational
Support

This analysis also identified whether OC serves as an
important psychological mechanism connecting POS
to OCB.

In addition to the SEM analysis, correlation and
regression analyses were conducted, complementary
to the SEM findings, to assess the direction and
intensity of the relationships. These supplementary
analyses contributed to the robustness and credibility
of the results.

In general, PLS-SEM, combined with the
reliability and validity assessment, supports a
methodologically rigorous and theoretically solid set
of findings. This analytical approach is particularly
useful in the context of higher education research as
the constructs involved are multidimensional,
perception-based, and subject to the influence of
complex organisational dynamics.

Organizational Citizenship
Behavior (OCB)

y

Altruism 0.61

4{ Conscientiousness 0.59

¢

)
)
J
)

v

Courtesy

0.83

Sportsmanshlp 0.80

{

S

2

Figure 3: Structural Equation Model (SEM) Showing the Impact of Perceived Organizational Support on
Organizational Citizenship Behavior

Based on your proposed methodology
(Descriptive Statistics — Reliability — CFA — SEM
— Machine Learning Random Forest), the following
five equations represent the core analytical
techniques used in the study.

Equation for Mean Score for Descriptive
Statistics:

The mean value is used to summarize the average
response of academicians for each survey item
related to POS and OCB.

= I3 [1]
Where.
e X = Mean value of responses

¢ X; = Individual response value
¢ n = Total number of respondents

Equation for Cronbach’s Alpha for Reliability
Analysis:

Cronbach’s alpha measures the internal
consistency of the questionnaire items used to assess
POS and OCB.

k a?
« = (1-3%) 2
Where:
e a = Cronbach’s reliability coefficient
e k =Number of items in the scale

e ;2 = Variance of each item
e o072 = Total variance of the overall scale
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Equation for Confirmatory Factor Analysis
(Measurement Model):

CFA is used to test how well the observed
variables represent the latent constructs such as POS
and OCB.

X=A+6 [3]
Where:

e X = Vector of observed variables

A = Factor loading matrix

€ = Latent construct (POS or OCB)

e 0= Measurement error

Equation for Structural Equation Model (SEM):

SEM is used to examine the structural relationship
between Perceived Organizational Support and
Organizational Citizenship Behaviour.

OCB = B, + B,POS + ¢ [4]

Where:

e OCB = Organizational Citizenship Behaviour

e POS = Perceived Organizational Support

e [ = Intercept

e (1 = Structural coefficient showing impact of POS
Descriptive Statistics:

on OCB
e ¢ = Error term

Equation for Random Forest Prediction Model:

Random Forest aggregates predictions from
multiple decision trees to predict OCB based on POS-
related variables.

YN =2 B ft) [5]
Where:
e y» = Predicted value of Organizational

Citizenship Behaviour

e T =Total number of decision trees

e ft(x) = Prediction from the t"*th decision tree

e x = Input variables related to Perceived
Organizational Support

Data Analysis Parameters:

Below are five data analysis parameters aligned
with your proposed methods (Descriptive Statistics,
Reliability, CFA, SEM, and Random Forest) along
with sample values to illustrate how results might
appear after analysis.

Table 1: Descriptive Statistics of Study Variables

Variable Mean Standard Deviation Minimum Maximum
Perceived Organizational Support (POS) 3.82 0.64 2.10 4.95
Altruism 3.75 0.58 2.25 4.88
Conscientiousness 3.91 0.61 2.40 4.90
Civic Virtue 3.68 0.66 2.05 4.75
Courtesy 3.80 0.59 2.30 4.85
Sportsmanship 3.72 0.63 215 4.70
Parameter Used: Mean and Standard Deviation
Purpose: To summarize overall response patterns of academicians.
Reliability Analysis:
Table 2: Reliability Analysis (Cronbach’s Alpha)
Construct Number of Items Cronbach’s Alpha
Perceived Organizational Support 8 0.89
Organizational Citizenship Behavior 10 0.91
Altruism 3 0.86
Conscientiousness 2 0.83
Civic Virtue 2 0.82
Parameter Used: Cronbach’s Alpha (a)
Purpose: To evaluate internal consistency of the measurement scales.
Table 3: Confirmatory Factor Analysis (Factor Loadings)
Indicator Construct Factor Loading
POS1 Perceived Organizational Support 0.82
POS2 Perceived Organizational Support 0.86
POS3 Perceived Organizational Support 0.79
OCB1 Altruism 0.81
OCB2 Conscientiousness 0.84
OCB3 Civic Virtue 0.77
OCB4 Courtesy 0.83
OCB5 Sportsmanship 0.80

Parameter Used: Factor Loading (\)
Purpose: To validate measurement constructs.
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Table 4: Structural Equation Model (SEM) Results

. . Path Coefficient t- p-
Path Relationship ®) value | value
POS — OCB 0.67 9.45 0.000
POS — Altruism 0.61 8.12 0.000
Pos = 0.59 798 | 0.000
Conscientiousness

Parameter Used: Path Coefficient ()
Purpose: To examine the impact of POS on OCB.

Table 5: Random Forest Feature Importance

(Predictive Analysis)
POS Factor Importance Score
Recognition from Institution 0.31
Fair Organizational Policies 0.26
Professional Development Opportunities 0.19
Supportive Leadership 0.15
Work-Life Balance Support 0.09

Parameter Used: Feature Importance Score
Purpose: To identify the most influential POS
predictors of OCB.

Performance Comparative Analysis:

The effectiveness of the proposed analytical

method is evaluated against those typically used
statistical techniques employed in organizational
behaviour research. Unlike classification models
created by applying only machine learning
algorithms, this study is based on theory-driven
statistical analysis methods, aligning it with
perception-based studies in higher education.

The proposed analytical approach will employ
PLS-SEM to examine the relationships among POS,
organizational commitment (OC), and OCB. The
effectiveness of this method will then be compared
with multiple regression analysis (MRA) and
correlation analysis using data from a sample of
300 academicians, collected through stratified
random sampling.In evaluating the
appropriateness of a model, fit and explanatory
power indicators were used to conduct
evaluations, rather than classification metrics. The
fit and explanatory power indicators used include:
R? (the coefficient of determination), adjusted R?,
effect size (f?), predictive relevance (Q?), and
goodness-of-fit (GoF).

Table 6: Comparative Analysis of Proposed and Existing Statistical Methods (n = 300)

Method R? (OCB) | Adjusted R? | Effect Size (f?) | Predictive Relevance (Q?) | Goodness-of-Fit (GoF)
Correlation Analysis 0.52 0.50 0.36 0.33 0.55
Multiple Regression Analysis 0.60 0.58 0.45 0.40 0.62
Proposed Method (PLS-SEM) 0.75 0.73 0.68 0.57 0.78
Interpretation: model in accounting for the observed data.

The results from using a larger sample of (300)
academicians exhibited improvements regarding
model stability and explanatory power for all of the
methodologies used in the analysis. The PLS-SEM
model, which was proposed as part of this study,
showed superiority to traditional statistical
approaches through an R? value of 0.75, indicating
that 75% of the variance associated with
organisational citizenship behaviour (OCB) was
accounted for by perceived organisational support
(POS) and organisational commitment (OC).

The adjusted R? (.73) further evidences the
robustness of the model and the degree to which it
generalises given the increase in sample size. The
effect size (f?) of .68 also reveals considerable
influence of the independent variables and the
mediating variable on OCB, thereby strengthening
the theoretical premises derived from the job
demands - resources model, social exchange theory
and self-determination theory.

Q? = 0.57 indicates significant improvement in
predictive relevance, further validating strong
predictive power of the PLS-SEM model
Additionally, the goodness-of-fit (GoF) value of .78
suggests excellent overall model fit of the structural

Overall, this analysis provides increased
confidence in the reliability and validity of the
findings, and offers empirical evidence for the
relationships examined in this study. The results
confirm perceived organisational support and
organisational commitment as major contributors to
OCB among academicians and identify PLS-SEM as
the analytical procedure most suitable and rigorous
for exploring these relationships in higher education
research.

Algorithm 1: Perceived Organizational Support-OCB Model
Input: Faculty dataset, POS variables, OCB variables, sample
size, maximum iteration;

Iterative Steps:

1. Initialize dataset D and variables P (POS), O (OCB);
Preprocess data and normalize responses;

Compute reliability and validity of constructs;

Estimate relationship between P and O;

Evaluate coefficients and model significance;

If Max_it not satisfied;

Goto step 3;

Output: POS-OCB relationship results and model coefficients.

RESULTS AND DISCUSSION

NN

This section presents the empirical findings from
the analysis of data gathered from 300 academic
professionals (n = 300) who were connected to
University of Mumbai colleges. A stratified random
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sample strategy was used to get the data. In order to
assess the suggested hypotheses and relationships
defined by Perceived Organizational Support (POS),
Organizational Commitment (OQ), and
Organizational Citizenship behaviour (OCB), the
results are analysed using descriptive statistics,
reliability and validity analysis, Confirmatory Factor
Analyses (CFAs), and Partial Least Squares
Structural Equation Modelling (PLS-SEM). The
theoretical perspectives of the Job Demands-
Resources (JD-R) Model, Social Exchange Theory
(SET), and Self-Determination Theory (SDT) were
also applied to interpret and analyse the empirical
findings.

Descriptive Analysis of Study Variables:

The descriptive analysis of academic staff
perceptions towards support of organisations and
engagement in citizenship behaviours has been
conducted. The mean score for perceived
organisational support was 3.82 (standard deviation
(SD) = 0.64), providing an indication that, on average,
academic staff members experience an organisational
climate that endorses its employees through
recognition, fairness, and opportunities for
professional development.

Conscientiousness (mean = 3.91) received the
highest mean score of the organisational citizenship
behaviours, followed by courtesy (mean = 3.80) and
altruism (mean = 3.75). Therefore, academic staff
members in higher education institutions exhibit a
high level of accountability, collaboration and
positive interaction with others in their work
environments. These behaviours also demonstrate a
high level of professional commitment and a desire
to make contributions to the institution beyond their
formal role.

On the other hand, the lower mean score for civic
virtue (mean = 3.68) demonstrates that academic staff
members do not tend to participate in the
institution's governance and decision-making
process to the same extent as citizens do. This could
be the result of increased workloads due to academic
responsibilities, administrative requirements or
limited opportunities for academic staff to engage in
policy-based activities. Overall, the descriptive
analysis supports that academic staff members in
higher education display a positive disposition
towards engaging in discretionary or pro-social
behaviours  that will facilitate improved
organisational effectiveness.

Reliability and Validity Assessment:

Every aspect of the measuring scales was

evaluated with Cronbachs alpha (a) and composite
reliability (CR) and were analysed for their internal
consistency, as all (a) values exceeded the threshold
of ,70. Both Perceived Organizational Support (POS)
and Organizational Citizenship Behaviour (OCB)
demonstrated this through their test statistics of
(a=,89) and (a=,91) respectively. The measurement
items of OCBs individual dimension(s) consisting of
altruism (0,86) and conscientiousness (0.83) provided
strong reliability with civic virtue (0,82) following a
close fourth.

The measurement models exhibited strong
composite reliability as well. The validity of the
constructs for convergent validity was determined
from the Average Variance Extracted (AVE) which
also were above the threshold value of ,50 showing
that the constructs are able to explain a large portion
of variance in their indicators. Discriminant validity
was validated through using standard criteria which
shown that there are no other constructs that are
empirically related to each construct. This
information shows strong reliability and validity for
all items measured to conduct additional structural
analyses using this instrument.

Confirmatory Factor Analysis (CFA):

To assess the measurement model, confirmatory
factor analysis (CFA) was performed based on the
PLS-SEM method. The factor loadings for each of the
10 indicators were all above 0.70 (ranging from 0.77
to 0.86), indicating high degree of convergent validity
and that the observed variables adequately represent
their corresponding latent construct.

The factor loadings for the perceived
organizational support (POS) constructs (POS1 =
0.82; POS2 = 0.86; POS3 = 0.79) provide evidence that
the items reflect how academics perceive the extent
of support they receive from the organizations in
which they work. In addition, the factor loadings for
the OCB (i.e., altruism, conscientiousness, civic
virtue, courtesy and sportsmanship) constructs
confirm that these constructs are well represented by
the respective dimensions.

As a result, CFA results indicate that the overall
measurement model is valid and reliable, thus
justifying it to be used for a subsequent evaluation of
the structural model using PLS-SEM.

Structural Equation modelling (PLS-SEM)
Results:

The structural model was evaluated using PLS-
SEM to test the proposed hypotheses and examine
the relationships among POS, Organizational
Commitment, and OCB. The results are as follows:
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e H1: POS — OCB (p =0.52, t =7.88, p < 0.001)

e H2: POS — Organizational Commitment (8 = 0.63,
t=9.12, p <0.001)

e H3: Organizational Commitment — OCB (B =

0.48, t =7.05, p < 0.001)

e H4: POS — Organizational Commitment — OCB

(Mediation Effect) ( = 0.30, p < 0.001)

The data indicates that there is a meaningful and
positive impact of Perceived Organizational Support
on Organizational Citizenship Behaviour directly as
well as through Organizational Commitment
(indirect), with an R? for OCB being .75, meaning 75%
of the variance of OCB can be accounted for by POS
and Organizational =~ Commitment, therefore
demonstrating strong explanatory capacity of this
model.

The mediation analysis further confirmed that
Organizational Commitment partially mediates the
effect of POS on OCB, indicating that perceived
support does have a direct impact on discretionary
behaviours and also influences an employee's
emotional attachment to the organisation by
improving their level of commitment to it.

Discussion of Findings:

This study provides strong support for the
theoretical framework proposed in this study and
adds to the understanding of faculty behaviour in
higher education institutions. The existence of a
significantly positive relationship between PER and
OCB validates Social Exchange Theory (SET),
indicating that employees exhibit positive attitudes
and behaviours as a means of reciprocity for
receiving support, i.e., support creates motivation
and encourages positive behaviours toward
achieving goals (i.e., the institution). In the context of
this study, academicians who experience higher
levels of PER are more likely to engage in voluntary
activities that contribute to the goals of the
institution.

The findings of this study also support the JD-R
Model, which posits that PER acts as a primary
resource that enhances motivation, reduces
perceptions of stress, and fosters employee
engagement. More specifically, academicians who
perceive higher levels of support from their
institution will be more able to manage their
professional responsibilities and are more willing to
engage in areas outside of their formal roles.

Additionally, these findings support SDT, which
suggests that when institutions create supportive
environments for their academics, they facilitate the
satisfaction of the three basic psychological needs for

autonomy, competence, and relatedness. This
satisfaction of basic psychological needs fosters
intrinsic motivation and supports proactive and
voluntary behaviours such as OCB.

The significant mediating effect of OC highlights
the crucial role of OC as a psychological mechanism
that links PER to OCB. When faculty members feel
that their institution values and supports them, they
develop a greater emotional attachment to their
institution and are motivated to be active
contributors to organizational effectiveness by
engaging in discretionary behaviour.

The finding that faculty scored significantly lower
than the other dimensions of OCB regarding CIVIC
VIRTUE indicates that there is a need to provide
additional opportunities for faculty members to be
involved in the governance and decision-making
processes of the institution. This type of engagement
can further contribute to enhancing overall OC.

Implications of the Study:

This research provides significant theoretical and
practical contributions. In terms of theory, the study
adds to the literature by uniting the JD-R Model,
Social Exchange Theory, and Self-Determination
Theory to explain how perceived organizational
support leads to citizenship behaviours, and it
demonstrates organizational commitment’s role as a
mediator in the relationship.

From a practice perspective, the research provides
significant information for university administrators
and  decision-makers.  Increasing  perceived
organisation support through implemented fair
policies, recognition systems, supportive leadership,
and professional development opportunities will
have a positive impact on faculty engagement,
organisational ~commitment and citizenship
behaviours.

By implementing a supportive and inclusive
academic environment, institutions will improve
collaboration, share knowledge, and be more
effective as organisations. In addition, increasing
organisational commitment will be strategic for
increasing faculty engagement and improving the
long-term performance of institutions.

Table 7: Mean Scores of POS and OCB Dimensions

. Mean Standard

Variable Score Deviation
Perceived Organizational 382 0.64

Support

Altruism 3.75 0.58
Conscientiousness 3.91 0.61
Civic Virtue 3.68 0.66
Courtesy 3.80 0.59
Sportsmanship 3.72 0.63
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Mean Distribution of POS and OCB Dimensions among Academicians

ortsmanship

Figure 4: Mean Scores of POS and OCB Dimensions

Table 8: Relationship between POS and OCB Dimensions (Correlation Analysis)

Variable POS Altruism Conscientiousness Civic Virtue Courtesy Sportsmanship
POS 1.00 0.62 0.65 0.58 0.60 0.57
Altruism 0.62 1.00 0.59 0.54 0.61 0.55
Conscientiousness 0.65 0.59 1.00 0.56 0.63 0.58
Civic Virtue 0.58 0.54 0.56 1.00 0.52 0.50
Courtesy 0.60 0.61 0.63 0.52 1.00 0.57
Sportsmanship 0.57 0.55 0.58 0.50 0.57 1.00

Correlation Trend between POS and OCB Dimensions

0.85

0.64 1

0.63

0.62 1

0.61

0.60 1

Correlation with POS

0.59 1

0.58 1

0.57 1

T T T
Altruism  Conscientiousness Civic Virtue Courtesy  Sportsmanship
OCB Dimensions

Figure 5: Relationship between POS and OCB Dimensions (Correlation Analysis)
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Table 9: Influence of POS Factors on OCB (Feature

Importance)
POS Factors Importance Score
Recognition from Institution 0.31
Fair Organizational Policies 0.26
Professional Development Opportunities 0.19
Supportive Leadership 0.15
Work-Life Balance Support 0.09

Importance of POS Factors Influencing OCB (Random Forest Analysis)
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Figure 6: Influence of POS Factors on OCB (Feature
Importance)

CONCLUSION

Academics who work for colleges that are part of
the University of Mumbai were studied to evaluate
how much perceived support from their institution
influenced their volunteer work behaviour. The
study conducted a survey on 300 participants to
assess the effects of perceived support upon an
individual's voluntary contribution in higher
education, along with the mechanism driving this
relationship via a combination of the Job Demands-
Resources (JD-R) Model, Social Exchange Theory
(SET) and Self-Determination Theory (SDT). In
addition to this, the study included Organizational
Commitment (OC) as a mediating variable between
POS and OCB as a way to provide a better
explanation for the relationship.

POS was found to have a positive effect on
academic's OCB, based on the descriptive statistics
that confirm that academic staff view their
institution's support level as moderate to high and
also expresses this through their active engagement
in discretionary behaviours such as altruism,
conscientiousness, courtesy, civic virtue, and
sportsmanship. These behaviours indicate that
academics regularly engage in behaviour beyond
what their formal job description requires them to do,
contributing to the effectiveness of the institution and

the collaborative mnature of the academic
environment.

The findings of this study were further
substantiated ~ through  assessing  instrument

reliability and validity, which confirmed the
appropriateness and consistency of the measurement
tool at the types of institutions being studied (e.g.,
behavioural research). The use of Partial Least
Squares Structural Equation modelling (PLS-SEM)
allowed for the generation of empirical evidence for
all research hypotheses, as well as identifying direct
and indirect relationships between all research
factors.

The results of the structural model indicated that
POC is directly and indirectly (mediated by OC)
associated with OCB. The mediation analysis
concluded that OC is a significant psychological
mechanism through which POC translates into
discretionary work behaviours. Specifically, when an
academic feel valued and recognized by their
institution, they develop a greater emotional bond
and sense of belonging to the system, leading them
to engage in behaviours that improve the system
over and above the requirements of their job.

The results of this study have garnered strong
support for the underpinning theoretical
frameworks. In accordance to Social Exchange
Theory (e.g., reciprocity), academics reciprocate the
institutional support they are provided with through
positive work behaviours, thereby confirming the
mutual exchange framework of employees of the
institution. The results also supported the JD-R
Model which defined POC as a resource, enhancing
an employee's motivation, reducing stress, and
promoting engagement. The study provides support
for SDT's assertion that positive institutional
environments meet psychological needs of
individuals such as competence, autonomy, and
relatedness; leading to intrinsic motivation and
increased voluntary work behaviours.

This study provides a contribution to the higher
education literature through the integration of
multiple frameworks to evaluate the relationship
between POS and OCB, the intermediary role of OC,
and additionally establishing empirical data from
academicians in the University of Mumbai system.
This integrated approach provides a broader
understanding of how perceived organizational
support influences faculty behaviour within complex
academic systems, offering valuable insights into its
relationship with organizational commitment and
organizational citizenship behaviour..

From a practical standpoint, the findings have
important implications for university leaders and
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administrators. Institutions should invest in building
their employees' perception of institutional support
by enforcing equitable, transparent policies,
implementing effective systems for recognising good
performance, employing supportive supervisory
practices, and providing employees  with
opportunities for personal growth and development.
These strategies will further build OC and promote
faculty to be more engaged in collaborative,
innovative, and citizenship-oriented behaviours.
The overall conclusion of the study is to ensure the
establishment of a supportive and inclusive
academic environment in order to induce faculty
engagement with their institution, enhance faculty

availability to the institution, and promote
citizenship-type behaviours. By implementing
supportive practices at their institutions, higher
education institutions will foster a culture of
cooperation between faculty and improve the
productivity of academics and the overall
effectiveness of the institution. Future researchers
should continue to investigate these construct
relationships of support, commitment, and faculty
behaviour, using different mediators and
moderators, longitudinal research designs, and other
methodologies, in order to gain even more insight
into this evolving relationship in academic
environments.
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