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ABSTRACT

Sri Lankan health sector comprises Government hospitals where nursing officers play a
key role. Research studies mention that the job of healthcare workers is undoubtedly very
challenging and demanding in today’s context. Organisational support and organisational
politics need to be focused to encourage nursing officers’ engagement in work activities.
Since this study is significant in several ways, this study aims to determine whether work
engagement mediates the relationship between perceived organisational support,
organisational politics and employee performance. The literature review of this study has
focused on relationships and hypotheses among study variables. A causal research design
has been primarily adopted in this study. The sample size for this study was 1010. Data
were collected primary data using a well- designed questionnaire. The Data analysis of this
study is based on PLS-SEM and both reflective and mediating measurement and structural
models. Reflective mediatory measurement was assessed using indicator reliability,

internal consistency reliability, convergent and divergent validity. The reflective mediatory
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structural model was based on path coefficients, quality criteria and predictive power, using
SmartPLS. The findings of this study revealed that all three paths between perceived
organisational support and employee performance, perceived organisational support &
work engagement, work engagement and employee performance are significant. And all
three paths between organisational politics & employee performance, organisational
politics & work engagement, work engagement & employee performance are significant.
Study can be concluded that work engagement partially mediates between (i) perceived
organisational support and employee performance; (ii) organisational politics and
employee performance of nursing officers in Sri Lankan hospitals. Thus, the Sri Lankan
government and the policy makers need to pay attention to perceived organisational support

and organisational politics to influence both work engagement and employee performance.

Keywords: Perceived organisational support, organisational politics, employee

performance, work engagement.

INTRODUCTION

Government hospitals are vital in the Sri Lankan health sector. Specifically, nursing
officers play a key role in Government hospitals. Govindaraj et al. (2014) stated that the
public sector in Sri Lanka has been remarkably successful in ensuring access to efficient
and good-quality health services. The services of nurses in government hospitals are key
to the health sector in Sri Lanka. A Study carried out by Dayananda and Samarakoon
(2019) denoted that the job of healthcare workers is undoubtedly very challenging and

demanding in today’s context. Employee engagement refers to the positive psychological
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conditions that lead employees to invest themselves actively in their role and organisation
(Rurkkhum and Bartlett 2012). Employees’ work engagement leads to a range of positive
organisational- and individual-level outcomes, and it has become a prime measure of
organisational success (James 2021). The presence of work engagement can induce
employees to perform better at work. Nurse performance in nursing services refers to the
nurse's compliance in delivering comprehensive nursing care, encompassing the
assessment, diagnosis, planning, implementation, and evaluation stages (Fikri et al. 2024).
Nurses should be supported by the organisation, and it will lead to work engagement. Malik
and Ishrat (2024) indicated that organisations must provide assistance to their staff in order
to cultivate a good mindset which emphasises highly motivated and contented individuals
who are more likely to excel in their roles, duties and work that making it imperative for
firms to provide a conducive work environment that will result in enhanced performance.
In short, work engagement plays a role in mediating the relationship between perceived
organisational support, organisational politics, and employee performance. Research
studies have found that work engagement frequently mediates the relationship between
perceived organisational support and employee performance. Perceived organisational
support fosters work engagement, which in turn stimulates employees’ job performance
(Karatepe and Aga 2016). Similar findings have been reported by Bas and Cinar (2021)
and Wen et al. (2023) in foreign countries such as Turkey and Malaysia. In the case of Sri
Lanka, there are very few related studies which gave the researcher impetus to study the
mediating role of work engagement in the relationship between perceived organisational
support, organisational politics and employee performance. Nursing is important in the

health sector, and the role of officers is vital in the health sector. Nursing officers are
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engaging in several nursing-related tasks and activities in hospitals, whereas they need to
look after their home and social needs, which requires the support of the organisation.
Similarly, hospital administrators need to receive nursing services from nursing officers,
with a focus on organisational politics. This study focuses on the impact of perceived
organisational support and organisational politics on the employee performance of nursing

officers in Sri Lankan hospitals.

Research has identified a research gap as stated in this section. Although there are previous
studies in the areas of perceived organisational support, organisational politics and
employee performance, they are different in the context of period, country and findings.
This has been taken as a study gap for analysing this proposed study in the Sri Lankan
context during the period of 2023 among nursing officers in Sri Lankan Hospitals. Thus,
this proposed study aims to examine perceived organisational support and organisational
politics on the performance of nursing officers in Sri Lankan Hospitals. This motivated the
researcher to study the impact of perceived organisational support and organisational
politics on employee performance of nursing officers in Sri Lankan hospitals. Previous
research findings in the areas of perceived organisational support, organisational politics
and employee performance give different views and make decision makers difficult to
focus on the further improvement of health sector. Thus, getting a clear picture about the
impact of perceived organisational support and organisational politics on employee
performance is the need of the hour to develop the Sri Lankan health sector and nursing

officers.
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STATEMENT OF THE PROBLEM

Previous studies had revealed the contradictory findings on proving the relationships
between perceived organisational support, organisational politics, employee performance
and work engagement. It has been revealed that Chen et al. (2020) found that
organisational support has a positive effect on employee performance. Movahedi et al.
(2020) found that positive perceptions towards organisational politics and work-related
outcomes among nurses. At the same time, research findings indicate a negative
relationship between organisational politics and employee performance. Studies had
attempted to find the relationship between perceived organisational support and work
engagement. Liu (2011) found that organisational support has been accepted as a key factor
influencing employee organisational behaviour and involvement. Folger, Konovsky and
Cropanzano (1992) found that negative perceptions about organisational politics and
employee feelings (work engagement). There are both negative and positive research
findings regarding the relationships among perceived organisational support,
organisational politics, and work engagement. There are research findings between work
engagement and employee performance. Ismail, Igbal and Nasr (2019) found that
employee engagement had a significant impact on employee performance. As far as the
literature is concerned, there is a research gap in proving the impact of perceived
organisational support and organisational politics on employee performance with the
mediating role of work engagement among nursing officers in Sri Lankan hospitals. There
are studies in the context of perceived organisational support and organisational politics on
employee performance of nursing officers abroad, whereas very few studies have examined

the impact of perceived organisational support and organisational politics on employee
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performance of nursing officers in Sri Lankan hospitals. Realising this fact, this study has
focused on knowing the impact of perceived organisational support and organisational
politics on employee performance of nursing officers in the Sri Lankan context, i.e. Sri
Lankan hospitals. Using this research gap, the researcher raises whether work engagement
mediates the relationship between perceived organisational support, organisational politics
and employee performance as the main research question and whether work engagement
mediates the relationship between perceived organisational support and employee
performance and whether work engagement mediates the relationship between

organisational politics and employee performance as sub research questions.

SIGNIFICANCE OF THE STUDY

This study aims to fill the existing literature gap in the areas of perceived organisational
support, organisational politics, work engagement, and employee performance in the Sri
Lankan context. Several studies have been conducted in these areas abroad and within the
Sri Lankan context. Several research studies have also been conducted to investigate the
direct relationships among these variables, both in Sri Lanka and abroad. No study has been
conducted to date to test the mediating relationships among work engagement, perceived
organisational support, organisational politics, and employee performance, as indicated in
the researcher's literature review. On this ground, this study adds value to the mediatory
relationships between work engagement, perceived organisational support, organisational
politics, and employee performance. This study has developed a mediatory model based

on direct and mediatory relationships.
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LITERATURE REVIEW

Researcher reviews this study in two sections such as empirical review and theoretical

review. The first review that based on empirical review is denoted in this section.
Empirical Review

In this empirical section of the literature review, the researcher has reviewed perceived
organisational support, organisational politics and employee performance with the help of
its definitions and the relationship among these variables. Since this study is a mediation
study, different paths and hypotheses needed to be developed and checked among
perceived organisational support, organisational politics, work engagement and employee
performance. On this ground, the literature review focuses on relationships and hypotheses

among variables.

Employee Performance

Performance is the level of work. Bernardin and Russell (1998) defined performance as the
record of outcomes produced on a specified job function or activity during a specified time
period. Employee performance is the level of an employee's performance. Authors have
defined employee performance during different periods. Earlier, job performance was
simply defined as the quantity and quality of each employee's output in an organisation.
Stewart and Brown (2011) defined employee job performance as the contribution that

individuals make to the organisation that employs them. Ramawickrama, Opatha and
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PushpaKumari (2017) stated that in the present scenario, employees do much more than is
traditionally included in their job descriptions. Bagyo (2018) defined that employee
performance depends on the level of skills and abilities, effort, and opportunities they have.
Hermawan, Thamrin and Susilo (2020) defined that employee performance is an individual

thing because each employee has different abilities.

The Relationship between Perceived Organisational Support and Employee

Performance

Various definitions have been stated for perceived organisational support by various
authors like Byrne et al. 2011; Hussain and Asif 2012. Abed and Elewa (2016) had defined
that organisational support shows how much the organization acknowledges the employees
and cares about their well-being. Earlier studies had revealed that organisational support
can enhance employee performance. Once employees perceive that they are supported in
an organisation, they will increase their performance. Research studies have consistently
shown that organisational support is linked to improved employee performance. Chen et
al. (2020) had pointed out that reinforcing organisational support has a positive effect on
the new performance of frontline workers and according to the organisational support
theory, companies need to give support to frontline workers, so that they obtain higher
incentives to work hard and get better performance. Organisational support is necessary for
increasing employee performance in any organisation. These arguments have developed a
null hypothesis of perceived organisational support is not related to employee performance
and an alternative hypothesis of perceived organisational support is related to employee

performance.
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The Relationship between Organisational Politics and Employee Performance

Various researchers, such as Kacmar et al. (1999); Ferris and Kacmar (1992), have defined
organisational politics. Organisational politics refer to actions by organisational members
to be self-interested and directed toward furthering their own goals without regard for the
well-being of others or the organisation (Kacmar and Baron 1999). Some examples of these
actions include withholding information from coworkers, failing to enforce policies and
procedures appropriately, using flattery to gain favours, shifting blame, and maligning
others to make oneself look better. Vigoda (2000) found that “organisational politics may
function as the silent enemy with organisations and can be even more destructive for public

administration systems than for private organisations.

Movahedi et al. (2020) investigated the relationship between positive perceptions toward
organisational politics and work-related outcomes in nurses, including stress level, burnout
level, turnover intention, and job satisfaction. The study found a significant and positive
relationship between a positive perception of organisational politics and job satisfaction.
Nurses who perceive the work environment as political will experience greater levels of
stress, turnover intention, and burnout, and lower levels of job satisfaction. Politics is an
issue that should be handled at all levels of management. Managers should employ
supportive, non-political workplace strategies to enhance the work-related outcomes of
employees. Organisational politics can be argued both positively and negatively. This

notion has been supported by research studies. Cacciattolo (2015) studied organisational
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politics from the viewpoint of positive and negative sides of organisational politics. There
are two ways of viewing organisational politics. Organisational politics can be viewed
either as a symptom of social influence processes that benefit the organisation or as a self-
serving effect that goes against the organisational goals. Bodla et al. (2014) highlight that
a negative relationship between perceived Organisational politics and employees’
performance was not fully supported. Although previous studies reported inconsistent
findings about this relationship, some researchers found evidence for a positive
relationship, and others found a negative relationship. A weak negative relationship was
found between perception of organisational politics and employees' performance as
reported by supervisors (Vigoda 2000). According to these empirical and theoretical
arguments, both null and alternative hypotheses are set: organisational politics is not related

to employee performance, and organisational politics is related to employee performance.

Relationship between perceived organisational support and work engagement

Few previous studies and literature have been conducted in an effort to establish the
relationship between perceived organisational support and work engagement. Liu (2011)
studied about relationship between perceived organisational support and work engagement.
It has been found that organisational support has been accepted as a key factor influencing
employee organisational behaviour and involvement (Liu 2011). The study has concluded
that the level of support provided by the organisation, as perceived by the employee, may
have a direct relationship with employee engagement. Mathumbu and Dodd (2013) also
found similar findings that perceived organisational support has a relationship with

employee engagement in terms of both their job and other work-related behaviours, such
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as organisational citizenship behaviour. These empirical evidences are used to develop a
null hypothesis that perceived organisational support is not related to work engagement
and an alternative hypothesis that perceived organisational support is related to work

engagement.

Relationship between Organisational Politics and Work Engagement

In the research world, there are a number of previous studies and literature that have been
carried out to prove the relationship between organisational politics and work engagement.
Folger, Konovsky and Cropanzano (1992) concluded that these negative perceptions about
organisational politics make employees feel as if they are working in an unjust and unfair
environment, which makes them dissatisfied and, as a result, they are compelled either to
quit the department or the organisation. Kane-Frieder et al. (2014) studied organisational
politics and employee engagement. The study found that when there is high supervisor
political support, employees are able to survive and cope with this situation more
effectively. It argued and concluded that in the presence of politics, work engagement is at
a favourable level. Using this empirical evidence, researchers have developed a null
hypothesis that organisational politics is not related to work engagement and an alternative

hypothesis that organisational politics is related to work engagement.
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Relationship between work engagement and employee performance

Few research studies have been conducted in the areas of work engagement and employee
performance. Hobfoll et al. (2018) found that engaged employees have a sense of energetic
and affective connection with their work activities. Another study carried out by Amoako-
Asiedu and Obuobisa-Darko (2017) stated that engagement allows people to
simultaneously express their preferred selves and completely satisfy their role requirements
and found that engaged employees positively affect the performance of the individual and
the organisation as a whole. Ismail, Igbal and Nasr (2019) studied engaged and disengaged
employees. Highly engaged employees exhibit a passion for their work, understand the
significance of their job, and demonstrate loyalty to their organisations, as compared to
disengaged employees. Ismail, Igbal and Nasr (2019) found that employee engagement had
a significant impact on employee performance. Similar findings have been proposed by
researchers such as Ali, Sabir and Mehreen (2019) and Macey and Schneider (2008). These
arguments have developed a null hypothesis, as work engagement is not related to
employee performance, and an alternative hypothesis, as work engagement is related to

employee performance.

Theoretical Review

Following the empirical review, researcher reviews theoretical review which is denoted in
this section. This study is based on one major theory termed as organisational support

theory abbreviated as OST. Eisenberger, Malone and Presson (2016) put forward this
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theory. Organisational support theory explains how perceived organisational support

develops and yields positive consequences for employees and organisations. Abdulrab et

al. (2018) stated that according to organisation support theory, if employees perceive more

support from the organisation, they are likely to develop more positive attitudes towards

organisation. Javed and Tariq (2015) stated that perceived organisational support stems

from the organisational support theory. This study has two independent variables such as

perceived organisational support and organisational politics.

Conceptual Model

Conceptual study of this study is presented in Figure 1. This demonstrates the relationship

between variables such as perceived organisational support, organisational politics, work

engagement and employee performance.

Perceived Organizational

Support \
Work Engagement

Employee
Performance

Organisational Politics /

(Source: Compiled by Authors)

Operationalization of variables and items

Perceived organisational support is composed of nine items such as support services from

subordinates, tools & finance; supervisor/ superior support; job value recognition;

employee recognition; care of patient and employee; employee respect; management
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support; career support and care of employee interest (Source: Eisenberger et al. 1986;

Dawley, Andrews and Bucklew 2008; Afzali, Motahari and Hatami-shirkouhi 2014).

Co-worker support includes twelve items such as mutual tolerance; sympathy; mutual care;
mutual appreciation; interpersonal support for talk; intra-conflict resolution; mutual
understanding; coworker/ peer support for problem solution; group acceptance; work-
sharing; coworker/ peer support in difficult situations and interpersonal support for ideas/
advice (Source: Spooner-Lane 2004; Singh, Selvarajan and Solansky 2019; Zhou and

George 2001; Rousseau et al. 2009; Ducharme and Martin 2000; Parris 2002).

Organisational politics consists of fifteen items such as negativism; bias; prejudice;
groupism for ordinary gossiping; primary gossiping; rumour gossiping; disrespecting
experienced workers; hidden agenda; partiality for damaging credibility; redtape;
favourism; mystery stakeholders; bias; nepotism; partiality for resources (Source: Landells

and Albrecht 2019; Elbanna 2016; Gandz and Murray 1980; Khushk, Zengtian and Aman

2021; Kacmar and Baron 1999).

Work Engagement is composed of nine items such as physical work presence of energy,
physical work presence of strength & activeness, emotional work presence of liking,
emotional work presence of enthusiasm, physical work presence of motivation, cognitive
work presence, emotional work presence, dedication and commitment (Source: Rurkkhum

and Bartlett 2012; Shuck, Reio and Rocco 2011; Markos and Sridevi 2010).
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Employee performance is composed of eighteen items such as timeliness for organization;
timeliness for preparation; duties done; record keeping; availability; task performance;
punctuality; competence for difficult task; competence for current job knowledge; current
professional abilities; responsiveness for issues; challenges; teamwork; critical care for
unimportant matters; critical care for already difficult situations; reliable service;
interpersonal communication; collaboration (Koopmans et al. 2014; Ramawickrama,

Opatha and PushpaKumari 2017; Opatha 2002; Borman and Motowidlo 1997).

METHODOLOGY AND RESEARCH DESIGN

This study primarily employs a causal research design. Causal research design is a
quantitative phase of the research. Causal research design is employed to investigate the
relationship between variables and test hypotheses. In this study, five sets of hypotheses
were tested, such as (1) There is a relationship between perceived organisational support
and employee performance; (2) There is a relationship between perceived organisational
support and work engagement; (3) There is a relationship between work engagement and
employee performance; (4) There is a relationship between organisational politics and
employee performance; (5) There is a relationship between organisational politics and
work engagement. The Population of this study includes all nurses in these Teaching and
General Hospitals in the Northern and Eastern Provinces of Sri Lanka. In Sri Lanka, there
are nine provinces, but this study has considered only two provinces, namely Northern and
Eastern Provinces. Selecting the respondents (nursing officers) of all nine provinces in Sri
Lanka will be time consuming. Island-wide data collection from these nine provinces

would be difficult due to the fact that unfamiliarity of respondents, i.e. hospital nurses.
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Since researcher is familiar with Northern and Eastern Provinces data have been collected
from these two provinces. Population size of this study in 3823 nurses that constitute (1622)
from hospitals in Northern Province and those in Eastern Province (2201). According to
the formula given by Malhotra (2010), the sample size for this study was calculated. Usable
sample size is 787 that is composed of 331 nurses from hospitals in Northern Province and
456 from those in Eastern Province. Researcher used a stratified random sampling
technique for data collecting purpose. This study applied a well-
structured questionnaire that was sent in person with the support of data collectors. Data
were collected from the sample respondents of 787. This study was a cross-sectional
survey approach. In order to collect data, the researcher engaged during the period
from 2022 to 2024. The study applied both SPSS for descriptive data analysis and Smart
PLS 4.1 for the purposes of data analysis. This study graphically presented both the direct
reflective measurement model and the structural model (SEM) as depicted in Figure 1 and
Figure 2. Both models are direct models that explain the direct relationships among two
independent variables, such as perceived organisational support and organisational politics
and the dependent variable, employee performance for knowing the influence of perceived
organisational support and organisational politics on employee performance of nursing

officers in Sri Lankan hospitals.

DATA ANALYSIS, RESULTS AND DISCUSSION
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Data analysis is based on the assessment of reflective, “mediating”, and structural

measurement models.

ASSESSMENT OF THE REFLECTIVE MEDIATING MEASUREMENT MODEL

To assess the reflective mediating measurement model, measures of reliability and validity
are tested using indicators of reliability and validity, including indicator reliability, internal

consistency checks, convergent validity, and divergent validity.

Indicator Reliability

Item loadings check indicator reliability. Each item must have an item loading value greater
than 0.7. An item that has a loading value below 0.7 is removed from the analysis. Checking
of item loading ensures indicator reliability. Outerloading values of all items of
independent variables, such as perceived organisational politics, organisational politics,
dependent variables, employee performance, and work engagement, are greater than 0.7.
Table 1 tabulates outer loadings of all items of independent variables, such as perceived
organisational politics, organisational support, and co-worker, dependent variable,

employee performance, and mediatory variable, work engagement.

Table 1: Outerloadings
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\ariable

Outerloadings

EPOP5, EPOP6, EPTP1, EPTP3

Items
\Work EEAL, EEA2, EEAS, EED], 0.794, 0.856, 0.860, 0.820,
engagement EEV1, EEV2, EEV3 0.833, 0.795, 0.730
Employee EPCPB1, EPCPB2, EPCPB3, 0.829, 0.876, 0.843, 0.824,
performance EPOP1, EPOP2, EPOP3, EPOP4, 0.864, 0.817, 0.841, 0.829,

0.858, 0.736, 0.804

Organisational

politics

POPC1, POPC2, POPC3,
POPREL1, POPREL2, POPREP1,

POPREP3

0.892, 0.883, 0.858, 0.834,

0.865, 0.782, 0.870

Perceived
organisational

support

POS1, POS2, POS3, POS4, POS5,

POS6, POS7, POS8

0.822, 0.855,0.793, 0.812,

0.839, 0.876, 0.872, 0.848

Internal consistency, reliability, and Convergent validity

Internal consistency reliability is checked using either of the two measures, such as
Composite reliability (Rho_a) and Cronbach's Alpha. Composite reliability value (rho_a)
values of all items of independent variables, such as perceived organisational support,
organisational politics, dependent variable, i.e. employee performance and mediatory
variable, i.e. work engagement, are above 0.7. Cronbach’s Alpha values of all items of
independent variables, such as perceived organisational support, organisational politics,
dependent variable, i.e. employee performance and mediatory variable, i.e. work

engagement, are greater than 0.7. Values of Composite reliability (Rho_a) & Cronbach
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Alpha are tabulated in Table 2. Average Variance Extracted checks convergent validity
abbreviated as AVE that is greater than 0.5. Average Variance Extracted values of
independent variables, such as perceived organisational support, organisational politics,
dependent variable, i.e. employee performance and mediating variable, i.e. work
engagement, are above 0.5. Values of Convergent validity - Average Variance Extracted

are tabulated in Table 2.

Table 2: Construct reliability and validity, and Convergent validity

Composite reliability Average variance

Cronbach's alpha
(rho_a) extracted (AVE)
EE 0.915 0.923 0.662
EP 0.955 0.956 0.689
POP 0.939 0.941 0.732
POS 0.940 0.941 0.706

Divergent validity

Divergent validity is checked by a measure of the heterotrait-monotrait ratio, abbreviated
as HTMT. HTMT value should be less than 0.85. HTMT values of independent variables
such as perceived organisational support, organisational politics, dependent variable, i.e.
employee performance and mediatory variable, work engagement, are below 0.85. Values

of Divergent validity — HTMT are tabulated in Table 3.
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Table 3: Divergent Validity

EE EP POP POS
EE
EP 0.440
POP 0.361 0.393
POS 0.392 0.686 0.385

ASSESSMENT OF THE REFLECTIVE MEDIATING STRUCTURAL MODEL

To assess the reflective structural model, three measures are used in this study: path
coefficient checking for significance with t- and p-values, quality criteria’s explanatory

power (R-squared), and predictive power (Q2).

Path Coefficient and Hypotheses Testing

Path coefficient is one of the measures of a structural model. There are different paths in
this mediating model. t- and p-values for perceived organisational support, organisational
politics, employee performance, and work engagement, along with the path coefficient, are

tabulated in Table 4.
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Table 4: Path coefficient checking: t and p values for perceived organisational support,

organisational politics, employee performance and work engagement

Table 4: Path Co-efficient

Standard
Original Sample T statistics P
deviation
sample (O) | mean (M) (|O/STDEV|) | values
(STDEV)
EE ->
0.106 0.106 0.027 3.997 | 0.000
EP
POP -
0.102 0.100 0.054 1.889 | 0.059
> EE
POP -
0.062 0.064 0.027 2.324 | 0.020
> EP
POS -
0.232 0.234 0.048 4.796 | 0.000
> EE
POS -
0.760 0.759 0.023 32919 | 0.000
>EP

The path between perceived organisational support and employee performance is
significant (p < 0.05) with a t value of 32.919. The significance of the path refers to the
null hypothesis being rejected and the alternative hypothesis being accepted. Accepting the
alternative hypothesis refers to the perceived organisational support being related to

employee performance. The path between perceived organisational support and work
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engagement is significant (p < 0.000) with a t value of 4.796. The significance of the path
refers to the null hypothesis being rejected and the alternative hypothesis being accepted.
Accepting the alternative hypothesis refers to the perceived organisational support being
related to work engagement. The path between work engagement and employee
performance is significant (p < 0.000), with a t-value of 3.997. The significance of the path
refers to the null hypothesis being rejected and the alternative hypothesis being accepted.
Accepting the alternative hypothesis refers to the notion that work engagement is related
to employee performance. Since all three paths are significant, there is partial mediation
between perceived organisational support and employee performance. In other words,
work engagement partially mediates the relationship between perceived organisational
support and employee performance. The findings of this study can be supported by
previous research works carried out by Malik & Ishrat (2024), Ariarni & Afrianty (2017),
and Rubel & Kee (2013), who found that employee engagement mediates the link between

perceived organisational support and employee performance.

The path between organisational politics and employee performance is significant (p <
0.05) with a t value of 2.324. The significance of the path refers to the rejection of the null
hypothesis and the acceptance of the alternative hypothesis. Accepting the alternative
hypothesis refers to the organisational politics being related to employee performance. The
path between organisational politics and work engagement is significant (p < 0.059), with
a t-value of 1.889 at a 5.9% significance level. The significance of the path refers to the
rejection of the null hypothesis and the acceptance of the alternative hypothesis. Accepting

the alternative hypothesis refers to the organisational politics being related to work
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engagement. The path between work engagement and employee performance is also
significant (p < 0.000) with the t value of 3.997. The significance of the path indicates that
the null hypothesis is rejected and the alternative hypothesis is accepted. Accepting the
alternative hypothesis refers to the notion that work engagement is related to employee
performance. If all three paths are significant there is partial mediation between
organisational politics and employee performance. In other words, work engagement
partially mediates between organisational politics and employee performance. Findings of
this study tally with previous research findings of Kim, Han and Park 2019; Eldor (2016);
Priyadarshinia and Sripirabaab (2019), who found work engagement mediates between

organisational politics and employee performance.

Quality criteria: Explanatory power of R-squared

Quality criteria are another measure of the structural model. Quality criteria utilise the
explanatory power of R-squared. The mediatory model includes two independent variables:
perceived organisational support and organisational politics, as well as the dependent
variable, i.e., employee performance, along with the mediating variable, i.e., work
engagement. The quality criteria of the model are explained by the R-squared value. The
value of R-squared for work engagement is 0.190, which indicates that two independent
variables, perceived organisational support and organisational politics, explain around 20%
of the variation in work engagement. Similarly, the R-squared value for employee
performance is 0.694. Work engagement accounts for approximately 69% of the variation

in the dependent variable, employee performance, as illustrated in Figure 1.
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Figure 1: Values of quality criteria: R-squared of work engagement and employee

performance

Please predict

Pls predict is another measure of the structural model. Pls predict using Q2 as tabulated in

Table 5.

Table 5: Values of Pls predict: Q2 predict

Variable Q?predict

Work engagement EEAL, EEA2, EEAS,
0.135, 0.119, 0.204, 0.163,
EED1, EEV1, EEV2,
0.086, 0.120, 0.077
EEV3
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Employee performance EPCPB1, EPCPB2,
0.524, 0.489, 0.453, 0.513,
EPCPB3, EPOP1, EPOP2,
0.448, 0.538, 0.493, 0.497,
EPOPS3, EPOP4, EPOPS5,
0.317,0.428
EPOPG6, EPTP1, EPTP3

CONCLUSION

This study's first sub-research objective was to investigate whether work engagement
mediates the relationship between perceived organisational support and employee
performance. Results of the analysis revealed that all three paths (perceived organisational
support & employee performance; perceived organisational support & work engagement;
work engagement & employee performance) are significant, indicating partial mediation
between perceived organisational support and employee performance. The finding is
consistent with previous studies that perceived organisational support positively affects job
performance (Hasan et al. 2023; Sabir et al. 2022; Li et al. 2022; Wojcik-Karpacz, Karpacz
and Ingram 2019; Wen et al. 2023). Similarly, the second sub-objective was to investigate
whether work engagement mediates the relationship between organisational politics and
employee performance. According to the analysis results, if all three paths (organisational
politics & employee performance, organisational politics & work engagement, and work
engagement & employee performance) are significant, there is partial mediation between
organisational politics and employee performance. The finding is consistent with previous
studies that a significant correlation exists between organisational politics and individual
work performance (Abun et al. 2022; Movahedi et al. 2020). This study finding in line with
the previous studies (Chukwuma and Agbaeze 2019; Eldor 2016; Muiruri 2023) This
study achieved its main research objective of investigating whether work engagement
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mediates the relationship between perceived organisational support, organisational politics
and employee performance. It can be concluded that work engagement partially mediates
between (i) perceived organizational support and employee performance; (ii)

organisational politics and employee performance.

Practical and Theoretical Contribution

Health sector can identify the extent to which, and how organisational support contributes
to enhance employee performance. Policy makers in the health sector can pay their
attention on perceived organisational support and organisational politics to enhance the
performance of nursing officers in Eastern and Northern Provinces. This study contributes
to organisational support theory that argues for two important matters. The first one is that
perceived organisational support contributes to employee performance. The second one is
that it strengthens the relationship between employees and the organisation. Findings of
this study have also supported to enhance employee performance and to improve the
relationship between nurses and hospitals. Our conceptual model is also based on perceived
organisational support and organisational politics and employee performance.
Organisational support theory considered perceived organisational support and employee
performance. The conceptual model of this study also consists of perceived organisational

support as one variable. Thus, this study contributes to organisational support theory.

MANAGERIAL AND POLICY IMPLICATIONS
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Study suggests that conceptual framework developed in this study can be used as a strategy
for enhancing employee performance of nurses in government hospitals in Sri Lanka.
Employee performance can be enhanced by focusing on perceived organisational support
and organisational politics in government hospitals in Sri Lanka. The findings of this
study would only be applicable to the nurses of Sri Lankan hospitals. The government and
policymakers need to pay attention to perceived organisational support and organisational
politics to influence both work engagement and employee performance. Work engagement
plays the role of partial mediation between (a) perceived organisational support and
employee performance, (b) organisational politics and employee performance. Both
perceived organisational support and organisational politics can be utilised as direct
methods for improving employee performance. At the same time, work engagement plays
as a mediator between perceived organisational support, organisational politics and
employee performance. Policy makers in the Government Health Sector need to pay close

attention to employee engagement to enhance employee performance.

LIMITATION OF THE STUDY AND FURTHER RESEARCH

This study is based on nurses from Government hospitals in the Eastern and Northern
Provinces, with a limited sample size. This study can be extended island-wide to cover all
nurses at Government Hospitals. Researcher allows other researchers to address these

shortcomings and conduct research in other parts of Sri Lanka.
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