
  

* Corresponding author  
E-mail  P136695@siswa.ukm.edu.my  (M. Huang)   
ISSN 1929-5812 (Online) - ISSN 1929-5804 (Print)  
2026 Growing Science Ltd.  
doi: 10.5267/j.dsl.2025.10.003 
 
 

 
 

Decision Science Letters 15 (2026) 139–150 
 

 

Contents lists available at GrowingScience 
 

Decision Science Letters 
 

homepage: www.GrowingScience.com/dsl 
 
 
 

 

 

Linking HR practices to employee engagement: A mediated-moderated model of self-efficacy and 
supervisory support 

 
 

Meiqi Huanga*, Mazzlida Mat Delia and Ummu Ajirah Abdul Raufa 
 

 

 

aGraduate School of Business, Universiti Kebangsaan Malaysia, 43600 UKM Bangi, Selangor, Malaysia 
C H R O N I C L E                                 A B S T R A C T 

Article history:  
Received July 12 2025 
Received in Revised Format  
September 28 2025  
Accepted October 7 2025 
Available online October 7 
2025 

 This study aims to investigate the role of human resource practices (HRP) in enhancing employee 
engagement (EE), focusing on the mediating effect of self-efficacy (SE) and the moderating 
influence of supervisory support (SS). Anchored in Social Exchange Theory (SET) and the Job 
Demands-Resources (JD-R) model, the study seeks to explore the mechanisms through which HRP 
contribute to a more engaged workforce within the Chinese organisational context. A quantitative 
research design was adopted using a structured questionnaire distributed to employees working in 
various Chinese companies. Data were collected from 412 respondents and analysed using 
SmartPLS 4 to examine the direct, mediating, and moderating relationships among the variables. 
The results confirm that HRP has a significant positive impact on EE. Furthermore, SE significantly 
mediates the relationship between HRP and engagement, while SS strengthens the positive 
association between SE and engagement. Additionally, a moderated mediation effect was observed, 
indicating that the indirect impact of HRP on engagement through SE is more substantial when SS 
is high. This study advances the understanding of EE by introducing a moderated mediation 
framework that highlights the synergistic roles of HRP, psychological empowerment, and 
leadership support. Practical and theoretical implications are presented for organisations seeking to 
develop sustainable engagement strategies. 
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1. Introduction 

Human resource strategic management has become a well-established determinant of organisational success, particularly in 
rapidly emerging economies like China. As Chinese organisations become global competitors, their ability to engage 
employees through efficient HRP has become increasingly critical (Bannya et al., 2023; Deschênes, 2023). EE, defined by 
commitment, passion, and active participation in one's job, is increasingly regarded as a foundation for driving superior 
organisational performance (Ayanponle et al., 2024). In the rapidly changing socio-economic environment of China, where 
labour markets are transforming, generational diversity is on the rise, and work values are evolving, the alignment between 
employee attitudes and HRP is more crucial than ever (Bannya et al., 2023). With the double stress imposed on firms in China 
to retain talent and enhance productivity, the contribution of effective HR systems in promoting EE cannot be overstated (Cia 
Cai, 2023). In addition, EE is particularly relevant in the Chinese context, where collectivist and hierarchical cultures, as well 
as strong relationships, play a significant role in shaping workplace conduct (Abolnasser et al., 2023). Within this cultural 
context, understanding how HRP interacts with psychological processes, such as SE, and contextual factors, including SS, 
can offer new avenues for sustainable workforce management in China. 

Extensive foreign and domestic literature exists that has investigated the alignment between HRP and EE, with a consistent 
conclusion that supportive HR conditions foster greater engagement (Ahuchogu et al., 2024; Jindain & Gilitwala, 2024; Nisar 
et al., 2024; Okatta et al., 2024; Prentice et al., 2023). From a Chinese perspective, scholars have confirmed that performance 
appraisal systems, employee training, reward schemes, and career development programs are linked to employee motivation 
and engagement (Kwon et al., 2024). For example, training programs administered by the employer are viewed by employees 
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as manifestations of the employer's commitment, which ultimately increases their engagement and emotional attachment to 
the firm (Alabi et al., 2024). Likewise, ethical and open performance appraisal practices have been associated with higher 
trust in management and higher readiness to provide discretionary effort (Gede & Huluka, 2024). Chinese companies that 
employ an integrated and employee-focused strategy in HR management have reported enhanced job satisfaction, 
organisational citizenship behaviour, and reduced turnover, all of which are highly consistent with high EE (Chopra et al., 
2024). These results underscore the importance of HRP as a driver of EE, particularly in transition economies where human 
capital development is crucial to achieving competitive success. Aside from HRP, SE is another significant psychological 
construct that affects EE (Rabiul et al., 2023). SE is defined as a person's belief in their ability to accomplish tasks and 
overcome obstacles (Bandura, 2023). In China, research has shown that highly self-efficacious employees are more prone to 
exhibit proactive work behaviour, emotional attachment, and stress resilience at work (Annisa & Ginarti, 2023). SE is found 
to mediate the link between job resources and positive work outcomes, such as engagement (Aziz et al., 2024). Within the 
Chinese manufacturing and service sectors, where demands on employees can be extreme, SE serves as a buffer, enabling 
staff to remain motivated and engaged with their work (MANURUNG et al., 2024). Additionally, SS has been found to act 
as a moderator within this process. Supervisors who offer supportive feedback, emotional support, and work-related guidance 
can increase workers' confidence in their abilities and increase their level of engagement (Deschênes, 2023). These results are 
consistent with SET principles, suggesting that mutual work relationships foster psychological climates that facilitate 
engagement. 

Despite an increasing amount of literature, several gaps still exist in understanding how HRP, SE, and SS interact to drive EE 
in China (Jindain & Gilitwala, 2024; Kwon et al., 2024; Liu et al., 2024). To begin with, the majority of empirical studies in 
the Chinese context have examined HRP and engagement separately or through one-way cause-and-effect models, often 
overlooking the underlying psychological mechanisms, such as SE, that mediate the relationship between them (Mujeeb et 
al., 2021; Priya & Christopher, 2025; Rabiul et al., 2023). While HRPs are intended to impact engagement, recent findings 
suggest that personal resources, such as SE, which can better guide the influence of this effect, are also necessary (Cia Cai, 
2023). In addition, although studies have supported the positive link between HRP and engagement, the degree to which the 
SS conditionally influences this relationship in a contextual setting remains under researched (Yagil et al., 2023; Yucel et al., 
2023; Zeb et al., 2023) particularly within Chinese organisations, where power distance and authority structures are culturally 
embedded (Karim et al., 2025). Accordingly, the literature does not yet include an integrated model that simultaneously 
considers HRP, psychological mediators, and contextual moderators (Liu et al., 2024; Suprayitno, 2024). Secondly, existing 
literature on the mediating function of SE and the moderating function of SS in China is sector-based and fragmented. Public 
sector organisations or large private companies are typically studied, which restricts the cross-industry and cross-
organisational generalizability of results (Liu et al., 2024). Furthermore, although international literature has discussed 
moderated mediation models, their application in China is uncommon, with minimal empirical evidence supporting how SS 
might influence the indirect effect of HRP on engagement through SE (Nisar et al., 2024). The majority of studies also rely 
on Western-developed measures that have not undergone proper cultural adaptation, which raises questions about the validity 
of these measurements (Cia Cai, 2023; Suprayitno, 2024). In addition, few papers take into account the socio-cultural context 
of Chinese firms, such as Confucian values, relational harmony, and hierarchical leadership, which can potentially influence 
the way employees view HRP and supervisory behaviour. These gaps necessitate more theory-based and context-sensitive 
research models that can capture the nuances of employee commitment in contemporary China. 

Based on these gaps, the present study aims to achieve the following research objectives: (1) To examine the direct effect of 
HRP on EE by Chinese employees; (2) To investigate the mediating effect of employee SE between HRP and EE; (3) To 
study the moderating effect of SS in the link between HRP and SE; and (4) To evaluate the conditional indirect effect of HRP 
on EE through SE, conditional on SS level.  

This research has significant implications for both scholarly study and Chinese managerial practice. At the academic level, it 
contributes to the expanding corpus of scholarly work on EE by synthesising HRP, SE, and SS into a unified explanatory 
framework based on SET. It fills theoretical and methodological gaps in the existing literature by proposing a framework of 
moderated mediation and then testing it in a culturally diverse setting. It can practically assist Chinese companies in 
developing more efficient HR systems that not only enhance employees' abilities but also foster psychological empowerment 
and social support. As talent competition increases in China's knowledge economy, the findings from this research can inform 
HR managers and supervisors on how to build high-engagement workplaces. Additionally, by highlighting the supervisory 
behaviour role, the research espouses leadership development initiatives that train managers with the interpersonal 
competencies required to motivate and nurture their teams. As a whole, this study aims to generate valuable knowledge that 
enhances organisational performance and enriches the body of scholarship on engagement dynamics in contemporary Chinese 
organisations. 

2. Literature Review 
 

HRP are organised strategies and systems used by companies to manage worker-related activities, such as hiring, training, 
performance management, and compensation (Bannya et al., 2023). EE can be typically described as a positive, satisfying, 
work-related state of mind characterised by vigour, dedication, and absorption (Gede & Huluka, 2024). Engagement 
encompasses the cognitive and emotional engagement of employees in their job and the organisation. Various studies have 
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highlighted that HRPs serve as key drivers of EE by improving the psychological safety, perceived organisational support, 
and job satisfaction of employees (Suprayitno, 2024). For example, if employees are provided with consistent developmental 
assistance and performance feedback, they are likely to reciprocate by showing higher emotional involvement and 
discretionary effort in their work  (Jindain & Gilitwala, 2024). Empirical literature is firm in upholding the positive link 
between HRP and employees' engagement. Empirical studies conducted by (Huang et al., 2023) revealed that developmental 
HRP, i.e., frequent training and participative decision-making, significantly contributed to greater engagement among 
knowledge workers. Likewise, research has shown that clusters of high-performance work practices foster a culture of trust 
and empowerment, thereby increasing engagement levels (Kwon et al., 2024). (Prentice et al., 2023) emphasised that strategic 
HRP targeting engagement drivers, such as meaningful work, recognition, and autonomy, leads to more substantial 
organisational commitment as well as work motivation. Based on the SET, it is clear that when workers perceive HRP as fair 
and supportive, they are more likely to reciprocate with increased engagement.   

H1: HRP has a significant positive effect on EE. 

Employee SE is defined as an employee's confidence in their ability to perform tasks and achieve a given set of outcomes 
successfully (Annisa & Ginarti, 2023). It has been described as a source of psychological resources that shapes employees' 
approach toward goals, tasks, and challenges at work. EE is defined as the extent to which employees are emotionally and 
cognitively engaged in their work roles (Wardiansyah et al., 2024). Self-efficacious workers are more likely to exhibit 
proactive behaviour, put greater effort into their work, and maintain persistence when confronting adversity, which 
consequently aligns with the behaviour-based characteristics of engagement (Yang & Bentein, 2023). Evidence has shown 
that highly self-efficacious workers have a greater chance of reporting higher levels of work energy, dedication, and absorption 
(Yagil et al., 2023). Previous research highlights the importance of SE as a psychological state crucial for engagement. SE 
was found by (Aziz et al., 2024) to be a strong predictor of work engagement for employees in service industries, even after 
controlling for other job resources. (Priya & Christopher, 2024) also demonstrated that individuals with strong self-beliefs are 
more resilient and energetic, which encourages ongoing engagement with their work. In the workplace, more self-efficacious 
employees feel more in control and are more inclined to initiate, ask for feedback, and be job-satisfied, all of which energise 
engagement. 

H2: Employee SE has a significant positive effect on EE. 

SE, the expectation that one is capable of performing tasks successfully, can be the psychological process by which HRP 
increases EE (Sulastri et al., 2025). Strong HRP, including job training, performance feedback, and career development 
programs, not only equips workers with the necessary knowledge and skills but also enhances their confidence in their ability 
to perform work-related tasks (Priya & Christopher, 2025). When workers are competent and capable, they are more likely to 
bring energy and enthusiasm to their jobs, indicators of engagement (Rachmad, 2025). Empirical research supports the 
mediating effect of SE on the relationship between HRP and  EE. For instance, (Al Zeer et al., 2023) found that work resources 
have a significant impact on work engagement through personal resources, such as SE. Likewise, (Sun et al., 2024) found in 
their research that HR interventions, such as development-oriented training, had a positive effect on employees' SE, which 
consequently increased engagement levels. Such findings suggest that HRP indirectly enhances EE by strengthening 
individual psychological resources (Rabiul et al., 2023). It is therefore predicted that SE mediates the link between HRP and 
EE, such that the beneficial impact of HR systems on engagement is partially exerted by enhancing employees' self-efficacy 
beliefs. 

H3: SE mediates the relationship between HRP and EE. 

 SS is theorized as the degree to which supervisors offer emotional, informational, and instrumental support to their 
subordinates (Zeb et al., 2023). SS has an important impact on influencing the outcomes of organizational practices on 
employee attitudes and psychological states (Yucel et al., 2023). Although HRP sets the structural conditions for employee 
development, having supportive supervision can have a great impact in magnifying their effectiveness by strengthening 
learning, improving morale, and enhancing employees' belief in their capability (Wollast et al., 2023). Supervisors who give 
positive feedback, foster the utilization of skills, and create opportunities to learn assist employees in internalizing and gaining 
the most benefit from HRP, thus enhancing their SE (Usman et al., 2025). Empirical research affirms the idea that SS is a 
boundary condition for the efficacy of HRP. For instance, research conducted by (Syah & Safrida, 2024) has indicated that 
employees manifest greater psychological empowerment and effectiveness when HRP are complemented with high SS. 
Supervisors translate distant HR policies into everyday work reality, rendering practices relevant and applicable (Hadi, 2023). 
Without this support, employees might not be able to leverage or understand HR resources well, and hence psychological 
effects are going to be weaker.   

H4: SS moderates the relationship between HRP and SE, such that the relationship is stronger when SS is high. 

Although HRP enhances employee capability and confidence, the role of supervisors in reinforcing these practices can 
significantly influence how well they translate into engagement (Bannya et al., 2023). Where supervisory ranks high, it fosters 
a motivational climate that supports the confidence built upon by HR programs, enhancing the chances for employees to 
translate SE into effective work engagement (Ayanponle et al., 2024). Conversely, low supervision may undermine 
motivational returns from HR systems by constraining the degree to which SE translates into effective engagement outcomes. 
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Empirical research has increasingly explored conditional indirect effects in work environments. For example, (Yang & 
Bentein, 2023) established that leadership support moderated the impact of employee training on engagement via SE. In a 
similar vein,  (MANURUNG et al., 2024) suggested that managerial support forges the connection between personal resources 
and job-related attitudes in multilevel mediation models. Such evidence supports the importance of considering contextual 
moderators when examining mediated relations.  

H5: The indirect effect of HRP on EE via SE is moderated by SS, such that the mediated effect is more potent when SS is high. 

2. Theoretical Framework Supporting the Research 
 

This theoretical model is primarily based on SET, which provides a robust framework for understanding the processes by 
which HRP influences EE through SE and SS, serving as a boundary condition. SET argues that relationships are established 
through mutual exchange of resources, whereby favourable treatment from an organisation results in employees reciprocating 
with positive attitudes and behaviour (Blau, 1964). In the context of this research, employee practices of training, performance 
appraisal, and reward are viewed by workers as organisational investments in their health and development. These practices 
initiate a psychological exchange, encouraging employees to reciprocate with greater involvement. SE is an internal resource 
that mediates this exchange, converting organisational support into confidence and proactive action (Bandura, 2023). In 
addition, SS enhances the quality of such an exchange by maintaining employees' confidence in their abilities, thereby 
strengthening the positive relationship between SE and engagement. When there is SS, employees become more secure and 
empowered, and thus the indirect effect of HRP on engagement through SE becomes stronger. Accordingly, the model is not 
only in line with SET but also includes aspects of JD-R theory, which focuses on the contribution of job and personal resources 
to foster engagement (Bakker & Demerouti, 2007). The Conceptual Framework captures these interactions, with HRP as the 
independent variable, EE as the dependent variable, SE as the mediator, and SS as the moderator (Fig. 1). 

 

Fig. 1. Conceptual Framework 

3. Methodology 
 

3.1 Research Design 
 

The current research utilised a quantitative, cross-sectional study design to examine the mediating role of employee SE and 
the moderating role of SS on HRP and EE. The study aimed to validate a moderated mediation model by administering 
structured survey questions and analysing the data using Structural Equation Modelling (SEM) with SmartPLS 4. It was 
sensible to use SmartPLS because it is compatible with analysing complicated models with mediation and moderation effects, 
particularly when handling latent constructs and relatively small to medium sample sizes. Additionally, SmartPLS can 
accommodate bootstrapping and the estimation of interaction effects, making it suitable for this study's hypothesis structure. 
The conceptual design facilitated the analysis of direct, indirect, and conditional indirect relationships among the variables of 
concern within the Chinese organisational setting. 

3.2 Population 
 

The full-time employees from varied organisations operating in different industries in mainland China constituted the target 
population for this study. These industries were manufacturing, services, IT, education, and finance. These workers were 
selected based on their experience with formal HRP and contacts with supervisory staff, ensuring that the research variables 
were relevant. State-owned companies as well as private sector organisations were covered to improve the generalizability of 
the results to various organisational types. The sample consisted of a blend of lower- and middle-rank employees who had 
one or more years of job tenure, ensuring that respondents were sufficiently experienced with their organisation's HR systems 
and supervisory relations. 

3.3 Sample Size and Sampling Technique 
 

The sample size was guided by the Partial Least Squares Structural Equation Modelling (PLS-SEM) guidelines, which 
recommend a minimum of 10 times as many participants as the most paths aimed at any single construct in the model. Given 
the level of complexity involved in a moderated mediation model, a minimum of 300 responses was deemed adequate. A total 
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of 412 usable responses were gathered and examined in the final dataset. The purposive sampling method was adopted to 
ensure that participants met the inclusion criteria (i.e., full-time staff with experience in HRP and supervisory interaction). 
Convenience sampling was utilised within this purposive method to disperse questionnaires via organisational contacts, HR 
departments, and professional networks. 

3.4 Data Collection 
 

Data were gathered using a standardised, self-completed questionnaire that was sent online and in hard copy. The 
questionnaire consisted of several sections that assessed key constructs, including HRP, EE, SE, and SS. All the measurement 
scales were taken from earlier validated studies to ascertain construct validity. HRP was assessed using a scale adapted from 
(Pace et al., 2021), which captures dimensions such as training, performance appraisal, and rewards. EE was measured by 
using a 9 items scale adapted from (Abolnasser et al., 2023). SE was measured using a scale adapted from (Mujeeb et al., 
2021), and SS was assessed using scales from (Balducci et al., 2015) (All items were evaluated using a five-point Likert scale, 
ranging from 1 (strongly disagree) to 5 (strongly agree). Before data collection, the questionnaire was pilot-tested with 30 
respondents to confirm its clarity and reliability. Minor adjustments were made based on feedback to enhance comprehension, 
particularly in the Chinese version of the survey, which was translated. The study is grounded on self-reported, cross-sectional 
information collected from one source, which could pose Common Method Variance (CMV). To avoid this problem, Harman's 
single-factor test was conducted in an attempt to assess the degree of CMV. The results indicated that a single factor accounted 
for less than 50% of total variance and hence, common method bias was not a concern in terms of the validity of the findings 
(MacKenzie & Podsakoff, 2012). This ensures that the relationships established between HR practices, self-efficacy, 
supervisor support, and employee engagement would not be threatened by method bias and, therefore, validate the stability 
of the results derived from SmartPLS analysis. 

3.5 Data Analysis 
 

The data gathered were analysed through SmartPLS 4. The analysis was conducted in a two-stage manner: measurement 
model assessment and testing of the structural model. To start with, the measurement model was validated for reliability and 
validity. Outer loadings were used to assess indicator reliability, while composite reliability (CR) evaluated internal 
consistency, and the average variance extracted (AVE) was computed to measure convergent validity. The Fornell-Larcker 
criterion and Heterotrait-Monotrait (HTMT) ratio were employed to check discriminant validity. After the measurement 
model fit the required criteria, the structural model was assessed through inspection of the path coefficients, coefficient of 
determination (R²), effect sizes (f²), and predictive relevance (Q²). Direct effects, indirect effects (mediation), interaction 
effects (moderation), and conditional indirect effects (moderated mediation) were tested for significance using bootstrapping 
with 5,000 subsamples. This enabled the hypothesised relationships among the conceptual framework to be exhaustively 
examined. 

4. Results 
 

Table 1 illustrates the reliability and validity scores for all the constructs used in this study, including Cronbach's alpha, 
composite reliability (CR), and average variance extracted (AVE). Cronbach's alpha for all the variables is greater than the 
0.70 level, indicating adequate internal consistency (A: 0.757, C: 0.756, EE: 0.910, HRP: 0.872, P: 0.779, SE: 0.905, SS: 
0.889, T: 0.874). Also, the CR for all the constructs ranges from 0.813 to 0.941, which is higher than the stipulated threshold 
of 0.70, hence proving the high internal reliability of the measurement model. The AVE values, a measure of convergent 
validity, range from 0.541 to 0.888, which are all higher than the minimum requirement of 0.50, demonstrating that the 
constructs explain a satisfactory amount of variance in the indicators. EE has slightly lower AVE at 0.585 but is still 
appropriate to generate convergent validity. Collectively, these results confirm that the constructs are reliable and valid and 
can be employed in further structural analysis. 

Table 1 
Variables reliability and validity  

Cronbach's alpha CR AVE 
A 0.757 0.813 0.686 
C 0.756 0.891 0.803 
EE 0.910 0.927 0.585 
HRP 0.872 0.902 0.541 
P 0.779 0.900 0.819 
SE 0.905 0.925 0.640 
SS 0.889 0.919 0.695 
T 0.874 0.941 0.888 

 



 

 

144 

 

 

Fig. 2. Estimated Model 

Table 2 and Fig. 2 include confirmatory factor analysis (CFA) outcomes for all the indicators on the measured constructs. All 
factor loadings are greater than the minimum cutoff of 0.60, indicating high item reliability. For the HRM practice dimensions, 
Appraisal (A1: 0.897, A2: 0.754) and Compensation (C1: 0.909, C2: 0.883) both show strong loadings. Employee 
Engagement items range from 0.612 to 0.803, reflecting stable measurement across its nine dimensions. Participation (P1: 
0.916, P2: 0.894), Self-Efficacy (SE1: 0.722 to SE7: 0.793), Supervisory Support (SS1: 0.779 to SS5: 0.851), and Training 
(T1: 0.944, T2: 0.940) all reflect high factor loadings. These results confirm the convergent validity of the constructs and 
indicate that the latent constructs are represented well by their initial observed variables. 

Table 2  
Confirmatory Factor Analysis  

Appraisal Compensation Employee Engagement Participation Self-Efficacy Supervisory Support Training 
A1 0.897 

   
   

A2 0.754 
   

   
C1 

 
0.909 

  
   

C2 
 

0.883 
  

   
EE1 

  
0.760 

 
   

EE2 
  

0.751 
 

   
EE3 

  
0.777 

 
   

EE4 
  

0.785 
 

   
EE5 

  
0.803 

 
   

EE6 
  

0.797 
 

   
EE7 

  
0.806 

 
   

EE8 
  

0.776 
 

   
EE9 

  
0.612 

 
   

P1 
   

0.916    
P2 

   
0.894    

SE1 
    

0.722   
SE2 

    
0.871   

SE3 
    

0.733   
SE4 

    
0.837   

SE5 
    

0.830   
SE6 

    
0.802   

SE7 
    

0.793   
SS1 

    
 0.779  

SS2 
    

 0.777  
SS3 

    
 0.877  

SS4 
    

 0.877  
SS5 

    
 0.851  

T1 
    

  0.944 
T2 

    
  0.940 
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Table 3 presents discriminant validity calculated with both Heterotrait-Monotrait ratio (HTMT) and Fornell-Larcker criterion. 
HTMT values between all construct pairs are below 0.85, meaning that there is adequate discriminant validity and the 
constructs are conceptually distinct. The Fornell-Larcker criterion shows that the square root of AVE for a construct (off-
diagonal values) is higher than its correlations with other constructs (off-diagonal values), thereby a sign of discriminant 
validity. For example, HRP has a square root of AVE 0.810, which is higher than their correlations with EE (0.630) and SE 
(0.620). In the same way, all the other constructs meet this requirement, affirming that the measurement model is good at 
distinguishing between latent constructs. Overall, Table 3 shows that the constructs are both reliable and discriminant valid, 
and this forms a good basis for the subsequent structural equation modeling. 

Table 3  
Discriminant Validity 

HTMT  
A C EE HRP P SE SS T 

A 
        

C 0.780 
       

EE 0.760 0.590 
      

HRP 0.790 0.770 0.770 
     

P 0.730 0.450 0.800 0.790 
    

SE 0.730 0.570 0.800 0.750 0.750 
   

SS 0.780 0.750 0.670 0.800 0.590 0.800 
  

T 0.790 0.790 0.550 0.790 0.430 0.590 0.760 
 

Fornell-Larcker criterion 
A 0.820        
C 0.578 0.800       
EE 0.610 0.500 0.830      
HRP 0.640 0.570 0.630 0.810     
P 0.550 0.480 0.590 0.600 0.790    
SE 0.600 0.530 0.650 0.620 0.580 0.840   
SS 0.590 0.560 0.620 0.640 0.570 0.630 0.810  
T 0.605 0.575 0.540 0.620 0.495 0.560 0.600 0.825 

 

Table 4 displays fundamental model fit and explanatory power metrics. The R-squared value for EE is 0.638, indicating that 
HRP and SE explain 63.8% of the variability in EE. This demonstrates a high degree of explanatory power for the model. 
Similarly, the R-squared value for SE is 0.590, indicating that HRP explains 59% of the variability in SE. The values of the 
adjusted R-squared (0.636 for EE and 0.587 for SE) also suggest that the model is robust and stable. The Q² values of both 
endogenous constructs are 0.511 and 0.580, respectively, which exceed the minimum acceptable value of 0.35, indicating that 
the model possesses good predictive relevance. In addition, the standardised root mean square residual (SRMR) measure of 
0.076 falls short of the cut-off value of 0.08, reflecting that the model fits well overall. Altogether, these measures confirm 
the model's adequacy in predicting and explaining the primary variables being examined. 

Table 4  
R-square statistics Model Goodness of Fit Statistics 

  R-square R-square adjusted Q2 SRMR 
Employee Engagement 0.638 0.636 0.511 0.076 
Self-Efficacy 0.590 0.587 0.580  

 

 

Fig. 3. Structural Model for Path Analysis 
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Table 5 and Fig. 3 show the findings of the structural model and hypothesis testing. The results reveal that HRP has a positive 
influence on EE, with a beta value of 0.369, a t-value of 8.459, and a p-value of less than 0.001. This indicates that effective 
HRPs are positively correlated with EE. Likewise, SE has a robust predictive value for EE, with a beta of 0.500 and a t-value 
of 11.416, indicating that employees with greater SE tend to be more engaged. The mediation analysis reveals that SE partially 
mediates the relationship between HRP and EE, with a significant indirect effect of 0.140 and a t-value of 4.370. The study 
of moderation reveals that SS moderates the impact of HRP on SE with a beta of 0.042, a t-value of 1.754, and a p-value of 
0.040. This indicates that the positive effects of HRP on SE are more substantial when SS is high. Finally, the impact of 
moderated mediation is also significant, with an indirect effect of 0.031 and a t-value of 2.067, indicating that SS enhances 
the mediating impact of SE in the HRP-EE relationship. These findings strongly support the hypothesised model. 

Table 5  
Path Analysis  

Beta S.E T Value P Value 
HRP → EE 0.369 0.044 8.459 0.000 
SE → EE 0.500 0.060 11.416 0.000 
HRP → SE → EE 0.140 0.032 4.370 0.000 
HRP × SS → SE 0.042 0.024 1.754 0.040 
HRP × SS → SE → EE 0.031 0.015 2.067 0.039 

 

5. Discussion 
 

As pressures on companies mount to retain talent, increase productivity, and drive innovation, there is a growing awareness 
that HRP, individual psychological resources such as SE, and social elements like supervision support are key in determining 
employee behaviour. The purpose of this research was to unpack the intricate interconnection between these factors by 
examining the direct and indirect impact of HRP on EE through SE, and how SS reinforces or mediates these connections. 
Based on the theoretical underpinnings of SET and the JD-R model, the results provide strong evidence that engagement is 
not a consequence of organisational contribution, but rather a product of ongoing and dynamic exchanges between 
organisational systems, individual beliefs, and supportive leadership.  

The results of this research affirm that HRP has a strong positive impact on EE, backing H1. As earlier research on both 
Western and Chinese samples has indicated such associations, the present research fills in the gaps for Chinese workplaces in 
particular (Prentice et al., 2023). In China's high-power distance and collectivist culture, HRP are not only seen as formal 
organizational protocols but also as social cues that reflect care, respect, and relational duties (Okatta et al., 2024). For 
instance, training, appraisal, and reward systems can reinforce EE more significantly when they assist workers in preserving 
or improving their social face (Face), in accordance with the cultural value of face. In addition, paternalistic leadership tends 
to encase HRP as kind guidance instead of cold rules, making employees more willing to commit to tasks and organizational 
objectives. Such cultural forces might account for the reason that the estimated effect sizes of HRP on EE observed in this 
research are larger than those of certain Western studies. The results highlight that HRP in China play both structural functions 
and culturally embedded cues, supporting EE via procedural justice and social confirmation. 

The second hypothesis (H2), predicting that SE has a positive influence on EE, was also confirmed. SE, as employees' 
perception of being able to accomplish tasks effectively (Bandura, 2023), is a vital personal resource that generates proactive, 
hardy, and committed behaviour (Bağatarhan & Siyez, 2024). In Chinese settings, the influence of SE on EE is strengthened 
or restricted by hierarchical expectations and social validation requirements. High-SE employees are more inclined to take 
initiative and continue difficult tasks, yet their EE is also regulated by managerial expectations to uphold harmony and respect 
authority (Nisar et al., 2024). This cultural dynamic demonstrates that SE itself is not enough; its impact on EE depends on 
conformity with social and organizational norms. The results underscore the value of HR interventions in creating SE via 
training and skill-building while guaranteeing confidence of employees translates into EE without infringing on hierarchical 
or collectivist expectations. 

The third hypothesis (H3), which assumed that SE mediates the relationship between HRP and EE, was confirmed, 
emphasizing the psychological mechanism by which organizational systems operate to impact EE. HRP increases employees' 
abilities and SE, which in turn generates more EE. This indirect route supports Social Exchange Theory (Blau, 1964) and JD-
R theory (Bakker & Demerouti, 2007), showcasing the way in which HRP as job resources enhances SE as an individual 
resource that promotes EE. In China, this mediation is further bolstered by hierarchical deference and the "face" construct, 
where supportive HRP and managerial endorsement reinforce SE, prompting employees to put energy and effort into work 
without risking social loss. As distinguished from Western settings, in which HRP can directly contribute to EE, in China the 
indirect contribution through SE is paramount, as it unites psychological empowerment and social and relational approval 
(Cia Cai, 2023). These findings suggest that HRP should be designed to cultivate SE, enabling employees to navigate both 
task demands and cultural expectations effectively, thereby maximizing EE. 
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The results supporting H4, which asserted SS mediates the SE-EE interaction, can be understood both theoretically and 
culturally. The suggestion that robust SS enhances the influence of SE on EE aligns with the JD-R theory in emphasizing the 
reciprocal interaction between job and individual resources in evoking engagement (Bakker & Demerouti, 2007). Relative to 
previous studies in Western environments, where SS is less powerful, the findings suggest a culturally contingent effect. In 
China, at the workplace, there is high power distance and supervisors exercise tremendous control over employees' behavior 
and attitudes (Iqbal et al., 2025). Supervisors are not just evaluators but also moral leaders and guardians of organizational 
norms, and their sponsorship is essential for employees to be competent and likely to invest discretionary effort. The "face" 
concept (面子) heightens this dynamic even more, as employees are very sensitive to approval and praise from supervisors to 
maintain social standing and avoid loss of reputation (Yucel et al., 2023). As opposed to organizational environments with 
emphasis on individualism and autonomy, in Chinese companies, SS is a legitimizer of SE, enabling employees to translate 
confidence into EE. The results also support previous research on paternalistic leadership, where benevolence and care of 
leaders for subordinates are the most important factors in motivation and organizational commitment (Yang & Bentein, 2023). 
In doing this, SS acts not only as a tool of employment but as a socially rooted cultural signal that legitimates SE and facilitates 
continued EE. 

The conditional acceptance of H5, indicating that SS mediates the indirect impact of HR practices on EE via SE, refers to the 
complex interaction among organizational, individual, and social factors. While earlier research has had a tendency to examine 
HR practices and EE in isolation, the current research offers proof of a conditional indirect mechanism that is more relevant 
in China's high-power distance and collectivist culture. The moderated mediation suggests that HR practices alone can fail to 
engage employees fully unless complemented by supervisors who endorse these practices with direction, reward, and 
psychological encouragement. Compared to studies in Western countries where HR practices have more direct effects, the 
Chinese environment amplifies relational dynamics' effect since cultural traditions value hierarchical deference, loyalty, and 
relational harmony (Ayanponle et al., 2024). SS helps employees interpret organizational signals, reducing ambiguity, and 
protecting their "face," hence maximizing the psychological effect of HR practices on SE and EE. Contrary to expectations, 
while some Chinese studies found that paternalistic monitoring could suppress employee initiative if it was experienced as 
controlling , the findings here suggest that when SS is sincere, it complements the positive effect of SE rather than constraining 
autonomy (Huang et al., 2023). This more nuanced reading highlights that in Chinese firms, the cluster of HR practices, SE, 
and_SS-localized SS interact synergistically with one another to optimize EE. The results add to the body of knowledge by 
demonstrating that cultural dimensions like high power distance, collectivism, and face issues must be central in the 
explanation of moderated mediation processes in engagement research. 

Overall, acceptance of all five hypotheses provides a comprehensive understanding of the structural and psychological 
mechanisms underlying EE. The findings unequivocally demonstrate that HRP plays a crucial role in fostering engagement, 
particularly when it enhances employees' SE and is supported by effective supervisory relationships. The interaction among 
organisational support systems and psychological states at the individual level is revealed to be a key route by which 
engagement is fostered. In addition, the role of SS in moderation not only enhances the robustness of SE but also strengthens 
the indirect effect of HRP on engagement, affirming that cross-cutting strategies involving human resource development, 
leadership behaviour, and staff empowerment are necessary. Taken as a whole, these results make theoretical and practical 
contributions, particularly in the highly diverse and culturally unique environment of Chinese organisations, where 
hierarchical relationships and collective values shape workplace interactions. Thus, this study provides insightful 
recommendations for researchers and practitioners seeking to develop high-impact HR initiatives that foster lasting EE. 

6. Conclusion 
 

In summary, the present study provides strong evidence that EE is directly and indirectly influenced by HRP through the 
development of employee SE, with the magnitude of these relationships further moderated by SS. Based on SET and the JD-
R model, the results stress that not only do successful HR interventions establish structural support, but also psychologically 
empower workers, with the latter contributing to increased levels of engagement. Moreover, the study highlights the crucial 
role that SS plays in amplifying the benefits of SE, thereby illustrating the leadership function in the engagement process. 
Through an examination of both mediation and moderated mediation effects, the research contributes to a deeper 
understanding of how different organisational and interpersonal factors interact to influence employee motivation and 
participation. In the context of China's unique cultural environment, where hierarchical systems and collectivist orientations 
dominate workplace behaviour, the research offers both practical and theoretical benefits in developing more adaptive and 
flexible HR systems. Overall, these results underscore the importance of adopting an integrated EE approach that links HRP 
to leadership behaviour and individual psychological strengths, thereby achieving sustainable organisational performance. 

7. Implications 
 

The results of this study provide valuable recommendations for organisational leaders, HR managers, and policymakers 
seeking to enhance EE in Chinese companies. By illustrating the direct and indirect relationships between HRP and EE, the 
study emphasises the need to implement strong and employee-focused HRP, such as skill-building programs, unbiased 
appraisal systems, and participation-oriented decision-making procedures. Not only do these practices increase participation 
directly, but they also motivate employees psychologically through SE. Moreover, the moderating effect of SS accentuates 
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the key role played by middle management in facilitating HR initiatives. Organisations must therefore invest in leadership 
development and training programs that equip supervisors with the competencies to support, coach, and encourage their teams. 
Especially in China's culturally stratified work culture, actively caring and constructive feedback from supervisors can notably 
enhance the effectiveness of HR interventions. This demands a system-level approach, wherein HR policies are developed in 
coordination with leadership behaviour to foster a workplace culture that promotes employee confidence, loyalty, and active 
engagement. 

This research makes several contributions to the theoretical basis of EE by synthesising and building upon current models, 
such as SET and the JD-R model. This research builds on the JD-R model by situating HRP within organisational-level 
resources that foster both personal resources (i.e., SE) and motivational outcomes (i.e., engagement). In addition, the research 
confirms the mediating function of SE, solidifying its conceptual significance as a psychological process that converts 
structural support into individual action and devotion. The moderating impact of SS introduces a subtle aspect to the JD-R 
model, suggesting that relational elements can enhance the efficacy of internal resources, such as SE. This integrated model 
offers a more comprehensive understanding of how engagement is generated, particularly within collectivist and authority-
driven cultures, such as those found in China. Moreover, the study’s moderated mediation framework adds complexity and 
depth to traditional linear models of engagement by accounting for interactions among multiple levels of influence, paving 
the way for future research that examines engagement as a multifaceted construct shaped by both organisational structures 
and interpersonal dynamics. 

8. Limitations and Future Directions 
 

The present research, although yielding significant information regarding the intercorrelations between HRP, SE, SS, and EE, 
suffers from a number of limitations that should be thoughtfully appraised. To begin with, the use of a cross-sectional design 
limits the possibility of drawing cause-and-effect inferences from the correlations that were observed. Particularly, while the 
results indicate that HRP have a positive impact on SE and EE, it is likely that staff members who are already highly involved 
tend to view HRP more positively, leaving room for reverse causality. This constraint means that directionality in the 
relationships cannot be unambiguously determined, and the findings must be viewed as suggestive rather than conclusive. 
Future research might meet this limitation by taking up longitudinal designs that follow changes in HRP, SE, and EE over 
time, making it possible to better specify causal pathways. Second, the study made use of only self-report survey data, which 
might have led to common method bias and social desirability effects. Respondents may have exaggerated their ratings of EE, 
SE, or perceived HRP and SS to reflect perceived organizational norms, in turn overstating the demonstrated relationships. 
Including multi-source data in future research, e.g., supervisor-rated EE or objective HR measures, could limit this threat and 
allow for a more solid and triangulated knowledge base for the phenomena. Third, the research involved Chinese organizations 
only, which, although informative about EE within a collectivist and hierarchical culture, restricts the generalizability of 
findings. Power distance and collectivism can potentially differently influence how HRP and SS affect SE and EE, and the 
patterns noted in China could be different within other cultures or nations. Lastly, SE and SS were explored by the study as 
major mediators and moderators but without considering other potentially significant variables like JA, OJ, or PS that could 
interact with EE and HRP. Through the inclusion of these variables in subsequent studies, a more complete model can be 
given and our knowledge of how many avenues HRP and SS build EE can be increased. 
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