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The study was aimed to investigate the moderating role of job 
experience between perceived organizational support and 

organizational commitment among university employees. The 
target population was the employees of the Institute of 
Southern Punjab, Multan, Pakistan. The study was based on a 
correlational research design. 128 employees were sampled 
through a simple random sampling technique. Data was 
collected by survey method through Perceived Organizational 
Support Scale (POSS) by Eisenberger, Huntington, Hutchison, 

and Sowa (1986) and Organizational Commitment 

Questionnaire (Mowday, Steers, & Porter, 1979). Demographic 
variable job experience was measured as moderating variables 
between perceived organizational support and organizational 
commitment. The collected data was analyzed through 
Statistical Package for Social Sciences (SPSS 23). Correlation, 
regression, and moderation analysis were used to interpret 

data statistically. The results revealed a significant correlation 
between perceived organizational support and organizational 
commitment. The regression analysis indicated a significant 
impact of perceived organizational support on organizational 
commitment. The findings suggest a significant role of 
moderators (job experience) between organizational support 

and organizational commitment. Further study in 
organizational psychology would be recommended in the 

development of an encouraging and supportive workplace 
environment for employees. 
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1. Introduction  
 

Working environment is changing rapidly in business, filled with uncertainty as the 

companies are frequently merging and acquisitions, this phenomenon causes trust issues 

between employee and employers. It is required to comprehend the importance of positive 

relation between organizations and employees to enhance organizational loyalty, reducing 

absentees, increasing performance and organizational commitment. As organizational 

context are continuously changing becoming more challenging, dynamic and competitive. It 

requires higher level of organizational commitment. In these circumstances if organizations 

demonstrate greater assurance and commitment toward their employees, then employees 

reciprocate greater commitment and engagement to organizational goals and purpose 

(Rhoades, Eisenberger, & Armeli, 2001). 
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Researchers reported organizational support as a potential determinant of 

organizational commitment, contributing to enhance organizational loyalty, better job 

performance and reciprocates higher engagement in organizational behavior (Li, 2018). 

Role of perceived organizational support (POS) was found to have positive and significant 

relation with organizational commitment and professional satisfaction (Akram, Siddiqui, 

Nawaz, Ghauri, & Cheema, 2011; Aube, Rousseau, & Morin, 2007). Therefore, perception of 

organizational support is assess on regular basis to ensure positive outcomes for both 

profitability and organizational progress (Krishnan & Mary, 2012). 

 

Organizational commitment is defined as a view of an employee to 

their organization. Organizational commitment is the nature of employee’s connection to 

their workplace (Nawaz et al., 2021; Shahnawaz & Jafri, 2009) and their involvement with 

the organization (Mowday, Steers, & Porter, 1979). Organizational commitment is a very 

significant aspect of organizational environment and has direct effects on the organizational 

workings. Due to this, employees with high organizational commitment can recognize 

organizational goals better and demonstrate clear motives in achieving organizational goals 

(Nguyen & Tu, 2020). Organizational committed employee have more enthusiasm and put 

an extra effort to achieve the organizational goals. In addition, if human resources are the 

greatest assets of an organization then organizational commitment should be seen as the 

organizational greatest competitive advantage (Nehmeh, 2009). 

 

It has been found through empirical researches that POS has positive effects on 

organizational commitment, professional commitment (Tang & Hu, 2017), affective 

commitment (Lee & Peccei, 2011), job satisfaction and willingness to stay at an 

organization (Kurtessis et al., 2017; Nawaz, Afzal, & Shehzadi, 2013). Relationship between 

employees and organization is best explained by perceive organizational support as a social 

exchanging process including material and non-material exchange processes. Perceived 

organizational support relates to the way an organization treats its employees. It is 

influenced by overall organizational treatment to employees, therefore affecting employee’s 

interpretation of organization motives. Organizations willingness to pay good and 

reasonable salaries, possible responses toward employees’ future, illness, error, and high-

performance influence employees’ motivation level and work. Perceive organizational 

support enhances employees’ performance, attitudes, and actions to organizational goals 

(Sun, 2017). 

 

In recent times, with the advancements in businesses and global development, the 

rise of competition on the global scale makes the organizations increase their demands 

from their employees. On the flip side, with advancements in technology and social 

developments, the needs and wishes of the employees have also grown. This has led to a 

dynamic in the businesses to look after their employees as their greatest assets (Rousseau 

& Aubé, 2014). 

 

Previous studies concerning organizational culture for example found if values, 

beliefs, and behavioral patterns remain constant, it is then considered as a corporate 

culture. (Mathew & Panchanatham, 2010) explored that in the organizational working 

environment, things are done according to the organizational culture. Furthermore, it is a 

process of human association towards their communities to develop their environmental 

settings (Allaire & Firsirotu, 1984). So far, the literature has thus mainly considered POS as 

a positive element in the workplace, having beneficial effects for both employees and 

organizations (Eisenberger & Stinglhamber, 2011).  

 

Two significant phenomena are indicated by perceived organizational support. 

Firstly, organizational support is crucial for employees as employee use their energies and 

time to meet the job and to complete their work, required extra efforts to attain work goals. 

Therefore, employee needs organizational support backup that benefited both employers 

and employees. Secondly, employees perceive organizational positive treatment as 

incentive or prize and works for mutual goals and interests in an efficient manner (Schaufeli 

& Bakker, 2013). 
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2. Literature Review 
 

An organization’s enactment is directly related to its worker’s performance. One of 

the biggest determinant of worker’s performance is the amount of time they have spent 

with the organization (as longer affiliations with an organization provides greater experience 

regarding their work in the organization and thus experience brews better performance 

(McDaniel, Schmidt, & Hunter, 1988). Attraction–Selection–Attrition (ASA) model, suggest 

that employees having  greater affiliation and loyalties to their organization align 

themselves with organizational values and goals thus developing a stronger workforce for 

the organization (ASA model) (Schneider, 1987).this affiliation will help the employee to 

leads to have greater job experience. As they become more accustomed and inclined 

towards the organizational goals (Kristof‐Brown, Zimmerman, & Johnson, 2005). 

 

Moreover, job experience brings innovative human resources distinction experienced 

employees to new ones (Quińones, Ford, & Teachout, 1995). Job experience may prove 

beneficial in increasing not only employee’s human capital (greater experience leads to 

greater familiarity with job which leads to expertise in the job-related task) but also 

organizational human capital (greater familiarity with the organization’s workings, norms, 

culture, staff management, history and goals). Such human capital in the organization 

assists the employees to better perform their duties, to avoid mishaps and issues in the 

organization.  Above all better familiarity with the workforce helps them to distinguish 

noticeable workers as they know how to work efficiently from employees more assistance 

and guidance with their work- (Humphrey, Morgeson, & Mannor, 2009).  A study was 

carried to investigate the multiple entities of job experience show positive incremental 

effects on job commitment (Shair et al., 2021). 

 

Organizations are rapidly changing as the work place becomes increasingly 

competitive, demanding more from the employees, compelling the organizations to show 

greater commitment towards their employees which resonates with the employees as they 

show greater commitment with the organization and thus show better performance (Chien, 

Hsu, Zhang, Vu, & Nawaz, 2021; Kurtessis et al., 2017). 

 

An important factor determining the organizational commitment besides 

organizational support is their job experience. Employee’s job experience refers as the 

years / time of services they have attained at their respective organizations.  As the 

employee’s job experience increases their performance level also increase (McDaniel et al., 

1988).  This could be because longer tenured workers have better acquainted with their 

jobs and have comparatively higher professional achievements, therefore their performance 

level increases (Ng & Sorensen, 2008; Ullah, Kamran, Akram, Nawaz, & Rehman, 2021). Ng 

and Feldman (2010) stated positive relation between job experience and job performance 

but to a certain level then it starts to weaken the relation. According to Bartlomiejczuk 

(2015) organizational commitment show more significant results between 3-6 years, than 

show decrease in commitment until about 14 years. It might be due to the reason there is 

less motivation to achieve career advancement as job experience increases (Ng & Feldman, 

2010). 

 

The main perspective of job experience is that long term employees (greater 

experience) have greater authority, more knowledgeable about policies and values 

(Schmidt & Posner, 1983). Similarly they engage less in searching job alternatives 

(Rhoades et al., 2001). While in another study it was stated that short term employees 

(less job experience) are more positive passionate, displaying more organizational 

commitment (Agarwal & Bhargava, 2013). A study was carried in Karachi, Pakistan showing 

positive moderating effect of tenure (job experience) on organizational commitment 

(Usmani, Kumari, & Siddiqui, 2016). 

 

For any organizational management dealing/supervising employees is an integral 

part. Organizational productivity and quality is determined by employee’s behavior to 

organizational values and goals. By enhancing satisfaction and commitment among 

employees, organizations tried to have more effective men power, reduces the chances of 

absentees and turnover. If organizations support their employees they will choose to stay in 

the organization for a long period of time. Researches shows job experience is positively 

associated with commitment and older employees prefer to stay in their organization and 
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have higher level of organizational commitment. Probably they have limited alternative of 

jobs offers or maybe they found it convenient to stay in the organization. Whatever the 

reason is, organizational commitment is the best strategy to keep the employees in hands. 

The aim of current study is to assess effect of job experience in the relationship between 

perceived organizational support and organizational commitment. There are numerous 

studies that focus on experience and commitment in separately, but a few are there on 

linking perceived organizational support, job experience and organizational commitment. 

 

3. Material and Method  
 

This is a quantitative study based on correlational study design with survey method. 

The sample consists of employees from an educational organization, Institute of Southern 

Punjab, Multan, Pakistan. Sample size was 128 employees (male and female) determined 

through G-Power software and simple random sampling technique of probability sampling 

was used for the purpose of data collection. Data was gathered from institutional employees 

at institutional setting. Job experience used to assess interaction effect between perceived 

organizational support and organizational commitment. 

 

3.1. Instruments 
 

The three-research instrument were used to measure the study variable. Perceived 

Organizational Support Scale (POSS) consists of 36- items, in seven. Likert scale and based 

on survey method. Some items have reversed scoring. Higher scores indicate higher 

perception of organizational support (Eisenberger, Huntington, Hutchison, & Sowa, 1986).  

Organizational Commitment Questionnaire (OCQ) used to measure employees’ 

organizational commitment (Mowday et al., 1979). It obtains responses on 7-point Likert 

scale and consists of 15 items. Several items were negatively phrased and reverse scored 

to reduce response bias. Higher score indicates higher levels of organizational commitment.  

 

3.2. Procedure 
 

Employees of Institute of Southern Punjab were approached and informed consent 

was provided to each respondent. It was ensured that quality of confidentiality will be 

maintained. SPSS-23 was used to analyze data with the significance level of 0.05. With the 

help of descriptive and inferential statistics, results were concluded. Regression analysis 

was used to measure the moderating role of job experience on perceive organizational 

support and organizational commitment. 

 

Table 1 

Experience of the respondents 
Experience Frequency Percent Cumulative Percent 

1-5 years 83 64.8 64.8 
5-10 year 35 27.3 92.2 

More than 10 years 10 7.8 100.0 

Total 128 100.0  

 

Data analysis shows percentage of respondent’s job experience. 65% respondents 

have 1-5 years of job experience, 27% employees have 5-10 years and 10% employees 

have more than 10 years of job experience. 

 

Table 2 

Mean, Standard Deviation and Correlation Matrix 

Variables M SD POS OC 

(POS) 149.5 27.479 1 .605** 

(OC ) 65.03 13.912 1 

 

Table 2 shows the significant positive correlation among perceive organizational 

support, and organizational commitment. *p≤.05. **, p=.001. 
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Figure 1: Experience of the respondents 

 
 

Table 3 

Standard Regression Model showing the impact of Organizational Support on 

organizational Commitment 

Predictor      B Std.Error    Beta t-test P-value 

(Constant) 21.603      5.182  4.169 .000***   

Organizational 

Commitment 

     .292      .034    .605 8.534 .000***   

Table 3 shows the significant impact of perceive organizational support on organizational 

commitment (R2 =.366, Adjusted R2 = .361, (F =72.822, p< = 0.05). 

 

Table 4 

Regression Result 
Variables Coeff. SE t prob. 

Constant 53.288 12.552 4.245 0.000 
POS (X) 0.078 0.084 0.929 0.354 
JE (M) -23.548 8.460 -2.784 0.006 
POS x JE 0.162 0.058 2.776 0.006 

Low POS 0.240 0.039 6.205 0.000 
Moderate POS 0.313 0.035 8.981 0.000 
High POS 0.428 0.060 7.153 0.000 

Model Diagnostics 

R2 0.404 
ΔR2 0.037 

Δ F 7.706 
MSE 118.198 

 

Regression model shows significant direct effect of moderating variable (job 

experience) on relationship between perceived organizational support and organizational 

commitment (p<0.05). 

 

4. Discussion 
 

The current study aims to investigate the moderating role of job experience between 

perceived organizational support and organizational commitment among university 

employees. Table 1 shows the experience of employees, pointing largest frequency 64.3% 

employees have 1-5 years’ job experience, followed by  27.3 %  have 5-10 years job 

experience and 7.3% having more than 10 years job experience. Table 2 shows positively 

significant correlation between perceived organizational support and organizational 

commitment.  Result from tables 3 shows that perceives organizational support significantly 

determine (36.6 %) organizational commitment among employees.  
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Significant direct effect of moderating variable (job experience) on perceived 

organizational support and organizational commitment shown in table 4, the interaction 

effect is significant (β = .1617, [ .0464, .2770 ] , P< 0.05) .  

 

Therefore, it is determined that there is moderating effect of job experience between 

perceived organizational support and organizational commitment. From the above table, the 

change in ΔR2 for Interaction term (perceived organizational support and job experience) is 

.0371, means that variability percentage of organizational commitment increased by 37.1% 

with the addition of job experience in perceived organizational support. Moreover, 

conditional effect of perceived organizational support at different value of job experience 

(moderator) were analyzed, highlighting highly significant outcomes (p<0.05).  Similarly in 

Fig 1, job experience was founded to influence the relationship between perceived 

organizational support and organizational commitment in a positive direction.  The central 

point of view on job experience is that long-term employees (have more power and are 

more knowledgeable about principles and organizational or might be because longer-

tenured employees are more familiar with their tasks and have comparably higher 

professional accomplishments, therefore their performance level rises (Ng & Sorensen, 

2008; Schmidt & Posner, 1983). 

 

Figure 2: Interaction effect of moderating variable (job experience) on 

relationship between perceived organizational support and organizational 

commitment 

 

 

 
 

Policy Recommendations 

 
The study investigated the moderating role of job experience among perceived 

organizational support and organizational commitment among university employees. The 

study covered the sample of the 128 employees of the Institute of Southern Punjab, 

Multan, Pakistan by simple random sampling and questionnaire followed Perceived 

Organizational Support Scale (POSS) by Eisenberger, Huntington, Hutchison, and Sowa 

(1986) and Organizational Commitment (Mowday, Steers, & Porter, 1979). According to 

correlation, regression and moderation analysis, examined significant effect of perceived 

organizational support on organizational commitment. The results also suggested significant 

role of moderators (job experience) between organizational support and organizational 

commitment. 

 

Based on study conclusions and findings, it is recommended, that organizations 

must consider the significance of organizational support as one of the predictors of 

employee’s job commitment. Job experience must be catered and valued in this regard as 
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well. Future researches are suggested to study these variables in more complex research 

designs and including variety of other variables to explore various other phenomenon in this 

domain for the sake of better understanding of organizational behaviors. 
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