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ABSTRACT 

	Privates Universities in Bangladesh are an important factor in expanding access to higher education; however, they still face the persistent problem of how to attract, incentivize, and retain talented faculty members. This paper focuses on how High-Performance Work Practices (HPWPs) affect Affective Commitment (AC) of faculty members with Perceived Organizational Support (POS) acting as mediator, according to the Perceived Organizational Support Theory. The participants were faculty members who work at 13 private universities located in Dhaka, Bangladesh (n=379). The data were analyzed with SPSS 26.0 as well as with Partial Least Squares Structural Equation Modeling (PLS-SEM) using SmartPLS 4.0. The findings reveal that HPWPs have a substantial positive impact on POS (0.730, p 0.001) and AC (0.434, p 0.001). Also, POS affects AC positively (0.437, p < 0.001) and partially mediates the association between HPWPs and AC (indirect effect 0.319, p < 0.001). These findings imply that fair and supportive HR practices enhance faculty members’ feelings of trust, belonging, and emotional attachment to their institutions. This research contributes empirical evidence to the Human Resource Management (HRM) and Organizational Behavior literature in the context of Bangladesh’s higher education sector. This study also makes its contribution to the empirical research on Human Resource Management (HRM) and Organizational Behavior in the framework of the higher education sector of Bangladesh. Moreover, it provides pragmatic information to university leaders that it is important to adopt effective and fair HR practices to enhance the commitment of the faculty and institutional sustainability. The study is limited by its cross-sectional design and focus on private universities in Dhaka, highlighting the need for longitudinal research and the investigation of additional mediating or moderating factors, such as leadership style, organizational justice, or job satisfaction.
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1. INTRODUCTION 
In the modern competitive environment of the business of higher education, qualified and inspired faculty has started to be recognized as the most important asset in the universities. Qualified staff of academicians, their recruitment, retention, and motivation are the keys to the maintenance of institutional excellence and reputation (Ashraf,  2019). In Bangladesh, private universities are facing significant problems in maintaining the academic standards as well as meeting the increasing demands of students, their parents, authorities, and the society. As such, the human resource management has ceased to be an administrative function, which is turned into a strategic requirement of the performance of the institution (Rahman, 2020). 
High-performance working practices (HPWPs) are systematic human-resource practices that include comprehensive recruitment, expansive training programs, systematic performance appraisal, participatory decision-making, and equity based compensation system (Becker and Huselid, 2006; Boxall and Macky, 2009; Thakral et al., 2025). The practices are to make a competent, motivated and engaged workforce, who can enhance organizational performances. One of the main impacts of HPWPs is the increase of affective commitment, which can be defined as the emotional attachment or commitment, identification, and loyalty of employees to their institution (Allen and Meyer, 1990; Wang et al., 2021). The faculty members who have high affective commitment often exceed expectations, encourage good academic culture and have long term loyalty to their universities. The past researches that have been carried out within corporate and educational environments have always shown that HPWPs have a great impact on employee commitment. As an illustration, Kuvaas and Dysvik (2010) demonstrated that well-organized HR practices like training and performance appraisal have positive impacts on affective commitment and engagement of the employees. Correspondingly, Meyer et al. (2002) discovered that holistic HR interventions strengthen the emotional attachment employees had towards organizations. In the context of higher education, Joarder and Sharif (2011) and Karim and Baset (2024) found that both training and recognition as well as participative decision making are support mechanisms that positively affect job satisfaction and organizational commitment. In addition, Rubel et al. (2021) and Karim, &  Baset, (2024) highlighted that HR practices should be aligned with the needs of the faculty to improve motivation and decrease turnover intention in higher education institutions.
The Perceived Organizational Support (POS) as the perception that employees have concerning the fact that their organization appreciates their input and cares about their welfare has been cited as a critical mediator between the HR practices and the affective commitment (Eisenberger et al., 1986; Raihan, 2012). Empirical data suggests that POS improves the emotional attachment of the faculty, motivation, and organizational loyalty. As an example, Alfes et al. (2013) have recorded that POS is reinforced by supportive HR practices, which in turn enhances affective commitment. Thakral et al., (2025), and Kim (2023) also showed that, in both educational and corporate contexts, high-performance HR practices are related to organisational commitment of employees mediated by POS. However, the situation of mediating POS in the context of Bangladesh in private universities is not studied thoroughly. The rapid growth of the private universities in Bangladesh has increased the problems relating to the workload of the faculty, inadequate support and job dissatisfaction which often lead to discouragement and resignation. Even though some previous studies have investigated particular HR practices, there is scanty literature comparing the overall effect of HPWPs on faculty outcomes through POS as an intermediary (Rubel et al., 2021). In addition to good remuneration, which is competitive, the current faculty members desire professional growth, recognition, a say in decision-making, and a favorable working environment.
Against this backdrop, this study aims to examine the role of HPWPs in shaping the affective commitment of private university faculty members in Bangladesh, with Perceived Organizational Support as a mediating variable. Specifically, the objectives are to identify key HPWPs in private universities, examine their relationship with affective commitment, investigate the mediating role of POS, and provide practical insights for enhancing faculty motivation, loyalty, and institutional sustainability. The study contributes to both theory and practice by extending the Perceived Organizational Support Theory within a higher education context and offering actionable recommendations for university leaders to strengthen commitment and long-term performance through strategic HR interventions.
1. 1 High-Performance Work Practices (HPWPs)
High-Performance Work Practices (HPWPs) can be defined as a unified and goal-oriented human resource policy aimed at elevating the abilities, passion, and the operating environment of the employees so that they could perform at their best. Instead of perceiving HPWPs as lone HR activities, it is important to note that they are interconnected system that develops proper employee behavior and activities, which in turn benefit the organization (Becker and Huselid, 2006; Appelbaum et al., 2000). The efficacy of the HPWPs is enhanced by engagement into various value adding activities, including comprehensive employee recruitment, training and development, performance-based reward systems, participative decision systems and value-added performance appraisal systems (Huselid, 1995). The rationale behind HPWPs is the creation of a high-involvement workplace, in which rights and citizenship of the employees in the organization are greatly acknowledged (Boxall and Macky, 2009). Furthermore, Well-operating HPWPs have benefits of increasing job satisfaction, and offering the company an ongoing competitive advantage (Combs et al., 2006). Moreover, Mushtaq et al. (2022) demonstrated that HPWPs improve both employee and organizational outcomes via increased commitment. Similarly, studies in Bangladesh indicate that HPWPs strengthen emotional attachment, job satisfaction, and motivation among employees, highlighting their importance as a strategic tool for organizational success (Rubel et al., 2021; Khan, et al., 2023).
1.1.2 Selective Staffing  
Selective staffing is a strategic human-resource practice that implies hiring personnel not only according to his or her qualification and skills, but also according to the conformity of his or her interests and values, as well as potential of the organization (Delery and Doty, 1996). The method goes beyond the primitive modes of recruitment which only focus on minimum requirements of qualification. Selective staffing helps in creating a workforce that is committed to attain organizational objectives, by making sure that the new employees are not only competent but are also motivated. Empirical studies have shown that selective staffing fosters initiative, teamwork and collaborative personality because it brings in qualified, confident and engaged staff (Takeuchi et al., 2009). According to Huselid (1995), selective staffing is one of the core aspects of High-Performance Work Practices (HPWPs), and its contribution to the overall productivity increase and fewer turnovers. Similarly, Collins and Smith (2006) also noted that effective staffing practices are key building blocks towards the development of a constructive and high-performance organization culture. Recent research in Bangladesh and other emerging economies confirms that selective staffing as part of HPWPs strengthens affective commitment and improves organizational performance (Khan et al., 2023; Rana & Alom, 2025). 
1.1.2 Extensive Training  
Training can be perceived as an organized organizational activity aimed at capacity building the knowledge, skills and abilities (KSAs) of the employees in order to enhance their performance at their present jobs (Wright and Snell, 1998). These programs help employees to accommodate new job demands, new technologies, and new needs of the organization. Good training enhances the confidence of the employees besides improving their commitment and dedication to the organization. It has also been shown that extensive training has a positive impact on job performance and performance in general within an organization (Takeuchi et al., 2007). According to Bartel (1994), the results of the well-organized training programs conducted by companies show a significant boost in the productivity and innovativeness. In addition, Arthur (1994) has noted that training is best effective when it is integrated with the strategic organizational goals hence employees are able to make significant contributions to organizational goals. As part of HPWPs, training complements selective staffing, enabling employees to contribute effectively to participative decision-making, career development, and reward systems. Studies show training boosts productivity, innovation, and affective commitment when aligned with organizational goals (Takeuchi et al., 2007; Arthur, 1994; Bartel, 1994). Recent research in Bangladesh and other contexts confirms that training within HPWPs enhances employee engagement, innovative behavior, and long-term commitment (Khan et al., 2023; Yang & Yasmin, 2022).
1.1.3 Compensation and Rewards  
High-performance work practices (HPWPs) include performance-based rewards that are designed in such a way that employees’ efforts are aligned to organizational goals. These systems involve monetary rewards, including bonuses and incentives and non-monetary rewards, including recognition and career growth opportunities. Gerhart et al. (1992) revealed that performance pay boosts motivation, effort, and positive behaviors of employees at work. Messersmith et al. (2011) also emphasized the fact that reward systems encourage good behaviors since they associate effort by the employees with the organizations objectives which in turn creates a sense of mutual commitment as suggested by the Social Exchange Theory. Also, Lepak and Snell (2002) noted that a compensation system can be seen as fair and transparent, which will make employees feel more loyal and committed to the organization. Furthermore, Khan et al. (2023) found that performance-based rewards significantly increase faculty affective commitment. Similarly, research in multinational firms shows that well-designed reward systems enhance engagement, discretionary effort, and innovative behavior when combined with other HPWP dimensions like training and participation (Yang & Yasmin, 2022). Thus, compensation acts as a key motivational mechanism that reinforces the entire HPWP system, supporting high performance and employee commitment.
1.1.4. Employee participation
Employee participation and involvement is the involvement of employees in the decision making and in the processes of the organization which gives the employees a feeling of being in control, ownership and the sense of belonging (Lawler, 1992). Participative practices improve psychological empowerment, trust and motivation, in addition to knowledge sharing and organization learning (Kim and Lee, 2006). As Boxall and Macky (2009) argue, employee participation in problem-solving, making of decisions at team level, and strategic planning enhance individual performance and teamwork. Participative practices are conducive to the high-involvement work systems which support discretionary effort and innovation and eventually results in the improvement of organizational performance (Wood et al., 2012). Similarly, Khan et al. (2023) found that participative practices increased faculty affective commitment and engagement. In addition, research in higher education and corporate contexts shows that participation, combined with training and reward systems, fosters discretionary effort, innovative behavior, and organizational performance (Yang & Yasmin, 2022). Thus, employee participation is a critical HPWP dimension that links human capital capability with motivation and commitment.
1.1.5 Job design and Career Development  
Career development opportunities include promotions, mentorship, job rotation and cross-functional assignment which gives long-term motivation to the employee and also leads to retention (Arthur, 1994). These opportunities have been identified to foresee proactive behavior and work-related innovation (Michaelis et al., 2009). This is supported by the Job Characteristics Model created by Hackman (1980), which states that the level of autonomy, skill variety, and task significance in a well-designed job boost the intrinsic motivation and job satisfaction. Yamamoto (2011) also emphasized that career development is an indication that the organization has invested long term in employees hence motivating increased performance, commitments and loyalty. Furthermore, Khan et al. (2023) found that structured development programs increased faculty affective commitment. Similarly, research in higher education and corporate sectors shows that career development fosters innovation, proactive behavior, and long-term engagement when integrated with other HPWP dimensions (Yang & Yasmin, 2022). Therefore, career development acts as a strategic HPWP dimension that strengthens motivation, commitment, and overall workforce performance.
1.1.6 Performance Appraisal  
The performance appraisal systems will be necessary as they offer helpful feedback, acknowledge achievements, as well as show areas where the employees need improvement. The appraisal is one of the main elements of High-performance work practices (HPWPs) when it is designed in a transparent, fair and developmental manner, and combined with individual goals and organization strategies (Murphy and Cleveland, 1995). In 2009 Michaelis et al., discovered that the system of development-oriented appraisal improves employee satisfaction, motivation and retention. Takeuchi et al. (2007) pointed out that performance feedback enhances the comprehension of the employees on how their contribution can lead to organizational outcomes. Pulakos (2004) also pointed out that efficient appraisal systems promote the culture of accountability, constant improvement and learning, thus they are an important aspect of a high-performance workforce. Additionally, Khan et al. (2023) found that development-oriented appraisal systems increased faculty affective commitment and engagement. Similarly, research in corporate and higher-education settings shows that effective appraisal systems, combined with training and rewards, enhance innovation, job satisfaction, and retention (Yang & Yasmin, 2022). Thus, performance appraisal acts as a critical feedback and reinforcement mechanism within HPWPs, ensuring employees remain motivated, capable, and committed.
1.2 Affective Commitment (AC)  
Affective commitment (AC) refers to an employee’s emotional attachment, identification, and involvement with their organization (Allen & Meyer, 1990). It reflects the extent to which employees remain with an organization out of genuine loyalty, a sense of belonging, and alignment with its goals and values (Meyer & Allen, 1997). Employees with strong affective commitment tend to demonstrate enthusiasm for their work, contribute to organizational success, and engage positively with colleagues. Extensive research has shown that emotional commitment is linked to higher job satisfaction, improved performance, cooperative behaviors, and increased employee retention (Meyer et al., 2002; Riketta, 2002). Such employees are often willing to go beyond their formal job responsibilities, work effectively in teams, and actively support organizational objectives (Solinger et al., 2008). Conversely, low affective commitment can result in disengagement, demotivation, and higher turnover (Jaros, 2007; Vandenberghe et al., 2004). Job-related factors, including autonomy, recognition, and growth opportunities, are key determinants of affective commitment. According to Hackman (1980), work environments that offer autonomy, task variety, skill utilization, and task significance foster meaningful work experiences, thereby enhancing emotional attachment. Similarly, Vandenberghe et al. (2004) found that employees perceiving their jobs as challenging and important exhibit higher levels of commitment. Leadership behaviors, such as integrity, supportiveness, and effective communication, further strengthen emotional bonds between employees and the organization (Allen & Shanock, 2013; Avolio et al., 2004). Lok and Crawford (2004) also established that participative and transformational leadership positively influences AC, particularly in organizations facing uncertainty or resistance to change. Moreover, high-commitment HR practices, including comprehensive training, internal promotions, employee participation in decision-making, and transparent communication, enhance affective commitment by fostering trust, fairness, and respect (Guest, 2001; Alfes et al., 2013). Additionally, continuous skill development, recognition programs, and supportive work environments significantly increase emotional attachment and reduce turnover intentions (Rubel et al., 2021; Karim, &  Baset, 2024; Thakral et al., 2025). Fatema and Akter (2025) additionally highlighted that investment in faculty training and professional development significantly increases faculty members’ emotional connection and loyalty to their institutions through a reciprocity-based mechanism. Moreover, in higher education contexts, faculty with high AC are more likely to engage in discretionary teaching efforts, mentoring, and knowledge-sharing, contributing to improved institutional performance and academic culture (Karim & Baset, 2024; Khan et al., 2023; Fatema & Das, 2025).

1.3 Perceived Organizational Support (POS)
Perceived Organizational Support (POS) refers to employees’ perception that their organization values their contributions and cares about their well-being (Eisenberger et al., 1986). Faculty members in higher education institutions who experience high levels of organizational support are more likely to feel recognized, trusted, and motivated, which enhances their attachment, loyalty, and engagement beyond formal job responsibilities. High-Performance Work Practices (HPWPs), including selective staffing, structured training and development, performance-based rewards, participative decision-making, and formal performance appraisals, play a critical role in fostering POS. When these HR practices are effectively implemented, they signal to faculty that the institution values their development, appreciates their contributions, and is genuinely concerned about their well-being, thereby strengthening POS (Karim, &  Baset, 2024). POS, in turn, enhances affective commitment by transforming organizational support into emotional attachment. Faculty who feel supported are more likely to remain committed and dedicate themselves to teaching, research, and service excellence. This relationship can be conceptualized as a mediation process: HPWPs influence affective commitment primarily indirectly through POS, which acts as a psychological mechanism linking organizational actions to emotional attachment. Empirical studies support this mediating role, demonstrating that POS strengthens the effect of HR practices on job satisfaction, engagement, and affective commitment, even under conditions of high workload or organizational change (Rubel et al., 2021). Moreover, POS acts as a psychological mechanism linking organizational actions to employees’ emotional attachment. Faculty who feel supported are more likely to demonstrate affective commitment, dedicating themselves to teaching, research, and service excellence. Empirical evidence highlights that POS mediates the relationship between HR practices and affective commitment, amplifying the effects of HPWPs on job satisfaction, engagement, and organizational loyalty even under conditions of high workload or organizational change (Rubel et al., 2021; Thakral et al., 2025).
The relevance of POS has increased in contemporary academic environments due to flexible work arrangements, growing emphasis on work-life balance, attention to mental health, and overall concern for employee well-being. Modern faculty members seek more than just remuneration; they value recognition, professional growth opportunities, supportive supervision, and inclusion in a positive organizational culture. By creating conditions that reflect these priorities, HPWPs enhance POS, which amplifies emotional attachment to the organization and reduces turnover intentions. Consequently, POS serves as a vital bridge between institutional practices and faculty members’ emotional engagement, ultimately contributing to higher performance, commitment, and positive outcomes for the university.
1.4 HPWPs and Perceived Organizational Support (POS)
In order to investigate the connection between the perceived organizational support and the High-Performance Work Practices (HPWPs) there are several research studies, which have explored this issue. To illustrate, in case universities embraced HPWPs, faculty members began to feel loved and appreciated, which, consequently, made them more engaged and more committed (Rubel et al., 2021). Similarly, Karim, &  Baset, (2024) revealed that perceived support is imperative to the correlation between HPWPs and affective commitment and proved that the valued employees receive psychological support. Kim (2023) demonstrated that the team-level High-Performance Work Systems (HPWS) can have a beneficial effect on how individual employees view organizational support. This observation highlights formal HR activities at the group level that enhance personal experiences and sentiments. In general, HPWPs contribute to the POS considerably since they build a culture of respect, empowerment and value of employees. This maintains the POS with the integration of informal organizational culture and the formal HR processes and enhances the engagement and overall organizational performance. Therefore, the 1st hypothesis of this study is-
H1: HPWPs have positive implications on Perceived Organizational Support (POS).
1.5 Perceived Organizational Support (POS) and Affective commitment (AC)  
In case employees feel that their organization appreciates their contributions and shows a true interest in their well-being by giving them genuine recognition, treating them fairly, providing them with a chance to develop professionally, and engaging them in the decision-making process, they are more likely to establish a solid affective bond with the organization.  This kind of support builds trust, psychological safety and a sense of belonging, which are all essential appetitive commitment drivers.  Workers who have high rates of POS are less prone to leave, are more discretionally engaged and tend to work beyond the official duties.  Rubel et al. (2021) recognized POS as the key factor in affective commitment, which implies that employees are not ignored in acknowledging their efforts.  Similarly, Karim, &  Baset, (2024) noted that teachers who are supported by the organization demonstrate a high level of emotional commitment even in severe conditions.  Thakral et al., (2025) also emphasized the fact that POS is a mediating variable, which increases the effect of High-Performance Work Practices (HPWPs) on affective commitment.  On the whole, POS is a powerful antecedent of affective commitment. When they feel genuine organizational care and support, employees are better inclined towards being loyal, engaged, and affectively attached to the organization. The stronger the POS, the higher the chances that the employees will be committed and make valuable contributions to the realization of organizational goals. The second hypothesis is-
H2: Perceived Organizational Support (POS) has positive impact on Affective Commitment (AC).  
1.6 HPWPs and Affective commitment (AC)  
High-Performance Work Practices (HPWPs) determine how employees perceive fairness, recognition and growth, in turn, trust, job satisfaction and affective attachment (Meyer et al., 2002; Riketta, 2002).  Such practices as selective staffing help recruit people who embrace the organizational values and this helps them feel more belonging and oriented towards organizational goals (Huselid, 1995; Takeuchi et al., 2009).  Similarly, formal training and development programs enhance the confidence and skills of employees, as well as indicates that the organization cares about employee development, which enhances affective commitment (Bartel, 1994; Arthur, 1994).  Performance based-rewards and participative decision making supports affective commitment further. The higher the contribution made by the employees are rewarded and appreciated fairly, the more they tend to be loyal and attached to their work (Gerhart et al., 1992; Lawler, 1992). By involving decision-making, there is increased empowerment and ownership that enhances involvement into the organization (Boxall, & Macky, 2009).  The long-term investment in the employees also manifests in the opportunities to develop their careers and hold formal performance appraisals, which makes them feel valued by the organization (Michaelis et al., 2009; Pulakos, 2004).  The positive relation between HPWPs and affective commitment is supported by empirical studies in different areas including higher education. HR practices of high performance increase the emotional commitment and loyalty of faculty members, engagement, and reduce turnover intentions (Rubel et al., 2021; Karim, &  Baset, 2024).  Moreover, HPWPs facilitates affective commitment through creation of positive organizational climate where the employees feel trusted, appreciated, and empowered to make significant contributions towards the success of the organization. Thus, the third hypothesis of this study is-
H3: Affective commitment (AC) is positively enhanced by HPWPs.
1.7 Mediating effect of POS between the relationship of HPWP and AC
Perceived Organizational Support (POS) serves as a critical psychological link between High-Performance Work Practices (HPWPs) and Affective Commitment (AC). While HPWPs such as selective hiring, comprehensive training, performance-based rewards, participative decision-making, and formal performance appraisals, are designed to enhance employees’ skills, motivation, and engagement, they do not automatically generate emotional commitment. Their effectiveness largely depends on how employees perceive these practices. When employees view HPWPs as evidence that the organization values their contributions, invests in their growth, and genuinely cares for their well-being, they experience higher levels of POS. POS, in turn, drives employees’ affective attachment to the organization. When faculty perceive organizational support, feelings of trust, appreciation, and loyalty are fostered, strengthening affective commitment. In essence, POS acts as the psychological mechanism through which organizational practices are translated into emotional engagement, demonstrating that employees’ sense of care and worth is central to the effectiveness of HPWPs. Empirical evidence supports this mediating role. Rubel et al. (2021) found that POS bridges the gap between HPWPs and organizational commitment in higher education contexts, while Karim, &  Baset, (2024) confirmed that teachers’ perception of support amplifies the positive effect of HPWPs on affective commitment. Similarly, Thakral et al., (2025) highlighted that POS serves as a conduit, transforming HR practices into stronger emotional bonds and reducing employees’ turnover intentions. In summary, POS is an indispensable mechanism through which HPWPs foster an environment that motivates faculty, encourages engagement, and nurtures long-term commitment to the organization. Fin al hypothesis of this study is-
H4: POS positively affect the relationship of HPWP and AC.
1.8. Summary of the Hypothesis
Based on the literature, this study proposes a set of interconnected hypotheses to examine how High-Performance Work Practices (HPWPs) influence faculty commitment in private universities. HPWPs, including selective staffing, training, rewards, participation, career development, and performance appraisal, are expected to signal organizational support and investment in employees, thereby enhancing their emotional attachment. Perceived Organizational Support (POS) serves as a psychological mechanism, translating these HR practices into affective commitment by fostering trust, recognition, and a sense of belonging. Consequently, the study hypothesizes that HPWPs not only directly influence affective commitment but also indirectly enhance it through POS, highlighting the critical role of supportive organizational practices in promoting faculty loyalty, engagement, and long-term institutional performance.
Table 1: Summary of the Hypothesis
	Hypothesis
	Relationship

	H1. HPWPs have positive implications on Perceived Organizational Support (POS).
	HPWPs → POS

	H2. Perceived Organizational Support (POS) has positive impact on Affective Commitment (AC).  
	POS → AC

	H3. H3: Affective commitment (AC) is positively enhanced by HPWPs.
	HPWPs → AC

	H4. POS positively affect the relationship of HPWP and AC.
	HPWPs → POS → AC



1.8 Conceptual Framework
The conceptual framework depicts HPWPs as independent variables influencing AC (dependent variable) directly and indirectly through POS (mediating).  (
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Figure 1: Conceptual Framework of the Study
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2. methodology 
2.1 Research Design
This study adopted a cross-sectional survey research design to examine the relationship between High-Performance Work Practices (HPWPs) and Affective Commitment of faculty members in private universities of Bangladesh, with Perceived Organizational Support (POS) as a mediating variable. A quantitative research approach was employed to collect numerical data, enabling the objective measurement and statistical testing of relationships among the variables. This approach allows for the analysis of patterns, correlations, and mediating effects in a structured and replicable manner.
2.2 Population and Sample
The research population comprised full-time faculty members from 13 private universities in Dhaka, Bangladesh, including Lecturers, Assistant Professors, and Professors, both with and without PhDs, to ensure a comprehensive representation of the academic workforce. A stratified random sampling technique was employed to ensure proportional representation across universities and academic ranks. Within each university, faculty members were stratified by academic rank, and participants were randomly selected from each stratum. A total of 500 questionnaires were distributed across the 13 universities, and 379 valid responses were received, yielding a response rate of 75.8%, which is considered sufficient for statistical analysis. This sampling strategy ensured that the study captured the diversity of faculty in terms of rank and qualification within Dhaka’s private universities.
2.3 Materials and Methods
The questionnaire that was used in the study was structured and was formulated to test High-Performance Work Practices (HPWPs), Affective Commitment (AC) and Perceived Organizational Support (POS). Each of the items was measured with the five-point Likert scale, starting with 1 = Strongly Disagree to 5 = Strongly Agree.
Table 2: Items Used for the Study
	Item
	
	
	Statement

	High-Performance Work Practices (HPWPs)

	Selective Staffing
	SS1
	My organization carefully selects employees based on qualifications and skills. 

	
	
	SS2
	Recruitment processes in my organization are thorough and rigorous.

	
	
	SS3
	Only candidates who meet high standards are hired in my organization.

	
	Extensive Training 

	ET1
	My organization provides comprehensive training to enhance employee skills.


	
	
	ET2
	Training programs are regularly updated to meet the needs of employees

	
	
	ET3
	Employees receive adequate support to apply new skills learned in training.

	
	Compensation

	C1
	 My compensation is fair compared to similar roles in other organizations.


	
	
	C2
	The organization rewards employees based on their performance

	
	
	C3
	Benefits and incentives provided by the organization are satisfactory.

	
	
	C4
	I am motivated by the financial rewards offered by my organization.

	
	Participation

	P1
	Employees are encouraged to share ideas in decision-making processes.


	
	
	P2
	I feel that my opinions are valued in organizational decisions.

	
	
	P3
	Team members have opportunities to influence organizational policies.

	
	
	P4
	Management actively seeks input from employees before implementing changes.

	
	Career Development / Job Design (CJD) 

	CJD1
	My job provides opportunities to develop my career skills.


	
	
	CJD2
	Tasks are designed to make my work meaningful and challenging.

	
	
	CJD3
	The organization supports my career growth and development.

	
	Performance Appraisal 

	PA1
	Performance appraisals are conducted fairly and consistently.


	
	
	PA2
	Feedback from appraisals helps me improve my work performance.

	
	
	PA3
	Performance evaluations reflect my actual contributions accurately.

	Affective Commitment

	
	AC1
	I feel a strong sense of belonging to my organization.


	
	
	AC2
	I am proud to be part of this organization

	
	
	AC3
	I feel emotionally attached to my organization.

	
	
	AC4
	I feel like “part of the family” at my organization.

	
	
	AC5
	I would be happy to spend the rest of my career with this organization.

	
	
	AC6
	I feel committed to the goals and values of this organization.

	
	
	AC7
	Leaving this organization would be very difficult for me.

	
	
	AC8
	I enjoy discussing my organization with people outside of it.

	Perceived Organizational Support (POS)

	
	POS1
	My organization values my contributions.


	
	
	POS2
	My organization cares about my well-being.

	
	
	POS3
	My organization strongly considers my goals and values.

	
	
	POS4
	Help is available from my organization when I need it.

	
	
	POS5
	My organization would forgive an honest mistake on my part.


	
	
	POS6
	If given the opportunity, my organization would take advantage of me. (reverse-scored)


	
	
	POS7
	My organization shows very little concern for me. (reverse-scored)


	
	
	POS8
	Even if I did the best job possible, my organization would fail to notice. (reverse-scored)


HPWPs were evaluated using six dimensions, which were modified based on Kulik, Oldham and Hackman (1987); Appelbaum, et al. (2000); and Sun, Aryee and Law (2007). POS was measured according to the Eisenberger, et al. (1986) in which the perception of organizational care, support and recognition of employee’s contribution is measured. To control response bias, reversed scored items were introduced. The measure of affective commitment was according to the three-component model of organizational commitment of Meyer and Allen (1991).
3. results 
3.1 Demographic Profile
Total 379 faculty members of 13 private universities in Bangladesh took part in the survey to represent a variety of institutions. The academic demographics of the respondents comprised 58% male and 42% female faculty members. The majority of faculty were aged between 30 and 39 years (36.9%), followed by those aged 40 to 49 years (29%). In terms of educational qualifications, most respondents held a Master’s degree (63.9%), nearly a third had earned a PhD (32.7%), and a small portion held a Bachelor’s degree (3.4%). Regarding marital status, 65.7% of the faculty were married, indicating a level of stability among the respondents. 
Table 3: Demographic Profile of the Respondents
	Variable
	Category
	Frequency 
	Percentage

	Gender
	Male
	220
	58.0%

	
	Female
	159
	42.0%

	Age
	20–29 years
	70
	18.5%

	
	30–39 years
	140
	36.9%

	
	40–49 years
	110
	29.0%

	
	50 years and above
	59
	15.6%

	Educational Qualification
	Bachelor’s Degree
	13
	3.4%

	
	Master’s Degree
	242
	63.9%

	
	PhD
	124
	32.7%

	Marital Status
	Single
	130
	34.3%

	
	Married
	249
	65.7%

	Job Position
	Lecturer
	194
	51.2%

	
	Senior Lecturer
	9
	2.4%

	
	Assistant Professor
	76
	20.1%

	
	Associate Professor
	80
	21.1%

	
	Professor
	23
	6.1%

	Work Experience
	Less than 5 years
	78
	20.6%

	
	5–10 years
	93
	24.5%

	
	11–15 years
	86
	22.7%

	
	Above 15 years
	122
	32.2%


Analysis of job grades revealed that Lecturers represented the largest group (51.2%), followed by Associate Professors (21.1%), Assistant Professors (20.1%), with Professors (6.1%) and Senior Lecturers (2.4%) comprising smaller proportions. Work experience varied among respondents, with the majority (32.2%) having over 15 years of experience, 24.5% with 5–10 years, 22.7% with 11–15 years, and 20.6% with less than 5 years of experience.
Table 4: Total Private Universities Have Been Covered by the Study
	Sl. No
	Private University
	Number of Faculty Respondents
	Percentage (%)

	1
	Southeast University (SEU)
	50
	13.2%

	2
	Green University of Bangladesh (GUB)
	45
	11.9%

	3
	North South University (NSU)
	40
	10.6%

	4
	BRAC University (BRACU)
	35
	9.2%

	5
	Independent University, Bangladesh (IUB)
	30
	7.9%

	6
	American International University-Bangladesh (AIUB)
	28
	7.4%

	7
	East West University (EWU)
	25
	6.6%

	8
	Ahsanullah University of Science and Technology (AUST)
	22
	5.8%

	9
	Daffodil International University (DIU)
	20
	5.3%

	10
	City University (CU)
	14
	3.7%

	11
	Northern University Bangladesh (NUB)
	10
	2.6%

	12
	University of Asia Pacific (UAP)
	6
	1.6%

	13
	United International University (UIU)
	4
	1.1%

	Total
	
	379
	100%


Table 4 represents, the sample primarily consisted of faculty from Southeast University (SEU) (50, 13.2%), followed by Green University of Bangladesh (GUB) (45, 11.9%), North South University (NSU) (40, 10.6%), BRAC University (BRACU) (35, 9.2%), and Independent University, Bangladesh (IUB) (30, 7.9%). Other universities were represented to a lesser extent, including AIUB (28, 7.4%), EWU (25, 6.6%), AUST (22, 5.8%), DIU (20, 5.3%), CU (14, 3.7%), NUB (10, 2.6%), UAP (6, 1.6%), and UIU (4, 1.1%). This distribution reflects a balanced cross-section of both large and small private universities in Bangladesh, ensuring a representative sample of faculty members across the sector.
3.2 Reliability and Convergent Validity
Factor loadings, Cronbach alpha, composite reliability and average variance extracted (AVE) were used to measure the reliability and validity of the measurement model. All the factor loadings of the constructs like High-Performance Work Practices (HPWPs), Affective Commitment, and Perceived Organizational Support (POS), were above 0.70 and this implies that there was a high item reliability.
Table 5: Reliability and Convergent Validity
	
	ITEM
	Factor loading
	Cronbach's alpha 
	Composite reliability (rho_a) 
	Composite reliability (rho_c) 
	Average variance extracted (AVE) 

	High Performance Work Practices 
	SS1
	0.716 
	0.943 
	0.944 
	0.949 
	0.581 

	
	SS2
	0.726 
	
	
	
	

	
	SS3
	0.781 
	
	
	
	

	
	ET1
	0.744 
	
	
	
	

	
	ET2
	0.725 
	
	
	
	

	
	ET3
	0.723 
	
	
	
	

	
	C1
	0.789 
	
	
	
	

	
	C2
	0.785 
	
	
	
	

	
	C3
	0.742 
	
	
	
	

	
	C4
	0.771 
	
	
	
	

	
	P1
	0.782 
	
	
	
	

	
	P2
	0.793 
	
	
	
	

	
	P3
	0.707 
	
	
	
	

	
	P4
	0.705 
	
	
	
	

	
	CID1
	0.702 
	
	
	
	

	
	CJD2
	0.765 
	
	
	
	

	
	CJD3
	0.779 
	
	
	
	

	
	PA1
	0.773 
	
	
	
	

	
	PA2
	0.793 
	
	
	
	

	
	PA3
	0.759 
	
	
	
	

	Affective Commitment 
	AC1
	0.733 
	0.876 
	0.876 
	0.902 
	0.535 

	
	AC2
	0.714 
	
	
	
	

	
	AC3
	0.735 
	
	
	
	

	
	AC4
	0.720 
	
	
	
	

	
	AC5
	0.737 
	
	
	
	

	
	AC6
	0.731 
	
	
	
	

	
	AC7
	0.735 
	
	
	
	

	
	AC8
	0.743 
	
	
	
	

	Perceived Organizational Support 
	POS1
	0.792 
	0.865 
	0.866 
	0.895 
	0.515 

	
	POS2
	0.721 
	
	
	
	

	
	POS3
	0.712 
	
	
	
	

	
	POS4
	0.723 
	
	
	
	

	
	POS5
	0.771 
	
	
	
	

	
	POS6
	0.793 
	
	
	
	

	
	POS7
	0.704 
	
	
	
	

	
	POS8
	0.725 
	
	
	
	


The values of Cronbach alpha of HPWPs (0.943), Affective Commitment (0.876), and POS (0.865) are above the desired value of 0.70 indicating a high internal consistency among items. Equally, the values of composite reliability of all constructs were above 0.80, which verified great construct reliability. All the AVE values (0.581) of the HPWPs, Affective Commitment (0.535) and POS (0.515) were greater than 0.50 and hence satisfactory convergent validity was achieved. Hence, the measurement model satisfied the necessary criteria of reliability and validity and each construct was statistically adequate to be used in the further structural model analysis.
3.3 Discriminant Validity of Constructs (Farnel and Lanker)
Discriminant validity among the constructs was assessed using the Fornell-Larcker criterion (Fornell & Larcker, 1981) to ensure that each construct is distinct from the others. The square roots of the Average Variance Extracted (AVE) for Affective Commitment (AC), High-Performance Work Practices (HPWPs), and Perceived Organizational Support (POS) were 0.731, 0.694, and 0.718, respectively.
Table 6: Discriminant Validity of Constructs (Farnel and Lanker)
	
	Affective Commitment 
	High Performance Work Practices 
	Perceived Organizational Support 

	Affective Commitment 
	0.731 
	
	

	High Performance Work Practices 
	0.753 
	0.694 
	

	Perceived Organizational Support 
	0.754 
	0.730 
	0.718 


These values exceeded the correlations among the constructs, indicating that each construct measures a unique dimension of faculty attitudes and perceptions. Although some inter-construct correlations were relatively high, the square roots of the AVEs were greater than the corresponding correlation coefficients, confirming adequate discriminant validity. Overall, these results provide confidence that the measurement model effectively differentiates between HPWPs, POS, and AC, thereby supporting the validity of the subsequent structural analyses.
3.4 Heterotrait-Monotrait (HTMT)
Heterotrait-Monotrait (HTMT) ratio was utilized to further examine discriminant validity among the constructs. HTMT values between Affective Commitment (AC) and High-Performance Work Practices (HPWPs) were 0.827, between AC and Perceived Organizational Support (POS) were 0.864, and between HPWPs and POS were 0.807. All are less than the recommended cut-off value of 0.90 (Henseler, Ringle, & Sarstedt, 2015), which signifies that the constructs are empirically different from one another.
Table 7: Heterotrait-Monotrait (HTMT)
	
	Affective Commitment 
	High Performance Work Practices 
	Perceived Organizational Support 

	Affective Commitment 
	
	
	

	High Performance Work Practices 
	0.827 
	
	

	Perceived Organizational Support 
	0.864 
	0.807 
	



Together with the Fornell-Larcker criterion, these findings provide strong evidence of discriminant validity, supporting the fact that AC, HPWPs, and POS are unique but interrelated aspects of faculty perceptions and attitudes in private universities.

3.5 Colonary Statistics VIF
Multicollinearity between items of the survey was checked using the Variance Inflation Factor (VIF) to verify whether the predictor variables were not highly correlated, which otherwise would not lead to a correct estimation of the regression coefficients. The VIFs across all items ranged from 1.538 to 2.064, significantly lower than the recommended threshold of 5 (Hair et al., 2019), and thus multicollinearity presented no issue for the dataset.

Table 8: Colonary Statistics VIF
	Items
	VIF 

	SS1 
	1.952 

	SS2 
	1.960 

	SS3 
	1.785 

	ET1 
	1.651 

	ET2 
	1.993 

	ET3 
	1.984 

	C1 
	1.893 

	C2 
	1.788 

	C3 
	2.064 

	C4 
	1.759 

	P1 
	1.773 

	P2 
	1.836 

	P3 
	1.879 

	P4 
	1.863 

	CJD1 
	1.845 

	CJD2 
	1.722 

	CJD3 
	1.812 

	PA1 
	1.753 

	PA2 
	1.836 

	PA3 
	1.715 

	AC1 
	1.752 

	AC2 
	1.623 

	AC3 
	1.709 

	AC4 
	1.686 

	AC5 
	1.715 

	AC6 
	1.689 

	AC7 
	1.704 

	AC8 
	1.747 

	POS1 
	1.538 

	POS2 
	1.665 

	POS3 
	1.605 

	POS4 
	1.651 

	POS5 
	1.911 

	POS6_Reverse 
	1.545 

	POS7_Reverse 
	1.581 

	POS8_Reverse 
	1.666 


This result shows that all of the items for Affective Commitment (AC), High-Performance Work Practices (HPWPs), and Perceived Organizational Support (POS) individually contribute to the measurement of their respective constructs. Low values for VIF also confirm that the constructs are appropriate for structural modeling-based analyses, e.g., structural modeling, without any risk of multicollinearity bias.

3.6 Path coeffients
The structural model was evaluated to test the interaction among High-Performance Work Practices (HPWPs), Perceived Organizational Support (POS), and Affective Commitment (AC).

Table 9: Path coeffients of the study
	
	Original sample (O) 
	Sample mean (M) 
	Standard deviation (STDEV) 
	T statistics (|O/STDEV|) 
	P values 

	High Performance Work Practices -> Affective Commitment 
	0.434 
	0.436 
	0.040 
	10.841 
	0.000 

	High Performance Work Practices -> Perceived Organizational Support 
	0.730 
	0.732 
	0.023 
	31.467 
	0.000 

	Perceived Organizational Support -> Affective Commitment 
	0.437 
	0.435 
	0.041 
	10.609 
	0.000 

	High Performance Work Practices -> Perceived Organizational Support-> Affective Commitment
	0.319
	0.319
	0.031
	10.355
	0.000



Outcomes reveal that HPWPs significantly and positively influence AC (β = 0.434, t = 10.841, p < 0.001), which suggests that faculty members who perceive stronger use of HPWPs exhibit greater affective commitment.
HPWPs also have a significant positive effect on POS (β = 0.730, t = 31.467, p < 0.001), indicating that well-structured HR practices enhance employees’ perceptions of organizational care and support.

Discussion
The results of this study reveal strong support for the hypothesized relationships, highlighting the critical role of High-Performance Work Practices (HPWPs) in fostering Affective Commitment (AC) among faculty members in private universities in Dhaka, Bangladesh, and the mediating role of Perceived Organizational Support (POS).
HPWPs were found to have a significant positive effect on POS (β = 0.730, t = 31.467, p < 0.001), confirming that well-structured HR practices enhance employees’ perceptions of organizational care and support. Faculty interpret effective HR practices as evidence that the organization values their contributions and well-being. These findings are consistent with previous studies by Rubel et al. (2021), Karim, &  Baset, (2024) and Kim (2023), which demonstrated that HR practices such as training, rewards, and participative decision-making significantly enhance perceived organizational support. Thus, H1 is supported. Besides, POS significantly influenced affective commitment (β = 0.437, t = 10.609, p < 0.001), showing that faculty who feel supported and appreciated develop stronger emotional attachment to the organization. This aligns with studies in higher-education and corporate contexts, which report that employees’ perceptions of organizational support positively impact loyalty, engagement, and affective commitment (Thakral et al., 2025; Alfes et al., 2013). Hence, H2 is supported.
Additionally, The direct relationship between HPWPs and AC was significant (β = 0.434, t = 10.841, p < 0.001), indicating that faculty who perceive stronger HPWP implementation show greater emotional commitment to their university. Similar findings were reported by Khan et al. (2023) who found that high-performance HR practices such as selective staffing, training, and rewards significantly increase affective commitment and engagement among employees. Therefore, H3 is supported.
Finally, The indirect effect of HPWPs on AC via POS was significant (β = 0.319, t = 10.355, p < 0.001), confirming that POS partially mediates the relationship between HPWPs and affective commitment. This is consistent with prior research in both corporate and educational settings, which highlighted the mediating role of POS in translating HR practices into stronger emotional bonds and higher commitment (Rubel et al., 2021; Karim, &  Baset, 2024; Thakral et al., 2025). Thus, H4 is supported.


[image: ]
Figure 2: Bootstrapping Results of Path Coefficients
Overall, these findings underscore the importance of implementing comprehensive, people-centric HR practices and fostering a supportive organizational climate to enhance faculty motivation, loyalty, and engagement. They also corroborate evidence from both international and Bangladeshi contexts, extending the Perceived Organizational Support Theory to the private higher education sector in Bangladesh.

4. Conclusion
This research presents a solid empirical data to support the fact that High-Performance Work Practices (HPWPs) have a large effect on the Affective Commitment (AC) of faculty members in the case of the private universities in Bangladesh with Perceived Organizational Support (POS) exerting a partial influence on this relationship. Results of the study include that selective staffing, organized training, development, rewards based on performance, participative decision making, opportunities to develop career and systematic performance appraisals are not only ways of enhancing the skills and motivating the faculty, but also a sense of belonging, trust and emotional attachment to the organization. POS is an important psychological intermediary that converts these HR practices into a greater involvement of the heart, increasing the faculty loyalty, discretionary effort, and long-term organizational commitment. 
Practical Implications
This research highlights the importance of implementing holistic, employee-centric HR strategies in private universities, combining professional development, recognition, fair compensation, participative decision-making, and structured appraisals. Such integrated HR practices improve faculty satisfaction, reduce turnover intentions, and strengthen institutional culture. Additionally, education authorities can promote internationally benchmarked HR practices to ensure transparency, fairness, and continuous faculty development, while university leaders can design targeted faculty engagement programs to enhance teaching quality and institutional competitiveness.
Theoretical Implications
The study extends Perceived Organizational Support (POS) Theory to the higher education context by showing that HPWPs affect faculty commitment both directly and indirectly. It reinforces the strategic HRM perspective, demonstrating that coordinated HR practices contribute to employee motivation, psychological attachment, and organizational performance. By providing context-specific evidence from Bangladesh, this study highlights the role of integrated HR practices in enhancing faculty engagement and organizational effectiveness in emerging higher education markets.
Limitations
The study is limited to private universities in Dhaka, restricting generalizability to other regions or public institutions. The cross-sectional design captures relationships at one point in time, limiting causal inference. Only POS was examined as a mediating factor, leaving out other potential influences such as leadership style, job satisfaction, and organizational justice. 
Future Research Directions
Future studies could adopt longitudinal designs to understand the long-term effects of HPWPs on faculty commitment and institutional performance. Further research can explore additional mediators or moderators, such as leadership behavior, organizational culture, work-life balance, and job satisfaction. Comparative studies across public and private universities or different regions would enhance generalizability, while examining individual HPWP dimensions could reveal which practices are most effective for boosting faculty motivation and engagement.
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