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Abstract

:

The performance of the employees and productivity of each individual, in general, have been badly affected because of the COVID-19 pandemic. Organizational citizenship behavior is regarded as an interpretation of the performance of the employee which is essential to contribute more to the organization’s processes and success. Therefore, to increase the organizational effectiveness and achieve its goals, it is crucial to understand the factors affecting the organizational citizenship behavior of the employees. This study aims to examine the impact of perceived organizational support on organizational citizenship behavior with the mediating role of employee engagement and affective commitment. To collect the data for this study, a linear snowball sampling method was used, and 380 foreign employees working in different service companies in Hungary participated in the survey. Structural equation modeling (SEM) was used to test the proposed hypothesis. The results of the study revealed that perceived organizational support positively associated with organizational citizenship behavior and this relationship is also strongly mediated by employee engagement. On the other hand, employee engagement and affective commitment pose a direct positive influence on organizational citizenship behavior. This study has theoretical and practical implications as it will provide a comprehensive framework to better understand the factors influencing the organizational citizenship behavior of the employees.
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1. Introduction


The emergence and spread of coronavirus (COVID-19) around the globe has posed a great danger to the health and lives of human beings [1]. The COVID-19 pandemic has badly affected human life as well as businesses. It not only disrupted the daily life of the individual but also the function of an organization or workplace [2]. The pandemic has caused severe stress worldwide which is not controllable in comparison to stress experience by an individual in daily life [3,4], and it caused extreme harms to businesses, countries, and individuals at distinct levels [1]. The harmful impact of the COVID-19 pandemic on businesses requires a drastic change in the HR policies, behaviors of the management, and employee performance to remain competitive during the pandemic [5]. Furthermore, organizations need to adjust themselves rapidly to a dynamic environment to achieve competitiveness and success [6].



The COVID-19 outbreak has severely affected both the private and public sectors. It has disrupted operations in many sectors in a country such as tourism, airlines, restaurants, hotels, telecom service centers, retail, etc. Most of the sectors in different countries were partially or completely closed because of the rapid transmission of the virus, while the service sector was the most affected. The service sector faced complete closure because of direct human contact and the rules of social distancing [7], especially tourism, health, media and entertainment, and transport industries [8]. In these sectors, employees are at more risk of contracting coronavirus because they have to interact with customers directly and come in direct or indirect contact with many customers, or they must manage items used or touched by the consumers [9]. Along with this fear of the virus, employees of different sectors faced various issues related to reduced salary or job loss. Many people lost their job because businesses are shut down or there were fewer sales. The impact of COVID-19 is detrimental for people, businesses, and the economy as well [10]. Subsequently, this pandemic has caused severe stress among employees and has directly affected their attitude, behavior, and performance at the workplace.



The work functioning has changed drastically, and COVID-19 has forced people to deal with this change in the work environment. In a study conducted by Li et al. [2], it was reported that to foster employee and organizational relationships and to reduce uncertainties during organizational change, transparent internal communication can play a vital role. Many studies have been conducted involving different sectors in various countries to understand the impact of COVID-19 on the operational working of businesses and organizations. For instance, the hospitality industry [11], tourism [12,13], restaurants [14], aviation industry [15], retail industry [16], etc. The pandemic not only affected the operations of the industries but also posed a negative impact on the work behaviors of the employees. Hence, researchers are keen to understand the impact of various factors on the organizational behavior of the employees. Several behavioral studies were conducted for a better understanding of employee behavior during COVID-19. These studies include factors like organizational leadership [17], employee stress [18], organizational citizenship behavior [1], job satisfaction [19], organizational commitment [20], and employee performance [21,22].



It was reported by different studies that employees’ behaviors may change during pandemics. For example, several studies reported that impact of this pandemic resulted in reduced employee engagement because of remote jobs [23] and job insecurity [24]. However, one important influencer for employee engagement is perceived organizational support which refers to “an employee’s perception that the organization values his or her work contributions and cares about the employee’s well-being” [25] (p. 4), whereas it was found that the affective commitment of the employee may change positively towards the organization if the organization is facing a crisis during an external event, like wars or pandemics, in the country where it is operating [20]. This change may be a result of the emotional attachment of the employee to the organization [26]. On the other hand, the importance of organizational support for its employees increases during the pandemics, and it can affect their different behavioral outcomes like job anxiety [27], emotional exhaustion [28], employees work engagement [29], and organizational citizenship behavior [30]. Therefore, studying employee’s behaviors during the pandemic is important to understand the role of organizational support.



According to Guadagno [31], foreign employees and employees with an immigration background are certainly more vulnerable and affected by the impacts of the COVID-19 pandemic because of various reasons, such as their working and living conditions, linguistic diversity, inadequate health services, limited network or local knowledge, etc. In the opinion of Rudolph et al. [32], studying the impact of the COVID-19 pandemic on the organizational behavior of foreign or migrant workers is one of the most significant topics for future studies because these employees are more likely to perceive inequalities and are more vulnerable to the health and economic effects of the pandemic within the host country. Therefore, the current study is conducted to understand the organizational behavior of foreign employees working in the service sector in Hungary by examining the impact of perceived organizational support on the organizational citizenship behavior of the employees, with the mediating effect of affective commitment and employee engagement during the COVID-19 pandemic.



According to Baksa et al. [33], foreign employees with full-time work contracts correspond to nearly 14 percent of the total employees working in the Hungarian service sector in 2020 with a slight decrease compared to previous years due to the current pandemic and the limitation of traffic. Moreover, many foreign students are employed in part-time work in different service sectors of Hungarian companies, and the total number of students enrolled in Hungarian universities is over 33,000 [34,35]. The Hungarian service sector is achieving 65.7% of the total GDP of Hungary [33], whereas private service companies are the most developed in Hungary and make up a high percentage of the entire service sector in Hungary [36]. Hence, it is crucial to understand the organizational behavior of foreign employees working in the service sector in Hungary during the COVID-19 pandemic.



The main aim of this study is to examine the impact of perceived organizational support (POS) on organizational citizenship behavior (OCB) of the foreign employees working in the service sector in Hungary because it is crucial to examine the behavior of the employees towards their organization during the COVID-19 pandemic. The study is conducted to provide a comprehensive framework to investigate the relationship between variables related to organizational behavior of the employees, such as POS, employee engagement, affective commitment, and OCB. To achieve this purpose, a quantitative approach was applied, and a structured questionnaire was used to collect the data. The questionnaire was sent to the employees by using an online form because it is the most convenient way to gather the data at the time of pandemic. The target population for this study is foreign employees working as a full-time and part-time employee in different companies of the service sector in Hungary. To analyze the relationship between above-mentioned variables, structural equation modeling (SEM) was used. The advantage of using SEM is that it can help in identifying the influence and weight of several variables on one variable. It also helps in analyzing the moderating and mediating effects of the variables. This method provides clear and better understanding for the readers to assess the relationship between the studied variables.



This study will try to answer the following questions: What is the influence of perceived organizational support (POS) on organizational citizenship behavior (OCB) of the foreign employees during the COVID-19 pandemic in Hungary? What is the role of employees’ engagement and affective commitment in strengthening the relationship between POS and OCB among foreign employees working in Hungary? Is there any direct impact of employee engagement and affective commitment on OCB of these employees during the COVID-19 pandemic? The current research will provide novel results for the researchers and managers for a better understanding of employee behavior in this context. The lack of literature on the current topic in the context of the COVID-19 pandemic has created a need for this study to identify the influence of these constructs on OCB of the employees. The research was conducted by incorporating variables like POS, employee engagement, and affective commitment, and it provided evidence of their influence on OCB during COVID-19. To the best of the authors’ knowledge, none of the studies has been conducted during the COVID-19 pandemic which examined the impact of POS on OCB on foreign employees working in the service sector in Hungary. Therefore, this study attempted to fill the research gap by analyzing the impact of POS on OCB, and by examining the potential role of employee engagement and affective commitment in mediating this relationship of POS and OCB among the foreign employees who are considered the most vulnerable to the COVID-19 pandemic.



This study will first present the review of previous literature and distinguish the present study from previous studies conducted during and before the COVID-19 pandemic. Then, the sample collection, sampling method, applied materials and methods will be clarified. Next, the study will define the analysis to test the reliability and validity of the collected data. After that, model fit was tested by using confirmatory factor analysis and structural equation modeling (SEM) was applied to test and explain the proposed hypotheses. In the next section, results are presented and thoroughly discussed by presenting related or contrary evidence from previous studies. In the last section, implications, recommendations, conclusions, and limitations along with future research directions are provided.




2. Literature Review


2.1. Perceived Organizational Support


Eisenberger et al. [25] defined perceived organizational support (POS) as “the extent to which it is perceived by employees that organizations value their contributions and care about the well-being of employees” (p. 3). Eisenberger et al. [37] stated that when employees realized that they are supported and valued by their organization, they work more efficiently for the value and success of the organization. According to Jain and Sinha [38], POS signifies the efforts, social affection needs, loyalty, and commitment of an individual identified by the organization. Rhoades and Eisenberger [39] contemplated POS as the contribution of an organization to gain mutual benefits with employees because the employees act better in paying back the positive effects of the organization. Le and Lei [40] argued that POS indicates the best efforts of employees to act according to the goals of the organization and perform personal duties as a positive response which derives from their acceptance of being valued and care of their well-being, also by having considerable support of the organization.




2.2. Affective Commitment


Meyer and Allen [41] stated that organizational commitment is a behavior that combines a person’s identity with the organization so that the organizational and individual goals become consistent. In previous literature, it was proven that employees who possess less commitment towards their organization tend to make more mistakes at the job, experience more stress, have more family-related conflicts, and become more absent on the work in comparison to the employees having strong organizational commitment [42]. Many studies underlined that organizational commitment comprises three components that are continuance commitment, normative commitment, and affective commitment [43,44]. According to Ko et al. [44], affective commitment is the desire to stay employed in the organization that derives from recognition, emotional attachment, and participation with the organization. Compared with normative and continuance commitment, affective commitment is related to positive organizational results like job performance, OCB, and employee engagement [45,46,47].




2.3. Employees Engagement


Employees’ engagement is defined as “a positive, fulfilling, work-related state of mind that is characterized by vigor, dedication, and absorption” [48] (p. 74). This definition indicated that there are three elements of employees’ engagement: vigor (physical element), absorption (cognitive element), and dedication (emotional element). When mental resilience and immense energy are felt by the employees when they work, this is characterized as vigor. On the other hand, dedication involves inspiration, challenge, pride, significance, involvement, and enthusiasm at work. Lastly, absorption occurs when employees are immensely engaged in the work and possess a high concentration level as time changes rapidly and they feel it hard to disengage themselves from work [48]. Different antecedents of employees’ engagement in previous literature are specified, and some of these antecedents are diversity management practices [49,50], green HRM [51], organizational justice [52,53,54], organizational commitment [55], leadership [56] conflict management [57] perceived organizational personal support [53,58,59,60]. Employee engagement is crucial for the growth and development of an organization because a high level of engagement leads to improved productivity. At the time of distress (e.g., COVID-19 pandemic), employee engagement is more important for organizational processes, and organizations should emphasize on employee engagement during pandemic [61].




2.4. Organizational Citizenship Behavior


Organizational citizenship behavior (OCB) is defined as an individual’s chosen behavior which is not related to the formal reward system of an organization; rather, it increases the organizational effectiveness [62]. OCB as a construct was coined by Organ, who regarded it as a clearer interpretation of ‘performance’ in the arguments related to performance caused by satisfaction [63]. It is also referred to as the set of discretionary workplace behaviors which goes beyond one’s fundamental job requirements and behaviors that go beyond the call of job responsibility [64]. According to Bienstock et al. [65], the major interest of OCB was to identify the responsibilities or behaviors of an employee who is sometimes inadequately measured or overlooked in the traditional measurements of the job performance of the employee, but who, on the other hand, enhances organizational effectiveness or functionality. In the last two decades, the exploration of reliable predictors of OCB has increased, and researchers attempt to find several factors that can predict OCB such as job satisfaction [66,67], leadership style characteristics [68,69], organizational commitment [60,70,71,72], perceived organizational support [45,66], and employees’ engagement [73]. This study will further analyze the influence of a few of these predictors during the pandemic and will attempt to make a better understanding of the mediating impact of employee engagement and affective commitment between POS and OCB.




2.5. POS and Employees Engagement


In the boundaries of social exchange theory (SET), employee engagement seems to mediate the standards of the mutual benefits by assuring the loyalty of an individual for the sustenance and support of an organization. In the previous literature, it is indicated that positive effects and contributions are displayed by the employees when they feel an attachment between their organization and themselves [74]. On the basis of SET, the employees with high POS tend to become more involved with their work and organization to help in achieving organizational goals as part of SET’s reciprocity norm [75]. In the context of organizational support theory, when it is perceived by the employees that management value their contribution and their well-being, then as a result they tend to use dedication, vigor, and absorption by using social exchange perspective in fulfilling their responsibilities at work [53,55]. For employee engagement, this view is widely accepted that it is a significant behavioral outcome of POS. It is accepted by previous studies that there will be a reinforcement of employee’s emotional and cognitive appraisal at work and in their organization when employees have POS [75]. In service sector, several studies investigated the impact of POS on employees’ engagement, for example, Imran et al. [60] in their study on employees from banking sector in Pakistan found that POS significantly and positively influence employees’ work engagement. The same results were found in the study of Yang et al. [76], who conducted their study on the Chinese doctors working in health sector in China, and also in the study conducted by Rahman et al. [77] on employees of healthcare sector in Bangladesh. In other studies, this effect was found to be indirect and was associated with self-efficiency of the employees of education sector [29] and financial service sector [78]. Based on what was proposed above, the researchers could form a hypothesis:



Hypothesis 1 (H1).

There is a positive significant effect of perceived organizational support on employee engagement.






2.6. POS and Affective Commitment


Affective commitment is mainly explained based on social exchange theory (SET) [79]. Furthermore, SET has been widely used to explain not only the relationship between POS and affective commitment but also the antecedents of organizational commitment in general [80]. Social exchange theory demonstrates that relationships evolve with time into loyalty, trust, and mutual commitments [81]. This means that high-quality relationships of social exchange are facilitated by successful reciprocal exchanges because individuals are encouraged to pay back the desired treatment they have received [82]. In this context, when employees perceive support from their organization, this support will prompt them to strengthen their contribution to their work. Furthermore, it boosts the expectation that their risen contributions will be noticed and then rewarded as well; as a result, it will motivate individuals to dedicate more efforts and time in their job [39]. This increased dedication can be displayed by voluntarily extending an individual’s work role to incorporate such activities that were not present in the formal work description [83].



Studies on affective commitment based on social exchange theory have found that one important influencer of affective commitment is POS, and this effect can be direct [60,84] in both banking and trade sectors, or indirect [80,85] in banking and education sectors. Based on what has proposed above, the researchers hypothesized the following:



Hypothesis 2 (H2).

There is a positive significant effect of perceived organizational support on affective commitment.






2.7. POS and OCB


It is postulated by social exchange theory (SET) that employees who believe that their contribution is valued by their organization—either by involving them in the leading workforce or in any other way—will then return the favor to the organization as a duty by their positive behavior which includes organizational citizenship behavior and job performance [79,86]. The factors that lead to OCB are described by using this theory, e.g., [87,88] as an employee is obligated to give back with their positive behavior when these employees are supported by their organizations [89,90]. This theory suggested that if employees perceive higher value, care, and support from their organization (like POS), then they return more by displaying positive behavior, for instance, psychological capital, and therefore develop a higher level of OCB. A study conducted by Settoon et al. [91] involving hospital workers found that POS does not support positive influence on OCB; rather, it depicts interpersonal helping more than citizenship behavior. In recent years, the same results were found in other studies [60,92]. Contrary to this, Wayne et al. [93] in their study found that POS had a strong positive relationship with citizenship behavior on both individual and organizational levels. Similarly, different researchers supported a strong positive relationship between POS and OCB [45,94,95]. In a recent study that focused on +65 employees in Poland, [96] explained that when employees perceive positive attitudes and support from their human resource management (HRM) and organizations, they tend to have higher OCB, well-being, and job security. Furthermore, the perception of employees towards the involvement and perceived support from their HRM enhance their organizational engagement and OCB, and this relationship might be affected indirectly by the employees’ commitment to change [30].



Therefore, the following hypothesis was formulated:



Hypothesis 3 (H3).

There is a positive significant effect of perceived organizational support on OCB.






2.8. Employee Engagement and OCB


The social exchange perspective and organizational support rationalize that engaged employees probably exhibit good attitudes and trust in their organization and management [94]. Thakre and Mathew [97], in their study on employees of the service sector in India, stated that employee engagement is considered a predictor of constructive results in an organization like job expectations and OCB. The COVID-19 pandemic has created a need for more employee engagement and support for survival and better growth of an organization [5]. Engaged employees are more likely to display OCB because they feel that they can accept additional responsibilities by accomplishing their tasks efficiently [98]. Several studies in the past have supported the positive association between employees’ engagement and OCB in different service sectors like the health sector [94], banking sector [95], public sector [99], and the trade services sector [100]. However, in the current scenario of the pandemic, this association necessitates investigation. Hence, the following hypothesis is suggested:



Hypothesis 4 (H4).

Employee engagement positively influences OCB.






2.9. Affective Commitment and OCB


Affective commitment often precedes positive organizational outcomes, for instance, better performance, increased efficiency, reduced absenteeism [101]. It is also regarded as a psychological contract that corresponds to long-term loyalty promise from employees if their organization ensures promotion opportunities, job security, and self-development [102]. Additionally, Wang et al. [103] asserted that if employees receive employer’s support mainly at the time of distress, then they are more likely to show positive behavior and commitment at the workplace, and it reciprocates into increased OCB. This is true during the distress caused by the COVID-19 pandemic, which indicates that during the challenging scenario, if the employees are satisfied with their work-life, then they exhibit a low level of intentions to leave the organization or high level of OCB [104]. Similarly, previous literature has proven a positive relationship between affective commitment and OCB in banking and financial sectors [67,69]. Therefore, we proposed the following hypothesis:



Hypothesis 5 (H5).

Affective commitment positively influence OCB.






2.10. Employee Engagement as a Mediator between POS and OCB


In literature, many studies have confirmed the significant positive relationship between POS and OCB [66,93,105]. However, researchers also aimed to understand the mediating effect of these factors between POS and OCB [45,95]. Hence, this study incorporated the role of employee engagement as a mediator between POS and OCB. Sulea et al. [98] suggested that different job characteristics like POS and conscientiousness are positively associated with employee citizenship behavior through employee work engagement. Other studies also supported the mediation effect of employee engagement in this context [106,107], but it is crucial to understand its influence during the COVID-19 pandemic. Therefore, the following hypothesis is suggested:



Hypothesis 6 (H6).

Employee engagement mediates the relationship between POS and OCB.






2.11. Affective Commitment as a Mediator between POS and OCB


According to the theoretical framework suggested by Piercy et al. [108], it was asserted that commitment can serve as a mediator in the relationship between POS and OCB. It gives the supporting logic for an association of commitment and POS [84], and commitment and OCB [60,70,72]. In a study conducted on the professional employees in the health care sector in Canada, the organizational commitment was found to mediate the relationship between POS with both OCB and employees’ satisfaction of these employees; moreover, the study found that the perceptions of these employees toward HRM practices were more effective in enhancing OCB when it was associated with a positive POS to organizational commitment pathway [109]. Two other studies that were applied on the expatriates working in different sectors in China [110] and Kuwait [45] have supported the mediating influence of commitment between POS and OCB. Based on previous findings and support for the POS, affective commitment, and OCB relationship, it is suggested to integrate affective commitment as a mediating variable in this study. Hence, this hypothesis is suggested:



Hypothesis 7 (H7).

Affective commitment mediates the relationship between POS and OCB.





The conceptual framework and the hypotheses are presented in Figure 1.





3. Methods


3.1. Sample and Procedures


The current study aims to investigate the impact of POS on OCB, and how employee engagement and affective commitment can mediate this relationship—moreover, to find out which mediator plays a more significant role in this relationship, and to figure out what effects of POS are posed on employees’ engagement and affective commitment. Finally, to determine whether employees’ engagement or affective commitment can affect more OCB among the foreign employees in the Hungarian private service sector. The target population of this research is foreign employees working in different private companies in the service sector located in Hungary. A structured questionnaire with an introduction message that explains the aim of the study was used to gather the data. The linear snowball sampling method was used, and an electronic questionnaire using online channels was distributed to employees, working in full time or part time jobs. Around 600 requests were sent to the employees to participate in the survey, and out of these, 380 responses were valid with no missing values and used for analysis, with a rate of answer (about 63.33%) which is considered a reasonable response rate [111]. Table 1 shows the personal traits of the sample.



As it could be noticed from the table above, females had a higher count (N = 191). The highest percentage of 48.1% was for employees with more than a year and less than five years of work tenure. Besides, it could be noticed that the highest percentage (68.9%) of employees belongs to the age group of 25–34 years. Finally, the majority of the employees (N = 142) were working in financial and trade companies that provide professional financial services.




3.2. Measures


Employees reported their levels of POS, employee engagement, affective commitment, and OCB through a standard online questionnaire comprising four sections:



Perceived organizational support: an 8-item scale was used in the study adapted from [37] which originally has 17 items; however, the recommendation of the 8-item scale was followed which is given by Rhodes and Eisenberger [39] (p. 699) who mention that, “because the original scale is unidimensional and has high internal reliability, the use of shorter versions does not appear problematic.” Therefore, the researchers decided to use the shorter version. It is based on a 5 point Likert scale in which 1 signifies “totally disagree” to 5 signifies “totally agree”. The unidimensionality, predictive validity, and reliability of the scale have been reported from extensive evidence [39]. The sample items include, “The organization cares about my general satisfaction at work.”



Affective commitment: items for this construct were taken from the study of [112] in which the six-item scale of affective commitment was used. Meta-analytic evidence for the predictive validity and high reliability of the scale has been found [42]. This scale used a 5 point Likert scale (1 totally disagree to 5 totally agree). The sample items include, “Right now, staying with my organization is a matter of necessity as much as desire.”



Employee engagement: this construct was taken from the short version of the Utrecht Work engagement scale (nine items), which uses a seven point scale (where 0 is never, and 6 is always) [48]. The scale is widely used, and its high reliability and validity have been verified in different studies. One sample of the items is, “When I get up in the morning, I feel like going to work”.



Organizational citizenship behavior: this part was adopted from [113], and a ten-item scale was used where (1 is never, 5 is always). The evidence of the scale’s high reliability and validity was tested and proved by Becker and Randall [114]. One sample of the items is, “Volunteered for things that were not required”.



Table 2 indicates the descriptive statistics of the variables under study and the correlation among them.




3.3. Common Method Bias


In common method bias, the variance is “attributable to the method of measurement instead of the measures that represent the constructs” [115] (p. 879). The validity of the results of the study threatens by having this bias [116]. Hence, the study applied Herman’s one-factor test to examine the occurrence of common method bias. To fulfill the criteria, all studied variables were loaded into an explanatory factor analysis (EFA) with no rotated factor solution and by restricting extracted factor number to one. The results of the Herman test revealed that one-factor solutions described only 17.56% of explained variance, which is far less than the accepted maximum variance of 50% of the common method variance in Herman’s one-factor test [117]. This implies that the potential threat for the common method variance of the study remains limited so further analysis can be performed.




3.4. Reliability Test


To test the reliability of the dataset before analyzing the results, a reliability test has been conducted. The results suggest the value of Cronbach’s alpha for each construct is above 0.7, which indicates that the reliability of the factors is very high. The acceptable values for reliability level are above 0.6 for all constructs to be considered as satisfactorily reliable [118]. Table 3 presents the reliability test results.




3.5. Validity Test


After conducting a reliability test, the validity test is necessary to examine the validity of the data.



To assess the validity of the constructs, the researchers used the EFA test by using the principal component analysis with varimax rotation and eigenvalue greater than one. The KMO (Kaiser Myer Olkin) test and Bartlett’s test were used to recognize the factor analysis suitability. The value of KMO test was 72.5%, which is higher than the threshold of 60%, indicating a good sampling adequacy [119] with a significance level of p < 0.001. This indicates that the data was suitable for conducting factor analysis. The factors were explaining a total variance of 71.6%, which was higher than the value 50% as was recommended by [120]. The items loading values are shown in Table 3.



Then a confirmatory factor analysis (CFM) was applied to test and check the variables, and a convergent validity (CV) test was used for this purpose. CV measures “the extent to which a measure correlates positively with alternative measures of the same constructs” [121] (p. 112). It is required to check the average variance extracted (AVE) and outer loading values of the items for assessing the CV of the variables. The items with low outer loadings can be retained if other items with higher loadings explain around 50 percent (AVE = 0.50) of the variance Hair et al. [121]. Therefore, two items (POS_6, POS_7) were removed because of weak outer loadings. Then, AVE was obtained after removing these items, and it was found to be adequate for all the constructs.



Composite reliability (CR) is the second validity measurement test. According to Hair et al. [121], the measure of internal consistency was assessed by CR. The threshold value of CR above 0.7 for each construct is satisfactorily acceptable [122,123]. Table 3 shows the internal consistency reliability (ICR) and convergent validity.




3.6. Model Fit


According to Hair et al. [124], before making the conclusions, diagnosing the model’s goodness of fit indices is essential. Some of the common indices used for this purpose are the degree of freedom of the model (df), comparative fit index (CFI), the model’s chi-square (X2), standardized root mean residual (SRMR), the Tucker–Lewis index (TLI), and the root mean square error of approximation (RMSEA). It is required for the good model fit measure to meet the accepted limits of these indices. The suggested limits or threshold values are RMSEA ≤ 0.09, X2/df < 5, SRMR < 0.06, TLI closes to 1, and CFI > 0.9 [125,126]. Hence, before conducting the final analysis, it is important to evaluate the model’s goodness of fit. The results in Table 4 indicate a good fit for each construct. In this study, the model fit will provide a basis to test the hypotheses.





4. Results


4.1. Data Analysis


To assess the hypothesis, the researchers used structural equation modeling (SEM) by using AMOS 22 package. The relationship between independent and dependent variables was determined, and for this, SEM is applied by using a covariance matrix. Likewise, SEM is used to examine the weight and influence of the independent variables over dependent variables. The ability to simultaneously conduct confirmatory factor analysis (CFA) and regression analysis is the main advantage of SEM, which also helps in examining moderation or mediating effects [127,128].



The two-step mediation process which is suggested by Hair et al. [129] was used to test the hypothesized mediating relationship by using SEM. To test the significance of both direct effects among X and other two variables is the first step in this two-step mediation analysis, along with mediated or indirect effect (X → M1 → Y) and (X → M2 → Y) as advised by Hair et al. [128]. For this, SEM’s path analysis techniques were used. It is used to assess whether there exists mediation or no effect, and to examine the type of mediation i.e., full or partial mediation. The method of Sobel-based mediation test for variables was employed in this research as assessment which is following [124] (p. 89) criteria: who described these steps as follows (see Figure 2):




	
If a, b and c are significant but the direct coefficient value is c < b, then it is partial mediation.



	
If a and b are significant, but c is not significant, then it is full mediation.



	
If a is significant, b is significant and c is also significant, but the coefficient value is c = b, it is not mediation.



	
If a or b or both are insignificant, it is not mediation.








The data first entered on SPSS V25 package, prepared and coded as it was mentioned in the measures, then the reliability and validity tests were done, and the mean score of the answers of each variable was calculated. After that the data was imported into AMOS v22, and the SEM was run.




4.2. Hypotheses Test


The results of SEM analysis are presented in Table 5, which shows that POS is associated directly with organizational citizenship behaviors (β = 0.342, p < 0.001), indicating that the more organizational support is perceived by the employees the higher organizational citizenship they will have. In addition, the path analysis revealed that POS is positively associated with employee engagement (β = 0.502, p < 0.001) and affective commitment (β = 0.384, p < 0.001). These results have proved hypotheses (H1, H2, H3), which indicates that there is a direct effect of POS on both employee engagement and affective commitment.



Furthermore, both employees’ engagement and affective commitment are positively associated with OCB (EE → OCB: β = 0.660, p < 0.01); (AC → OCB: β = 0.103, p < 0.001). Hence, the results confirmed hypotheses (H4, H5), which implies that employee engagement and affective commitment are significantly and positively associated with OCB.



Following the method of Hair et al. [124], which asserts that “full median exists if (a) and (b) direct effects are significant but (c) is not significant”, it is evident from the results (Table 5) that employee engagement positively and significantly mediates the effect of POS on OCB, and this mediation is considered a full mediation. Similarly, affective commitment significantly and positively mediates the relationship between POS and OCB, and this mediation is full mediation as well because the direct effect (path c’) became insignificant and decreases pointedly (β = −0.024, p = 0.600) in the existence of employee’s engagement and affective commitment.



As it could be noticed, employee engagement acts as a strong mediator compared to affective commitment. This means that the influence of perceived organizational support of the employees on their organizational citizenship behavior can be explained by the presence of employee engagement and affective commitment together. If employees are getting more committed or engaged at work, then it is more likely that their perceived organizational support will be reflected positively on their organizational citizenship behavior. These results support hypotheses H6 and H7, which assert that employee’s engagement and affective commitment mediates the relationship between POS and OCB positively. The hypothesis test results in this research with SEM standardized estimates are presented in Figure 3. The results indicated that all proposed hypotheses of this study were supported.



The study’s model explained a reasonable proportion of variance in affective commitment (R2 = 12.4%), employees’ engagement (R2 = 25.2%), and OCB (R2 = 45.3%).





5. Discussion


The study intended to find out how POS can enhance citizenship behaviors among foreign employees who work in the private service sector companies in Hungary. Furthermore, the study tried to find out the role of employees’ engagement and affective commitment in this relationship. For achieving this study purpose, the researchers used a sample from the foreign employees employed in the private service sector in Hungary because of its importance in the country [33].



Consistent with social exchange theory (SET), perceived organizational support was positively associated with OCB (in the absence of the mediators). This result is in accordance with Muhammad [44], who found that POS is positively related to higher levels of OCB directed to the organization. On the other hand, this result is in disagreement with other studies that could not find any significant direct effect of POS on OCB [60,92].



The study results revealed that perceived organizational support is an important influencer of employee engagement. This implies that the more organizational support is perceived by the employees, the more likely they will be engaged at work, and it is clearly in accordance with social exchange theory which highlights a social contract between employees and organization. The employees who are showing increased engagement at their workplace during the COVID-19 pandemic acknowledged the social and economic benefits from their organization. Hence, the results suggest that more organizational support at the time of disruption will lead to more employee engagement at work. This result is in line with previous studies that support a direct positive relationship between POS and employee engagement [99,129]. On the other hand, the results indicated that perceived organizational support could positively affect affective commitment, indicating that the more organizational support is perceived by the employees, the more likely they will have positive feelings of commitments toward their organization. This result is supported by other studies as well [60,130].



The findings also indicated that employee engagement could affect OCB positively in the time of COVID-19. This result agrees with previous studies which indicated the role of employee engagement at work in predicting OCB during the pandemic [97,131,132]. Furthermore, the findings of this study related to the impact of affective commitment on OCB agrees with the result of previous studies [60,70,71,72].



The results also revealed that employee engagement could be a strong mediator between POS and OCB, which implies that, if employees are more engaged at work, then it is more likely that the perceived organizational support will affect their organizational citizenship behavior [92,106]. Furthermore, an affective commitment was also found to mediate the effect of POS on OCB positively [45]. However, it could be noticed that employee engagement dominated the mediation effect more as compared to affective commitment. In flatter, the more employees will be engaged at work and emotionally attached to their organization, the more likely their perceived organizational support will influence their organizational citizenship behaviors; however, their engagement at work is more important in changing their OCB. According to Hu et al. [133], fear of the COVID-19 pandemic may affect the employees’ engagement at work. In this regard, POS might control this change in employee engagement by recovering the decreased engagement at work which resulted from insecurity or fear of the pandemic [28]. Therefore, our results indirectly interfere with these results assuring the important role of POS in enhancing employee engagement at work, which in turn will enhance OCB during the COVID-19 pandemic [132].




6. Theoretical and Practical Implications


To date, there have been limited international studies that explore the direct or indirect relationship between POS and OCB despite growing interest in both constructs. Therefore, this study significantly contributes to the theory in the field of human resource management and organizational behavior. This study was conducted during the COVID-19 pandemic which has affected the employees’ behaviors and their way of perceiving organizational support, especially the employees’ cognitive behaviors [134]. The change in work environment and business operations because of the COVID-19 pandemic has resulted in a change in employee behavior. Hence, it is crucial to identify the organizational behavior of the employees in this scenario.



The theoretical contributions of the study were provided by examining the extent to which perceived organizational support can motivate positive organizational behaviors like OCB, employee engagement, and affective commitment. Furthermore, it adds to the SET by explaining how POS can enhance OCB through employee engagement and affective commitment. This study is the first to investigate the social exchange in the private service sector in Hungary, by incorporating variables like POS, employee engagement, affective commitment, and OCB. A path model was developed and validated in this study between POS and OCB via affective commitment and employee engagement. The results indicated that in the presence of employee engagement and affective commitment during the pandemic the direct effects from POS on OCB vanish, and mainly employee engagement is the main mediator in this relationship. The critical observation of the results revealed that at the time of the pandemic, if employees experience strong support and care from their organization, then their engagement in the work will strongly lead to their citizenship behavior. This model was validated at the time of the COVID-19 pandemic and will add value to the existing theories in terms of motivating employees to enhance their performance and commitment. Therefore, this study is a major contribution to fill a significant research gap based on the SET framework at the time of the COVID-19 pandemic. However, it is evident that pandemic has caused severe stress among employees working in the service sector, who are more in contact with people and more prone to contract the virus. Because of this reason, their performance and engagement are susceptible to reduction. This study will provide a theoretical framework to support employees in increasing their engagement, commitment, and citizenship behavior. The study will provide a strong base for future studies to apply this model in other sectors and at different time frames.



The practical implications of this study, based on our findings, suggest improving the quality of HR within the organization. Firstly, this study suggests that if managers wanted to achieve higher OCB, then they need to focus on their employees’ engagement at work and their commitment to the organization. This can be done by providing higher organizational support, which is considered an important predictor of OCB in the time of COVID-19 pandemic. Consequently, when employees perceive more organizational support at the time of fear and disruption, they tend to become more engaged at work and more attached to their organization, which will lead them to have a positive citizenship behavior. Therefore, organizations and managers should make sure that they provide adequate support to their foreign employees, especially during the pandemic, because they are the most vulnerable to the impacts of the pandemic in terms of working conditions and health safety in the host country. The more support employees receive from their organizations, the more likely they will tend to make emotional attachments with their organization, and they will show more enthusiasm towards their work which will lead to higher organizational citizenship behavior.



Secondly, the results of our study revealed that both affective commitment and employee engagement are significantly associated with OCB. However, the role of employees’ engagement was stronger compared to affective commitment, which emphasized that current organizational support that is perceived by foreign employees is still not enough to attain their desired level of commitment to stay in the current organization and be more emotionally attached to it. This could be the area of concern for the HR departments because they might have higher employee turnover rate inside their organizations, which at the end will increase the organizational cost if employees are not committed towards organization [135]. Although the current organizational support was achieving a higher rate of engagement between these employees, the fear of the pandemic and the uncertainty in the situation might be a reason for the employees not to be emotionally attached to their organization. Therefore, it would be recommended to the companies that operate in the service sector to focus more on their foreign employees and provide more support for them if they do not want to lose them and they need them to be more attached to their companies which can be important for the stability of the company’s performance and productivity [135].



In this regard, organizations and managers should extend emotional and psychological support to the employees during the time of fear to develop their commitment for the organization. Moreover, at the time of the COVID-19 pandemic, many employees were receiving reduced salary, which might be one of the reasons for decreased commitment towards their organization. Hence, apart from emotional, social, and psychological support, employees may require financial support as well to boost their commitment towards their organization. As far as role of government is concerned, it is suggested that during the time of pandemic, the government can provide subsidies, grants or fiscal assistance to the businesses [136] because it will enable smooth running of their business operations. To support businesses and organizations during the pandemic, the government can provide assistance in implementing relevant measures to respond to the crisis. Furthermore, supportive policies and measures from the government will relieve business operations during the pandemic, which will help businesses to recover from the sudden disruption. This will further influence the working conditions of the employees and enhance their organizational citizenship behavior.




7. Conclusions


At the time of the COVID-19 pandemic, the impact of perceived organizational support is significant in enhancing organizational citizenship behavior among the foreign employees employed in the private service sector in Hungary. The current study was aimed to identify the influence of POS on OCB with the mediating effect of employee engagement and affective commitment. The results revealed that POS positively influences employee engagement, affective commitment, and OCB among foreign employees during the COVID-19 pandemic. It implies that even at the time of a pandemic, social exchange theory (SET) has been proven effective, which suggests that positive social exchange relationship reciprocates into increased attachment and commitment of employees with their organization. Although the findings of this study revealed a strong direct relationship between POS and OCB, this effect can also be mediated by employee engagement and affective commitment of the employees. The findings suggest that the significance of employees’ engagement in this relationship is higher than affective commitment, which implies that employee engagement more strongly mediated the relationship between POS and OCB than affective commitment. The study also revealed that perceived organizational support is an important influencer for both affective commitment and employee engagement; the more organizational support is perceived by the employees, the more they will be committed and engaged at work. Furthermore, it was indicated that both employee engagement and affective commitment can enhance their OCB during the pandemic; however, the effect of affective commitment is low.




8. Limitations and Future Studies


This study has provided some valuable findings to contribute to the literature related to COVID-19. However, there are still some limitations of the study, like the study did not focus on a particular sector, rather involving employees of different service companies in general. Another limitation is that the study did not consider demographic characteristics to understand the influence of age, gender, work experience on the OCB of the employees. Hence, these characteristics of employees could give a better understanding based on demographic profiles, and future studies can incorporate them in the model. Lastly, future researchers can integrate other variables as well in their study model to provide evidence for different associations during the time of the COVID-19 pandemic.



For future studies, researchers can use and modify the proposed research model of this study by adding several other behavioral constructs. This study has focused on positive behavioral outcomes; however, there are negative behavioral outcomes that may be negatively influenced due to POS, like counterproductive behaviors; therefore, future research may focus on such variables. Moreover, it would be important to study some other variables as mediators, such as the fear of the pandemic, job insecurity, breach of the psychological contract, and organizational trust, because they might be related directly to OCB and POS. Future studies can focus as well on particular sectors of Hungary and give results based on different operational workings, for instance, the public sector, telecommunication sector, hospitality sector, tourism sector, banking sector, etc. Moreover, future research can make the comparison between foreign and local employees by incorporating the same or different variables of the current study.
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Figure 1. Conceptual framework of the study. 
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Figure 2. Theoretical role of mediation. 
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Figure 3. hypothesis results. ** p < 0.01. 
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Table 1. Respondents’ personal characteristics (N = 380).
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Traits

	
Item

	
Count

	
%






	
Gender

	
Male

	
182

	
47.9




	
Female

	
191

	
50.3




	
Prefer not to say

	
7

	
1.8




	
Work tenure

	
less than one year

	
118

	
31.1




	
More than one year to five years

	
183

	
48.1




	
More than five years to ten years

	
65

	
17.1




	
Above ten years

	
14

	
3.7




	
Age

	
18–24

	
61

	
16.1




	
25–34

	
262

	
68.9




	
35–44

	
42

	
11.1




	
45–54

	
15

	
3.9




	
Above 55

	
0

	
0




	
Company’s sector

	
Hospitality

	
25

	
6.6




	
Tourism

	
68

	
17.9




	
Financial and trade

	
142

	
37.5




	
Health care

	
10

	
2.5




	
Entertainment

	
8

	
2.1




	
Transportation

	
15

	
3.9




	
Other

	
112

	
29.5
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Table 2. Correlations and descriptive analysis.
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	Variables
	Mean
	SD
	1
	2
	3
	4





	1. Employees Engagement
	3.775
	0.973
	-
	
	
	



	2. Affective commitment
	3.301
	0.685
	0.258 **
	-
	
	



	3. POS
	3.258
	0.627
	0.502 **
	0.351 **
	-
	



	4. OCB
	3.242
	0.560
	0.671 **
	0.263 **
	0.342 **
	-







** p < 0.01. Note: POS: Perceived organizational support, OCB: Organizational citizenship behavior.
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Table 3. ICR and Convergent Validity.
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Variables

	
Items

	
Items Loadings

	
CR

	
AVE

	
Alphas Cronbach






	
Employee’s engagement

	
Eng1

	
0.610

	
0.90

	
0.51

	
0.876




	
Eng2

	
0.780




	
Eng3

	
0.761




	
Eng4

	
0.803




	
Eng5

	
0.699




	
Eng6

	
0.664




	
Eng7

	
0.695




	
Eng8

	
0.744




	
Eng9

	
0.662




	
OCB

	
OCBs1

	
0.763

	
0.92

	
0.55

	
0.819




	
OCBs2

	
0.785




	
OCBs3

	
0.766




	
OCBs4

	
0.735




	
OCBs5

	
0.694




	
OCBs6

	
0.666




	
OCBs7

	
0.799




	
OCBs8

	
0.770




	
OCBs9

	
0.699




	
OCBs10

	
0.689




	
POS

	
POSs1

	
0.786

	
0.83

	
0.608

	
0.734




	
POSs2

	
0.811




	
POSs3

	
0.776




	
POSs4

	
0.681




	
POSs5

	
0.856




	
POSs6

	
Item deleted.a




	
POSs7

	
Item deleted.b




	
POSs8

	
0.710




	
Affective commitment

	
AC1

	
0.754

	
0.88

	
0.60

	
0.743




	
AC2

	
0.763




	
AC3

	
0.674




	
AC4

	
0.798




	
AC5

	
0.790




	
AC6

	
0.833








Notes: AVE, Average variance extracted, CR, composite reliability, POS6 a, POS7 b deleted due to low factor loadings.
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Table 4. Goodness of fit statistics.
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	Fit Index
	χ2
	df
	χ2/df
	TLI
	CFI
	RMSEA
	SRMR





	Value
	3.869
	1
	3.869 *
	0.96
	0.99
	0.08
	0.03







* p < 0.05.
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Table 5. Results of SEM path coefficients.






Table 5. Results of SEM path coefficients.





	
Path Code

	
Structural Paths

	
Estimate

	
β

	
SE

	
CR

	
Sig

	
Information






	
Path a1

	
POS → Employee engagement

	
0.779

	
0.502

	
0.069

	
11.301

	
***

	
Paths a1, b1 are significant, while c’ is not significant: (full mediation), (H1, H4, H6) supported




	
Path b1

	
Employee engagement → OCB

	
0.378

	
0.660

	
0.033

	
2.512

	
0.012




	
Path c’

	
POS → OCB

	
−0.021

	
−0.024

	
0.040

	
−0.524

	
0.600

	




	
Path a2

	
POS → Affective commitment

	
0.384

	
0.351

	
0.053

	
7.308

	
***

	
Paths a2, b2 are significant, while c’ is not significant: (full mediation) (H2, H5, H7) supported)




	
Path b2

	
Affective commitment → OCB

	
0.083

	
0.103

	
0.025

	
14.964

	
***




	
Path c

	
POS → OCB

	
0.311

	
0.342

	
0.043

	
7.080

	
***

	
H3 supported




	
Indirect effects

	




	
POS → Employee engagement → OCB

	

	
0.331

	

	

	
***

	




	
POS → Affective commitment → OCB

	

	
0.036

	

	

	
**

	




	
R2

	
Affective commitment

	
0.124

	




	
Employee engagement

	
0.252

	




	
Organizational citizenship behavior

	
0.453

	








Note: POS: Perceived organizational support, OCB: organizational citizenship behavior, (*** p < 0.001, ** p < 0.05).
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