International Journal of Business and Technopreneurship &
Volume 1, Issue 3, October 2011 [479-494]

¢ MAP

Perception of Supervisory Support, Organizational Support and Job
Satisfaction

Hazril 1zwar Ibrahim?*

ABSTRACT

The purpose of this paper is to examine the impact of perceived supervisor
support and perceived organizational support on job satisfaction. The study
sample comprised of 115 part-time MBA students registered with a local
public university. Correlation was used to establish the relationship between
the independent and dependent variables and multiple regressions was used to
investigate the impact of supervisor support and organizational support on
job satisfaction. Results reveal that only supervisor support has a significant
impact on job satisfaction, while, organizational impact does not have any
significant impact on job satisfaction.
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1. INTRODUCTION

For decades, there has been strong tendency to adopt downsizing strategy to deal
with economic pressures in the environment (Makawatsakul & Kleiner, 2003).
Organizational downsizing and organizational decline has been frequent
phenomena due to fundamental and structural changes in the world economy
(Selmer & Waldstrom, 2007). In an economic downturn or recession, involving
the national or regional economy, job opportunities may not be numerous and
few employees may want to leave their current employment voluntarily. Hence,
organizational downsizing involving staff reductions became the main strategy
employed in an attempt to arrest the organizational decline and for the survival of
the firm (Freeman & Cameron, 1993). For example Lee and Corbett (2006)
reported that at least one third of large and medium-size US companies have
downsized their workforces every year since 1988 , and more than 85 per cent of
Fortune 1,000 firms pared their white-collar work force between 1987 and 1991
(Cascio, 1993).

The economic downturn of 2009 and 2010, exposed the fragility of the
manufacturing sector in Malaysia, where, World Bank (2010) reported that
during the period of recession, 120,000 employees were laid-off, where 77.8% of
the retrenched employees came from the manufacturing sector. International
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Monetary Fund (2010) in their World Economic Outlook also reported that
Malaysia’s Gross Domestic Product (GDP) growth rate has been dropping from
9.2 percent (from 1991 to 1997) to 4.3 percent (from 2001 to 2009). The main
reason for the drop in GDP is due to the lower level of worker’s productivities
(Choong & Lau, 2011). As such it is only appropriate that the study is conducted
since the implementation of downsizing exercises would have affected the
psychological state of the employees and this in turn would have affected their
job satisfaction.

Against the backdrop of the uncertain economic situation, it is apparent that the
level of supervisory support and organizational support provided by the
employees’ supervisors and organizations would play an important role in
alleviating the employees’ feelings of insecurity and providing morale support to
the layoff survivors. The effects of both supervisory and organizational support
on job satisfaction are crucial, especially for organizations in manufacturing
sector, if employees’ job satisfaction is low, it will affect the quality of
production, productivity, creativity and innovation.

2. LITERATURE REVIEW
2.1 Perception of Supervisor Support

In the context of social exchange relationships, perceived supervisor support
(PSS) refers to the employees’ perception of their relationship with their
supervisor and how well they can rely on the supervisor to care for their
individual concerns (Hsu, 2011). This relationship has been described by Gagnon
and Michael (2004) as “the degree to which an employee feels that they are
supported by their supervisor”. The rationale for the perceived supervisor support
is due to the fact that supervisors are considered as the crucial persons or agents
responsible for maintaining the psychological contract of employees (Herriot and
Pemberton, 1997). Thus, supervisory support plays an important role in the
employees’ well-being. According to Eisenberger et al. (2002) employees are
more likely to remain with an organization if they feel that their supervisors
value their contributions and well-being, communicate well with them, and treat
them with respect and recognition. In other words, in work climate where there is
a high level of supervisory support, the employees will be obligated to “repay”
their supervisor and/or organization (Hsu, 2011).

Employees develop general views concerning the degree to which supervisors
value their contributions and care about their well-being (Pepe, 2010). The
degree to which employees perceive that supervisors offer employees support,
encouragement and concern is known as perceived supervisor support or PSS
(Kotte & Sharafinski, 1988; Burke, Borucki & Hurley, 1992). The supervisor is
seen to be representing the organization because they appraise the employees’
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effort and they manage the reward system, thus, the supervisors’ action can affect
the employees’ organizational wellbeing (Teaklab et al., 2005). This is consistent
with the organizational support theory which holds that beneficial treatment
received from supervisors should lead to a felt obligation to aid the organization
and to affective organizational commitment, both of which should reduce
turnover (Rhoades at al., 2001).

2.2 Perception of Organizational Support

Grounded in social exchange theory (Blau, 1964) and the norm of reciprocity
(Gouldner, 1960), the perception of organizational support (POS) perspective is
guided by the principle that most employees need to feel that their organization
respects and supports them. Eisenberger et al. (1986) found that, in order to
determine the organization’s readiness to reward increased work effort and to
meet needs for praise and approval, employees develop global beliefs concerning
the extent to which the organization values their contributions and cares about
their well-being (Erickson & Roloff,2007).

According to La Mastro (2009) individuals evaluate the behaviour of
organizational agents towards them and infer the general motive underlying that
treatment, with the categories that are considered important varying considerably
between organizations and between persons. Some individuals might base their
sense of POS upon factors such as the organization members’ willingness to
provide them with special assistance in order to complete a project. Others might
develop a strong sense of POS based on the organization members’ willingness
to provide them with additional opportunities for training in an area that was of
particular interest to them. Furthermore, employees are frequently sensitive to
relevant environmental and organizational constraints that might limit the ability
to provide them with desired rewards (Eisenberger et al., 1997).

Brockner, Grover, Reed, De Witt and O’Malley (1987) found that organizational
support plays an important role in preserving the morale of layoff survivors.
Armstrong-Stassen (1997) discovered that surviving managers who had been told
their jobs were redundant, perceive decreased organizational support. According
to Eisenberger, Armeli, Rexwinkel, Lynch and Rhoades (2001) POS is positively
related to employees’ sense of “felt obligation” to care about the organization’s
welfare and to help the organization reach its goals. In addition, Naumann,
Bennet, Bies and Martin (1998) argued that the degree of organizational support
may be particularly salient to employees during difficult times, such as
downsizing (Erickson & Roloff, 2007).

Overall, it appears that employees who feel that their organization appreciate
and value their contribution will experience high levels of POS, which in turn,
will encourage the employees to reciprocate the favourable treatment with
attitudes and behaviours that will benefit the organizations (Eisenberger, Fasolo
& Davids-La Mastro, 1990).
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2.3 Job Satisfaction

Job satisfaction is one of the most widely studied work-related attitudes in the
fields of industrial and organizational psychology, and organizational behaviour
(Spector, 1997). Job satisfaction is one of the factors that influence employees’
job experience. When there is an enhancement of employees’ job satisfaction
within the organization, this will lead to an increase in their overall organization
productivity and performance (Choong & Lau, 2011). Job satisfaction will also
result in an improvement in the employees’ creativity and innovation (Dickson&
Lorenz, 2009).

Job satisfaction can be defined as individual’s cognitive, affective and evaluative
reaction towards his or her job (Greenberg & Baron, 1997). According to Vroom
(1964) when an individual’s job or job experience is evaluated and appraised by
the organization, this will result in pleasant feelings and positive emotional state
for the employees. The evaluation and appraisal is a form of feedback for the
employees and this feedback will influence the employees’ emotional state which
will impact on the level of job satisfaction of the employees (Choong & Lau,
2011).

2.4 Perception of Supervisor Support and Job Satisfaction

The quality of supervisor- subordinate relationship has been linked to work
outcomes (Golden & Veiga, 2008) and Hooper and Martin (2008) state that
employee perceptions of supervisory support have a high correlation to positive
job outcomes such as performance, satisfaction, turnover intention,
organizational commitment, and citizenship behavior (Adams, 2008). Perceptions
of a supportive management team, like perceptions of involved co-workers, also
are likely to influence job satisfaction directly (Kirmeyer & Lin, 1987). If an
employee perceives that supervisors show concern for workers and provide
socio-emotional support in general, this will lead to a positive appraisal of the
environment and increase job satisfaction directly (Kopelman et al., 1990). In
other words, supervisors that are perceived as generally supportive of the
workforce help to increase job satisfaction among employees (Babbin & Bolles,
1996).

Previous literatures regarding workplace social support have focused on
evaluating the impact of support received from various sources, typically
supervisors and colleagues (Brough & Frame 2004; Pears 2004). Supervisor
social support, in particular, has been identified as a factor in alleviating the
negative consequences of occupational stress across a variety of job contexts
(Brough & Pears, 2004). In a study conducted by Schirmer and Lopez (2001) on
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250 university employees discovered that the perception of support from
supervisors significantly reduced reported levels of psychological strain. Similar
result was found by Bliese and Castro (2000) in their study of US Army
personnel, where, the result indicated that the effects of psychological strain were
reduced by high levels of supervisor support. Beehr and McGrath (1992) stressed
that studies should be focused on the direct relationship between supervisor
support and organizational stress outcomes since other investigations have failed
to demonstrate the moderating effect of supervisor support.

According to Galleta et al. (2011) a lack of support from the direct supervisor
could prompt employees’ dissatisfaction and burnout. Supervisor support is an
important element in organizational management as it has an indirect impact
through job satisfaction on the employees’ intention to remain employed in the
organization (Tourangeau & Cranley, 2006). High scores in job satisfaction and
intention to remain employed are reported when the managers are perceived as
being supportive (Sourdif, 2004). Therefore, the study postulates that:

Hypothesis 1: Perception of supervisor support is significantly related to job
satisfaction

2.5 Perception of Organizational Support and Job Satisfaction

The effect of perception of organizational support on job satisfaction is consistent
with the literature on person- organization fit, where, the organization is expected
to fulfill its obligation in order to gratify the employees needs (Shore & Tetrick,
1991). Rhoades and Eisenberger (2002) reported a positive and significant link
between POS and job satisfaction and this link suggests that when the employer
takes the initiative to improve an employee’s working conditions by, for
example, proposing to increase or expand his or her expertise, employer
decisions are then perceived as signals of support that increase employee job
satisfaction (Paille et al., 2010). In fact, evidence provided by previous studies
have shown that perceived organizational support was positively associated with
levels of job satisfaction, high level of perceived organizational support resulted
higher level of job satisfaction (Burke & Greenglass, 2000; Burke, 2003;
Stamper & Johlke, 2003; Armstrong-Stassen, Cameron & Horsburgh, 1996). The
study postulates that:

Hypothesis 2: Perception of organizational support is significantly related to job
satisfaction.

Based on the relationships established above, derived from the social exchange
theory, the framework for the current study is provided as below:
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Independent Variable Dependent Variable

Perception of
Supervisor Support

Job Satisfaction

Perception of
Organizational Support

Figure 1: Framework of Study

3. METHODOLOGY

A structured questionnaire was employed to gather data for the present study.
The survey contained five items to measure perception of supervisor support,
eight items to measure perception of organizational support and nine items to
measure job satisfaction. The survey was distributed and collected from 115 part-
time MBA students who are mid-level executives and engineers working in the
manufacturing sector and attending MBA classes conducted by a local public
university. The survey was collected from July 2009 until July 2011. The data
gathered was analyzed using the multiple regression properties of SPSS version
16.

3.1 Variables and Measures

Perception of supervisor support: Supervisor support was measured using
Caplan, Cobb, French, Van Harrison, and Pinneau’s (1980) five-item scale.
Respondents respond to a five-point Likert scale (1=strongly disagree; 5=
strongly agree).

Perception of organizational support: The eight items for this variable is a
shortened version of the Survey of Perceived Organizational Support by
Eisenberger et al. (1986), the same items were utilized by Hochwater et al.
(2003). Respondents respond to a five-point Likert scale (1=strongly disagree;
5=strongly agree).
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Job satisfaction: Nine items from Brayfield and Rothe’s (1951) measure assessed
job satisfaction. This scale has demonstrated acceptable characteristics across a
wide variety of employee domains (Moorman, 1989). Respondents respond to a
five-point Likert scale (1=strongly disagree; 5=strongly agree).

4. RESULTS OF ANALYSIS

Correlations among variables are given in Table 1. Both supervisor support and
organizational support are significantly correlated with job satisfaction. The
result of correlations indicate that providing support to the employees, whether, it
comes from the supervisor or the organization itself is important in enhancing
employees’ job satisfaction. This is consistent with the social exchange theory,
where, the support provided by both supervisors and organizations will be able to
influence the employees’ emotional outcome.

Table 1: Correlation among Variables

Organizational Support Job Satisfaction Supervisor Support

Supervisor Support .691** J18**

Organizational

Support 489** .691**
Job Satisfaction 718** 691**

Correlation significant at **p< .01 level

Regression analysis was conducted to examine the impacts of both supervisor
support and organizational support on job satisfaction. In other words, the results
of the regression analysis would provide a more accurate picture, which of the
two variables are more significant in influencing employees’ sense of job
satisfaction. The results of the regression are depicted in Table 2. The results
indicate that supervisor support has a significant effect on job satisfaction.
Therefore, Hypothesis 1 is supported. The results also indicate that
Organizational support has no significant effect on job satisfaction. Thus,
Hypothesis 2 is refuted.

Table 2: Results of Regression

Variables B Std. Error Beta B Std.error
(sig.)

Supervisor

Support .453 .086 7126 5.281 .000*
Organizational

Support -.006 .061 -.013 -.092 927

Dependent variable: Job satisfaction
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5. DISCUSSION AND CONCLUSION

The aim of the present study is to test the effects of both perceptions of
supervisor support and organizational support on employees’ job satisfaction.
The two supportive variables are considered to be critical, especially, in an
uncertain economic environment. External factors such economic downturn
affects the firms’ performance and this in turn will affect the administration and
the operation of the firms, resulting in emotional disturbances for the employees,
thus affecting their job satisfaction and directly, their performance.

Supervisors’ roles in organizations are crucial, since, they are perceived to be the
agents responsible for maintaining employees’ psychological contract (Herriot &
Pemberton, 1997). Supervisors’ roles in structuring the work environment,
providing information and feedback to the employees have an impact on the
affective reactions of the employees (Durham et al., 1997). The results of the
study reflected this behavior, where, the employees perceive their supervisors to
be more supportive, concerned and care more about their well-being and this is
the reason that the relationship between supervisor support and job satisfaction
are significant. This is consistent with the organizational support theory, where,
the perceived organizational support is strongly perceived when the employees
feel that the supervisors value their contributions, respect their opinions and
communicate with them. However it is important to point out, that the
significance of the relationship between supervisor support and job satisfaction
can also be contributed that the roles played by the supervisor are personal ones.
Since supervisors are able to communicate directly with the subordinates, listen
to their grievances and console them and give feedback, their roles are viewed
positively compared to the roles of organizational support.

Previous studies have acknowledged that perceived organizational support was
positively associated with levels of job satisfaction, furthermore past studies have
also cemented the fact that high level of perceived organizational support
resulted in higher level of job satisfaction (Burke & Greenglass, 2000; Burke,
2003; Stamper & Johlke, 2003; Armstrong-Stassen, Cameron & Horsburgh,
1996). However, the results of the current study indicate that the effect of
perception of organizational support was not significant in predicting job
satisfaction. Several factors have to be taken into account for the result. The
period of the data collection could be one of the contributing factors, since,
during that particular period the manufacturing sector was badly affected by the
global economic downturn and most of the manufacturing firms carried out
downsizing exercises in order to survive. This will result in emotional distress for
the employees since they would feel that the firm does not value their
contribution and care for their well-being, this environment could create a sense
of distrust and animosity towards the organizations, which in turn will result in
the employees perceiving the firm as not supporting them difficult and uncertain
period. This is a possible reason why in this study perception of organizational
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support does not have a significant effect on job satisfaction. Another factor
where perceived organizational support is reduced occurs when the employees
review their obligations and their feelings towards the organizations when they
perceive the organizations have failed in fulfilling their obligations towards the
employees. Obligations of the organizations are like their promises to the
employees; failure in keeping their promises will also result in employees
perceiving the organizations negatively and thus, affecting the employees’
perception of organizational support.

The results of this study, obviously, clarify the importance of the roles played by
both supervisor support and organizational support when the organizations are
facing difficult, uncertain and turbulent economic environment. The supportive
roles exercised by both the supervisors and organizations can influence the
emotional outcome of the employees, if the employees are satisfied with their
jobs, they will be more productive and innovative. The results also indicate that
the organizations cannot ignore the psychological contract that they have with the
employees, be it during good or bad times.

REFERENCES

Adams, T. (2008), Impact of Prayer on the Relationship between Supervisory
Support and Employee’s Perception of Workplace Equity, Emerging
Leadership Journeys, 1: 3-13.

Allen, T. D., Freeman, D. M., Russell, J. E. A., Reizenstein, R. and Rentz, J. O.
(2001).Survivor reactions to organizational downsizing: Does time ease the
pain? , Journal of Occupational & Organizational Psychology 74(2): 145-
165.

Armstrong-Stassen, M. (1997), The effect of repeated management downsizing
and surplus designation on remaining managers: An exploratory study.
Anxiety, Stress, and Coping, 10, 377-384.

Armstrong-Stassen, M., Cameron, S. J., & Horsburgh, M.E. (1996), The impact
of organizational downsizing on the job satisfaction of nurses. Canadian
Journal of Nursing Administration, 9(4), 8-32.

Arthur, J. B. (1994) Effects of human resource systems on manufacturing
performance and turnover. Academy of Management Journal, 37, 670-687.

Babin, B. J. & Boles, J. S. (1996) The Effects of Perceived Co-Worker

Involvement and Supervisor Support on Service Provider Role Stress,
Performance and job Satisfaction, Journal of Retailing, 72:57-75.

487



International Journal of Business and Technopreneurship
Volume 1, Issue 3, October 2011 [479-494]

Bae, J. & Lawler, J. L. (2000) Organizational and HRM strategies in Korea:
Impact on firm performance in an emerging economy, Academy of
Management Journal, 43(3): 502- 517.

Baldwin, T. & Ford, J. K. (1988). Transfer of training: A review and directions
for future research. Personnel Psychology, 41, 63-105.

Beehr, T. A. & McGrath, J. E. (1992), Social support, occupational stress and
anxiety. Anxiety, Stress and Coping, 5, 7-19.

Blau, P. M. (1964). Exchange and Power in Social Life. New York: John Wiley
& Sons.

Bliese, P. D. & Castro, C.A. (2000), ‘Role clarity, work overload, and
organizational support: multi-level evidence of the importance of support’,
Work and Stress, 14, 65-73.

Brayfield, A. H. & Rothe, H. F. (195 1). “An Index of Job Satisfaction,” Journal
of AppliedPsychology, 35(0ctober): 307-3 11.

Brockner, J., Grover, S. L., Reed, T. F., DeWitt, R. L., & O’Malley, M. N.
(1987) Survivors’ reactions to layoffs: We get by with a little help for our
friends. Administrative Science Quarterly, 32: 526-541.

Brough, P. & Frame, R. (2004) Predicting police job satisfaction, work well-
being and turnover intentions: The role of social support and police
organisational variables’, New Zealand Journal of Psychology, 33, 8-18.

Brough, P. & Pears, J. (2004) Evaluating the influence of the type of social
support on job satisfaction and work related psychological well-being.
International Journal of Organisational Behaviour, 8: 472-485.

Burke, R. J.,, & Greenglass, E. R. (2000). Organizational restructuring:
Identifying effective hospital downsizing processes. In The Organization in
crisis (Eds.), R. J. Burke & C. L. Cooper. Blackwell: London.

Burke, R. J. (2003). Nursing staff attitudes following restructuring: the role of
perceived organizational support, restructuring processes and stressors. The
International Journal of Sociology and Social Policy, 23 (8-9), 129-157)

Burke, M. J., Borucki, B. C. & Hurley, A. E. (1992), Reconceptualizing

Psychological Climate in a Retail Service Environment: A Multiple-
Stakeholder Perspective,” Journal of Applied Psychology 77(5): 717-729

488



Hazril 1zwar Ibrahim/ Perception of Supervisory Support....

Chadwik, C., L. W. Hunter, S. L. Walston (2004), Effects of Downsizing
Practices on the Performance of Hospitals, Strategic Management Journal
25, 405-427.

Choong, Y. O. & Lau, T. C. (2011) The effect of psychological empowerment on
job satisfaction: the development of conceptual framework. International
Journal of Academic Research, 3.

Clarke, N. (2002). Job/work environment factors influencing training transfer
within a human service agency: some indicative support for Baldwin and
Ford’s transfer climate construct. International Journal of Training and
Development, 6, 146-162

Del Val, M. P. & Lloyd, B. (2003) Measuring empowerment, Leadership and
Organization Development Journal, 24: 102- 108.

Dickson, K. E., & Lorenz, A. (2009). Psychological empowerment and job
satisfaction of temporary and part-time nonstandard workers: a preliminary
investigation. Institute of Behavioral and Applied Management, 166-191.

Durham, C. C., Knight, D. & Locke, E.A. (1997) Effects of leader role, team set
goal difficulty, efficacy and tactics on team effectiveness, Organizational
Behaviour and Human Decision Processes, 72: 203-231.

Eisenberger, R. , Huntington, R., Hutchison, S. & Sowa, D. (1986) Perceived
organizational support. Journal of Applied Psychology, Vol 71(3), pp. 500-
507.

Eisenberger, R., Cummings, J., Armeli, S., Lynch, P. (1997) Perceived
Organizational Support, Discretionary Treatment, and Job Satisfaction.
Journal of Applied Psychology, 82, 812-820.

Erickson, R.A. & Roloff, M.E. (2008) Here today, but what about tomorrow?:
Increasing organizational commitment after downsizing through customer
service orientation and equity, International Journal of Organizational
Analysis, 15 (4), pp. 301 — 321.

Eisenberger, R., Armeli, S., Rexwinkel, B., Lynch, P. D., & Rhoades, L. (2001)
Reciprocation of perceived organizational support Journal of Applied
Psychology, 86, 42-51.

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V. (1990) Perceived

organizational support and employee diligence, commitment, and innovation.
Journal of Applied Psychology, 75(1), 51-59.

489



International Journal of Business and Technopreneurship
Volume 1, Issue 3, October 2011 [479-494]

Egan, T.M., Yang, B. & Bartlett, K.R. (2004) The effects of organizational
learning culture and job satisfaction on motivation to transfer learning and
turnover intention, Human Resource Development Quarterly, 15, 279- 301.

Freeman, S. J. and Cameron, K. S. (1993) Organizational downsizing: A
convergence and reorientation framework. Organization Science, 4:10.

Galletta, M., Portoghese, 1., Penna, M. P., Battistelli, A. & Saiani, L. (2011)
Turnover intention among Italian nurses: The moderating roles of supervisor
support and organizational support. Nursing and Health Sciences, 13:184-
191.

Golden, T. D., & Veiga, J. F. (2008), The impact of superior-subordinate
relationships on the commitment, job satisfaction, and performance of virtual
workers. Leadership Quarterly,19:77-88.

Greenberg, J. & Baron, R. A. (1997), Behavior in Organizations: Understanding
and Managing the Human Side of Work, 6th ed., Prentice-Hall, Upper Saddle
River, NJ.

Greenhaus, J. H., Parasuraman, A., & Wormley, W. M. (1990). Effects of race
on organizational experiences, job performance evaluations, and career
outcomes. Academy of Management, 33(1), 64-86.

Gouldner, A. W. (1960). The Norm of Reciprocity: A Preliminary Statement.”
American Sociological Review 25: 161-178.

Guerrero, S. & Barraud- Didier, V. (2004) High involvement practices and
performance of French firms, International Journal of Human Resource
Management, 15: 1408- 1423.

Guzzo, R. A. & Gannett, B.A. (1988), The Nature of Facilitators and Inhibitors
of Effective Task Performance, In Facilitating Work Effectiveness, edited by
F.D. Schoorman and B. Schneider. Lexington Books: Lexington, MA.

Herriot, P. & Pemberton, C. (1997) Facilitating New Deals, Human Resource
Management Journal, 7: 45-56.

Hochwater, W. A., Kacmar, C., Perrewe, P. L., & Johnson, D. (2003) Perceived
organizational support as a mediator of the relationship between politic
perceptions and work outcomes. Journal of Vocational Behavior, 63, 438-
456.

490



Hazril 1zwar Ibrahim/ Perception of Supervisory Support....

Holton, E. F., Bates, R. A.,, & Ruona, W.E.A. (2000).Development of a
generalized learning transfer system inventory. Human Resource
Development Quarterly, 11, 333-360.

Hooper, D. T., & Martin, R. (2008). Beyond personal leader-member exchange
(LMX) quality:The effects of perceived LMX on employee reactions.
Leadership Quarterly, 19(1), 20-30.

Hoppock, R. (1935). Job satisfaction. New York: Harper.

Huselid,M.A. (1995) The impact of human resource management practices on
turnover, productivity and corporate financial performance. Academy of
Management Journal, 38, 635-672.

Kirmeyer, S. L. & Lin, T. R. (1987). “Social Support: Its Relationship to
Observed Communication with Peers and Superiors,” Academy
ofManagement Journal, 30(March): 13X-151.

Kopelman, R. E., Brief, A. P. & Guzzo, R. A. (1990). “The Role of Climate and
Culture in Productivity”, in Organizational Climate and Culture, edited by
B.Schneider. Jossey-Bass : San Francisco, CA.

Kottke, J. L., & Sharafinski, C. E. (1988). Measuring perceived supervisory and
organizational support. Educational and Psychological Measurement, 48,
1075-1079.

Lamastro, V. (2007) Commitment and perceived organizational support. Journal
of Managerial Support, 22: 479-495.

Latham, G. P. (2007), Work Motivation: History, Theory, Research, and
Practice, Sage: Thousand Oaks, CA.

Lee, J. and Corbett, J.M. (2006) The impact of downsizing on employees’
affective commitment. Journal of Managerial Psychology, 21(3), ppl76-
199.

Lee, G. (2001). Towards a contingent model of key staff retention: The new
psychological contract reconsidered. South African Journal of Business
Management 32(1): 1-10.

Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of
Industrial and Organizational Psychology, 1279-1350.
Locke, E. A. (1984), "Job satisfaction”, in Gruneberg, M. & Wall, T. (Eds),

Social Psychology and Organizational Behavior, Wiley: Chichester,

491



International Journal of Business and Technopreneurship
Volume 1, Issue 3, October 2011 [479-494]

Macduffie, J. P. (1995) Human resource bundles and manufacturing
performance: organizational logic and flexible production systems in the
world auto industry, Industrial and Labour Relations Review, 48: 197- 221.

Makawatsakul, N. & Kleiner, B.H. (2003) The effect of downsizing on morale
and attrition", Management Research News, Vol. 26, pp.52 — 62.

Mathieu, J.E., Tannenbaum, S.1., & Salas, E. (1992) Influences of individual and
situational characteristics on measures of training effectiveness, Academy of
Management Journal, 35, 828-846.

Moorman, R.H. (1989). “Relationship Between Organizational Justice and
Organizational Citizenship Behaviors: Do Fairness Perceptions Influence
Employee Citizenship,” Journal of Applied Psychology, 74(April): 193-200.

Mullen, T. R., Kroustalis, C., Meade, A. W., & Surface, E. A. (2006, April).
Assessing Change in Perceived Organizational Support Due to Training.
Paper presented at the 21st Annual Conference of the Society for Industrial
and Organizational Psychology, Dallas, TX.

Naumann, S. E., Bennett, N., Bies, R. J., & Martin, C.L. (1998) Laid off, but still
loyal: The influence of perceived justice and organizational support.
International Journal of Conflict Management, 9: 356-368.

Nutt, P. C. (2004), Organizational de-development. Journal of Management
Studies 41(7):1083-1103.

Pears, J. (2004) Keeping people at work: Supervisor support and its influence on
the outcomes of work related stress, unpublished Masters Thesis, School of
Applied Psychology, GriffithUniversity, Australia.

Paille’, P., Bourdeau,L. & Galois, I. (2010) Support, trust, satisfaction, intent to
leave and citizenship at organizational level A social exchange approach.
International Journal of Organizational Analysis, 18: 41-58.

Pepe, M. (2010) The Impact Of Extrinsic Motivational Dissatisfiers On
Employee Level Of Job Satisfaction And Commitment Resulting In The
Intent To Turnover. Journal of Business & Economics Research, 8, 99-107.

Pfeffer, J. (1998) Seven practices of successful organizations. California
Management Review, 40: 96- 124.

Rhoades, L., Eisenberger, R. & Armeli, (2001). Affective Commitment to the

Organization: The Contribution of Perceived Organizational Support.
Journal of Applied Psychology, 86, 825-836.

492



Hazril 1zwar Ibrahim/ Perception of Supervisory Support....

Rhoades, L. & Eisenberger, R. (2002), “Perceived organizational support: a
review of the literature”, Journal of Applied Psychology, Vol. 84 No. 4, pp.
698-714.

Salas, E., & Cannon-Bowers, J.A. (2001). The science of training: a decade of
progress. Annual Review of Psychology, 52, 471-499.

Selmer, J. & Waldstram, C. (2007) Work values of surviving and non-surviving
managers during economic recession. Career Development International,
Vol. 12 (5), pp. 433 — 445.

Seyler, D. L., Holton, E. F. I, Bates, R. F., Burnett, M. & Carvalho, M.A. (1998).
Factors affecting motivation to transfer training. International Journal of
Training and Development, 2, 2-16.

Schirmer, LL & Lopez, FG 2001, ‘Probing the social support and work strain
relationship among adult workers: Contributions of adult attachment
orientations’, Journal of Vocational Behavior, 59, 17-33.

Shaffer, M. A., Harrison, D. A., Gilley, K. M. & Luk, D. M. (2001), “Struggling
for balance amid turbulence on international assignments: work-family
conflict, support and commitment”, Journal of Management, Vol. 27 No. 1,
pp. 99-121.

Shore, L. M. & Tetrick, L. E. (1991), “Construct validity study of the survey of
perceived organizational support”, Journal of Applied Psychology, Vol. 76
No. 5, pp. 637-43.

Sourdif J. (2004) Predictors of nurses’ intent to stay at work in a university health
center. Nursing Health Science, 6: 59-68.
Spector, P. E. (1997), Job Satisfaction: Application, Assessment, Causes and

Consequences: Advanced Topics in Organizational Behavior, Sage: London.

Stamper, C. L. & Johlke, M. C. (2003), “The Impact of Perceived Organizational
Support on the Relationship Between Boundary Spanner Role Stress and
Work Outcomes,” Journal of Management 29 (4), 569-588.

Tekleab A. G., Takeuchi R. & Taylor M.S. (2005) Extending the chain of
relationships among organizational justice, social exchange, and employee
reactions: The role of contract violations. Academy of Management Journal,
48: 146-157.

Tracey, J. G., Hinkin, T. R., Tannenbaum, S., & Mathieu, J. E. (2001). The
influence of individual characteristics and the work environment on varying

493



International Journal of Business and Technopreneurship
Volume 1, Issue 3, October 2011 [479-494]

levels of training outcomes. Human Resource Development Quarterly, 12, 5-
23.

Tourangeau A. E. & Cranley L. A. (2006) Nursing intention to remain employed:
understanding and strengthening determinants. Journal of Nursing, 55: 497—
500.

Vroom, V. H. (1964). Work and motivation. John Wiley & Sons: New York.

Wayne, S. J., Shore, L. M., Bommer, W. H., & Tetrick, L. E. (2002), The role of
fair treatment and rewards in perceptions of organizational support and
leader-member exchange. Journal of Applied Psychology, 87: 590-598.

World economic outlook (April 2010), international monetary fund. (2010).
Retrieved 27/10/2010, from
http://www.imf.org/external/pubs/ft/weo/2010/01/weodata /index.aspx.

494



