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Abstract
The present study investigates the relationshipvéomt the perceived organizational support,orgapizak
identification and job involvement among temporamyd permanent employees. After a detailed liteeatur
review certain hypotheses were formulated, i.dereg will be a positive relationship between peregi
organizational support and organizational iderdifien,. there will be a positive relationship betweperceived
organizational support and job involvement and @eed organizational support, organizational ideation
and job involvement will be higher in permanent é&ypes as compared to temporary employees. To test
hypotheses 100 employees (50 temporary and 50 pentjairrespective of gender and age variablanftioe
department of phone banking of a private bank wsetected. Perceived organizational support was uneady
the Perceived Organizational Support Questionr{&igenberger, et.al, 1986), Organizational Iderdiion was
measured by Organizational Identification Questre ( Rubin, et.al, 2004), while Job Involvemerasw
measured by Measurement of job and work involvenfgahungo, 1982). Data analysis involved the use of
Pearson Product Moment Correlation and accordinghéoresults there is a moderate positive coraati
perceived organizational support and organizatiadahtification among both temporary and permanent
employees. Moderate and weak positive relationdbgpween perceived organizational support and job
involvement among permanent and temporary emposespectively.
Keywords. Perceived Organizational Support, Organizatioghtdication, Job Involvement, Temporary &
Permanent Employees

In this era of competition organizations are facoimllenges to provide growth and healthy enviromite
increase productivity. At the end of the day empkxy expect reward and recognition for all the evalsaand
efforts they make for organization. This reciprocalation between organization and employees ld¢ads
perceived organizational support. Perceived Orgaioizal Support (POS) refers to an employee's péoreof
the value of one's contributions and whether thgawization cares about the well-being of its empésy
Scholars have found that perceived organizationgbpsrt (POS) affects performance and wellbeing
(Eisenberger et al., 1997). Other experts belibaethe field of perceived organizational suppB®§) refers to
the organization's contribution to a positive reecgity dynamism employees, as employees tend tfone
better to give back to perceived organizationapsup(Rhoades & Eisenberger, 2002). Perceived @gtonal
support serve as an important source of socialiemalt respect as caring including direct beneditsh as
wages and medical benefits (Rhoades & Eisenbe?®®2). Further, this support helps to meet the eygd's
need for approval, esteem, and affiliation. It gsovides an indication that increased effort thak be noted
and rewarded (Eisenberger, 2009). Considering abesearches perceived rganizational support isotageo
be treated as an important issue by the organiz#iat looks for productivity with positivity andmmitment,
And in return employees develop the relation with caganization. Perceived organizational suppo@3P
determines and predicts many antecedents suchbagpegdormance, job commitment, job satisfactiorh jo
dedication, job involvement and task performanceg®& Stamper, 2007).

This results into Organizational Identification ithe organization. Organizational identificatioefers to
perception of oneness with or belongingness todtganization. In other words, via Ol, the organmat
provides the individual with a sense of identitygmective, which comprises theories of social iterfT ajfel,
1978). Organizational Identification can be constédeas an overlap between the employees' imagéeof t
organization and the image of the self (Riketta &nvDick, 2005), because people who have Ol may see
themselves as personifying with the organizatioitaficl et al., 2005). Organizational identificaties a
multidimensional construct that consists of a ctgmiand an evaluative component. The cognitive moment
captures the extent to which individual organizaiomembership is self-defining and how they seengelves
in relation to their organization. The evaluativanponent encompasses the value that individualstatb their
organizational membership. Many past researchesrgemnizational identification focused on the eféeof its
cognitive component on employees' work attitudes la@haviors. The evaluative component of orgarupati
identification has received only limited attentiorprevious research (Blader and Tyler 2009).

When organization give identity to its employeés,thads to the ownership and is engaged, it ivatets them
to work with high devotion and grand loyalty whidbads to job involvement. Job involvement is the
internalization of values about the work or the aripnce of work according to the individual. Joldivement
may appraise the ease with which a person can bhefusocialized by an organization. Organizational
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socialization is the process by which an individualderstands the values, abilities, behaviors, soaal
knowledge indispensable for an organizational avlé for taking part in as a member (Ramsey e1885). It is

a belief about one's current job and is a functbmow much the job can satisfy one's wishes. Higbb
oriented individuals make job a central part ofirthgersonal character. Besides, people with high jo
involvement focus most of their attention on thelp (Hackett et al., 2001). Job involvement is gred into
four diverse categories. These categories areot as a central life interest, 2) active partitigpa in the job,
3) performance as central to self-esteem, and #pnpeance compatible with self-concept. In workcastral
life interest, job involvement is thought of as tegree to which a person regards the work situadi®
important and as central to his/her identity beeaafghe opportunity to satisfy main needs. Jolblvement is a
function of individual difference and the work sition. Thus demographic and work experience vargahle
expected to relate to job involvement. Positivatiehships are expected with age, tenure, yeaoggéapation,
education, having children, and gender. There igvidence of a strong relationship between job lvement
and performance (Cohen, 1999). The literature iflestjob involvement as an individual's level of
psychological identification with the specific jabwhich he or she is engaged or being absorbéd Kanungo

R, 1982). Organizational behavior literature suggesveral different conceptualizations of job imement
(Blaue GJ, Boal KB, 1987), Saleh ISD, Hosek J (39%6ch as the degree of importance of one's jain&s
self-image, the degree to which an individual'§-esteem or self-worth is affected by his or hercpered
performance level (French JRP, Kahn R, 1962), hadlegree to which an individual is actively pap@éting in
his or her job (Allport GW, 1943; Bass BM, 1965).
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It is commonly observed that organizations invesiranin permanent employees rather than temporary
employees as they subconsciously own permanentogegs more as compared to temporary ones. This
bioregion generates insecurity in temporary empeyelrhe majority of studies on the impact of terappr
employment for the individual are either largelgahetical in nature. Or are uncritically groundedheoretical
designs that have proved valuable in explainingatikudes, well-being and behavior of permanentkers
(Connelly and Gallagher 2004), as in the casewtfis$ related to work stress, for example. In @aiditsome
attempts have been made to understand temporargembiresponses in terms of psychological processes
involving the perception of fairness.
After literature review the present study is desmjrio investigate the relationship between the giesd
organizational support, organizational identifioatiand job involvement among temporary and permtanen
employees.
The hypotheses developed in the scope of the stiedgresented as follows:

e There would be a positive relationship between giged organizational support and organizational

identification
e There would be aositive relationship between perceived organiraicupport and job involvement
* Perceived organizational support, organizationahidication and job involvement will be higher in
permanent employees as compared to temporary eagdoy

M ethodology
Sample
This study population consists of 100 employees téfiporary and 50 permanent) from the phone banking
department of a private bank, Karachi. Sample wecged conveniently with no restrictions of agadket and
gender. The only controlled variable was numbdepnfporary and permanent employees
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Questionnaires

Perceived organizational suppoth the study, with the aim of measuring the pemregiorganizational
support, it has been developed, grounding on thkesaeveloped by Eisenberger et al (1986) andntuand
Celik (2010). Despite the scale developed Eiserdrezgjal. (1986) is heptamerous likert scale, & heen used
fivefold likert scale (I=strongly disagree, 2=modily disagree, 3=neither agree nor disagree, 4erately
agree, and 5=strongly agree) such as Turun¢ ankl @6[L0) used in (their) study.

Organizational Identification Questionnaire (2004)n the determination of organizational
identification, it has been used the organizatiadehtification scale that is developed by Rubin2d04. It
contains 25 items that are scored on a 7-pointriikeale ranging from very strong agreement (1 teery
strong disagreement (7).

Job involvementt was measured with Kanungo's (1982) 10-item Jnflvement Questionnaire (JIQ)
(0=.86). Kanungo's scale originally used a 6-poiteLitype scale. However in this study, a 5-poiralesavith
the same anchors was used.

Procedure

To fulfill objective of the study and selecting salmmpermission was taken from manager of the pibaink and
then respondents were selected with the help ofagemon the basis of selection criteria mentiomesaimple
section. All three questionnaires were get filleg delected population and respondents were thafded
participating in the research. Then scoring wasedorfind out mean, Pearson Correlation and linegression.
Results

Scatter Plot 1: Graph Depicting The Relationship Between Perce@egghnizational Support, Organizational
Identification And Job Involvement Of Individual s Among Permanent Employees

75

Scatter Plot 2: Graph Depicting The Relationship Between PerceWeghnizational Support, Organizational
Identification And Job Involvement Of Individual @es Among Temperory Employees
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Table 1: Correlation Results Between Perceived Organizati®opport and Organizational Identification
among Temporary and Permanent Employees of PriBaati&

Employees N r value Level of Significance
Permanent 50 0.4234 P<0.05
Temporary 50 0.4764 P<0.05

Table 2: Correlation Results Between Perceived OrganizatiS8apport And Job Involvement Among
Temporary And Permanent Employees Of Private Bank

Employees N r value Level of Significance
Permanent 50 0.3098 P<0.05
Temporary 50 0.2388 P< 0.05
Table 3: Correlation Results Of Temporary And Permanent Byges On POS,0l And JI
Employees N POS Ol Jl
Permanent 50 103.92 88.18 40.04
Temporary 50 89.2 66.64 38.76

Perceived organizational support (pos), organiratiadentification (oi) and job involvement (ji)

Discussion

According to the results of the study all threeiatales are positively correlated however degreesoofelation
varies by type of employees and variables whickcatds that first and second hypotheses have heergthat

is; there will be a positive relationship between pered organizational support and organizational
identification, and there will be a positive relationship between méred organizational support and job
involvement

Findings are that the correlation between percemgghnizational support and organizational idecuifion is
moderately positive for both permanent and tempoeanployees i.e. (r = 0.4764) and(r = 0.4234) retpely.
Again a slightly moderate positive correlation éxidvetween perceived organizational support and job
involvement (r = 0.3098) in permanent employees éwmr this correlation was found weak yet positive (
0.2388) among temporary employees

Graphical representation, Scatter Plot; and corsparof two sets of data was also obtained. Asalulated
correlation it is already confirmed that a moderpasitive relation was found in perceived organdal
support and organizational identification howeveeaw positive relation was found among perceived
organizational support and job involvement. By dragmhis linear regression line we can also predicause
and effect relationship between perceived orgaioizat support and job involvement. From plots itciearly
depicted that only a various points tend to cluateund a straight line, thus a moderate relatipnstas found.

To test third hypothesis, which says perceived mimgdional support, organizational identificationdajob
involvement will be higher in permanent employesscampared to temporary employees means of vasiable
were calculated. As a result clear difference waisndl in between perceived organizational suppod an
organizational identification among permanent (2@3and 88.18) and temporary (89.2 and 66.64) ersploy
respectively. Whereas job involvement is very glighigher in permanent employees (40.04) than cexh to
temper ray ones (38.76).

It is understood that the more one feels securentbee his/her performance will be improved. Mental
satisfaction increases the productivity so if ergpls are under perception that their company vahesa and
cares for them then they automatically performd aetl show more interest in work which results ingress

of the company. Malcolm and Peter (2010) found tuaisistent with a growing number of models abdigica
and behavior and with recognition that perceptitome provides no impetus for action, it was presticthat
associations between company climate and prodtictivould be mediated by average level of job satisbn.

In a study of 42 manufacturing companies, subsdgueaductivity was significantly correlated in cooited
analyses with eight aspects of organizational dinfa.g. skill development and concern for employe#fare)
and also with average job satisfaction. The methiatiypothesis was supported in hierarchical mutipl
regressions for separate aspects of climate. litiadan overall analysis showed that company pctigity
was more strongly correlated with those aspectdimfte that had stronger satisfaction loadings

In this competitive environment where getting jekaidifficult task similarly it is also difficultrad important to
retain employees and for that company has to Keem tmotivated so they feel supportive, secure atidfied.
Drucker (1973) explored "the real source in enisgpis human". The personnel in an organizatioth thesir
value and have the opportunity to bring their cotapee into full play during work, which will satisfthe
workers, make them identify with the organizatioreate high interest in work and then be willingstay and
work for the organization (Chin-Chiang Hsieh, 2Q05)
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Irrespective of the job type employees feel motadnwith the organization if they perceived todopported by
the organization. Organizational support increaseamitment of all employees on every level. Acdogoto
research that employees who feel supported by tinganization also feel morally obligated to remaith that
organization. According to findings of this stugjiows that perceived organizational support affiectative
commitment positively. In the other words, the geeathe extent to which employees perceive that the
organization is giving them support, the more tfem} a moral obligation to keep working for thaganization
(Aube et al., 2007)

Between perceived organizational support and orgdional identification, there is positive directathd
significant relation. This determination manifeatsimilarity with the researches that Cheney (128®) Turung
and Celik (2010) made.

As organizational identification is employee’s sabihcept that how much organization value his/helf being

so organization should give recognition to moredhaorking employees to create professionally coitipet
environment to motivate those who are not so acthvwso makes employees enjoy their task andflealsant.
According to findings of Susskind et al., (2000nléss employees perceive organizations as supppttie
employees may view their tasks as displeasing laisdray create job dissatisfaction .In other woessployees
are satisfied with their job if they perceive thia organizational support is given to only valeadmployees in
their organization. Several methodological studs#®wed that employees who are supported by their
organization are satisfied with their job (Buchani®i74; Susskind et al., 2001; Tansky and Cohebl2Riggle

et al., 2009)

An organization can be a primary source of an iiddigl's social identity (Hogg and Terry 2001). Rert
organizational identification has important imptioas for both employees and the organizations hicvthey
work. When employees identify strongly with thefganization, the difference between their persanal their
organizational identities become blurred. Consetiyeremployees assimilate into their self-concefite
distinctive, central, and enduring attributes tHafine their organization. Employees feel the ssses and
failures of their organization as their own, andytengage in behaviors that help the organizaticachieve its
goals, therefore, involving themselves more intrtfob.

Organizational behavior literature provides evidenhat employees with a higher level of perceived
organizational support are likely to reciprocatehwpositive feelings, job attitudes, and behaviondéntions
towards the organization. Two of such job-relateticomes are job involvement and turnover intentitob
involvement is referred to as the extent to whiohiralividual is actively participating in his or hpb. Saleh
and Hosek (1976) provide an extensive review ddrditure on this line of job involvement, where they
synthesized the interpretation of job involvemerdpgmsed by Allport (1943) who conceptualized it“ahe
degree to which an employee is participating indridier job and meeting such needs as prestigesesplect,
autonomy, and self-regard”. A similar interpretatimvas given by Gurin et al. (1960) in which thedicated
that personal involvement in the job depends oregtent to which an individual seeks some self-eggion and
actualization in his or her work. The same typgotf involvement studies were done by Wickert (1984
Bass (1965).

When employees in an organization find their wariportant, meaningful, and intrinsically rewardingey
generally become highly engaged in their work. Aiddally, when employees are highly engaged inrtfudi,
they are more likely to stay in that job and inttheganization (Brown, 1997).

According to third hypothesis of the present stpdyceived organizational support, organizationahtiication
and job involvement will be higher in permanent égpes as compared to temporary employees. |biggolto

be true because organizations invest less in weitidoand overall satisfaction of temporary empleyes
compared to permanent ones because they lackirirtiegm. Ownership is weak on both ends from ogtion

as well as employees so the job commitment andhewrent is also less among temporary employees.
Secondly, temporary workers are thought to be valsle to job strain owing to poor job charactecistimost
notably reduced control, role stress and limitegpsut. In particular, the Second European SurveyMamking
Conditions (Benach et al.,, 2002) shows that temporeorkers experience less autonomy than permanent
workers. Furthermore, their work is often highlymtonous, thus implying few possibilities for skitilization.
Temporary workers also appear to have little infeeeon workplace decisions (Aronsson et al., 26@2ker et
al., 2002).

Organizations need to understand that leadersgphaitical role in building or destroying engagemerust in,
and connection with, leadership are vital drivensopganizational identification. The organizatiamddeaders
may set forth strategies to implement and exectiextae ways to achieve employee's positive jolates
attitudes The literature in the field of researsheas all confirmed that perceived organizationppsrt (POS)
positively correlates with carious employee's adiits (Kahn, 1990). Most researchers argue thatoyepl
engagement is influenced not only by perceived mimgdional support but also by psychological rewsard
(Eisenberger et al., 2003). These incentives ir/gliving a raise, handing out performance-basednesy and
setting up friendly competition. Furthermore, dletresearch in the literature review has shown tthexte is
much that organizations can do to raise levelsadlvement. All employees, regardless of demogm@afdgtors,
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have the potential to get involved in their workemhemployees feel that they are receiving supp@t, @
positive correlation between perceive organizatisogport and job involvement

Thus after reviewing the results of present studysiindicated a moderate positive relationshipwieen
perceived organizational support and organizatiodehtification as well as weak, but positive rielaship
between perceived organizational support and jolmlNement among both temporary and permanent
employees. However, there was a noticeable difterén the means of the scores of perceived orgaoned
support, organizational identification and job itwement, which were found to be high among permanen
employees as compared to temporary employees. Reasal the factors discussed above might haveded o
findings this way.

« Organizations should also motivate all employeasrmambers of the organization to be fully engaged
at all times through rewards and incentives, suglpmmotion or salary increase (Eisenberger et
al.,1986).

« Organizations and leaders should organize traisiaghat employees can be actively engaged in
ongoing skill-building and career enhancement.

e Moreover, in order to maximize employee's involvemend to make employees identify with their
organization, organizations and leaders must g&sonal values and organizational values and ensur
mutually beneficial and trusting relations betweenployees and the organization resulting in meeting
people's value propositions.
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